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• Is total cash compensation properly aligned 
with professional contribution? 

• Does the incentive program support the 
achievement of key performance metrics?  

• Are non-clinical commitments fully funded? 

We first asked the question… are these relevant issues?  
Then we asked… are there other issues that need to be addressed? 
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   Base Pay for 
Administrative 
Responsibilities 

 

   Base Pay for Teaching 
& Research Activities 
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  Base Pay for Clinical  
Activities 

   Base Pay Components 



   Performance Goals: 
Patient/Customer 

Satisfaction 

 

   Performance Goals: 
Financial/Operational 
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  Performance Goals: 
Quality 

Research and Academic 
Outcomes 

   Incentive Plan Criteria 
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Funding Sources 



   

  Group/Unit 

Criteria 
  Individual 

Criteria 

Salary 

   Incentive/Variable Pay 

Clinical Production 
and Quality 

And/Or 

Educational 
Performance and 

Contribution 

Administrative 
Performance and 

Contribution 

Research & Academic 
Performance 

Financial Results 

Incentive Performance Metrics 



     

Peer 
Group(s) 

Geographic 
Adjustments 

Target 
Positioning 

Market Criteria Individual Criteria 



     

Physicians  should be placed into a salary tier and paid within the designated tier based on 

teaching, research, and academic standing using criteria defined by CSHS with appropriate 

levels of Chair discretion 

Salary Range from P25 Market Value for 

Assistant Professor up to P75 Market Value 

for Associate Professor1

Salary Range from P25 Market Value for 

Professor up to P75 Market Value for 

Professor1

The salary range for Tier 2 will be divided 

into four or five pay/productivity levels

The salary ranges for Tiers 2 and 3 may 

overlap

Less than 2 years since 

completion of training

Academic rank of Assistant or Associate 

Professor
Academic rank of Professor

Board certified/eligible Board certified

Meets basic teaching performance 

expectations

Distinguished record of teaching, research, 

academic and/or service performance

Meets basic service and citizenship 

expectations

Clinical productivity meets/exceeds 

minimum performance threshold for the Tier

Meets other performance critieria, if any, 

established by the Department or the 

System

Meets other performance critieria, if any, 

established by the Department or the 

System

Salary Range from 85% of P25 

Market Value for Assistant 

Professor up to P25 Market Value 

for Assistant Professor1

Demonstrated record of leadership 

contribution to the group/unit, the practice, 

or the System

Salary Tier 1 Salary Tier 2 Salary Tier 3

1 Market data should be adjusted by the 16% geographic premium
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Incentive Compensation – Additional criteria may need to be 
added beyond individual performance connected to base salary 
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Productivity increases will occur in two ways: 

1. Increasing the amount of time available to provide clinical care 
2. Increasing the clinical productivity benchmark percentile goal 
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Median 

65th 
Percentile 

> 65th 
Percentile 

FY 14 Meets Exceeds 

FY 15 Meets Exceeds 
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Sample Physician Report  



Sample Physician Report   



Sample Physician Report 




