	Name of School
	Funding to Department
	Funding to PI

Laboratory
	Salary, Bonus or Supplement
	Comments

	Caribbean Schools
	
	
	
	

	Russ University
	
	
	
	No incentive plan

	
	
	
	
	

	Canadian Schools
	
	
	
	

	University of Alberta
	
	
	
	No incentive plan

	University of Calgary
	
	
	If a faculty member receives support from the Alberta Heritage Foundation they are also entitled to a salary supplement, which ranges from 10K to 20K per year.
	

	University of Manitoba
	
	Part of the external salary award is returned to the PI laboratory.
	If the salary award is larger than the current salary, the PI receives the increase for the duration of the award.
	

	University of Toronto
	
	
	
	No incentive plan

	
	
	
	
	

	U.S. Schools

Public
	
	
	
	

	LSU – New Orleans
	
	
	Research Incentive compensation = [Released Funds (Salary Component on Grant) + Indirect dollars] multiplied by 10%.  For calculations, the base salary component cannot exceed the NIH cap.


	For grants with multiple faculty, the total payout cannot exceed 20% of the Released Funds plus Indirects.

Tenure Track only



	LSU – Shreveport
	Department gets 32% IDC collected on extramural grants.
	
	2 Plans 

1st:  A portion of the IDC on extramural grants is returned to the PI (16% collected) used for legitimate expenses, salaries, stipends, equipment, supplies, travel, etc.)

2nd:  20% supplement but the maximum would only apply to the annual total grant direct costs and are equal to or greater than $200,000 and the IDC is at the federal rate.  To obtain the supplement faculty must contribute at least twice the amount from the grants.  


	

	Marshall University
	25% of the indirect cost monies returned to Dept to support overhead expenses.  
	See Next Column
	Based on replacement of State dollars w/ salary dollars from grants.  Returned to PI as the incentive plan –currently a dollar for dollar return.

Can be used for either bonus or laboratory expenses.
	

	Medical College of Ohio
	For each $ up to 25% of salary plus fringe 25 cents goes back to the department.
	
	For each $ up to 25% salary plus fringe, 25 cents is given back to the PI.  For each $ above 25% of salary, 50 cents is given to the PI
	

	Medical College of Virginia
	
	
	Only applies to PI.

Faculty members who generate sponsored research income to support all salary qualify for incentive plan.  Based upon years of service, faculty rank, and % effort on grants.

Instructor/Asst Professor – (3 yrs or less) 

15-25% = 20% salary incentive

Instructor/Asst Professor – (3 yrs or less) 

Greater 25% = 33%

Instructor/Asst Professor – (more 3 years)

25-35% = 20%

Instructor/Asst Professor – (more 3 years)

Greater 35% = 33%

Associate Professor/Professor

25-50% = 20%

Associate Professor/Professor

Greater 50% = 33%
	

	SUNY – Buffalo
	20% of the salary component to Chairman’s fund; 30% used to run dept.
	See Next Column
	50% of the salary component of the grant returns to the PI.  Can be used for either salary or laboratory expenses.
	

	Texas A/M
	
	All indirect costs received and salary component on grant are returned to the PI.
	One third of salary savings can be used as their salary supplement.


	

	Uniformed Service 

University
	6.75% of direct costs are returned to support the Department Administrator.  Any excess is distributed by the chairman for use by faculty for purchase of software and other items.
	
	Not allowed.
	For extramural research funds administered by USU there is no return to the sponsoring department or faculty member apart from the direct support of the funded research.

	University of South Alabama
	
	
	
	No incentive plan

	University of Arkansas
	
	
	20% bonus for the first 50% of salary relief; 60% bonus on the next 25% of salary relief; 75% bonus on the last 25% of salary relief.

Faculty who go from no salary on grants 100% could receive a bonus of 43.75% added to their base salary.  The plan is keyed to the AAMC medians at 94% of the median for less than 2 years at rank, 100% of the median for 2-5 years experience at rank, and 106% of the median for more than 5 years at rank for the base salary.
	Faculty must put 25% of salary on grants to qualify..

	University of Colorado
	
	
	
	No incentive plan

	University of Connecticut
	
	
	Each faculty is asked to put 35% of their salary on the grant.  The amount of bonus that is returned to the faculty is a certain % of any amount of salary on the grant above 35%.  The maximum amount of the bonus is $20K.
	

	University of Health Sciences in Kansas City
	
	20% of the salary component from the grant to be used for research related activities.
	Faculty brining in 25% salary from the grant support will receive a salary bonus of $10K.
	University retains all of the F/A costs.

	University  of Illinois – Chicago
	
	
	
	No incentive plan

	University of Iowa
	
	Faculty is expected to obtain 50% from extramural sources.  Incentive based on % of salary recovered from grants.  Once faculty has 40% or more in recovery – the scale escalates exponentially, can get back 12-20K per year.  An individual enrichment account is setup to be used for any purpose (except a salary bonus) by the faculty.  Fund carries over from year to year.
	
	University prevents bonuses.

	University of Louisville
	
	
	Faculty w/ excellent research funding can receive a “research supplement” to their salary to reward them for research productivity.  *Funding is not guaranteed / will be lost if research funding is not maintained.
	Newly appt. tenure track / tenure faculty must derive at least one-third salary from research grants.

	
	
	
	
	

	University of Miami School Medicine
	10% of salary in excess of 50% retained by the department.
	
	Based upon salary on grants in excess of 50% half of the excess can be used for a bonus or to supplement the lab.  There is a yearly maximum of 20% allowed on current salary.  40% excess is set up for a rainy day fund to be used for faculty who fall below 50%.
	Faculty who require less than 50% salary from the department will qualify for accrued department dollars.

	University of Nebraska
	
	** Some researchers elect not to supplement their salaries and use the dollars to enhance their research.
	Faculty members who put their salaries on grants and who are supported on state funds – recover up to 25% of their state salary from freed up state funds.  Example:  100K per year / recovery 50% on grants $25K added to salary from freed up salary dollars.**
	

	University of North Carolina
	
	
	
	No incentive plan.  But one is under discussion.



	University of South Carolina
	
	50% salary funds generated on grants returned to the PI for supplies, tech, student stipends etc. (12 month appt.)
	
	Working on a plan that would convert everyone to 12-month appointment with only 75% salary guaranteed.  The rest would come from grants allowing salary supplementation.

	University of South Florida
	
	
	Full time faculty eligible-receiving portion of salary from state appropriated education and general funds at the time of the application.  Participation is voluntary.  PI will commit to a minimum of .20FTE or more of their support including benefits from their grant funding.  A minimum of $50K per year in extramural peer-reviewed grant funding bearing indirect costs not less than 20% negotiated rate is necessary for consideration for eligibility to participate in the program.

$50K - $99,999 Annual Grant Award = $2500 incentive amount.

$100K - $299,999 = $10,000 incentive amount.

$300K  or greater = $15,000

(Maximum)  Incentive is paid in lump sum. 


	

	University of Tennessee
	
	See Next Column
	Faculty gets 40% of each grant dollar that defrays state salary dollars (grant must cover with full indirects)

Faculty with $80K salary and 2 grants which can support 30% of salary receive a yearly bonus of 0.24% x 80K paid to the faculty member in a 6 month interval.

Monies can be used as either bonus or research support.
	

	University of Texas Health Science Center 
	
	
	
	No formal incentive plan.



	University of Texas Houston
	
	See Next Column
	Faculty are encouraged to capture more of their salary on grants.  Faculty receives a portion of the additional salary generated as either:

1) Increased research support

2) Benefits

      3)    Salary supplement


	

	University of Texas Galveston
	First 20% of salary support on a grant reverts to the department.
	See Next Column
	Salary offset 20-40% split between faculty and the department in a 50/50 ratio.  Salary greater than 40% is split between the faculty and the department in a 70/30 ratio.

Can be used for salary adjustment or for research support.
	Tenure/tenure

Track

	University of Texas Southwestern
	
	
	
	No incentive plan

	University of Utah
	
	
	
	No incentive plan

	University of Vermont
	
	
	
	No incentive plan

	University of Virginia
	
	
	Incentive begins after 50% of salary support is obtained. Between 25-50% of the salary paid on grants, faculty receives 33% of the amount (between 25-50%) as a bonus.  Between 50-100% salary paid on grants faculty receives 50% of the amount above 50%.
	

	Wayne State University
	
	
	
	No incentive plan

	
	
	
	
	

	
	
	
	
	

	U.S. Schools Private
	
	
	
	

	Albany Medical College
	
	
	
	No incentive plan

	Boston University
	
	
	
	No incentive plan

	Brown University
	
	For salaries assigned to grants that amount to greater than 33% annual effort and less than 80%, in the following year an amount is added to the following year.  The amount is equal to 1/2 of the salary saved in this range.  At a max. for each year of external support the faculty member can be allocated an amount equal to 2.75 months of salary.
	Can’t be used for salary supplement.
	

	Creighton University
	
	
	
	No incentive plan.

	Dartmouth University
	
	
	
	No incentive plan.

	Drexel University
	12% indirect costs to the department.
	8% indirect costs to PI for laboratory use
	There is an incentive plan in the college “cash bonus”.  Exceptional Program money comes from the Dean’s Office (depending on the college budget at the end of the year).  In the past, they have averaged $3-5K.
	Those who receive a new or competing renewal grant w/ total costs for the grant period in excess of $1,000,000 receive $5,000.

	Duke University
	The other $1 goes to the department.
	See Next Column
	Faculty receives $1 for every $2 from sponsored research over 50% of annual salary.  This can be utilized as a bonus (not to exceed 10% annual salary) or placed into discretionary account.


	

	
	
	
	
	

	FUHS – Chicago University
	One half of  the returned portion of the salary is given to the department.
	See Next Column
	For a grant with 1-25% salary support covered, 25% of the salary support is returned.  

26-50% salary support – 50% is returned;

51-75% salary support – 75% is returned; 

76-100% salary support 90% is returned.

Of the returned salary, 1/2 can be used by the PI  for salary, travel, equipment, etc.
	Funds for tenure track faculty only.



	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	
	
	
	
	

	Georgetown University
	15% of  indirect dollars to the department.
	Basic Plan:

Amount of incentive will be 5% of the amount of the PI’s or Co-PI’s salary covered on research grants w/ high indirect cost recovery rate above 40%.  Paid as discretionary funds for research, academically related-subscriptions, travel or purchase of equipment.
	
	Special Award:

For new investigator the Special incentive for the junior faculty member who submit and receive  funding for their first federal peer reviewed research grant (R01).  The amount of the incentive is $5,000.  All new faculty would be eligible for the award.

	George Washington University
	
	
	Based upon salary components of the grants.  Contact Dr. Chiappinelli for further details.
	Tenure/Tenure Track

	Howard University
	10% of indirects to the department.
	On occasion, the indirect dollars can be passed on to the PI for tech salary only.
	
	

	Kirkville College of Osteopathic Medicine
	Called Research Reinvestment Plan

50% of salary and 25% of IDC to the department for the chairman’s discretionary fund.


	
	PI can supplement base salary by up to 20% does not raise the base salary.
	Chairman allows the PI to determine use of all funds in their individual accounts.

	Loyola University
	
	
	Salary consists of three components:

A) Base = 70% of the tabular value in the AAMC faculty salary book.

B) Supplement = up to 30% of the tabular values

C) Incentive = as much as 30% of the tabular values.

One half of the supplement is derived from teaching a specific course load.  The other 1/2 supplement is obtained by receiving a research grant with a salary component equal to 30% of the base plus full supplement or having a grant with the total direct and indirect dollars equal to $120per sq ft of lab space.

The incentive component is as follows:

For each 10% increment above 30% required for the supplement, the faculty receives 5% incentive, up to a maximum of 30% incentive.
	Research Intensive Faculty

	May Clinic
	
	
	
	No incentive plan

	Medical College of  /Wisconsin
	
	
	
	No incentive plan

	Midwestern University
	
	
	Salaries covered by institution.  If faculty get salary support then 25% will come back to the PI as a bonus check.
	

	Northwestern University
	60% of indirects are returned to the department.
	
	Faculty are on a 9-month basis, which is guaranteed.  To get the other 25% of summer salary they must bring in 50% on a grant.

Above the 50% the faculty receives 1/2 of salary over the 50% level.  The maximum bonus is 20%.
	

	Rush University
	See third column
	
	58% is break even.  Any percentage above this amount is split between the faculty and the department.
	

	Univ of Miami
	10% of salary in excess of 50% retained by the department.
	See Next Column
	Based upon salary on grants in excess of 50%.  Half of the excess can be used for a bonus or to supplement the lab.  There is a yearly maximum of 20% allowed on current salary.  40% excess is set up for a rainy day fund to be used for faculty who fall below 50%.
	Faculty who require less than 50% salary from the department will qualify for accrued departmental dollars.

	University of Pennsylvania
	
	
	
	No incentive plan.


