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INTRODUCTION 

The University of Maine System values our faculty and staff who are the central 

catalyst for advancing our important statewide mission of education, research 

and economic development, and public service. We attract and retain well-

qualified, productive full-time and part-time employees across the state through a 

total compensation philosophy that strives to be internally equitable and competitive 

with comparable positions in local labor markets. 

As is true for the Maine Community College System, it is the responsibility of the 

UMS Board of Trustees in collaboration with our authorized bargaining units to 

negotiate wages, benefits and other matters. This ensures the final authority on the 

expenses that comprise 70 percent of the System’s operating budget remains with 

the body authorized by the Legislature to oversee the organization and raise its 

revenues that are funded almost entirely by students and State appropriation.  

In 2019, the Maine Legislature directed the University of Maine System and the 

Maine Community College System via the Public Higher Education Systems 

Coordinating Committee (HECC) to study their respective usage and compensation 

of adjunct professors and report back to the Joint Standing Committee on Education 

and Cultural Affairs by January 2, 2020. Ultimately, because of the vast differences in 

the part-time faculty workforce at the UMS and MCCS and how they are managed 

from both a contractual and data reporting perspective, the two systems developed 

separate reports under the direction of their respective leaders, which for the UMS is 

the Chancellor. The HECC will meet to review these reports in January. 

In conducting this study, the System’s data collection and analysis was challenged 

because of the complexities in how part-time faculty are paid and because of the vast 

differences across higher educational institutions nationally in how faculty are 

classified – especially those who are part-time.  

For the purposes of collective bargaining within the UMS, full-time faculty (both 

tenure and non-tenure track) are represented by the Associated Faculties of the 

University of Maine System (AFUM) which is affiliated with the Maine Education 

Association and the National Education Association, and part-time faculty are 

represented by the Maine Part-Time Faculty Association (PATFA) which is affiliated  

with the American Federation of Teachers, AFL-CIO.1   

                                                                 
1 Other recognized bargaining units within the University of Maine System include the Universities of 
Maine Professional Staff Association (UMPSA), the Associated Clerical, Office, Laboratory and 
Technical Unit Staff of the Universities of Maine (COLT), the Service & Maintenance Teamsters Union 
Local #340, and the Police Fraternal Order of Police Lodge #100. 
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Part-time faculty represented by PATFA are those non-tenure track faculty who have 

taught credit-bearing courses during at least two of the four immediately preceding 

semesters (fall/spring) but who do not teach a full-time load which is typically defined 

as 12 or more credit hours (typically four courses a semester).2 

The University does not formally utilize the term “adjunct” including in its collective 

bargaining or data systems and so for the purposes of this report, we have focused 

on part-time faculty who are represented by PATFA, including those who do not pay 

dues and are thus not voting members of the Association. It should be noted that 

some PATFA members may be former full-time faculty who retired and chose to come 

back into the System to teach part-time, which may account for some of the 

demographic information detailed later in this report.  

Work as a part-time faculty member at Maine’s public universities is not 

intended to require a full-time commitment nor provide full-time compensation. 

Part-time faculty are limited by contract in the number of courses they can teach, and 

unlike full-time faculty, they are typically not expected to advise students, participate 

in curricular development and committee work, produce scholarship/research and 

creative work, and provide additional services to their university, the University of 

Maine System, and the broader region and state. While part-time faculty pay – and in 

some cases benefits – are also different from that earned by their full-time 

colleagues, so too are the expectations around academic credentialing and 

experience. Full-time faculty are typically recruited to their universities via a 

competitive national search whereas part-time faculty are hired from the local market.  

In studying this part-time workforce, the UMS had the following key findings: 

 The majority of UMS part-time faculty are women and when compared to 

the full-time faculty workforce, are more likely to be under the age of 35 

or over the age of 65. 

 

 The highest level of educational attainment reported for most UMS part-

time faculty is a master’s or four-year degree, whereas the overwhelming 

majority of full-time faculty have doctorate degrees.  

  

 The System’s utilization of part-time faculty has been relatively 

consistent over the last decade, with PATFA members delivering around 

                                                                 
2 Courses at the University of Maine at Farmington are currently four credit hours each, so a full-time 
teaching load at that institution is typically three courses. It is not uncommon for full-time faculty to 
have lower teaching loads to allow for scholarship and service, or to be granted course releases to 
perform other responsibilities. 
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one-quarter of all student credit hours during the fall/spring semesters, 

though some campuses do rely more heavily on part-time faculty. 

 

 Most part-time faculty are teaching one or two courses at a time and 

many have taught less than six semesters within the UMS, though one-

quarter of the active part-time faculty workforce has taught here for 20 or 

more semesters. 

  

 Over the last decade, the System’s actual compensation for its part-time 

faculty members has been significantly higher than the negotiated base 

rate of pay. 

 

 The System’s part-time faculty compensation seems to be comparable 

with peers nationally, and in many cases the UMS provides better 

benefits and limits overuse of this contingent workforce. 

 

 Flat or modest State appropriations challenge the UMS to maintain fair 

employee compensation without burdening tuition-payers. 

 

 Providing straightforward characterization of the System’s pay is 

challenged by the complexity in which part-time faculty compensation is 

calculated, taking into account rank and number of semesters previously 

taught within the UMS (service credits). That said, when taking into 

account both instructional and preparation time, the lowest ranked and 

least experienced part-time faculty member would earn at least $20.82 an 

hour under the current contract. 

It is also important to note that there is also a group of non-represented UMS faculty 

that includes some full-time regular and part-time regular faculty members who are 

excluded from the faculty and part-time faculty bargaining units. 

A position may be in the non-represented faculty category for five different reasons:  

 An administrative position with faculty rank and ongoing faculty work;  

 Faculty in Maine Law, including both full- and part-time;  

 Head and assistant coaches with academic rank who are excluded from the 

full-time faculty bargaining unit;  

 Part-time faculty who are not included in the part-time faculty unit;  

 and full-time faculty appointed for a single semester.  
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NATIONAL BENCHMARKING 

According to a 2018-2019 survey of 952 U.S. institutions by the American Association 

of University Professors, the average course pay rate for part-time faculty is $3,984. 

However, this includes two- and four-year public and private colleges and universities 

from rural community colleges to Ivy League institutions in major cities.  

As previously noted, it is difficult to make accurate and fair national comparisons 

given the inconstancies in how “adjunct faculty” are defined across higher education 

and that compensation is structured so differently at each institution and may or may 

not include benefits, as the UMS provides (see Page 14). At numerous institutions, 

including the University of Massachusetts – Lowell, there are no minimum or 

maximum course loads for part-time faculty. In many cases across the country, part-

time faculty do not work under a contract.   

For this analysis, the UMS looked at pay and practices at institutions, which based on 

their similar characteristics to the University of Maine, our largest campus, are 

commonly used as a peer for benchmarking purposes. 

As determined by published pay rates, the UMS part-time faculty pay scale 

seems to be comparable with UMaine’s peers. The minimum median per-course 

pay rate for part-time faculty at the flagship (and all other UMS campuses) was 

determined to be $3,951 whereas the average base rate among our peers, for which 

pay scales are published, is $3,488.  

Even among peers though, there is wide variability. At the University of Arkansas 

(approximately 27,500 students), adjunct faculty are unpaid positions where 

individuals with unique expertise and experience are appointed to a department or 

program on a temporary basis (up to three years) and do not receive any 

compensation for their services, including classroom instruction. Meanwhile, the 

University of Central Oklahoma (approximately 16,000 students) pays as little as 

$2,100 a course whereas the University of Massachusetts – Lowell (approximately 

18,200 students) has a base pay of $5,090 as of September 2019, though there are 

some situations where that amount is adjusted downward. It should be noted that 

these are published pay scales, and not actual pay.  

Peer institutions use a variety of pay models which can be best described as follows:  

 Fixed rate in which there is a set pay rate by credit hour or course. Often this 

is tied to a single factor. At the University of Central Oklahoma, part-time 

faculty with a master’s degree earn $700 per credit hour and those with a 

doctorate earn $915 per credit hour.  
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provided at least 60 days prior to the start of the semester whenever possible and 

part-time faculty members’ names will be listed in connection with assigned course 

sections during registration, whenever possible.  

While the previous contract imposed a three course teaching load limit per academic 

year semester, this language was amended in the current contract to state that unit 

members will not accept assignment of courses that would be considered a full-time 

load. This reflects that some part-time faculty may wish to teach a combination of 

lower credit-bearing lab courses or supervise independent studies, which are now 

compensated at 5 percent of credit hour rate per student.  

CONCLUSIONS 

The University of Maine System believes that the data provided in this report will 

greatly inform the Legislature’s and the public’s understanding of this essential part-

time workforce. At the same time, there are many questions we cannot answer, 

including what part-time faculty have for outside income and benefits, if any, and 

what their aspirations for greater opportunities and compensation at our institutions 

may be. To assess this would likely require surveying the part-time faculty workforce.  

While there is always opportunity for an organization to better demonstrate to its 

employees they are valued and have defined paths for professional and financial 

advancement, the System’s compensation and usage of part-time faculty must be 

considered within the context of our revenue realities as a public institution 

dependent almost entirely on student tuition, the cost of which has declined over the 

past five years (FY15-19) when adjusted for inflation, and State aid, which has 

increased on average just 1.4 percent during that same time. 

 

 

  


























