
2018-2019 Year-End Committee Report 

Committee:  Salary and Benefits 

Charge: 
examines matters related to salary and benefits, including health, education, and child 

care. 

Chair: Robert Gordon 

# of Meetings: Two (fall and spring, no winter meeting) 

Completed Business and/or Accomplishments 

1. The fall meeting with representatives of the Northwestern Emeritus Organization (NEO) was

devoted to identifying issues of pre-retirement communication and post-retirement benefits of

concern to prospective retirees and those who have already retired.

2. During the winter Tricia England conducted a survey of six peer private universities concerning

16 different dimensions of pre-retirement communication and post-retirement benefits.

3. The spring meeting was also held with representatives of the NEO.  Tricia’s benchmarking

survey was discussed and the most important issues were identified.

4. A report was written that summarized the issues identified in the meeting.  The report was

presented to the June meeting of the Faculty Senate.  The report starts with a section

“Communication” which criticizes both the Provost and HR websites for providing fragmentary

and inadequate information, particularly about Medicare supplementary insurance plans the

existence of insurance brokers.  The report then proceeds to a section “Adequacy of Benefits”

and identifies aspects of retirement benefits that differ between NU and peer institutions.

These include partial subsidization of Medicare supplementary insurance, provision of

subsidies for financial planners, differences in the salary reduction involved in phased

retirement, and provision of counseling and other services to those already retired.  The report

concludes with eight recommendations.

5. The chair also worked with Tricia England to update and prepare a set of tables on different

dimensions of NU salaries, including comparisons across peer institutions and also

comparisons across ranks and departments.
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Unfinished/Continuing Business  

None 

 

 

 

 

 

 

 

 

 

 

New Business for Next Year 

Not identified yet.  We will start by trying to identify areas of benefits going beyond child care 

(discussed in 2017-18) and retirement (2018-19).  We may also devote some attention to the 

structure of salaries across ranks and departments, particularly the issue of NTE salaries in the 

humanities. 
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Northwestern University Faculty Senate 

Committee on Salary Benefits 

Report on Retirement Issues, Spring 2019 

The committee considered a range of issues related to faculty retirement at its meetings 

in the fall quarter of 2018 and spring quarter of 2019.  We were aided in this review by the 

Senate’s research assistant Tricia England, who assembled a detailed comparison of retirement 

procedures and benefits at Northwestern and six other top private universities.  We also 

benefited from the insights at our meetings of two officers of the Northwestern Emeriti 

Organization (NEO).  The committee reviewed not only the benefits provided to retirees but 

also the nature of the university’s communication with current faculty members who are 

prospective retirees. 

Communication 

There is currently no proactive outreach from the administration to prospective retirees, 

i.e., those faculty members who are aged over 55 or over 65.  Prospective retirees are expected to

locate the needed information on their own.  The Provost’s web site has a tab devoted to faculty

retirement that consists of five sections.  First is a link to the Human Resources (HR) web site

treatment of retirement benefits, which opens up with a primer on the retirement savings plan,

eligibility rules for retirement, and a checklist called “Prepare to Retire.”  Included in that

checklist is a link to a 15-page document “Benefit Program Information for Retirees.”  This

contains detailed information on options for medical care coverage as well as the continuation

of life insurance policies.  The document includes a checklist indicating for each category of

benefits what the prospective retiree needs to do and when.   Also included is a price list

comparing Medicare supplemental coverage through United Healthcare (UHC) with several

other options which are all much more expensive because they are stand-alone policies that do

not supplement Medicare.  We note that the HR checklist is organized by topic and does not

include a “timeline” or “countdown” organized chronologically to indicate what the

prospective retiree needs to accomplish in each month leading up to retirement.

The other sections of the Provost’s retirement tab are (2) “Programs and Services” (links 

for continuing education options, volunteer opportunities, and senior services), (3) the 

Northwestern Emeriti Organization, (4) the Faculty Handbook, and (5) Phased Retirement 

(which contains no details and directs prospective retirees to consult their Dean’s office).  We 

note that the Faculty Handbook section on retirement consists of only three paragraphs, two of 

which concern eligibility and the other of which provides details on phased retirement which 

are missing from the Provost’s section on that topic (namely phased retirement normally 

extends over three years, and involves 50 percent of normal teaching for 60 percent of salary). 

The NEO representatives at our meeting reported that a brochure is being prepared in 

cooperation with the Provost’s office and HR which will be sent every two years to all faculty 

members aged 55 and over.  The brochure is intended to improve on the information provided 
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by the Provost and HR websites, which lack a qualitative comparison of how Medicare 

supplemental insurance actually works, and of how Medicare advantage plans differ from 

Medicare supplement plans.  Lacking is any indication of how prescription drug coverage 

compares under the UHC option with the major insurance options currently provided for active 

faculty members.  The HR document lacks details and instead provides UHC phone numbers, 

deferring all inquiries about the details of health care coverage to UHC rather than HR.  The 

NEO representatives added that the Medicare web site provides very comprehensive 

information on benefits, including information on Medicare supplemental benefits, but that HR 

should do much more to recognize the different individual needs of prospective retirees. 

The NEO representatives also criticized the HR information for making no mention of 

insurance brokers, who could provide needed advice on alternative Medicare supplementary 

insurance options to prospective retirees (these brokers provide their services at no cost, 

receiving commissions from the chosen insurance plans).   At a minimum the HR information 

should include a list of insurance brokers.    

Adequacy of Benefits 

The most important issue for retired faculty members is the cost and adequacy of 

medical care coverage that supplements Medicare.  As discussed above, NEO representatives 

criticize NU for offering only one subsidized plan through UHC whereas ideally a variety of 

plans would be offered through different insurance providers.  At a minimum NU HR should 

include in its web information a strong recommendation that prospective retirees utilize the free 

services of insurance brokers and provide a list of brokers. 

NU also falls short of several peer private universities which subsidize premiums for 

Medicare supplementary plans.  The amounts of the subsidies vary widely and are often 

conditional, so no summary can be provided.  For instance, Harvard provides a subsidy of 50 to 

80 percent if retiring in 2019-2023, depending on years of service.  Chicago waives the cost, but 

only for those retiring between ages 65 and 70.  Stanford provides a variable subsidy for 

“grandfathered” employees but not for others.  Yale provides subsidies in amounts that cannot 

be determined. 

Other than medical care, probably the most important benefits a university can provide 

its retirees is office space.  Like all other institutions that were contacted, the provision of office 

or lab space is determined at the level of individual departments, so no generalizations are 

possible.  NU is unique in that it not only allows retirees to retain parking privileges but 

provides them for free.  Other institutions provide an assortment of benefits that are not 

available for NU retirees.  The University of Chicago is somewhat unique by providing 

continued college tuition and Laboratory School tuition benefits, while Yale provides free lunch 

for retirees in university dining halls.  Stanford offers a Stanford-sponsored book club and 

volunteer opportunities at university-affiliated organizations.  Harvard provides $1,000 and 

Chicago $3,000 for the fees of a professional financial planner.  We note that both TIAA and 
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Fidelity offer free financial planning services, and that TIAA has a local office in Evanston that 

provides a range of free services to faculty members including retirees. 

Two of the most important aspects of retirement do not involve benefits to retirees but 

financial aspects of the transition to retirement – phased retirement and subsidies for early 

retirement.  NU together with all peer institutions offers phased retirement, which in the case of 

NU offers a 50 percent teaching reduction for a 40 percent salary reduction.  This is not an 

attractive tradeoff to many senior professors who may spend 20 percent or less of their working 

time in teaching as opposed to research and administrative work.  For a professor spending 20 

percent of his work time on teaching, phased retirement amounts to a 10 percent reduction in 

work load at the disproportionate cost of 40 percent of salary.  This observation is qualified to 

the extent that the 50 percent teaching reduction also includes a 50 percent reduction in 

administrative duties such as committee chair roles.  Still, for a faculty member who spends 50 

percent of working time on self-directed research, the 50 percent work reduction under phased 

retirement involves only a 25 percent reduction in total work time for a 40 percent salary 

reduction.  

Peer institutions vary widely in the salary reduction that they impose in trade for a 50 

percent reduction of teaching.  At Princeton (basic option) and Stanford the terms are less 

attractive than at NU, with a 50 percent salary reduction.  Chicago is more generous than NU, 

with a 33 percent salary reduction.  Harvard and Yale are much more generous than NU.  At 

Harvard there is a zero salary reduction for a two-year 50 percent teaching reduction.  At Yale 

there is a sliding scale over three years (zero, 25 percent, 50 percent).   

In addition to phased retirement, a few institutions offer subsidies for early retirement.  

Princeton offers a 1.0 to 1.5 year salary bonus, but only for those completing phased retirement 

by age 73.  Columbia offers a 1.0 year bonus, also limited to those completing retirement by age 

73. Chicago has a subsidy for those retiring before age 70, but we were unable to determine the

amount other than it does include waiving health insurance premiums for life.  These subsidies

are equivalent to phased retirement with one year of zero teaching with no salary reduction.

We do not regard these subsidies as important or worth imitating, as few current faculty

members are interested in retiring as early as age 70 or 73.  On the other hand, if nobody is

interested in retiring “early” to benefit from the subsidies, then offering them costs the

university nothing.

Finally, a retirement benefit of potential value to retirees is counseling.  While the NU 

HR offers counseling to those who are planning retirement, it does not apparently offer a broad-

based set of counseling services for those who are already retired.  A model for this type of 

counseling is provided by the Princeton “Carebridge” service, which provides counseling and 

help on a wide range of professional, personal, and financial topics.  It is worth listing those 

topics to provide a model for which NU could ideally provide in the form of counseling to 

retirees:  “leisure and travel opportunities, family/marital relationships, caregiver supports, 

grandparenting, retirement activities, wellness and health concerns, long-term care concerns, 
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independent living helps, home care, long-term planning and finance, legal assistance, medicare 

and social security, guidance on dementia, Alzheimer’s, and depression, grief/loss, and elder 

housing choices.”     

Recommendations 

1. HR involvement with the retirement process ends with the date of retirement, and

HR provides no services to those who have already retired.  The Princeton

“Carebridge” counseling services provide a model for what HR might provide to

retirees.  We note that HR does have a “Work/life” service that might be expanded to

provide services for retirees – its own description of its services is primarily oriented

to younger faculty members on issues such as parental leave, child care, and housing

assistance.

2. HR should provide information and guidance that helps each prospective retiree

find the right health plan for their individual needs and should not default all

questions to United Healthcare.

3. HR should recognize the role of insurance brokers as a source of free information to

prospective retirees and should develop and maintain a list of insurance brokers.

4. The HR web site should include a link to the new brochure.

5. The HR web information for prospective retirees should include a timeline that

covers each action the prospective retiree must take in chronological order starting

12 months in advance of the retirement date.

6. The Faculty Handbook should be updated to provide links to the appropriate

sections of the Provost’s and HR websites, as well as to the brochure.

7. The university should establish an Emeriti center to provide a venue for emeriti to

communicate and socialize and in addition allow for office space for those emeriti

who are unable to retain office space in their departments.

8. HR has just added the new position of Retirement Benefits Manager.  Our committee

looks forward to working along with NEO and the new manager to discuss the

implementation of our recommendations.
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School
2019 Avg 

Full 
Professor*

2018 Avg 
Full 

Professor

18-19
Annual 
Growth 

Rate (%)

Comp 
Annual 
Growth 

Rate 

2011 Avg 
Full 

Professor 
Salary

Comp 2011 
Avg. Full 
Professor 

Salary 
1 Columbia 259.7 251.3 3.3 8 191.4 2
2 Stanford 256.1 246.2 4.0 6 188.4 4
3 Princeton 248.0 238.0 4.2 4 186.0 5
4 Harvard 244.3 245.8 -0.6 20 193.8 1
5 U of C 241.9 234.3 3.2 9 190.0 3
6 MIT 232.2 222.8 4.2 4 165.8 11
9 Yale 230.9 214.3 7.8 1 177.1 6
7 Penn 223.6 217.3 2.9 10 175.1 8
8 NYU 218.3 214.5 1.8 18 175.9 7
10 Northwestern 215.2 211.2 1.9 16 169.5 10
11 Duke 214.2 209.7 2.2 14 163.4 13
13 UCLA 214.0 204.0 4.9 3 153.7 17
12 CalTech 209.8 204.2 2.7 11 171.5 9
14 Georgetown 206.1 203.4 1.3 19 158.9 14
15 Vanderbilt 205.9 198.8 3.6 7 151.3 18
18 Cal-Berkeley 201.7 191.2 5.5 2 149.1 20
16 Wash U 201.7 196.6 2.6 13 164.9 12
17 Rice 196.6 193.0 1.9 16 155.2 16
19 Brown 187.7 183.9 2.1 15 150.7 19
20 Cornell 183.5 178.7 2.7 11 157.8 15

Average 219.6 213.0 3.1 168.4
*1000s

1A

Source: All data on this and the follow table was taken from the AAUP Faculty Survey Report (https://www.aaup.org/our-
work/research/FCS) 



School

2019 Avg 
Assistant 
Professor 
Salary*

2018 Avg 
Assistant 
Professor 

Salary

18-19
Annual 
Growth 

Rate (%)

Comp 
Annual 
Growth 

Rate 

2011 Avg
Assistant 
Professor 

Salary

Comp 2011 
Avg. Assistant 

Professor 
Salary 

1 Stanford 137.0 131.6 4.1 6 103.4 4
2 Harvard 134.6 140.7 -4.3 20 104.0 3
3 Penn 132.6 130.3 1.8 17 106.8 2
4 Cal Tech 132.5 128.3 3.3 10 108.1 1
5 MIT 132.1 124.5 6.1 3 100.0 6
6 Columbia 130.2 126.2 3.2 11 97.2 7
7 U of C 128.5 121.4 5.6 5 100.5 5
8 Duke 121.9 114.1 6.8 2 87.2 16
9 Georgetown 120.3 115.6 4.1 6 88.9 13
10 Cornell 118.9 116.6 2.0 16 96.5 9
11 Princeton 118.4 115.2 2.8 12 90.8 11
12 Yale 117.9 109.6 7.6 1 87.5 15
13 Northwestern 117.2 116.7 0.4 18 96.8 8
14 Cal-Berkeley 115.4 111.0 4.0 8 88.4 14
15 Wash U 114.4 110.4 3.6 9 89.9 12
16 Rice 113.9 107.6 5.9 4 86.4 17
17 NYU 113.4 115.2 -1.6 19 95.6 10
18 UCLA 108.6 106.0 2.5 13 84.0 18
19 Vanderbilt 105.1 102.5 2.5 13 74.6 20
20 Brown 99.7 97.4 2.4 15 80.9 19

Average 119.8 118.0 3.1 98.0
*1000s
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Comparison of Salary Increases

NU Continuing Faculty
All NU 
Faculty

Average 
Peers

All NU 
Faculty

Average 
Peers

All NU 
Faculty

Average 
Peers

Previous 
Average Salary New Average Salary

Annual Percent 
Increase

Average 
Salary

Average 
Salary

Annual 
Percent 
Increase

Annual 
Percent 

Increase

Ratio NU 
to Peer 

Average

Average % 
Increase 

Since 2011

Average % 
Increase 

Since 2011
2018-19 Full Professors 210.5 215.0 2.1 215.2 219.6 1.9 3.1 98.0 3.0 3.3

Asst. Professors 117.3 123.4 5.3 117.2 120.6 0.4 3.1 97.2 2.4 2.6

2017-18 Full Professors 201.2 209.3 3.9 211.2 213.0 5.2 3.6 99.1 3.1 3.2
Asst. Professors 114.5 120.9 5.5 116.7 117.0 -0.4 2.7 99.7 2.6 2.5

2016-17 Full Professors 192.9 202.1 4.7 200.7 205.4 3.5 2.6 97.7 2.8 3.2
Asst. Professors 110.4 117.0 5.8 117.2 113.9 4.9 2.7 103.5 3.2 3.3

2015-2016 Full Professors 187.8 195.5 4.0 193.7 200.2 3.3 3.5 96.8
Asst. Professors 106.3 112.0 5.2 111.4 110.9 4.1 3.9 100.5

2014-2015 Full Professors 182.6 189.3 3.6 187.4 193.3 2.9 3.1 96.9
Asst. Professors 102.1 107.5 5.1 106.9 106.7 4.0 3.0 100.2

2013-2014 Full Professors 176.8 184.0 4.0 182.0 187.4 3.0 3.1 97.1
Asst. Professors 96.7 102.0 5.3 102.7 103.5 4.3 3.4 99.2

2012-2013 Full Professors 176.7 181.6 2.6 3.3 97.3
Asst. Professors 98.4 100.0 -0.5 4.8 98.4

2011-2012 Full Professors 172.1 175.7 1.5 3.6 98.0
Asst. Professors 98.9 95.3 2.1 -2.8 103.8

2010-2011 Full Professors 169.5 169.5 100.0
Asst. Professors 96.8 98.0 98.8
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       Northwestern University
Summary of Full-time Tenure-line Faculty Median Salaries (1)

2017-18

Kellogg School of Pritzker WCAS WCAS Feinberg Bienen School McCormick
School of Education & Medill School of Natural Social WCAS School of School of of School of 

Management Social Policy School Law Sciences Sciences Humanities Medicine (2) Music Communication Engr & AS
Professor

75th Percentile $392,398 $227,825 $170,709 $291,192 $212,000 $234,945 $201,500 $247,631 $177,837 $210,576 $212,489
50th Percentile $353,945 $160,680 $163,229 $249,729 $180,000 $199,500 $166,375 $207,705 $155,394 $162,566 $181,746
25th Percentile $318,123 $150,365 $136,593 $223,078 $135,300 $150,000 $143,500 $172,160 $130,711 $130,925 $155,317

N 66 17 11 38 99 107 50 38 16 47 122

Associate Professor
75th Percentile $277,003 $132,000 $133,500 $116,375 $162,292 $113,550 $116,792 $141,265
50th Percentile $247,806 $123,804 $165,875 $117,678 $118,707 $103,900 $155,541 $103,337 $98,758 $127,923
25th Percentile $226,508 $108,098 $104,625 $93,750 $128,125 $98,714 $94,269 $120,093

N 31 6 7 4 19 60 52 19 17 25 38

Assistant Professor
75th Percentile $223,450 $108,000 $108,150 $81,500 $126,030 $100,000 $116,114
50th Percentile $190,008 $91,660 $103,250 $97,000 $80,000 $120,000 $80,966 $113,159
25th Percentile $180,708 $101,475 $88,500 $79,000 $114,179 $79,835 $111,002

N 34 8 2 3 30 43 26 17 3 22 25

Footnotes:
(1) Full-time tenure-line faculty members are included at the rank of Assistant Professor and above who were active on 11/1/17.  Faculty members are reported in the school

of their primary department. Faculty spending over 50% of their time in an administrative position and research faculty are excluded. Salaries are on a nine-month basis.
except for Feinberg School of Medicine. College Fellows and Jacobs Scholars are included with Assistant Professors.

(2) Includes basic science departments and not clinical departments. Saalaries on a twelve-month basis with chairs are excluded

No salary figures are shown for categories with fewer than 5 people.  Median only is shown for categories with between 5 and 8 people. 
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Link to Faculty Salary Tables: https://www.northwestern.edu/provost/faculty-resources/shared-governance/faculty-salary-
table.html  



      Northwestern University
Summary of Full-time Non-Tenure-line Instructional Faculty Median Salaries (1)

2017-18

Kellogg School of Pritzker WCAS WCAS Bienen School McCormick
School of Education & Medill School of Natural Social WCAS School of of School of 

Management Social Policy School Law Sciences Sciences Humanities Music Communication Engr & AS

Professor of Instruction, Clinical 
Professor, and Professor of Practice

75th Percentile $275,599 $192,265 $91,000
50th Percentile $237,061 $162,533 $149,841 $112,815 $131,500 $88,300
25th Percentile $186,043 $129,001 $83,000

N 27 7 22 7 5 9 1

Associate Professor of Instruction, 
Associate Clinical Professor

75th Percentile $183,824 $150,891 $111,843 $96,250 $73,250
50th Percentile $170,933 $120,201 $94,166 $82,000 $89,175 $68,500 $126,116
25th Percentile $168,227 $116,389 $82,929 $80,000 $66,000

N 8 9 19 7 9 36 1 1 8

Assistant Professor of Instruction, 
Assistant Clinical Professor

75th Percentile $166,464 $99,355 $102,753 $65,250
50th Percentile $163,238 $88,780 $95,425 $77,000 $81,700 $59,600 92,025.00   
25th Percentile $160,000 $84,950 $92,676 $56,750

N 9 3 10 13 7 8 28 1 6

Distinguished Senior Lecturer
75th Percentile
50th Percentile
25th Percentile

N 1 1 1

Senior Lecturer
75th Percentile $73,730 $81,097
50th Percentile $71,876 $68,778
25th Percentile $66,757 $57,641

N 1 3 3 1 3 3 10 16 3

Footnotes:
(1) Full-time non tenure-line instructional faculty members are included at the rank of Senior Lecturer and above who were active on 11/1/17.  Faculty members are reported

in the school of their primary department. Faculty spending over 50% of their time in an administrative position and research faculty are excluded.  Salaries are on a
nine-month basis.

No salary figures are shown for categories with fewer than 5 people.  Median only is shown for categories with between 5 and 8 
people. Feinberg School of Medicine is excluded. 3B



Northwestern University
Summary of Full-time Tenure-line Faculty Median Salaries (1)

2018-19

Kellogg School of Pritzker WCAS WCAS Feinberg Bienen School McCormick
School of Education & Medill School of Natural Social WCAS School of School of of School of 

Management Social Policy School Law Sciences Sciences Humanities Medicine (2) Music Communication Engr & AS
Professor

75th Percentile $401,424 $233,293 $174,806 $303,367 $214,700 $245,952 $205,530 $252,584 $180,402 $213,524 $216,951
50th Percentile $357,082 $199,299 $170,175 $255,286 $182,700 $201,748 $173,305 $214,664 $154,444 $166,173 $186,441
25th Percentile $325,087 $158,105 $139,325 $226,427 $137,871 $152,200 $145,656 $174,525 $133,425 $130,534 $155,432

N 68 19 9 42 97 112 51 34 15 46 123

Associate Professor
75th Percentile $270,996 $200,000 $137,795 $132,425 $129,920 $116,600 $164,747 $114,044 $123,430 $145,079
50th Percentile $255,599 $123,534 $126,775 $121,981 $119,571 $104,255 $154,910 $102,949 $100,504 $129,668
25th Percentile $213,019 $116,659 $116,275 $112,473 $104,236 $95,700 $128,942 $96,520 $95,554 $122,280

N 38 7 9 3 28 61 49 20 18 26 42

Assistant Professor
75th Percentile $226,240 $101,000 $106,100 $125,000 $82,215 $127,968 $88,187 $117,459
50th Percentile $193,118 $95,000 $104,391 $96,646 $80,895 $123,700 $82,100 $114,889
25th Percentile $191,034 $92,000 $103,525 $89,250 $80,000 $117,661 $76,000 $112,795

N 28 11 1 2 26 39 22 18 4 28 33

Footnotes:
(1) Full-time tenure-line faculty members are included at the rank of Assistant Professor and above who were active on 11/1/18.  Faculty members are reported in the school 

of their primary department. Faculty spending over 50% of their time in an administrative position and research faculty are excluded. Salaries are on a nine-month basis. 
except for Feinberg School of Medicine. College Fellows and Jacobs Scholars are included with Assistant Professors.

(2) Includes basic science departments and not clinical departments. Salaries on a twelve-month basis with chairs are excluded 

No salary figures are shown for categories with fewer than 5 people.  Median only is shown for categories with between 5 and 8 people. 
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Northwestern University
Summary of Full-time Non-Tenure-line Instructional Faculty Median Salaries (1)

2018-19

Kellogg School of Pritzker WCAS WCAS Bienen School McCormick
School of Education & Medill School of Natural Social WCAS School of of School of 

Management Social Policy School Law Sciences Sciences Humanities Music Communication Engr & AS

Professor of Instruction, Clinical 
Professor, and Professor of Practice

75th Percentile $279,542 $171,941 $89,000
50th Percentile $243,402 $158,687 $146,082 $115,900 $117,700 $85,700
25th Percentile $195,330 $114,416 $79,000

N 26 6 29 8 7 9 3

Associate Professor of Instruction, 
Associate Clinical Professor

75th Percentile $190,856 $153,600 $104,914 91,300.00   $92,425 $74,000
50th Percentile $181,036 $121,492 $97,258 $84,500 $81,750 $69,000 $150,488
25th Percentile $174,787 $119,182 $83,928 82,500.00   $79,818 $66,700

N 10 1 9 16 10 12 35 1 1 5

Assistant Professor of Instruction, 
Assistant Clinical Professor

75th Percentile $102,477 $97,620 $90,400 $63,800 $95,000
50th Percentile $167,260 $96,504 $94,808 $82,000 $82,750 $60,000 $92,000
25th Percentile $87,782 $81,000 $72,000 $58,000 $90,000

N 8 2 10 11 9 6 29 9

Senior Lecturer
75th Percentile $84,630
50th Percentile $75,000
25th Percentile $61,001

N 1 3 3 2 1 4 4 19

Footnotes:
(1) Full-time non tenure-line instructional faculty members are included at the rank of Senior Lecturer and above who were active on 11/1/18.  Faculty members are reported

in the school of their primary department. Faculty spending over 50% of their time in an administrative position and research faculty are excluded.  Salaries are on a
nine-month basis.

No salary figures are shown for categories with fewer than 5 people.  Median only is shown for categories with between 5 and 8 
people. Feinberg School of Medicine is excluded.
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Percentage Increase in Median Tenure Track Salaries

Kellogg School 
of 

Management
School of Ed 

& Social Policy
Medill 
School

Pritzker 
School of 

Law

WCAS 
Natural 
Sciences

WCAS 
Social 

Sciences
WCAS 

Humanities

Bienen 
School of 

Music
School of 
Comm

McCormick 
School of 

Engineering

Feinberg 
School of 
Medicine

Professor
75th 2.3 2.4 2.4 4.2 1.3 4.7 2.0 1.4 1.4 2.1 2.0
50th 0.9 -12.5 4.3 2.2 1.5 1.1 4.2 -0.6 2.2 2.6 3.4
25th 2.2 5.2  2.0 1.5 1.9 1.5 1.5 2.1 -0.3 0.1 1.4

Associate Professor
75th -2.2 0.3 -2.7 0.2 0.4 5.7 2.7 1.5
50th 3.1 -0.2 -23.6 3.7 0.7 0.3 -0.4 1.8 1.4 -0.4
25th -6.0 4.1 -0.4 2.1 -2.2 1.4 1.8 0.6

Assistant Professor
75th 1.3 -1.8 15.6 0.9 -11.8 1.2 1.5
50th 1.6 3.6 1.1 -0.4 1.1 1.4 1.5 1.5
25th 5.7 2.0 0.9 1.3 -4.8 1.6 1.6

Average 1.0 -0.3 -3.7 2.6 1.6 2.3 1.5 0.4 -0.3 1.7 1.5
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Percentage Increase in Median NTE Salaries

Kellogg 
School of 

Management

School of 
Ed & Social 

Policy
Medill 
School

Pritzker 
School of 

Law

WCAS 
Natural 
Sciences

WCAS 
Social 

Sciences
WCAS 

Humanities

Bienen 
School of 

Music
School of 

Comm

McCormick 
School of 

Engineering
Professor

75th 1.4 -10.6 -2.2
50th 2.7 -2.4 -2.5 2.7 -10.5 -2.9
25th 5.0 -11.3 -4.8

Associate Professor
75th 3.8 1.8 -6.2 -4.0 1.0
50th 5.9 1.1 3.3 3.1 -8.3 0.7 19.3
25th 3.9 2.4 1.2 -0.2 1.1

Assistant Professor
75th 3.1 -5.0 -2.2
50th 2.5 8.7 -0.7 6.5 1.3 0.7 0.0
25th 3.3 -12.6 2.2

Distinguished Senior Lecturer
75th
50th
25th

Senior Lecturer
75th 4.4
50th 9.1
25th 5.8

Average 3.6 2.6 -4.9 4.1 -4.4 -0.7 6.4 9.7
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