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I. Introduction 
 
SUNY Cortland's compensation program for professional employees strives to be 
objective, flexible, and comprehensible.  Implementation ensures employees receive 
salaries which are externally competitive and internally equitable.  This compensation 
program assists the College in attracting, hiring, and retaining qualified professionals.     
 
The term "compensation" describes the various ways employees receive money and 
other financial benefits in return for the services they provide to the organization.  The 
focus of this program is on base pay, which is the fixed compensation paid to an 
employee for performing specific job responsibilities. 
 
This compensation program is a tool for use by management in administering 
compensation for professional employees.  It is in compliance with the Agreement 
between the State of New York and the United University Professions as well as the rules 
that govern unclassified management confidential employees.   
 
II. The Need for a Defined Compensation Program 
 
As with many systems and programs throughout the organization, there is a need to 
periodically review their effectiveness.  Compensation programs are subject to a variety 
of influences including changing labor markets, supply and demand for employees, and 
the College’s ability to fund the program.  SUNY Cortland’s compensation program is the 
result of a collaborative effort with a nationally recognized consulting firm, Astron 
Solutions.  With its guidance an objective assessment of positions and salaries was 
conducted. 
 
The project focused on defining SUNY Cortland's pay philosophy in relationship to 
market factors and job value, conducting a comprehensive review of market 
competitiveness, and analyzing the impact of recommended adjustments on College 
finances and individual employees. 
 
SUNY Cortland recognizes the unique value of each position.  In reviewing compensation 
rates, the project's goals were to ensure attainment of a system that is equitable on the 
whole for the entire organization, fiscally sensitive, and is supported by a variety of 
nationally recognized and verifiable data sources.  The compensation program is seen as a 
flexible work in progress that will shift and change with the markets and job values.  This 
will enable the College to bring in new hires at market competitive rates and to retain a 
highly qualified workforce. 
 
Compensation levels are contingent upon the success of the organization in meeting its 
strategic and financial objectives, the value of the job based on its contribution to the 
organization, and the market data for each individual position.  The College’s ability to 
appropriately fund the compensation program, the influence of the marketplace on all 



jobs, and the length of time employees have worked in their positions are factors used in 
developing compensation levels.  
 
The market strategy focuses on higher education institutions and, as appropriate for 
positions outside of traditional education roles, other organizations in the regional 
market with similar operating budget levels. 
 
III. Compensation Philosophy 
 
A "compensation philosophy" guides all compensation programs.  This philosophy defines 
the role of the compensation program for SUNY Cortland and acts as a blueprint in 
building a unique compensation program. 
 
SUNY Cortland's compensation program establishes levels of pay competitive within the 
current labor market from which we recruit as well as the product market to which we 
belong (higher education).   Competitive base salaries are at the average (50th percentile) 
or close to the average salary for a specific position as provided by salary surveys. 
 
The SUNY Cortland compensation program ensures internal equity and provides 
consistency in the application of compensation throughout the College.  The system 
establishes appropriate target salaries to attract new professionals and retain current 
professionals. 
 
IV.  Fundamentals of the Professional Staff Compensation Program 
 
Market-Pricing 
A market-based approach was used in developing this compensation program.  This 
technique uses market data as a priority in establishing compensation and aligns pay 
structures close to the external market. 
 
A competitive market pricing analysis was conducted by the compensation consultant.  
Seventeen salary surveys were selected for use in the market analysis (see Appendix A). 
 
Salary survey data for higher education institutions were selected as a first priority for 
use.  For surveys without industry breakouts, data for the region were selected as a first 
priority for use.   
 
If local pay data were not available, national salary survey data were utilized and factored 
for Cortland. 

 The geographic wage factor for Cortland is 98.2% of the national average. 
 Wage differentials are similar to, but not the same as, cost of living differentials. 

o For example, if a person earns $20,000 in Cincinnati, OH (100 percent of 
the national average), an equivalent wage in Cortland would be $19,640 
(98.2 percent of the national average). 

 Wage differentials focus not only on the cost of a standard basket of goods in an 
area, but also on the supply and demand for labor in a city. 



 Wage differentials provided by the Economic Research Institute Geographic 
Assessor. 

 
All survey data were aged to 7/1/07 using a prorated 3.7 percent annual merit increase 
budget figure. 
 
Benchmarking 
Benchmarking is a process that compares responsibilities for a position on campus with 
those of a similar position found in salary surveys.  Benchmark positions compare easily 
to positions at other organizations and the skills required can be readily defined.    
 
Ninety-seven professional positions representing a large segment of SUNY Cortland’s 
professional employee population were used as "benchmark" positions.  These specific 
positions were compared with positions that were determined to be similar with a match 
of responsibilities at 80 percent or more.   A market analysis was conducted to compare 
average pay of benchmarks to different pay levels within the market.  Salary surveys from 
the local, regional, and national labor markets were utilized, as appropriate.   
 
After an appropriate position match was identified, the market-based salaries for the 
match were used to establish the midpoint salary for the position.     
 
Market Based Pay Structure Development 
A pay structure was developed using market rates for the benchmarked positions using 
the following process:   

 The benchmarked positions’ 50th percentile market data were sorted from high to 
low.   

 Job groups were created at approximately 15 percent breaks between market 
levels. 

 The average of the market rates of pay for the benchmarked positions within 
each grade were used as the midpoint of the job group range. 

 Range minimums and maximums were constructed around each midpoint. 
 Range spread is the distance between the range minimum and the range 

maximum. 
 SUNY Cortland’s range spread is 30 percent.  This spread allows for flexibility in 

placing jobs within the range and future room for growth. 
 
Job Groups 
Job groups were established based upon positions with similar market values, and each 
position is assigned to a particular job group.  Using the job groupings, a blended market 
average was calculated which represents the salary midpoint of the job group. 
 
Employees who have been determined to be above their predicted salary or above the 
maximum for their job group will not have their pay reduced.  SUNY Cortland does not 
cap salaries when an employee reaches the maximum of the job group.  Employees who 
reach the maximum will still receive negotiated across-the-board salary increases and 



remain eligible for merit-based Discretionary Salary Increases (DSI) and other salary 
increases consistent with the collective bargaining agreement.     
 
Placement Within Job Groups 
Each job group has a minimum, midpoint, and maximum.   Using years of experience 
within the currently held title, employees are placed in the job group according to the 
following guidelines: 

 Minimum – This is generally the target salary for employees relatively new in the 
positions (less than five years), or longer service employees with some 
performance deficiencies. 

 Midpoint – This is generally the target zone for seasoned, consistently satisfactory 
performers, or newer employees with high-demand technical skills or a uniquely 
impactful role. 

 Maximum – This is generally the target zone for seasoned outstanding performers 
or selected individuals who, because of high-demand technical skills or a uniquely 
impactful role, need to be paid at a or above market average in order to attract 
and/or retain. 

 
Individual employees are then positioned within the group based upon years of service 
within their current title using a two percent increase for each year up to a maximum of 
nine years.  Employees with ten or more years of service in their current positions 
received placement at a point equivalent to 122.5% of the range minimum. 
 
Each position within a job group remains within the minimum or maximum of its 
respective UUP salary level or management confidential pay range.    
 
Job Slotting 
Positions not benchmarked are placed into the compensation system using whole job 
slotting.  This process compares a position to one that was benchmarked using a job 
analysis system.   
 
Job Analysis 
SUNY Cortland uses a point factor system in determining where to slot positions that are 
not benchmarked.  For each non-benchmarked position, the closest benchmarked 
position is chosen as a point of reference.  The closest benchmark used may or may not 
be within the same department.  In cases where the department is small or there is not a 
similar position available, a position with similar responsibilities is used.   
 
Each position was assessed against the benchmarked position using the following career 
dimensions:    

(1) Scope of Responsibility, (2) Problem Complexity, (3) Autonomy, (4) Knowledge, 
Skills, & Abilities. 
 

The career dimensions of the position being slotted are evaluated against those of the 
benchmarked position using the factors noted in the table below.  A point value is 
assigned based on the following grading scale: 



  
Score How the Position Compares 
1 Significantly Less 
2 Somewhat Less 
3 Similar 
4 Somewhat Greater 
5 Significantly Greater 

 
The score derived from the comparison with the benchmarked position determined the 
placement of the slotted position in an appropriate job group.   
 
V. SUNY Cortland Current Status vs. New Compensation Program 
 
Current Status 
Historically, SUNY Cortland has not had a process for determining professional salaries.  
There is no formal pay structure to ensure competitiveness with external markets, 
internal equity, or consistent application of salary determinations.    
 
As part of the unclassified service, UUP-represented professionals and management 
confidential (M/C) employees are given very broad guidelines to be used when classifying 
and setting salary for positions.  Currently, UUP-represented professional positions are 
assigned one of six salary levels (SL) and M/C employees are assigned one of six 
management pay (MP) ranges.  For both of these employee groups, each of the one 
through six levels/ranges are quite broad as illustrated in the charts below. 
 
Salary 
Level 

July 1, 2007 (Cal. Yr)  Management 
Pay Range 

April 1, 2007 

Minimum Maximum  Minimum Maximum 
6 $63,682 $114,244  MP-I $91,915 $155,765 
5 $52,117 $96,768  MP-II $76,729 $145,715 
4 $43,445 $83,057  MP-III $63,135 $129,444 
3 $37,662 $72,775  MP-IV $51,291 $97,553 
2 $33,325 $64,208  MP-V $36,522 $73,255 
1 $28,989 $55,639  MP-VI $33,341 $48,888 
* Charts adopted from Board of Trustees UUP Professional and MC Salary Resolutions.   

 
Using these salary ranges as the only source of salary determinations provides great 
flexibility, however, this flexibility also has disadvantages as noted below: 

 There is limited clear and understandable communication relative to position 
pricing. 

 It is difficult to compare positions.  The limited salary levels places several 
otherwise incomparable positions at the same level.  

 It elicits illegitimate comparisons of salaries from one position to another 
unrelated position. 

 Career progression is limited among these salary levels.   
 It results in “in-rank” promotions without clearly defined rationale for 

accompanying pay increases.  



 Some hiring rates have been based on budget availability and best guess pricing 
for recruiting and selecting candidates.  Hiring rates typically are not data driven. 
This exacerbates salary inequity, both internal and external. 

 Employees and management have differing views of how salary is set and how 
additional duties and responsibilities are financially recognized.  
 

SUNY Cortland Defined Salary Program 
The defined salary program strives to mitigate the disadvantages of not having guidelines 
by providing a clear and understandable framework for grouping similar jobs based on 
actual job content and organizational impact.  The new program takes into account all 
relevant State and collective bargaining agreement rules and requirements while making 
the salary program used at SUNY Cortland more clear, understandable, equitable, and 
manageable.   
 
VI. Salary Increase Requests 
 
Consistent with the processes and procedures that exist at SUNY Cortland, this salary 
program does not change the manner in which a supervisor and/or employee may apply 
for a salary increase and/or promotion as noted below:   
 

1. Request for Salary Increase (without change in budget title or SL) 
2. Request for Promotion (with change in budget title and SL) 
3. Request for Merit Based DSI 

 
Numbers one and two above, the request for salary increase and the request for 
promotion, are available to all UUP-represented professional employees consistent with 
the Memoranda of Understanding Between State University of New York and United 
University Professions Relating to Systems of Evaluation and Promotion for Professional 
Employees Revised 1989 (Appendix-28 to the 2003-2007 UUP Agreement located at: 
http://www.goer.state.ny.us/cna/current/uuppsnu/08appA28.html ) 
 
When Cabinet members review these requests, the existing and past performance 
programs of the employee are critical when assessing the appropriateness of the 
requested salary increase and/or promotion.  When significant duties and responsibilities 
are permanently added to a position and/or when the nature of a position changes such 
that it requires the demonstration or development of a different skill, competency, job 
knowledge, and/or experience, the performance program must reflect this, as well as the 
magnitude of the change, if any.   
 
The Cabinet members review the current performance program and the past two 
performance programs as a means to compare the competencies, duties and 
responsibilities.  The performance programs should clearly identify the new 
responsibilities and any related skill requirements that were obtained.  These components 
of the performance program help demonstrate the significance, complexity, and scope 
involved in the job and will help to determine the amount of any potential salary increase 
or if a change is job group is warranted.   

http://www.goer.state.ny.us/cna/current/uuppsnu/08appA28.html


 
In addition to the updated performance program, the supervisor should include in their 
supportive statement any rationale outlining the changes in duties and skill requirements. 
The supervisor should articulate the significance of changes or added responsibilities and 
what impact the change or addition has on the job as whole.  
 
Request for Salary Increase (without change in budget title or SL) 
An employee and/or supervisor may request a salary increase (without change in budget 
title or SL) when the employee has assumed a permanent and significant increase in 
duties and responsibilities as demonstrated by the employee’s performance program. 
This salary increase may result in a change in the employee’s job group while maintaining 
the currently assigned budget title and SL.   
 
When reviewing requests for salary increases, a change in the job group may be 
warranted even though the SL level will remain unchanged. The following will be used as 
a guideline to determine the actual amount of salary increase if the request is approved: 
 
Criteria  Employee 

Increase in responsibilities   
Minimal 

  
Substantial 

Job knowledge, skills, abilities related to 
new /increased duties and responsibilities 

  
Minimal 

  
Substantial 

Current salary relative to new peers with 
similar competencies 

  
High 

  
Low 

Changes in significance, complexity, 
scope, and autonomy 

  
Minimal 

  
Substantial 

   
Minimal Increase 
Up to 2% 

 
Moderate Increase 
2 – 4 % 

 
Substantial Increase 
> 4% 

 
Request for Promotion (with change in budget title and SL) 
An employee and/or supervisor may request a promotion (new budget title and SL level) 
when the employee has assumed a permanent and significant increase in the employee’s 
duties and responsibilities as a consequence of a permanent increase in the scope and 
complexity of function of the employee’s position.  An approved promotion will result in 
a change in job group as well as a change in budget title and SL. 
 
An application for Salary Increase or Promotion may be submitted to the appropriate 
vice president either in the fall or spring each year.  Fall applications must be received by 
the vice president no later than December 15 and spring applications must be received by 
the vice president no later than June 15.  Specific deadline dates also exist for each level 
of review prior to final submission to the vice president.  Instructions relating to these 
requests are available at http://www.cortland.edu/hr/Forms/UUPPromo/instructions2004.pdf .  
 
Complete instructions, guidelines, applications, and appeal forms may be accessed at 
http://www.cortland.edu/hr/policies.html under the header UUP Professional Request for Salary 
Increase or Promotion. 
 

http://www.cortland.edu/hr/Forms/UUPPromo/instructions2004.pdf
http://www.cortland.edu/hr/policies.html


Merit-Based Discretionary Salary Increases (DSI) 
Employees are eligible to receive merit-based DSI awards when funds are available 
through the UUP Agreement or the M/C salary resolution and when the President has 
dedicated all or a portion of said funds for the purposes of merit-based awards.   
 
The process for merit-based DSI awards, however, will be changed to reflect the 
procedures recommended by the Task Force on DSI for Professionals at SUNY Cortland 
which were finalized in September 2006.   This report is accessible at 
http://www.cortland.edu/hr/Policies/Prof_DSI_Report.pdf .  These procedures will no 
longer require the self-nomination of the employee.  All awards will be given based on 
the performance of duties for the award year.    
 
Merit-based awards will be granted based on an employee’s Effectiveness in 
Performance, Professional Ability, and Effectiveness in University Service and Continuing 
Growth.  Each of the three areas of performance will be weighted to account for the 
relative importance that the college and the immediate supervisor places on the 
employee’s specific responsibilities.  The weighting of these areas is as follows: 
Effectiveness in Performance, no less than 60%, Professional Ability, no greater than 20%, 
and Effectiveness in University Service and Continuing Growth, no greater than 20%.    
 
In addition to the most recent annual evaluation of an employee, each employee will be 
required to write an individual annual report (IAR).  The IAR will contain specific 
accomplishments and contributions to their department, division, and to the College 
which will be utilized in two ways: first to be submitted to their department head for use 
in completing the required departmental annual report; and second, to be used in 
conjunction with their most recent completed evaluation and performance program as 
submission for DSI. 
 
VII. Starting Salaries and Salary Changes 
 
SUNY Cortland’s compensation program provides guidance on appropriate starting 
salaries for positions and clarifies factors to use when considering salary increases. 
 
Starting Salaries 
Factors considered in determining the starting salary of new employees include the salary 
range for the identified job group and the new employee’s experience.  Using these 
factors ensures new employees start their jobs with equitable salaries based on the 
market value for the position. 
 
Salary Changes 
Under this compensation program, salary changes may occur for the following reasons:  

 Across-the-board adjustments 
 Market adjustments 

 
 
 

http://www.cortland.edu/hr/Policies/Prof_DSI_Report.pdf


Across-the-board salary increases 
Consistent with the collective bargaining agreements, employees will receive across-the-
board salary increases.  These increases recognize that the daily cost to live grows yearly 
and attempts to keep pace with inflation. 
 
Temporary Salary Increases 
Under certain circumstances, an employee may be eligible for a temporary salary 
increase.  Temporary salary increases are in accordance with the College Policy for 
Temporary Salary Increases (See Appendix B). 
 
VIII. Maintaining the Compensation Program 
 
The Human Resources Department conducts annual reviews of the compensation 
program to ensure it remains current, competitive, and consistent with the College’s 
compensation philosophy and collective bargaining agreements.  Through the collection, 
analysis and interpretation of annual market data, the job groups will be updated 
annually.   
 
IX. Conclusion 
 
In researching and developing this program, all professional positions have been 
objectively assessed and aligned with market data derived from a variety of verifiable 
data sources.  SUNY Cortland is able to systematically identify inequity among 
employees, address the inequities, and set the framework to avoid perpetuating the 
problem.  The College is committed to a compensation program that ensures internal 
equity and provides consistency in the application of compensation and establishes 
target salaries to attract new professionals and retain current professionals. 
 
 



 
 

APPENDIX A 
 

Selection of Market Data 
 
• Seventeen (17) surveys were selected for use in the market analysis. 
 

– Business and Legal Reports (BLR) Survey of Exempt Compensation 
– Business and Legal Reports (BLR) Survey of Non-Exempt Compensation 
– Central New York SHRM Compensation & Benefits Survey 
– CompData New York 
– CUPA Administrative Compensation Survey 
– CUPA Mid-Level Administrative & Professional Salary Survey 
– ERI Salary Assessor  
– William M. Mercer Benchmark Database – Metropolitan Benchmark 

Positions 
– SUNY Comprehensive Colleges M/C PRP Survey 
– SUNY Comprehensive Colleges UUP Professionals Survey 
– Watson Wyatt Report on Middle Management Compensation 
– Watson Wyatt Report on Office Personnel Compensation 
– Watson Wyatt Report on Professional Administrative Services Personnel 

Compensation 
– Watson Wyatt Report on Professional Specialized Services Personnel 

Compensation 
– Watson Wyatt Report on Supervisory Management Compensation 
– Watson Wyatt Report on Technician and Skilled Trades Personnel 

Compensation 
– Watson Wyatt Report on Top Management Compensation 
 

• Salary survey data for higher education institutions were selected as a first 
priority for use.  For surveys without industry breakouts, data for the Cortland / 
Syracuse area were selected as a first priority for use. 

 



 
 

APPENDIX B 
 
Policy Title:            
Temporary Salary Increases for Professional Employees 
Purpose:    
 
The purpose of this policy is to ensure fair and consistent application of temporary 
salary increases for professional employees, including those designated as 
management/confidential.    
 
Definitions: 
 
Acting – An employee is placed in charge during the temporary absence of a superior 
or assumes responsibility for a higher level position during the temporary absence of 
another employee. 
 
Interim – An employee assumes full responsibility for a position that is vacant. 
 
Short-term absence – A period of less than one month. 
Policy: 
 
A professional employee will receive a temporary salary increase under the following 
conditions: 
 

 When the employee is appointed as an interim for a higher level position.   
 When the employee is serving in an acting capacity for a period of time 

exceeding one month.  
 When an employee assumes a significant amount of higher level 

responsibilities in addition to their own responsibilities on a temporary basis 
when that service is expected to be for a period of one month or longer. 

 
An employee is not eligible for a temporary salary increase or extra service payments 
under the following conditions: 
 

 When the employee assumes responsibilities for a subordinate.  If the amount 
of work or duration of the work is significant, the supervisor should hire a 
temporary employee. 

 When the employee is serving as an interim in a position when the 
employee’s current salary meets or exceeds that of the interim position. 

 When the employee is serving in an acting capacity for a period of less than 
one month. 

 
 
 



Procedures: 
 
A.  Interim/Acting 

1. Employees who assume a higher level position on an interim basis or who 
serve in an acting capacity for a period of time exceeding one month will 
be paid additional money via also receives/extra service (Form #11). 

2. There is no change to the employee’s base pay. 
3. The amount paid will be based on the College’s compensation program 

for the particular position that is vacant.  In most cases, the interim will 
receive the difference between his/her base pay and the minimum for the 
vacant position.  The supervisor will consult with the Human Resources 
Office for appropriate pay rate. 

4. The annual salary differential calculated in number 3 above will be 
converted to a biweekly amount using the payroll factor.   

5. The biweekly amount will be indicated on Form #11 and will be paid out 
beginning the first day of the interim appointment and ending the last 
day. 

 
B.  Significant Higher Level Responsibilities: 

1. Employees who assume a significant amount of higher level   
responsibilities in addition to their own responsibilities will be paid 
additional salary via also receives/extra service (Form #11) 

2. There is no change to the employee’s base pay. 
3. The amount paid will be based on the College’s compensation program 

for the level of responsibilities being assumed.  Payment will be based on 
a percentage of the minimum salary for the position that typically has 
responsibility for the duties being assigned.  For example, if the 
responsibility being assumed represents approximately 25% of the 
position, the amount paid will be 25% of the difference between the 
employee’s salary and the minimum salary level of the position.  The 
supervisor will consult with the Human Resources Office for appropriate 
pay rate. 

4. The annual salary differential calculated in number 3 above will be 
converted to a biweekly amount using the payroll factor. 

5. The biweekly amount will be indicated on Form #11 and will be paid out 
beginning the first day of the interim appointment and ending the last 
day. 

 
Effective Date:   
February 1, 2008 
Policy Distribution:  President, President’s Council, Human Resources, Payroll 
 

 
 


