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Reports and Recommendations
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ORCiD numbers: 0000-0001-7687-2831 (E. J. Murphy); 0000-0002-7367-276X (S. R. Hammes).

The landscape for academic endocrinology divisions has continued to evolve rapidly;thus, finding re-
liable data that can be used as benchmarks has become more difficult. Resources are available for salary
and relative value units, with the Association of American Medical Colleges, Medical Group Man-
agement Association, and Faculty Practice Solutions Center the most commonly used databases.
However, details regarding how these data are collected and what they include are unclear. For ex-
ample, does the income include bonus and/or incentive payments? How are work relative value units
defined (individual rendering vs supervising advanced practitioners or fellows or residents)? How is a
clinical full-time equivalent defined? In addition, other important data that would be relevant to
running an academic division of endocrinology are not available from these, or any other resources,
including support staff numbers and compensation or fellowship funding and training information.
Therefore, an unmet need exists for reliable data that divisions can use to help shape their visions and
goals. To address this demand, the Association of Endocrine Chiefs and Directors, in collaboration with
the Endocrine Society, developed a detailed survey for members to address the financial, productivity,
composition, and educational issues that they regularly face. Twenty academic institutions throughout
the United States completed in the survey in 2018. In the present report, we have provided the results of
the survey and some initial interpretations of the findings. Our hope is that the information presented
will prove useful as academic endocrinology divisions continue to evolve.

Copyright © 2019 Endocrine Society

This article has been published under the terms of the Creative Commons Attribution Non-
Commercial, No-Derivatives License (CC BY-NC-ND; https://creativecommons.org/licenses/by-nc-
nd/4.0/).

Freeform/Key Words: endocrinology, academic, compensation, productivity

The present report includes tables that summarize the results of a collaborative effort be-
tween the Association for Endocrine Chiefs and Directors (AECD) and the Endocrine Society
to survey compensation, productivity, provider composition, and fellowship training in-
formation in academic divisions of endocrinology, diabetes, and metabolism. The survey is
conducted every 3 to 4 years to provide academic leaders in endocrinology with information
that can be used to help direct the development of their endocrinology programs. The current
survey reflects information reported by 20 academic institutions throughout the United
States, including 7 private and 13 state institutions. The data were collected in 2018 and

Abbreviations: AAMC, Association of American Medical Colleges; AECD, Association for Endocrine Chiefs and Directors; APP,
advanced practice provider; cFTE, clinical full-time equivalent; FTE, full-time equivalent; GME, graduate medical education;
MGMA, Medical Group Management Association; RVU, relative value unit; VA, Department of Veterans Affairs.
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include information from 2017. To provide more substantial numbers, the data from all
institutions were evaluated together. However, when the private and state institutions were
considered separately, for the most part, the data from both groups were still similar. Any
substantial differences have been discussed when appropriate. The questions within the
survey focused on overall divisional demographics, income, and productivity, and more
specific data on individual compensation and productivity. Information regarding support
staff, advanced practice providers (APPs), dieticians, and fellows was also queried in the
survey. All completed questionnaires were returned to a compensation consultant for
analysis and tabulation. The reported de-identified survey data (de-identified to preclude
readers from recognizing institutions by specific characteristics that might be revealing) was
reviewed jointly by the authors and the compensation consultant for accuracy and com-
pleteness. The submitting institutions were queried about outliers that were considered
unlikely or unexplainable because of their extreme variance from the mean. A small number
(<2% of data points) that could not be confirmed by the submitting institutions were re-
moved. In addition, because the Department of Veterans Affairs (VA) could not readily
provide accurate income or productivity information, the VA data for those parameters were
not included in the analysis. However, the VA information was still included for the salary
and position profiles (e.g., distribution of effort, rank). Specific additional details and caveats
regarding the information found in the tables are discussed throughout the report.

1. Summary of Institutional Demographics
A. General Institutional Demographics

The average size of the faculty of the 20 participating institutions was 14 full-time faculty
positions [full-time equivalent (FTE) positions] per institution. However, the range was
great, from 5 to 32, with a SD of 6, suggesting that both large and relatively small divisions
had responded to the survey (Table 1). In contrast to the full-time positions, the average
number of clinical FTEs (cFTEs) per institution was 7.63. Because 82% of all reported faculty

Table 1. Summary of Institutional Demographics

Institutional Demographics Responses,n Actual Low Average Median Actual High SD

Total faculty members (FTEs) per 20 5 14 13 32 6
division

Clinical FTEs per division 20 2.80 7.63 6.92 16.54 3.35

Total RVUs 20 2995 37,631 31,648 84,928 20,759

RVUs per ¢cFTE 205 547 4300 4231 11,006 1943

Taxes (dean, department, hospital, 15 $ 106,417 $686,094 $502,126 $ 2,505,682 $ 583,578
faculty practice, etc.)

Size of hospital (number of beds) 19 401 758 730 1470 286

Average no. of patients followed up 16 7 25 21 75 16
in inpatient service

No. of inpatient CDEs (not including 20 0 2 3 7 2
NPs or PAs)

No. of inpatient NPs or PAs 14 1 3 3 6 1

No. of inpatient CDEs per 500 19 0 2 1 4 1
hospital beds

No. of inpatient NPs or PAs per 500 19 0 1 1 4 1
hospital beds

No. of inpatient nutritionists 6 1 3 3 5 1

No. of inpatient RNs 8 1 2 1 6 2

Average salary increase percentage 17 1.0% 2.8% 2.5% 5.0% 1.0%

for previous 3 y

Data presented as number of responses and low, mean, median, high, and SD for each category.
Abbreviations: CDEs, certified diabetes educator; RN, registered nurse.
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Table 2. Summary of Tenure Track and Tenured Positions

Faculty Status Stratified
by Position, %

Total Position

Survey Clinical Position Title Incumbents, n Tenure Track Tenured
Chief of division of endocrinology 20 85 75
Clinical chief 11 55 36
Director of diabetes center or other center director 9 44 44
Fellowship program director 24 33 29
Clinician 165 19 16
Clinician researcher 63 65 35
Researcher 66 35 21

All chiefs, directors, clinicians, and clinician researchers were reported to have MD or MBBS degrees, and all but one
of the researchers were reported to have PhD degrees but not MD degrees.

were MDs (Table 2), this suggests that most MDs were part-time clinicians and involved in
other academic or administrative endeavors to fill the rest of their time, and that non—face-
to-face clinical time (estimated to ~20% of direct patient care time) was considered as
administrative time. Of those faculty listed as pure “clinicians,” the average reported per-
centage of face-to-face clinical effort was 72%, with clinician researchers averaging 22%
clinical effort (Table 3).

Regarding inpatient support personnel, the average number of inpatient diabetes edu-
cators per hospital was 2, with an average of 3 inpatient APPs and 3 inpatient nutritionists
(Table 1). These personnel covered inpatient services that average 25 patients on any given
day. The size of the inpatient consultation services varied dramatically, from 7 to 75. A part of
this broad range could have resulted from hospital size. However, much of the differences
might be related to how divisions follow and treat inpatients with diabetes. Some programs
likely have robust endocrinology-run inpatient diabetes services that are serviced by APPs,
and other programs might rely more on their fellows and, therefore, try to keep the size of
the inpatient service smaller.

B. Sources of Institutional Income

Given the large range in clinical faculty and FTEs, it was not surprising that large variations
were found in clinical revenue and relative value units (RVUs). The average clinical revenue
(including all revenue from all providers), which, on average, accounted for 40% of total di-
visional income, was $2,772,831, with a SD of $1,263,556 (Table 4). Productivity averaged
37,631 RVUs, with a broad SD of 20,759 (Table 1). Dividing the average income for the 20
institutions by the average RVUs for the 20 institutions resulted in $33.58/RVU. After clinical
income, direct federal grants represented the next largest proportion of institutional income for
the survey respondents—on average, ~26% of total income (Table 4). However, the range of
federal grant support was broad—from 7.7% to 54.3%, which likely correlated with differences
in the institutional research programs. “Institutional support” was defined as support from the
hospital, faculty practice, department of medicine, or medical school. The mean percentage of
institutional support was 10.3%, with a SD of 8.2%; however, the range was relatively wide
(from 0.6% to 32%). How each institution doles out its support likely varies, with some perhaps
using support to fill budgets at the end of year and others using support to pay for admin-
istrative support, provider salaries, or a line budget item at the start of the year. Philanthropic
support was a minor contributor to overall income of essentially all reporting divisions,
representing only 4.3% of total income. State support varied considerably, but the maximum is
only 13.5% of the total income; thus, even public institutions will derive a relatively small
percentage of their income from their respective states.

Regarding expenses, the range of institutional tax dollars reported by 14 endocrine di-
visions was relatively broad (Table 1). Studying the individual institutional data and dividing
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Table 4. Summary of Institutional Income

Actual Actual
Variable Responses,n  Low Average Median High SD
Sources of institutional income—dollar amounts
Clinical income (collections, not 20 $158,984 $2,772,831 $2,774,000 $5,278,045 $1,263,556
charges)
Federal grants, direct 17 454,844 2,791,344 1,660,061 9,199,216 2,487,405
Federal grants, indirect 17 129,961 1,121,191 734,264 3,292,872 943,767
Other grants, direct 17 88,947 829,547 658,661 3,330,339 761,457
Other grants, indirect 17 12,545 171,782 104,245 496,836 160,669
Institutional support (hospital, 16 27,300 1,005,164 900,935 2,966,145 830,105
medical school, department, etc.)
Philanthropic support 14 22,203 401,517 221,400 2,487,131 597,520
VA support 8 259,680 448,191 466,892 600,387 120,288
State support 8 79,536 373,590 239,678 1,310,743 370,477
Other support 4 75 278,544 312,066 489,971 202,167
Total, all sources 20 589,657 8,720,954 7,851,472 22,128,175 4,933,912
Sources of institutional income—percentage of total, %
Clinical income (collections, not 20 7.6 40.4 36.4 93.1 22.9
charges)
Federal grants, direct 17 7.7 26.0 22.4 54.3 13.4
Federal grants, indirect 17 3.0 11.0 9.5 21.2 5.1
Other grants, direct 18 1.5 8.5 7.9 29.8 6.3
Other grants, indirect 18 0.3 1.7 1.0 5.3 1.5
Institutional support (hospital, 16 0.6 10.3 9.3 32.3 8.2
medical school, department, etc.)
Philanthropic support 14 1.0 4.3 3.1 15.5 4.0
VA support 8 2.0 11.9 5.3 55.8 16.9
State support 8 1.9 5.8 4.1 13.5 4.3
Other support 4 0.0 2.9 3.2 5.3 2.2

Data presented as number of responses, low, mean, median, high, and SD for each category; for the sources of
institutional income, the percentages were not computed from the calculated numbers in the top section but were first
evaluated for each individual institution, after which the statistics were calculated.

the taxes by clinical income for each individual division, we found that taxes constituted an
average of 24.9% of total clinical income (median, 18.6%; SD, 14.8%; range, 3.9% to 47.6%).
Exactly how these tax dollars are used (e.g., hospital, faculty practice, department, medical
school) was not addressed but likely vary depending on whether the practices are faculty or
hospital based and whether they are private or state institutions.

C. Productivity

In calculating clinical productivity as work RVUs per clinical FTE (examining only those
with >20% clinical effort, a cutoff commonly used to identify physicians performing more
than 1 day per week of clinical work), the average was 4300 RVU per clinical FTE (Table 1).
This number was similar to the 3-year rolling values reported by the Faculty Practice So-
lutions Center maintained by the Association of American Medical Colleges (AAMC) and
Vizient (©2017, AAMC and Vizient). However, they varied somewhat from the 2017 Medical
Group Management Association (MGMA) averages (MGMA DataDrive Provider Compen-
sation 2018, Englewood, Colorado). This variability in productivity standards underscores
the difficulty in using RVUs as the only measure of productivity or worth. For example,
despite the best efforts, it has sometimes been unclear how organizations report true ren-
dering vs supervising RVUs (supervising might or might not include RVUs from APPs or
residents/fellows), or how they compensate for clinical vs total FTEs when reporting their
data. These variables were very carefully controlled in the AECD survey. RVUs include both
rendering and supervising RVUs and, as stated, true clinical FTEs were specifically asked for
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and used in the denominators of our calculations. Another of the many concerns with using
RVUs as a measure of worth or productivity is that practitioners who travel to remote areas or
provide services in areas in which “no-show” rates are higher might see fewer RVUs but will
be contributing just as highly as a provider in a high-throughput clinic. In contrast, a
physician who spends a day in the intensive care unit might bill significantly more RVUs
(again, depending on how a work RVU has been defined) than a physician in clinic for a day.
In short, caution should be used when interpreting productivity data, and RVUs should only
be one part of the equation in this process.

2. Summary of Clinical Positions by Faculty Rank and Tenure Track

For the most part, full professor has been the most prevalent faculty rank for chief and
director-level positions (Table 5). An exception has been the clinical chief or director, for
which the largest percentage has been associate professors. A few clinical and fellowship
directors were listed as assistant professors—it is possible that some of these were co-
directors, working alongside more senior faculty. For clinicians or clinician researchers, the
faculty rank varied more widely. Very few clinicians or clinician researchers held the position
of instructor or research faculty (<6%). In contrast, 40% of those holding research (PhD)
positions were listed as instructors or research faculty (66 of 358 total faculty reported as
researchers). These data support the concept that most academic divisions have a relatively
limited number of PhD researchers, in large part because so many of these positions are “soft
money positions” that are difficult to maintain.

In support of that statement, only 35% of PhD researchers (23 of 66) were tenure track
faculty (Table 2). Also, only 19% of primary clinicians were tenure track (31 of 165), indicating
that, as would be expected, most clinicians are on a track that will lead to promotion but not to
tenure. More than one half of the clinician researchers were on the tenure track, and most of
the division chiefs were tenured.

3. Summary of Average Annualized Clinical Base Salaries by Faculty Rank

One very important measure to ensure appropriate compensation of faculty is salary data.
For our survey, the participants were asked to include the base salary, as well as incentive
and bonus payments. In addition, the participants were asked to report the total years of
experience for each faculty member. Although no specific definitions were given to those
completing the survey, in general, incentives included additional payments that resulted
from reaching milestones (e.g., clinical or research), and bonuses were additional salary given
for leadership or committee involvement. Total income represented the base salary plus
incentives plus bonus (i.e., the total amount of income realized by the faculty member).

Tables 6 to 12 contain a considerable amount of data. We focused on a few salient points.
First, no substantial differences were found in the average base salaries reported for the
division chiefs when stratified by faculty rank—full professor vs associate professor (Table 6).
This lack of a difference might, in part, be a statistical variant owing to the small number of
assoclate professors who were division chiefs (4 of 19). However, for those who became di-
vision chiefs, it appears that the incentive and/or bonus income were greater for full pro-
fessors than for associate professors, resulting in a noticeable difference in the mean total
income between the two ranks ($311,165 vs $284,468; Table 6). In addition, a noticeable
decrease was present in the average base salaries and total income for all other survey
positions at each faculty rank below full professor (Tables 7 to 12).

Notably, clinician researchers, who, on average, had only 22% clinical effort (average 1169
RVUs; Table 3) were paid equally to those listed as “clinicians” (Tables 10 and 11) and who
reported 72% clinical effort (average 2797 RVUs; Table 3). Even when considering the in-
centive and bonus funds, the income did not vary greatly between these two groups, with the
income of all ranks of clinical researcher slightly higher at $218,116 compared with all ranks
of clinician at $200,362. Thus, in academia, seeing more patients still does not appear to


http://dx.doi.org/10.1210/js.2019-00095

doi: 10.1210/j5.2019-00095 | Journal of the Endocrine Society | 1491

*JOTYO J0 ‘1070941p I93U80 ‘1030041p weadoxd dIysmof[ej JoTyo [edIul[d SB Yons seL1039780 o310 Ul pede[d oS0y} popn[oxe SUBIOTUI JO A1080380 oY,

a g z 0% ez 21 9z 99 REGREEEEN
0 0 g g ag LT 37 €9 IOYDIESAI UBIOTUI])
0 0 0 14 14 ¥3 61 991 uemotarry
0 0 0 0 6% €g 3¢ 44 10300a1p wrexsoxd drysmor[e]
J0309IIP IOJUSO IOY30
0 0 0 0 1 1 8L 6 70 19JUSD SOJIGEIP JO 103
0 0 0 0 8T P 9 1 Joryp [eotur[)
0 0 0 0 0 4 ) 0% AZ0[OULIDOPUD JO UOTSTAIP JO JOTY)
I0SS9JoIg J0SS9JoIg JI0SS9JoIg JI030NI)SU]  JIOSSOJOXJ  JOSSIJOIJ  J0SSIJOIJ U ‘sjpudqunou] 9L, UonIsog £9AINg
JURISISSY OABISIY  IJBIVOSSY [OIBISIY  [[N] YOIBasady JUBISISSY  9IBIDOSSY mJa uonIsoJ [e10],

% ‘uonIsoJ pue juey Aq payners Lnoeq (ejo], Jo uorprodoad

juey L)noe £q poyIleI}S SUOISOJ [BOIUI[) JO Arewimung °G a[qe],



http://dx.doi.org/10.1210/js.2019-00095

1492 | Journal of the Endocrine Society | doi: 10.1210/js.2019-00095

*A1[NoeJ [BNPIAIPUL (0B 10] sjuawiled SNUO( pue 9ATIUSIUL sn{d AIB[BS 9SB(Q POPNOUL SWOIUL [B0} OWO0JUL SNUO(Q PUB ‘DOUIOIUL dAIJUSOUL ‘ATB[RS 9se( pajrodey

Jossojoxd
000°682$ 897 783$ 14 €662  €66'C$ T 0.8°T3$ 0L8'TG$ (4 001°683$ 008°GLZ$ ¥ 061 881 ¥ 9)BIO0SSY
000°06¢$ SOT'TTES gl 000°0%$ LS6°GES 8 000°02$ 195°65$ 6 000%92$ 198°CLE$ < 0'9¢ €92 4 Jossajoxd [y
005°L0€$ ¥P5'c0E$ 61 000°02$ 193°65$ 6 000°0G$ €9T1°8C$ 1T €91°993$ 603°9LES$ 61 gve 9Y¢ 81 Syuel [V
URIPOJAl UBAJA Sunaoday URIPIJAl UBAJN Sunaodoy UBIpON UedJy Surproday ueRIPSJA ULy Sunaodoy UBIPIJA UeSJy Sunaodsay Juey

‘ON ‘ON ‘ON ‘ON ‘ON Lymoey

auroouy [e10], awroou] snuog QUIOOU] dATIUIUT Arefeg aseq 9oudLIadxy JO saedx

Jory) uorsiay—yuey £Ljnoey £q uorpesuadwio)) pazijenuuy ‘9 a[qe],



http://dx.doi.org/10.1210/js.2019-00095

doi: 10.1210/j5.2019-00095 | Journal of the Endocrine Society | 1493

*A1[NoeJ [BNPIATPUL [oBa 10] sjuawiled snUO( pue 9ATUadUL sn{d AIB[BS 9SB(Q POPNOUL SWOIUL [B0} (OWO0JUL SNUO(Q PUB ‘DOUIOIUL dAIJUSOUL ‘ATB[RS 9se( pajrodey

Jossejoxd
L61°G92$ L61°G95$ (4 005°29% 005°L9% I LYV'LES LYVILES 4 00076T$ 000%61% G Gy a4 (4 Jue)sISSy
Jossejoxd
G68°L13$ €¥E'9TE$ g 001°6$  00T°G$ I ee131$ 9LG VIS 5 000703$ 8SL‘905$ g 01T 8¢l < 9)BID0SSY
Jossejoxd
6L8993$ 0V1°3E3$ i 195°G1$ 199318 I 000°6$  000°G$ 1 G60'793$ 0GL°LTES$ v 0ge  07E v md
368752$ 0L6°0€G$ 1T 19¢°C1$ L8E'85$ € 8ICTI$ ¥S¥°03$ 9 686903$ 3LOG1Z$ 1T 0°€T g6l 1T SYUBI [V
UeIpOJ\ UeSJy Surjaodoy uURIPOJA UeSJA Sunaodoy URIPSJAl UL\ Sunaoday URIPpIJN UBSJA SuUrjIode) URIPIJ\ UBSA Sunaoday Yuey
‘ON ‘ON ‘ON ‘ON ‘ON Aymoeyq

auroou] [e10],

awoouy snuog

UWIODU] 9ATUSIUT

Axejeg aseq

QouaLIadxy JO saeax

Jory) reorurj)—yuey £)moe,q £q uorpesusadwio)) pazifenuuy ‘L d[qe],



http://dx.doi.org/10.1210/js.2019-00095

1494 | Journal of the Endocrine Society | doi: 10.1210/js.2019-00095

‘£3[noe} [eNpIAIpUL Yore J0] sjuswiAed snuoq pue aAruaoUl snid ATe[es 9se( POPN[OUL SWOJUT [B10} DWOIUT SNUOY PUER ‘OW0JUT 9ATJUSIUI ‘AIe[es aseq pajtodey

Jossajoxd
9%2'091$ 9¥3°091$ 1 08€$  08e$ ! 006'L$  006°L$ 1 9T02ST$ 9102¢1$ 1 0L 0L I JuE)sIssy
Jossajoxd
000°032$ 000°033$ T 0 0 0 0 0 0 000°032$ 000°032$ T 0°0% 003 T 9)BIO0SSY
979°c82$ 18E°L8C$ 9 0 0 0 70S'8T$ 709'8T$ 4 3L8182$ €15°18C$ 9 0'Lg VLG L Jossejoad [y
L3%6L28$ 990°€92$ 8 0gees oees T Z9V11$ 69671$ € GG¥'992$ GIV'LSC$ 8 0'9¢ €Y¢ 6 SYUBI [V
URIPOJAl UBSJA Sunaodey ueIPOJA UeSJy Surlrodey UuBIPSIJA UBIJA Sunaodey UurBIPSON U] Sullroday ueRIPSN ULy Surprodey Yuey
‘ON ‘ON ‘ON ‘ON ‘ON Aymoeyq

awroouy [ejo],

awroouy snuog

AUIOOU] 9ATJUIDIUT

Axefeg aseq

QouaLIddXy Jo sIeax

1010911(] I2)Ud)) I3 I0 sajaqei(—yuey A)moe] Aq uonesuadurio) pazijenuuy g a[qe],



http://dx.doi.org/10.1210/js.2019-00095

doi: 10.1210/j5.2019-00095 | Journal of the Endocrine Society | 1495

*51030041p dIUYSMO[[8] I10Y) J0J BIRP AIB[BS 9pIA0Id J0U PIP SUOIINIIISUL OM) PUR ‘(UOIJBULIOJUL AIB[BS [[IIM) S10309a1p dIySMO[[aJ-00 parioder
SUOTININSUL ()7 JO F—A[NOB] [BNPIAIPUL Yord J0] sjustiAed snuoq pue aarpueoul snjd Are[es 9seq poapn[oul 9WOooUl [8103 :DWO0IUT SNUOQ PUL ‘DOWO0IUT SATIULOUIL ‘Axe[es aseq pajrodoy

Jossajoxd
98L°G8T$ 9VL6LIS 9 982‘T$ 98%‘1$ T 666GT$ 8007T$ 14 08¢‘99T$ €61°0LT$ 9 (V% 89 9 jue)sissy
Jossojoxd
00070%$ 198°GETS$ 8 36€9% 26E°9$ 4 00S8%$  S0°62$ 9 $6S'681T$ ¥97°602$ 8 G'8T 861 9 93B100SSY
¥98°cve$ <19°¢ves 8 G1L'e$  60€°cS € 092°L$ T1SGBI$ € ¥€5762$ 0€0°6€2$ 8 dd 135 8 Jossajoxd Ty
00070%$ 600°€32$ 144 80LG$ 000°G$ 9 888°GT$ 9¥S‘02$ €1 9GL‘€6T$ S0S°602$ [44 0°¢t 69T 0¢ syued [V
UeIpOJy UeSJy Suriaodoy URIPSOJA Uy SuipIoday URIPIJy UBSJN Surliodey URIPSJA UBAJy Sunaoday UBIPIJA UeBIJy Surjrodey Yuey
‘ON ‘ON ‘ON ‘ON ‘ON Aynoey

auroou] [e10],

awoouy snuog

QUIOJU] 9ATJUSIU]

Axe[eg aseq

douaLradxry Jo saeax

109031 drysmoj[d J—yuey £)mnoeq £q uorpesusadwio)) pazifenuuy ‘¢ d[qe],



http://dx.doi.org/10.1210/js.2019-00095

1496 | Journal of the Endocrine Society | doi: 10.1210/s.2019-00095

‘PepNIoUT J0U 8I0M SJOTYD UOISIAIP PUR ‘SJOIYD [BITUI[D ‘S103091Tp dTYsmO[[e]
‘S1010911P 19)U80—A)[NOk] [BNPIATPUL Yoes 0] sjuswiled snuoq pue aarjusoul snjd ATe[es aseq papn[oUl SUIOOUT [BJ0) (SWOOUT SNUOQ PUE ‘OUWO0IUT SAIUSIUT ‘ATe[es aseq pajiodey]

00T‘83T$ ¥E0'0ET$ 9 - - 0 003'TI$ G89°61$ € 005°T31$ 361°03T$ 9 0T 0c g 103on.3sU
Jossajoxd
000°08T$ 329°68T$ L8 L63T$  900°c$ 81 6LL'ST$ 60L'ST$ i 0007LT$ S0T'6LIS L8 0¥ G'9 g8 JuBISISSy
Jossojoxd
00<°€03$ S28713$ 68 9679$ T00°0T$ 0t 09L°9T$ €99°82$ 61 669°T61$ TOE'S6T$ 6¢ 0¥ GLT LE 9}BL0SSY
Jossojoxd
008°80%$ 036°CE3$ 1€ 000°0T$ 3L80T$ L 00L‘LT$ T1€€°0G$ 81 990%02$ 099°115$ 1€ 068 g'1e 9¢ mA
GLO'F61$ 39E°005$ €91 000°¢$  8LS'9$ g6 628°GT$ 6L5'1c$ 98 000°¢8T$ €3LLSTS$ €91 06 0€t €q1 SURL [V
URIPSJAl UBOJN Sunaoday URIPIJA UBAJN Sunaodoy ueIpoly Uuedy Surprodoy URIPSJA uUeAy Sunaodoy URIPOJA Uedly Sunaoday Juey
‘ON ‘ON ‘ON ‘ON ‘ON Lymoey
awoouy [e30], awoouy snuog auWIoOU] dATIUIIUT Arereg aseq 9oudlIadxy JO saBax
uepIUI)—uey £ noe £q uorgesuadwro) pazijenuuy ‘(0 9[qe],



http://dx.doi.org/10.1210/js.2019-00095

doi: 10.1210/js.2019-00095 | Journal of the Endocrine Society | 1497

'PopNoUI J0U dI9M SJOTUYD UOISIATP PUR ‘SJOTYD [BITUL[D ‘SI030dIp dIySMOT[O]
‘S103091TP J9JU80—A)[NOB] [BNPIATPUL YoBe J0J sjuewided snuoq pue oArjusour snid A1e[es 9seq pepnoul 9WOJUT [BJ0) OWO0IUL SNUO( PUB ‘DOWO0IUL dAIJUSIUL ‘ATe[es oseq pojrodey

Jossejoxd
002°91€$ 003‘91€$ T 0 0 0 0 0 0 003‘91€$ 00391ES T 0'v3g 0'v3g ! (g Yyoreasay
009°0€T$ 009°0ET$ 4 0 0 0 00Z‘TT$ 00Z‘11$ 1 000°G3T$ 000°¢3T$ 14 0 0 0 J1030NIISUT

Jossajoxd
G6LTLTS 99T 98T$ (44 066‘21$ 09SB1$ 14 €96°93% 0L0°LZ$ 9 GG9°L9T$ BE6°LLIS (44 0’8 6°L 0g% juelsissy

Jossajoxd
000°013$ T18°603$ TT 494 T (N4 14 8L8°0€$ 09.°8%$ 14 000°661$ 688861$ TT g'el hat 0T 91BI00SSY
gge'vve$ 8LE°1938$ 9¢ G8%6$ 806°CT$ 0T G80°€T$ 01Z'61$ 4! 68S°0€3$ 8¥9°LET$ 9¢ 0'6% €'65G 9¢ Jossojoxd g
68T'T1$ 911°81c$ 39 GLe9$ 8LETT$ ! 0069T$ €LS'GE$ €3 00S°661$ €L1°L02$ 39 091 161 LS sYuel [[V
URIPOJAl UBSJN Sunaodey ueIpaJA ULy Sunaodey ueIpe]y ueSJy Surjrodey uRIPSJ uBAJy Sunaodey URIPIJA UeSJy Suniaodey juey

‘ON ‘ON ‘ON ‘ON ‘ON £ymoeyq

awroouf [ejo],

auwroouy snuog

QUIOOU] 9ATIUIIUT

Axepeg aseq

souarradxy Jo saeax

I9Y0IBaSa)y urIOIUI[)—yuey A)noe] Aq uonpesuaduro) pazijenuuy ‘[I [qe],



http://dx.doi.org/10.1210/js.2019-00095

1498 | Journal of the Endocrine Society | doi: 10.1210/s.2019-00095

“POPNIOUT JOU SI9M SJOTUO UOISTAIP PUB ‘SJOIYD [BIIUI[D ‘SI0309IIp AIYSMO[[3]
‘SI03091IP J9JUO—A)NOB] [BNPIAIPUL YorO J0J sjuswided snuoq pue sArjueoul snid A1e[es oseq popnoul dUWoIUT [€}0} :DWO0IUL SNUOQ PUB ‘DUWOIUL dAIJUSIUIL ‘Axe[es aseq pojrodey

VLEQLS  T8SG9LS (028 0 VLEQLS  T8SGILS 01 01T 61 0T Tossojoxd JuRISISSE [2I8asaY]
v8¥'611$ ¥8V'611$ fé 000°€T$ 000°€T$ I ¥86C11$ ¥86GIT$ 4 LT GLT 4 JI0ssj01d 93B10088E Y2IBISAY
00%%81$ 003°GST$ T 0 00%°38T$ 005°GST$ T (W44 0'2% T JTossajoid [y yoreesey
000'6S$  $66°G9$ el 0 000'6S$  $66°G9$ el v 89 Gl Jojonaisuy
000°06$ 68£°88$ qr 0 000°06$ 68£°88$ g1 0L €'6 4t T0ss9J0xd JUBRISISSY
€16°071$ EPLIVIS 8 980°0%$ €2L‘12$ 14 T07°621$ G88‘0ET$ 8 0LT T'LT L 10ss9J01d 91€100SSY
00G°LLT$ LT9GIT$ LT 078'6$ G€6°G1$ L 000°0LT$ T65°LST$ LT 0'0€ 6'LG ¥1 Jossejoad [y
903'66$ 6ST°0TT$ 99 005GT$ 0L8GT$ 4 903°66$  ¥93°L0TS 99 031 G91 09 SyueI [V
URIPOJAl UBSJN Sunaoday 'ON URIPIJA UeAJy Surproday ‘oN URIPIJAl UBAyN Sunaodey ‘ON UBIPIJyN UeSJy Sunaoday "ON juey A)noey

auroouy [e10],

awoou| snuog

Axefeg aseq

oudLIddXT Jo sITedx

Ioydaeasoyy—yuey L) noey Aq uonesuaduwro)) pazifenuuy ‘gl 9[qe],



http://dx.doi.org/10.1210/js.2019-00095

doi: 10.1210/j5.2019-00095 | Journal of the Endocrine Society | 1499

reflect a greater personal income. This might result in part from to the limited ability of
nonprocedural subspecialties such as endocrinology to generate substantial RVUs, as well as
the absence of substantial incentive plans for clinical faculty.

For division chiefs, the base salary represented ~90% of the total income. In contrast,
the base salary represented ~94% of the total income for clinicians. These results suggest
that, currently, incentive or bonuses are not being aggressively used in academia compared
with private practice. As expected, income greater than the base salary was minimal
for researchers.

When comparing the AECD salary reports with the data from national salary databases
that academic medical centers use (e.g., MGMA and AAMC), one sees variability among the
three reports. Many reasons could exist for this difference. For example, although the AECD
numbers include bonus and incentive compensation, which vary considerably, it is unclear
whether the numbers reported to the AAMC and MGMA include only base salaries or total
compensation. In addition, it is possible that institutions reported clinical, center, and fel-
lowship directors, as well as, possibly, division chiefs, in the categories of full or associate
professors, which could have led to slightly higher average salaries for these two categories.
In contrast, the AECD treated these leadership positions, which have higher compensation,
as separate salary lines (Tables 7-9) compared with clinicians (Table 10) and clinician re-
searchers (Table 11).

4. Summary of RVUs and Percentage of Effort for Clinical Positions

The detailed RVU and effort data for the various positions surveyed are presented in Table 3.
As stated, these data suggest that most academic clinicians do not have “full time” clinical
positions (cFTE), reflected by the actual total RVUs they generated. In focusing on clinicians
who perform >20% clinical effort (>1 day per week, on average), the average RVU per cFTE
was 4300 (Table 1), which, as discussed, was on par, but not quite the same, as that in the
national databases. The RVU “lows” in some of the categories were <200 RVUs annually.
However, all these faculty were listed as performing =5% clinical effort, confirming that they
had minimal clinical duties.

5. Summary of Fellow (MD) Positions

Table 13, which is new in the present survey, provides data on fellowships. One of the 20
reporting institutions did not report any data for their fellowship. These data indicate that, as
expected, average salaries increase with experience. Some range in the salaries was found,
which were skewed by a few institutions paying higher salaries than the rest owing to the
high cost of living in their cities. Most clinical fellowship positions are funded through the
hospital, institution, or graduate medical education (79% of first-year fellows and 68% of
second-year fellows). Second-year fellows were reported to have less clinical effort than were
first-year fellows (mean, 54% vs 86%, respectively), consistent with most programs being
clinically heaviest during the first year. For third-year positions, which had significantly
lower clinical effort (mean, 16%), most funding came from training grants or divisions (90%).
Among the 19 institutions that provided information on their fellows, only 10 fellows were
reported to be in their third year or later compared with ~47 fellows reported in each of years
1 and 2 (average, ~2.5 fellows per year per institution). Only 5 of the 19 institutions that
provided data reported having fellows in years 3 plus. These statistics suggest that most
programs have not been offering more than the standard 2-year Accreditation Council for
Graduate Medical Education clinical fellowship. In an era of shortages of clinical endocri-
nologists and given the huge burden of debt that so many physicians face, these statistics are
not surprising. However, they are concerning, because a shortage of fellows taking the time to
truly perform scholarship will severely deplete the next generation of academic clinical
endocrinologists and ultimately cause substantial harm to the profession.
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Table 13. Summary of Fellow (MD) Positions

Summary Statistics

Fellow (MD) Responses, n Low Average Median High
No. of fellows per institution 105 2 6 6 11
Salaries and funding sources stratified by years in fellowship
First-year fellows (salaries) 48 $56,075 $62,553 $63,047  $70,000
Funding source
Division (2%) 1
Institutional/hospital/GME (79%) 38
Training grant (4%) 2
Unknown (15%) 7
Second-year fellows (salaries) 47 $57,882 $65,088 $65,070  $80,000
Funding source
Division (6%) 3
Institutional/hospital/GME (68%) 32
Training grant (11%) 5
Unknown (15%) 7
Third-year and plus fellows (salaries) 10 $67,333 $71,629 $69,955  $85,000

Funding source
Division (40%) 4
Institutional/hospital/GME (10%) 1
Training grant (50%) 5
Unknown (0%) 0

Clinical Effort stratified by years in fellowship, %

First year 48 0.0 86.0 92.0 100.0
Second year 47 0.0 54.0 50.0 100.0
Third year plus 10 0.0 16.0 17.0 25.0

Salaries and salary source annually for endocrinology fellows; percentages in parentheses indicate the prevalence of
funding sources stratified by the total number of fellows in each group; institutional, hospital, and GME were all
included in one group.

6. Nonphysician Position Annualized Compensation

The average and median base salaries, bonus income, and total income reported for non-
physician positions, including APPs, dieticians, registered nurses, licensed practical nurses,
administrators, and secretaries/administrative assistants are summarized in Table 14. Bonus
income was rare for these positions. APPs were primarily nurse practitioners (45 of 69) or
physician assistants (24 of 69). Some APPs were also certified diabetes educators (13 of 69). The
range of salary for APPs was large, from $66,466 to $136,000. This likely resulted in part from
differences in the years of experience and location (high cost of living vs lower cost of living).
Most dieticians (20 of 33) were also certified diabetes educators, which might have relevance
with regard to how practices bill for both diabetes education and nutrition. A smaller number of
registered nurses (16 of 36) were also certified diabetes educators.

7. Conclusions

The information we have presented offers academic divisions a great amount of data that can
be used to help them with benchmarking, management decisions, and planning for the future.
These data contain significantly more nuance than the national databases that we have relied
on for compensation and productivity, because these data better reflect the true complexity of
academic endocrinology divisions, in which teaching, scholarship, research, and clinical
practice are so tightly linked that is nearly impossible to use a generalized table as a true guide.
The AECD survey had some shortcomings. First, only 20 institutions were involved—
obviously, having more programs participate would have strengthened the generalizability of
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these results. Furthermore, with greater numbers, it would be possible to differentiate the
specific regional information and state vs private data. Another shortcoming with the AECD
survey, which almost certainly exists for all national surveys and databases, i1s that the data
will only be as strong as the individuals who enter them. A small number of data points (<2%)
were either incomplete or so far from the normal range of distribution and not able to be
confirmed that they had to be removed from the calculations. In addition, the productivity
data from the Veterans Affairs hospitals were not able to be used in our report. Also, small
numbers of public hospitals reported an inability to derive exact RVU data. Finally, an analysis
of gender and ethnic breakdown of providers and fellows would have been helpful to fully
appreciate the demographics of academic endocrinology divisions. However, the present data
offer a unique perspective for academic endocrinologists that has not been previously provided.
Our hope is that, with the next iteration of this survey, we can increase the participation and
provide even more complete and detailed data.
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