ATTACHMENT 6.
REPORT OF THE SALARY EQUITY TASK FORCE
I. INTRODUCTION: CHARGE AND PROCEDURES

On March 15. 1993. Provost James Moeser asked the Salary Equity Task
Force to
"... conduct a department by department survey of the salary strncture
within the University .... The committee will look for patterns of
discrimination, strnctural inequities, and/ or flawed salary
determination processes, giving particular attention to inequities
that involve women and minorities."
Emphasis was to be placed on institutional problems, and individual
grievances were to be referred to the Grievance Committee.
The Task Force has met on an almost weekly basis and has reviewed
materials from national publications, salary studies from other universities,
and scholarly articles. We were given access to the University's data base on
faculty demographics and current salaries. We received letters from individual
faculty members concerned about particular or strnctural inequities and met
with some faculty to discuss their concerns.
A complete study of all faculty salary issues will require at least an
additional year. Tilis report is designed to give our initial findings so that the
administration can take steps in the 1993-94 budget to begin to address three
sets of inequities - those based on gender, race, and salary compression.
We also firmly believe that the salary determination process itself can
account for many of the current salary inequities, and we outline in this report
a series of recommendations to improve that process. The current University
administration has inherited a salary structure that is grossly unfair. Failure
of the administration to address this problem immediately through major
changes in the process and substantial allocation of funds will not only
compound the problem but will also severely damage faculty morale. By
implementing the specific recommendations below. the administration can
allay fears that it intends to do nothing about the inequitable salary situation
it inherited.
The Task Force believes that a thorough study of salaries must include
the following sources of possible pay inequity:
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1)
2)
3)
4)
5)
6)

gender;
race;
salary compression;
process of salary determination;
grievance procedures for salary complaints; and
age.

This report contains our initial recommendations on gender, race, salary
compression, salary setting, and grievance procedures. Section VII of the report
presents proposals for the continuing work of the Task Force, including the
effects of age on salary inequity and a more thorough study of gender, race, and
salary compression. The Task Force will also look at salary data from national
professional organizations and departmental averages at institutions
comparable to USC.
ll. Gender and Race

Studies of the salaries of male and female faculty at all ranks and in all
departments at USC-Columbia continue to show salary disparities, with
consistently lower compensation for women, even at the assistant professor
level.
While there has been improvement over the past 10 years, most of it
occurred by 1986-87. Since that time, the median nine-month salary for all
female full professors has declined by 12 percent compared with the median for
male full professors. Salaries for female associate professors remain below
their male counterparts. Even at entry-level. where one would expect no
disparity in salary. female assistant professors continue to earn less than
males. (See Appendix la)
One reason for the gender gap at the full professor level is that the top
salaries are consistently allocated to men. With the exception of the Medical
School, no women's salaries exceed $70,000, but at least 41 males are at, or
above, this level.
The Task Force has investigated salary by pairing men and women in the
same unit using rank, time in rank, and date of hire. The results are presented
in Appendix 1b. A number of women who might be experiencing salary inequity
are not included in this list because there was no comparable male colleague in
their unit based on the variables selected.
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The data were not available on the Medical School faculty or librarians in
tenure appointments. These groups will be studied in the coming year.
In the initial review of salaries for African-American faculty members, only

three individuals were identified as having a potential salary inequity problem.
Salaries of African-American faculty appear to be on a par With white males
and women with whom they were paired in their departments. However, the
largest number of African-American faculty are at the assistant professor level
and probably were offered appointments with salaries that were competitive
With the market at the time of hire. It will be important, as the university is
building a critical mass of African-American faculty. as with all faculty, to
remain competitive so that the people the institution is helping to develop are
not lured away because of salaries alone.
A more in-depth analysis is recommended of African-American faculty at
institutions in South Carolina, in the Southeastern Conference and the region
and at institutions similar to USC. Additionally, with only 18 AfricanArnerican faculty members above the rank of assistant professor (there are
about 50 African-American faculty}, it should not be difficult to study
compensation patterns to discover if there might be salary inequity based on
race.
Recommendations

1.

Identify structural discrepancies by unit. Develop and implement a plan.
setting priorities by severity of the salary inequities observed, for
immediate remedies (within the 1993-94 academic year). and take
additional steps to attain and continue salary parity for the comparable
academic contributions of women and men.

2.

Establish a committee, or assign to an existing committee, the task of
monitoring the elimination of salary inequity.

ill. Salary Compression

Salary compression is a complex problem. "Salary compression" is a
phrase used to describe a salary-setting process that:
1) does not increase pay commensurate with increases in job

29

SALARY EQUITY -- 4

responsibility;
2) makes it possible to pay new employees a starting salary equal to or
greater than long-serving employees of equal competence;
3) does not appear to place any value on experience/length of service.
New academic appointees can be paid what the market dictates or they
can negotiate special terms based on how they are valued by an individual
chair, dean, or other administrator. That salary might equal or exceed the
compensation of faculty with longer service to USC. Initial salary inequities
tend to become institutionalized and perpetuate salaries that are
systematically and progressively below parity. The net result is that the longer
faculty remain here, the more regressive their salary status can become.
Salary compression is exacerbated by salary inequity. Someone who is
passed over for salary increments for whatever reason not only never catches
up, but is left increasingly further behind if salaries are increased through
percentage raises .
The message that we undervalue our own faculty is expressed by University
policy that overtly or unwittingly encourages faculty to seek alternative offers
as the primary means of increasing their salaries here. Counteroffer
'"adjustments" skew existing salary ranges at USC and induce comparative
inequity in the salary structure among peers. The allocation of scarce
resources on such a basis makes it impossible to attain parity among the
competing just claims of our faculty. By encouraging people to look elsewhere
to validate their worth, we are tacitly supporting a process that is dangerous,
demoralizing, and potentially unethical. It is dangerous operationally because
as people learn their "real worth," through market sampling, they will be more
likely to consider leaving USC; demoralizing because the offer of supplements
to departing faculty calls into question the professional esteem and
institutional value of faculty whose loyalties remain at USC; and potentially
unethical because it fosters misleading actions outside USC as a means of
negotiating leverage here. This process is costly and wasteful to the
universities and faculty members involved.
Salaries offered to newly recruited faculty are often privately negotiated
between that person and the dean. The department may have little idea about
the amount settled upon. Determination of the salary and special benefits of
new appointees must be open. Faculties might rank candidates differently if
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substantially disparate demands distinguish the applicants. TI1is policy would
also ease gender-based salary inequities at entry and lessen the salary
compression experienced by senior faculty.

Recommendations
3. In order to show that the University values faculty who have served it
long and well, money should be set aside to correct the effects of salary
compression.
4. To eliminate one source of future salary inequity, USC should adopt a
policy of bringing in new faculty at salaries comparable to those of
current faculty or adjusting the salaries of comparable faculty upward to .
the level of the new hire. Any departure from this procedure should be
treated as "exceptional" and require special approval in two forms:
a) a recorded vote in favor of the offer by the faculty of the academic unit
involved, and
b) special approval by the Provost of such an offer, acknowledging the
support of the unit. for the exceptional offer. Similar procedures should be
followed in the case of a counteroffer.
5. 'When salary increases are made, the proportion of the following three
elements present in that increase should be identified:
a) cost of living;
b) reward for longevity, and
c) merit.
6. Salary increases should be given in dollar amounts because percent raises
tend to magnify and preserve existing inequities.
7. Unit heads should compile and make available armually to unit faculty a
list of all salary increases and the justification for merit increases.
8. Search committee members and unit faculty should be informed of the
salary range for the position they are trying to fill at the start of the selection
process. If salary demands exceed the established limits, the information
should be available to the committee and to the unit faculty before the final
consideration of the candidates.

31

SALARY EQUITY -- 6

IV. Workloads and Extra Compensation

Different units have different expectations about what constitutes a
reasonable workload. For some, it includes writing grants or supervising
interns. For others it is primarily publishing; for yet others it is teaching.
All faculty in a unit should have equal opportunity for rewards such as
summer teaching or other stipends that would increase their annual pay.
Junior faculty must not be perceived or treated as a support. system, performing
tasks that effectively subsidize senior colleagues.
There is a need for reasonable and explicit criteria for determining salary
supplements, including extended month contracts. At present covert decisionmaking and the absence of guidelines about salary supplements create
perceptions of favoritism.

Recommendations
9. Each unit should establish and apply clearly defined guidelines and train
academic administrators to better align faculty workload and total
compensation. Circulate annually a list with justification of the workload of
unit faculty.
10. Each unit head annually should circulate to the unit's faculty a list,
with justification, of all salary supplements, including 10.5-, 11- and 12month contracts.

V. Evaluation Procedures and Access to Information
The absence of clearly defined evaluative procedures and equitable
implementation of them invite accusations of secrecy and unfairness
throughout the salary determination process. The relationship between
performance criteria and rewards is a mystery to faculty in many units.
The basis is presumed to be the unit's tenure and promotion criteria, but too
frequently these criteria serve as a means of converting the evaluator's
subjectivity into "objective assessment." How does performance influence
evaluations? Why are salary data for administrators and faculty effectively
concealed? How are salary offers to new colleagues determined?
Some evaluative mechanisms are mandated, but they are often honored
loosely or in the breach. In a system where valid assessment (i.e., done with
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candor and accuracy) is weak and accomplishment does not always result in
recognition and reward, it is not surprising that salary increases are often
attributed to the whims of the people dispensing them.
The widespread faculty perception of unfair compensation is exacerbated by
a lack of access to salary data. While some departments make public the
dollar amount of all salaries, others do not. No issue is more corrosive than
the perception that colleagues are quietly receiVing extra or unduly high total
pay through special treatment. Openness diminishes that sense of inequity
and, where needed, encourages its remedy.
Recommendations

11. The University should promulgate a written policy that provides the
basic criteria governing salary increases, salary supplements etc.
12. The University should make faculty and administrative salaries publicly
available to the extent allowed by state law. Each academic unit should
annually provide to faculty the salaries of the members of that unit. Salaries
in other units should be available upon request.
13. The University should move during the 1993-94 year to request regulatory
relief from the state law that makes it difficult to release specific dollar
amounts of salaries below the level of $50,000.
VI. Grievance Procedures and Remedies

The faculty grievance procedures outlined in the Faculty Manual are not
designed to handle salary grievances with efficiency or expediency. The process
is cumbersome, time-consuming and protracted. Grievants often find
themselves engaged again with those who they feel are party to the allegedly
inequitable situation. Procedures do not provide the complainant with
reasonable access to pertinent data.
Recommendations

14. Charge the Task Force with the creation of procedures designed to evaluate
and remedy faculty complaints of salary inequity. These procedures should be
submitted to the Faculty Senate.
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15. Salary inequity adjustments should be funded and implemented by
university-level administration.
VII. Comments On the Process

While engaging in the process of eliminating inequities, the University
must immediately take steps that will reduce the growth of existing inequities
and the creation of future inequities. lnitially, the task of providing a remedy
for salary inequities will be burdensome and costly. As a comprehensive
strategy for salary equity is implemented. however, effective preventive
measures should decrease future remedial obligations. Providing an
expectation of fair compensation and assuring due process for grievants will
appreciably raise faculty trust and morale and strengthen the University
community.

VIIl. Future Plan of Work
The Task Force suggests the following steps be taken so that it might fully
satisfy its charge:
Continue the Salary Equity Task Force for at least the 1993-94 academic
year.
1.

2.

Continue with the present agenda, carrying the study into greater depth.

3. Work with the Office of Equal Opportunity Programs to determine what
specific data units will need to supply to that office, and what data the office
will need to supply to the committee monitoring faculty salary inequity (see
Recommendation #2.)
4 . Design a plan for the implementation of the recommendations of the Task
Force by the administration and the appropriate faculty governance bodies.
5. Detennine what form the Task Force reports, preliminary and final, to the
faculty will take.
Recommendations

1. Identify structural discrepancies by unit. Develop and implement a plan,
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setting priorities by severity of the salary inequities observed. for immediate
remedies (within the 1993-94 academic year). and take additional steps to
attain and continue salary parity for the comparable academic contributions of
women and men.
2. Establish a committee, or assign to an existing committee. the task of
monitoring the elimination of salary inequity.
3. In order to show that the University values faculty who have served it long
and well, money should be set aside to correct the effects of salary
compression.
4. To eliminate one source of future salary inequity, USC should adopt a
policy of bringing in new faculty at salaries comparable to those of current
faculty or adjusting the salaries of comparable faculty upward to the level of
the new hire. Any departure from this procedure should be treated as
"exceptional" and require special approval in two forms:
a) a recorded vote in favor of the offer by the faculty of the academic unit
involved, and
b) special approval by the Provost of such an offer. acknowledging the support
of the unit for the exceptional offer. Similar procedures should be followed in
the case of a counteroffer.
5. When salary increases are made, the proportion of the following three
elements present in that increase should be identilied:
a) cost of living;
b) reward for longevity, and
c) merit.
6. Salary increases should be given in dollar amounts because percent raises
tend to magnify and preserve existing inequities.
7 . Unit heads should compile and make available annually to unit faculty a
list of all salary increases and the justilication for merit increases.
8. Search committee members and unit faculty should be informed of the
salary range for the positjon they are trying to fill at the start of the selection
process. If salary demands exceed the established limits, the information
should be available to the committee and to the unit facultv before the final
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consideration of the candidates.
9. Each unit should establish and apply clearly defined guidelines and train
academic administrators to better align faculty workload and total
compensation. Circulate annually a list with justification of the workload of
unit faculty.
10. Each unit head annually should circulate to the unit's faculty a list, with
justification. of all salary supplements, including 10.5-. 11. and 12-month
contracts.
11. The University should promulgate a wli.tten policy that provides the
basic criteria governing salary increases, salary supplements etc.
12. The University should make faculty and administrative salaries publicly
available to the extent allowed by state law. Each academic unit should
annually provide to faculty the salaries of the members of that unit. Salaries
in other units should be available upon request.
13. The University should move during the 1993-94 year to request regulatory
relief from the state law that makes it difficult to release specific dollar
amounts of salaries below the level of $50,000.
14. Charge the Task Force with the creation of procedures designed to evaluate
and remedy faculty complaints of salary inequity. These procedures should be
submitted to the Faculty Senate.
15. Salary inequity adjustments should be funded and implemented by
university-level administration.
SALARY EQUITY TASK FORCE MEMBERS
Joan Altekruse
Lawrence Dark
James Fraser
Natalie Kaufman
Jessica Kross
Henry Price
Caroline Strobel
Richard Zingmark
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APPENDIX lA -- Page l

Faculty Rank/Sex/Salary Data

This information is excerpted from a report prepared for Professional Women on Campus by the Office for Equal Opportunity Programs (System Affirmative Action Office). The information below was selected for publication because it can easily be compared
to data from previous years. The full report contains nwnbcr in rank, by sex, with high, low, and median nine-months equivalent salaries. When there arc three or fewer ma category (no high, ]ow, and median), information is provided by a number of individuals
and $4,000 ranges for the category. In cases of salaries S50,!JOO and higher, exact amount is provided. The database covers professors, associate professors, and assistant professors who arc considered full-time non-administrative faculty. Wormation is
provided for the USC System; each of its nine campuses; and all colleges, schools, and departments at USC-Columbia. For a copy of the full report or complete information for any campus, college, ichool, or department, call Sally Boyd at 7-8155.

USC-Columbia
Number and Percent in Rank

Male
Male
Male
Total

Professor
Associate
Assistant
Male

Female Professor
Female Associate
Female Assistant
Tot.al Female

1962-83
251 (28.9%)
277 (31.7%)
ill (22.1%)
721 (82.7%)

1983-64
268 (30.2%)
295 (33.2%)
i l l (19 .5%1
736 (82 .9%)

1964-85
293 (31.1%)
302 (32. l %)
i l l (20.1%1
784 (83.2%)

1985-86
302 (31.2%)
300 (31.0%)
lli (19.0%)
786 (81.3%)

1986-87
311 (31 .8%)
293 (30.0%)
ill (17.7%)
777 (79 .5%)

1987-88
319 (33.2%)
291 (30.3%)
i l l (16.4%)
768 (79.9%)

1988--89
302 (33.8%)
259 (28.9%)
ill (16 .6%)
709 (79.3%)

1989-90
299 (34.1%)
252 (28.7%)
ill (16 . 1%1
692 (78 .9%)

1990-91
311 (34.6%)
257 (28 .5%)
i l l (15.7%)
709 (78.8%)

1991-92
314 (34.4%)
248 (27 .1%)
ill (15.8%1
706 (77.3%)

1992-93
315 (35.1%)
245 (27.1%)
i l l (14.7%1
691 (76 .9%)

12 (l.4%)
60 (6.9%)
60 (9 .2%)
152 (17 .5%)

11 (l.2%)
71 (8.0%)
70 (7.9%1
152 (17.1%)

12 (l.3%)
81 (9 .0%)
65 (7 .0%)
158 (16.8%)

12 (1.2%)
89 (9 .2%)
80 (8.3%)
181 (18.7%)

(l.7%)
(9.5%)
il (9.3%)
201 (20 .5%)

23 (2.4%)
84 (8.7%)
86 (8.9%1
193 (20.1%)

26 (2 .9%)
79 (8.8%)
80 (8.9%)
185 (20.6%)

26 (2.9%)
77 (8.8%)
82 (9.4%1
185 (21.1%)

29 (3 .2%)
75 (8.3 %)
87 (9.7%)
191 (21.2%)

33 (3.6%)
78 (8.5%)
97 (10 .6%)
208 (22.7%)

39 (4.3%)
82 (9.1%)
86 (9.6%)
207 (23 .1%)

17
93

Median Salary
Male Professor
Male Associate
Male Assistant
Female Professor
Female Associate
Female Assistant

S39,000
29,524
23 ,823

$41 ,014
30,280
25 ,362

S43,512
31,682
26,997

$43,889
32,760
28,657

$46 ,019
33,960
31,182

$48, 169
35,010
33,000

$50,866
38,019
35,000

$53 ,145
40,107
36,400

$53 ,283
39 ,708
36,400

554,317
40 ,779
37,315

37,649
26,346
21,223

40,792
28 ,359
22,227

43,377
30,000
24 , 189

45 ,890
31,745
25,000

46,670
32,520
27,264

46 ,504
34,465
29,273

51 ,219
37,753
31 ,427

49 ,596
38,955
32,897

49 ,596
38,448
33 ,490

48 ,919
39 ,095
34,582
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USC - Columbia
Average 9 Months Equivalent Salary
of Full-time Faculty
Mean Salaries Fall 1992
Rank

Gender

White

Number

Black

Number

Full

Male
Female

59,704
51,687

373
47

63' 132
0

4
0

Associate

Male
Female

43,684
40,553

240
81

36,469
45,508

7
2

Assistant

Male
Female

38,810
36,828

101
71

41,999
35,475

4
10

Instructor

Male
Female

29,487
25,354

22
36

32,728
28,521

1
2

Lecturer

Male
Female

41,726
33,589

13
11

39,094
0

2
0
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