
Salaries Top Miami University’s Operating Budget 
Large pay disparities exist between faculty  

 
By Nick Ramsey 

 
Miami University spends $73.3 million in faculty 
salaries, with personnel expenses making up a 
whopping 78 percent of the total operating budget.  
 
But when payday rolls around, the number on some 
faculty checks can be as low as $30,000 or as high 
as $200,000. Some department chairs make even 
more.  
 
According to Interim Provost Raymond Gorman, the 
market determines the difference in average salaries 
between departments.  
 
“Lots of people who graduate in arts and science 
think they want to get a PhD. When a business 
school student graduates that person says, ‘I’m 
going to go get a job in business.’ They don’t think 
about graduate school or teaching,“ said Gorman. 
 
There may be up to 200 qualified applicants for a job 
in the College of Arts & Science, which allows the 
university to offer much lower salaries.  
 
The College of Arts & Science, Miami’s biggest 
college, is spending the most on salaries this 
academic year, but the Farmer School of Business 
has the highest average salaries.  
 
Here’s what each college at Miami is currently 
spending for faculty: 
 

• College of Arts & Science: $37.3 million. 
• Farmer School of Business: $14.2 million. 
• College of Education, Health & Society:  

$9.6 million. 
• College of Engineering & Computing: $4.6 

million. 
• College of Creative Arts: $6.6 million. 

 
Differences in average salaries are also determined 
by rank or title. Here are average annual salaries by 
position, according to the 2013 Ohio Universities 
Faculty Salary survey, conducted by Wright State 
University with data from all public universities in 
Ohio: 
 

• professor: $105,119. 
• associate professor: $78,249. 
• assistant professor: $71,322. 
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• lecturer: $50,450. 
• instructor: $37,123. 

 
Miami has no collective bargaining process or union, 
which is not rare for universities, especially in 
geographical areas not accustomed to labor unions. 
This allows the university to be much more flexible 
with their spending because there are no price 
ceilings or floors.  
 
“A lot of time the raises you get are all across the 
board raises. When you’re not unionized you can 
give more merit raises,” said Gorman.  
 
At Miami, faculty in lines called “lecturer” or 
“instructors” – along with “clinical” faculty, who were 
not listed separately in the Wright State data -- have 
been most vocal about pay disparity in recent years.  
 
Together, this population is considered non-tenured 
or non-tenure track, meaning they have no 
protection from being terminated. They make up 
about 10 percent of Miami’s faculty population.  
 
Part of the reason there is such a large difference in 
pay scales is because professors have different 
responsibilities than lecturers/clinical/ professionally 
licensed faculty (LCPL).  
 
Professors focus much more on doing research and 
getting that research published, while LCPL faculty 



focus mostly on teaching responsibilities and service 
duties.  
 
“Being published or the prospects for being 
published has a lot to do with whether or not they 
can get a tenure-track position,” said Gorman.  
 
Being published and keeping up with research is 
important to both professors and the university. 
 
“Without doing research it’s difficult to say you’re on 
top of your field. It kind of validates that you’re 
current,” said Gorman. “We rely on universities to 
move us forward in society.”  
 
Some non-tenured faculty who view their position as 
a stepping stone to a tenure track position run into 
problems trying to do research.  
 
“It can be very difficult to find funds and laboratory 
space as a non-tenure track faculty,” said Pete 
Wessels, senior lecturer in the Department of 
Psychology.  
 
In response, LCPL faculty often must incorporate 
research into their teaching. This can beneficial to 
students because they can get experience doing 
undergraduate research, according to Wessels.  
 
Not all LCPL faculty have or want a research priority, 
however.  
 
Heeyoung Tai has been at Miami for 23 years. She 
started out as a researcher but gave up her research 
when she got married and had kids because she 
could not fully focus on her work. She returned as a 
visiting professor, got a permanent position as a 
lecturer, and was eventually promoted to senior 
lecturer.  
 
“I started teaching a class and I fell in love,” said Tai, 
who teaches chemistry.  
 
Charles Stevens, senior lecturer in the International 
Studies Department, made a similar decision to give 
up his research on sustainable forms of agriculture.  
 
“Giving that up is not an easy choice, but it was a 
great decision in terms of personal life,” he said.  
 
Wessels, Tai, and Stevens all serve on the Faculty 
Learning Community for lecturers/clinical/ 
professionally licensed faculty on campus. They 
launched the FLC about two years ago to make sure 
this population is treated fairly.  
 

They have done research to help shape the 
development of policies involving the hiring, 
promotion, and retention of LCPL faculty members. 
They found that there was wide disparity between 
departments in terms of how LCPL faculty are 
treated, what they are expected to do, and whether 
advanced degrees earn them different titles.  
 
One reason for this confusion is because many of 
the current lecturers started out as visiting assistant 
professors. When they got promoted they didn’t 
initially get a raise in salary, but had an increase in 
workload.  
 
The Faculty Learning Community suggests that the 
university could better support these non-tenured 
faculty by: 
 

• better communicating about what resources 
are available to them. 

• providing access to funding for research. 
• paying for licensing and membership to 

professional organizations. 
• providing more funds for attending national 

conferences and continuing education.  
 
In a presentation during the 2013 Lilly Conference 
for College Teaching, the Faculty Learning 
Community argued that they and faculty with similar 
titles should perhaps get more funding than tenured 
track employees to account for their lower salaries.   
 
Wessels remembers a much different time early in 
his career as an hourly instructor. He saw an article 
about a 12-year-old boy in Indiana who collected 
honey, and made more money than him. However 
this didn’t let it bother him because that position was 
“a foot in the door” to academia.   
 
Stevens admits he would love to earn a higher 
salary, but that is not a major concern of the faculty 
learning community.  
 
“We are not utility maximizing people, we didn’t get 
into the academy because we wanted to make 
money,” he said.  
 
Tai takes it a step further. She believes the issue is 
not their lower salaries, but the fact that some LCPL 
faculty are not treated with respect or given the 
proper resources.  
 
“In the end we learned that the way we are treated 
reflects a lot of what students get from us,” said Tai.  



 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 


