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me,pomm;'cs OF FACULTY SALARIES e,

. . " Joe L. Saupe
: Univer81;y of Missour; ’

I would like to begin these remarks with a hypothe51s about

e

the times in. wiich we live -- the times which cause this confer-
ence to be taking, place. Very ‘simply, I wender if a conﬁerehce

) . . £ - -
on ethical and economic issues of academic salaries woudld have

attracted much attention forty or fifty years aqo. My hYpotheéis

-~ +

is that academic man,'is. now, more than in earlier tlmes, eccnomic
and political man. I hcpe I am not so ha;ve ag to think’ that ,
acadekic people have never had concerns about their economic wel-

fare and standard of living or‘about:their influence on the R

. Jconditions and environment of their-ﬁfactice of thé academic life. .

°

¢ Maybe it is, in part, the romantic in me that causes. me to suspect

that -the honor, dignity, and privilege of pﬁgfessorial,life Yere,
» . ™\ ]

in years past, important components of the" cgﬁ%ensation for that

life. And maybe it is the cynic in me that causes'me 1:‘25'75\:[=?spe<:“t‘l

that such attributes ‘now constitute a much diminished component

<
of total compensation for the professor. What remains is economiﬁ\

compeneation and néw types ‘of prestige. But this is what I see.

I, 4 .
‘Maybe the circle of my experience is small, but I have seen r‘

[ e < 7 r ‘ o .
“deans% department chairmen, and faculty members expending much
. iPrepared for &he’Third Annual Academic Plannin Cowgerence,
"Ethlcal and Economic Issues, Acagemic Salarie Supplemeutal
Income," The University of Scuthern.-Californid, January 255 26,
& 27, 1978. ‘ A N ’
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energy_wor&ying, arguing?‘and‘maneuvering:about dollars, about

. . — " t

budgets, and in,public}institutions about. state budget allocatﬁyn
formulas andgrelated matters. Such %xpenditures of energy comple~
" mént those of faculty collective bargaining and dontrikute to the
N 1 . . * - ' - N

v ‘ .. .
evol&%&ony according to ny pypothesié,—of academic man inté eco-

/ ’;‘ » .
"nomic and'politic&l man. N .. 2 . .

. s .

7 -

Nowynone of us are or. should be expected to be ambivalent K
- .

=t P N

~

others or,about our ability to influence how im;-nduct our -pro-

fessibnal lives. It is theved fects of the evclutlon which disturb

X . . .
me and there are two to which we should Séaalertedz (lt Enérgy

Zdevoted to worrying, arguing, .and maneuyering about dollars drains

the reserve available for doing highex educatio:*xfor attending

-

'tofstudents and scholarship, and in particulargfor,reflecting u90n

ehe substance of the business of the college or universityq The ,

P2
quesZEBn is are we worrying more about our personal andxdepartment~

al income and less about how we can improve our program offerings,

our nurturing of students, and our scholawship. Also, is economic

. w
L4

and poli ical man the role model ‘we wish to set ‘for the students .

entrusted by society to us? (2) Attention given to dollars can
s

,produCe bggavicr vwhich is unbegoming academic man. Enrollment e

counts«have been overstated and‘é%urse numbers have been changed, .

'v

/ .
because of, budget llocation mechanisms. Faculty members specu~ .
: . .

late on what is thé most advantageous way to report how théixr time
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3 4 e is spen The state coordinating board or- the, administration is- e *
. ,
. * 5 ' "

o 'AA;\_ told one thing about degree program offerings and students are .° .- . ST
o JOUN Cx . . . . . 4
, . . told” another. History professors/ untrained in college and uni~ . ‘ '

»
»

versity accounting and finance, ignore\principles o£ scﬁolarship‘

. .
L «
. .o
. ‘

the university 8 budget. Examples. ,
\ . .
B abound. It can be argueﬁ'that there are faults with the system
‘ ® T $ ! \\_‘_,

? and that it deseryes ép be. gamed But this,does not’make us: feel

-in offer%ng intpfﬁretations of

. ™ .
- 3 f. . 4
h . ‘much better about academic man playing economic énd pOIitiCal > o .j
« Y ’ ' . L . . ° . , s
Y. with ‘that hypothésis‘as context, I turn to my topic, tie poli- . ® - -
. - . v . ) S R ‘ . '71
-w' tics of faculty salarie’s. K The question is what will be the sub~- . .

v .  stance of faculty salary policies and a broad array of issués is .

. ~ £

¢ .

included. The topics of this conferencelidentify a number of them.

I

*  Politics are involved, because perspectives, vary. The several - ) }@
o N e pers /)1 .
) parties interegted in -or affected by academic salary policies . ’ W

¢ R

bring differing perspectives to "th decision arena and the aréna
}(
» N \( 3

: cts, thus, political. . EA

' Included in the political areg;‘are, among others, (1) facvl\y : ;

_“ . members, (2) other emp?byees of the college or university, (3) . t N ;

> e;ecutiye officers and 1nstitutional boaxds ‘of control, and (4) ' * )
% -

benefactors oxr *funders, 1nc1udlnd§§tudéhﬁs, philant@ropists, state

N
’ -

coordinating bodies, state executive officers, and legislators,

and e%en agencies of the federal government. I do not propose that

. .. ) .

this list is definitive or that the catégories are comyleteiy ////{

'\ . “ 4 .
RN - .

-5 a «
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.are seen as artificiai at ‘best,

homogeneous in perspectlves. It fs_siﬁpry» : _g ng. of manage-

~ab1e 1ength whi ch:prov1des a basis for examiding and raising .

quesﬁions about the interests of the various partlclpants and , ,

s
.

about the congiderations each mlght suggest be brought to baar

~

on issues of academic salary policy.:

-

i . ot ~ °*

In what follows I ask that any overdrawing or purification
» N “ .

. 1
of perspectives be forgiven. Just like statistics] generaliza-
tidns: are useful even though they never apply to individual cases.

- . kel
} - . - N T T . 4 3

The perspectivekof tﬁeffaculty member is conditioned by

»iﬁterest*in personal income; by .the acaﬂemiccmafket place as re-

lected in individual and aveiage salaries, and by the consumer .
N 4 . . .
market place. The*faculty member is likely to be'more-inte;est&
) ~ .'f . ' s
ed'in-casﬁ?salari,'if not take~home pay, than in total dompensa-

tién} byt is far from disinterested in certain components, at

. ;éast, £ tﬁe fringe benefit package and prefersfnon-contributo:y

- -

. fringe enefit/pians.' The faculty member’'s perception of extra-
R L 4 -
'compensation‘is_téat indeed it is extra; it is payment for service

:beyona ihat expected by the bas}c, full-time, contract and it is

-

N . . 2
private, Distinctions between internal and external congulting

»

et .
Non~faculty college and university employees view academic

salaries- as competxtive with the pay they take home, ?hey are

likely to prefer salary schedules and‘A%ross-the-board salary

_ decisions, to pefceivé merit and percentage salary decisions (for
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.;qonéécademic salaxy gap, and to favor, income-redistribption insti-~ .
1) - . . .

I
control may wonder about the propriety of service to the ‘employ-

‘dollar®s worth of higher educatlon for ear’.

pProfessor when one is not in his or her office until ten on

the faculty) as unfair devices which -widen the academic/versus : :

‘o . /-\ < I . . .
”{:‘o' * I\'.:, LY

tdtlonal salissy ‘policies.

péy and shift différentials nay ge mo¥e legitimate than academic -

4 -

'S -
.

T¢ the %onﬁacademigtstaff over-time -

~ \

extra-compensation. T L . )
. v [ - 3 o

- .
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trol, whiie_by no means indifferent to faculty -economic welfareé, AN

‘Cojleye and university executive officers and bodrds

f e s

have respons;bllltles wiich dlctate the perspectlve of academic ' ) ' .

salarles as arutllization of 1nst1tutlonal resQurces. Each dollar

hd . -

901ng to academic salarles or compensatlcn is a. reduction to avail— » 4 W

- . “

able resourcesland is unavailable for other uses. Extra'compensa—

s L4

tion received from a source external to the employ}gg college or . -

- .

university is at least cohzgned, bat the président and board of

ing college or university which, somehow or other, causes the o .
. . . . . R 1 ’
faculty member's fte to exceed 1.00, | v

. .

v

| The perspective of the benefactor is- that of getting a.

dollay made avail-

©

. o, . ‘ )
able, in.relatlon to alMernate uses of the dollar, and ‘academic :

salaries may be the'mqet salient item in the budget& Students
understand that tuition is increased in’order to inérease academ- <
ic -- and othér =- salaries and may register their votes with : }

their feet. QP'I?h.ey-'rr\ay wonder what it means to be a full-time

4




Wednesdays‘becauSe of a Tuesday evening extension course a.d

- . \

another is ‘unavailable. on Frldays because of a consulting assign~

l

ment. Y legislator in my state racently commented that he dld

not;believe there was ecneed to,raise faculty salaries,- b2cause
. . - )\ N o P
there 'is an -oversupply of ‘holders of the PhD. ..

,‘TheSe brief sketches of some cf the various perspectives .

- IJ '

brought to the arena of faculty-Salary deliberation,‘%hile far

-

o

.
»

“u

£non deflnﬁtlve, do 1ndicate that the perspectives vary and that

cgntréversy»about acsdemlc salary pollcy shou}d be‘expected. ‘
;&histgswvnat poIitics is all abeut and must be the'reasqi this
conferenéeﬁﬁﬁftaﬁ;ng pféce. S e h S
Whatever polit;cai prpcesses are3used, the estﬁﬁlishment of
academic salarx pollcy for a:c;ilegewor university -may be viewed

wb‘_‘

as 1nvolving two types of considerationé Tﬁese may be 1abe1ed
(1) academlc sq}ary ph}losophy ‘and 2) academic salary data.. I

suggest that these con51deratnons sh uld be brought to bear in

4 , 3 B * 4

the?sequence indicated here. First, ‘a philosophy is%éstabiishéd.;

- * -~ - Y
'Theq, as suggested by that philosoggy, data is consulted for
the purpose of establishing specific features of the.policy; I
,aﬁ not insisting that the two steﬁs be discrete. There will be

- ) . /
overlaps’and loops in the 'process. But the pAinciple should ke

that the academic salary phifosophy deterimines wkat, how, and if

data is consulted.’

i

v
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thinking very deeply about what information we a;é seeking from

-
o o =

. thé data. We éxpect the data to provide the answers without
, ; A

fully know'ng'the questions. ‘'For example, the data may reveal °

tha;aour full professors are paid relatively less than our asso~

.t . ’ . . ,

ciate or assigtant prbfessors.w'The obvious conclusion is that

a special shot of salary increase dollars must go to full pro; T4

‘fessors. But is it not possible that had we thougat through our

2
.
G

' ?cademic salary philosophy before looking at thé data we might
4 -

’
-~

have geached a differént conclusion?
Part of the problem is that it is d;fficult to\develop'and
)

secure agreement ‘of consensus on matters of dcademic salary (

\

philosophy. It is dlfflcult beqause it is a demanding intellect~
ual tésk and becaqﬁe of the varlety of perspectives which must be
considered in the process. IQ s\ea51er to go dlrectly to the

- ‘,.n‘

data, because it exists and bdgduse we have been led to believe

£
4

f’t:.hat the data have been aséembled for the specific purpose of
making our lives easier. Haven't we been told.all about’ the value
of data in.faéilitat;hg the décision-making processé 4;

v | . .
The rest of the problem is that the data we consult is pre-

§

\:\enked in categories and on the basis of definitions and “‘distinc-
A .

tions which have no hecessary relation to what should be &he‘aca-
@ i

demic salary %dlicies of any given college or univé;sity. The
¢ .. t - .

4 t ’
questions the available data answer may not be the quesfions we

v




o9

i

N _ .
would ask; if we had\developed the questions before we sought out

the data. The AAUP faculty salary data may or may not answer the

‘questions we should be .asking. The data carefully assembled by

. LI

our own office of institutional research may answer’the questions ~

i ~

the. director of that office believes are the central ones, but

]
/

are this director s qgestions derived from institutional academic

~Y
salary philosophy? Obviously not, if there is no such philosopy in’///—

r ' .
9 1 3
I subniit that if the academic salary philosophy is developed,

+ e

exiqﬁence.

4

we should fiid ourselves less inundated and less befuddled with

({~ faculty salary data. I even find it conceivable that the pirilos-

ophy would be such that no faculty,salary statistics Would/need

-

to be consulted in order to state academic sa¥ary poliéy.

Now, what are some of the issues which ght be involved in a
'y
college or university academic salary philos7§hy? For illustra-

tive purposes, let us consider the matter of develdping policy for
thg granting of salary. increases'for)the next year. I will suggést '
v severa\\ouestions which may be asked in this context and will

consider a few of the political and data ramifications of each.

-
»

It may not be terribly unrealistic to. make the simplifying assump-
tion that the institution has:no long~range academic salary policV,

but that custom has Been to establish salary increase guidelines
LV

»

on a yearéto-year basisu s : ,
[ -
1. wWhat should be.the overall percentage (or average dollar

k4

1)




7

'budget'and budgeting process, make thig si)ty—four
/

amount) increase in faculty salaries? Obviously, the expected in-

crEase in the total budget s, to some degree, a’limiting‘factpr,'
. » J

but this is far from the whole story. The perspective of thd

faculty may well be that every new dollar, plus some' from the
0 .
present administratiye.Bugge;[/should be allocated to faculty

salaries or that increases.should be, simply, as large as

Y
A}

possible. The éxecutiVe officers and board of control are forcea

to consider competing demands on the,new dollars as wcll an the

. -

possibilities of credting, incremental dollars by reductions any-

vwhere in the current Qbar 's base budget. Similarly, those who
‘ ¥ T’

provide the funds view the question in tﬂe context of alternate
. l :

uses of the funds available to them and 1n terms of salary

0'

trends elsewhere in the eéonomy. - Cleariyh such Variations in

\
perspective, in combinration .with the complexities of the overall

-
3

oll Ta

cuestion a pélitical one.,/ \ .7

) |

- A specf%ic consideration is that of\the gensral increase;
i ‘ .
in the cost of living, perhaps as indicate& by the consumer price

Y

irdex. Would not all agree that academic salaries should keep

'paée, at least on the average, with the cost of’ living? I think

’u

the answer is no, not all Qould agree. Some, who bnlieve in
free~-market-place economics, may point out that the relative ‘
values society-places on various forms of human endeavor vary

from time to time and that such phe?omena might as ?éll be

q,

3 -
N . «

,.
T N AL




. N > . -
? ;;eccepted: Others. might point out that ecadem‘ic salaries cannqt ‘. .
d i:ncrease\indefinitely; -at least 'in comparison with sal.aries for ‘ .
# . other.:forms 6f human endeavor without some increases ir academic
g B 'prodtictivity. LT - _ . i J'\'. 7 .
. - One thing this suggests to me iy, that we. would be en~ . 1

[\
lightened, even. in developing acadcmic salary policy for one Yéar,
' 1
- by historical d“ata\ on faculty s&laries and compenqation. Info.~

» "/
. \ mation on faculty salaries at the single institution and for all

. " of highér education’ set alongside the inflation. indicators and
) e. S
,- salary trends for other occupations 'and professions for a period .

’ * /

-

f of at 1east fifty years is what I have ;n mind.. To be sure the: ",

question of the overEll percentage increase in academfc’ salaries
4 ¥

o’ N ’ i for a given year shduld be considered in the co‘ntext of the
. v ’ exyperieye of the more rs\cent past; say two to five years,/é t
: even rec‘ent history can be mo‘re infon'nativq,.mg_en set in the ' .
L long-term context. -0 . . ) ) -
) » . 2. To what degree should the academic salary policy be based ¢

.

upon, market considerations? What is the appropriate market? It

z -

is conceivable to me tha*:. a college or tgiversity could quite
sensibly arrive)at decisions regarding /gcademic sal}y’y policy for
. ) the next year without .refererice to comg,arative faculty salax}f data.

I am not' suggestlng ‘that the swarket be ignored, but the fac that

th ~omparative data~are assembled and published does mean thqt we |
| W

are abliged to attencx to it. I am suggesting that the‘re a,reefactors

" .




s

-

other than the market that merit attention in the development of

academic salary,policy. - y
. ’ . 7 - . . [
I must pause here to comment ‘on a common pratice which

R 4

disturbagﬁé. This is the pz actice of countering offers from other

.

-..cplleges or universities in order to retain the individual faculty

nembers who receive such offers. The logical extension of this

o

practice is a salary policy which specifies that salary increases

F

will be given only ‘to those who can present bona fide offers of

greater galaries“elsewhere. Even as presently practiced, there
is sdmething disturbing about admittin§ that the competition does

~ &

* a better job of evaluating our faculty than we are able té do.

It is disturbing when we‘realizelthat academic people vary in the

-

degree.to which they seek economic advancement. Isfthe teacher- -

scholaf’yho/igihappy and does not want to move less deeerving of

-

\
ecénomic reward than the one who follows-up every applicable ad

v ¢

>

in the Chronicle? " . N

The sedbn part of the market qudstion asks which.market.
- ] : >

The public colleges and universities of many, gtates must contend l

. with the view from'the staﬁg house that all state government

LN N * -

employees, 1ncluding professqrs be. treated similarly, at 1east

" with regard to salaxny increases. ?he salaries of accounting ¢

-

R B » - . T N N
professors have certainly been compared with state government

-~
-

accqnntants. The public colleges and universities are bolitiéal-
/'_. ! . . . v ’ ) ) -
1y wise to pay some heed to the state house perspective.
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e ' . . "

: * { . T . * -
I T . it might be suggested that-the salaries'gf professional—-
’ o T R : e '
school faculty should*épproximateitge incomes of non-academic .
N . . -~ / .

professionals ih corresponding professions and with the same levels

R « -

. . of educéation. Certainly, theﬂcodpensatién of the MDs in our'

medica% schools are influenced by‘the market of thefmedical
~ e

profession.. * Why not others? ' . .

\ ’
¢ . - N

Normal practice i to compare facultyﬁsalaries within a -
group of "peer* colleges or universities/pn the basis that.the peer

I3
< P4

s L ~ institutions cons;itute an actual ox- {;tended market place. The

. ., \

% identification of peer'iroup;can involve differing perspectives. 4

«

The faculty or an ambitious/president may ish to move average
.‘ Jfaculty salaries up the co/legiate peck g order; the board of -
control may believe it is fine where it is, and the people in the ]

PRI , ' state house may suggest a salary schedule ﬁor all college and

-

‘ university faculty in the state.
© . . .
* As -a matter of fact,the academic market probably varies

¥ among the several departments, gchools anﬁ,colleges of a university.
The institutions competing with the ‘school of engineering fox
¢ . ¢ :

\: ' N
-faculty is probably nof the same set as those competing with the

“\‘department of-music. To whatﬂaegree is-or should this situation '

¢ . « ~
‘be-recognized in the academic salary policy? . .-

Those who assemble and publish faculty Salary data typically

. , ’ )

t/// L recognize that average salaries vary by type of college or univerSity
o : : /
. o -
S ’/f . and provide us. with ready-made "peer" groups. The ‘AAYP pas their
/. -/s" s ) . , ‘ . ) , ' \ ‘.:;’; - ' N
o Co. “ .7 . . s . .

o

3 -

’ -

”-

-

s

-

.
~




©

least controversial~policy is probably the 'one which ignores the
. - ’ b I - . t .

N ' :
categories and rank*specific percentile ratings; the National
Center for Educational/§i:tistics and others,recognizes categor-

o

ies of public and private institut10ns by level and type of

. offering; and the National Association of State Unlversxties and

. ._p P . )
Land Grant Colleges prepares reports for its memben institutions.

. s \. .

Athletic conferences have been used as peer groups for average
salary comparisons. Ready-made peer groups should not be adopted
uncritically. what .constitutes the actual market éan be deter-
mined; explicit criteria byzwhlch to identifY{the~peer group we -
aspire to be like can be specified and applied & How we would

like our faculty salaries to compare with those of the peer group
|
is another question. Being at the top or at-the mid-point are

-
- A g

not the only possible answers. . .

3. Should the academic salary polid?‘differ by academic

v

rank? By discipline? * The. salary increases granted for V/,,forth-

‘.coming year- will, of course, preserve difZerences among average

¢ ) R
'salaries by academic rank. The question %s*are the present

-

differences the_ﬁgsired ones? - If it has Been difficult to

—

aptract and retain young faculty of if senior faculty‘persons

have bheen ,lost to better-offers, then special consideration for-

one of these rank categories may be indicatég The politics are

- ®

that any diversioé of dollars availﬁble for salary increases to
f{,‘ I

one rank is a reduction. in the dollars available for another. Thé

N .

13

.issue.
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1

-~

EveL if our salary averages bv rank do not differ in th%

-

same way as the averages in the peer group data, we may decide
that for ou. institution the averages vary as .they should Factors\
) -~ '4..1,,:

associated with thewcomposition of our faculty,.or with intentions

regarding its composition, by rank can provide explanations’ which

— N .

will Be. persuasive to at least some of those responsible for or
;

-~y N .

" affected by the salary policy. . ) ) .

/ <.
et / v -
The question regarding discipline differences may be a E@
Hmre interesting one. Clearly'the non;academic and'acadenic.markets
!,

have produced real variation in atademic 'salaries by discipline.

L4

Prevailingysalaries for professors of busineés,.computer science,

T . \ - . p.d

: // . N . - .
law; and mathematics exceed those for proféssors of education, fine

» #

arts, and humanities, but the rankings of the average salaries. by

* Y

discipline differ. among the academi¢ ranks. The question, again,‘
4

‘is whether the economic marketnplace should be permitted to deter-

s - N 2 N L) .
mine and perpetuate salary differentials in our college or univer-

~

sity. DO we mean to imply that the services%ofvtﬁe professor of

art are less important to the university or to society than those
. ) .. ’ ) ' : ., ) .

.of the professor of managenent? Some will argue that the contri-

1y

butions of the liberal arts disciplines are. more i amental,” hence

i”
more valuable, to the university than f\ose of the prafessional ¢

Y

£ields, but I choose not go enter this argument.: >

4. Should the academic Zalary policy andithe non-academic

¢ . . ' . 3

-

salary policy be uniform? As already suggested this question is

. . ?
&
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|
|

* »

v

s v

involvedain the politics of academic salaries.

by the‘fact,'at the places with which I am familiax, that an aca-

»

T, ) . N ,3:, R .
demié’be\%on tan be appointed as“an Instructor and move through

+the ranks and up the salary ladder with

[v‘l
-
|

i

1)

|
|
|
By
|
|

!
!

I
|
!
!
1
|
|
f

5
Y

]

[
-
tin his or her official responsibllities,

. g

need a course in persopnel manageme:t.
The differences among aqrgss~thefboardydollar,amount

%§;
nel, who grow in competence and quallty of eontributlon are bound
recognize qual-

\

? i fications and reSpOnSIbllitle§$,but not expertise.

v

by rig a salary scales and gob descrlptlons whlch

Perhags I

classes of personnel and the differences ‘are obvious.
‘. »
- 6 .

~

4

.o

EX

salary 1ncreases, constant percentage salary increases, and 1n-

d;vxdually determined salary 1ncreases are economlcally real.

ile the{support persoh-

-

y modest apparent change

Reay d1fferen§;s, in absolute dollars or percentages, result from

the use of different salary adjustment mechanisms ?ith dlfferent

Even if a

majority of the so-oalled non-~academic staff claim a preference:

~~
g

xrfor across-the-
merit determ;natfo;:>and salary adjustments'based thereon for all

classes of‘peésonnel vary. The faculty market is not the same as

I have been intrigued

board mechanisms, one can still ask whether or not

the clerical market.

'persons may be differenu\from that of either of the others.. This

.

‘ personnel would not be beneficial in the long run.

It @g important to recognize‘that the market foxr various
. N .

<

g

The market for specialized middle-management

-

i

fact, alone, thay mean that some features of the academic salary

4

’,

>




¢ poli‘cy should differ from those of the non-academic policy. To

. .

the degree maiket forces afe considered “in the salary policies ’

:} these variations in markets have clear implications for what

Py . ) b ’ N -
A &
SN sa-lary data need to be consulted. . . . . .
W ‘ - " . A . ‘
o

h 5. %o. what degree will academic salary increases‘ be 'bas’ed -

) 1«. ‘ uppn merit, cdst-of—living, and equity” considerations? Normally,

L a pool of monef to be ifsed for salarNcreases is identified

‘e

\ ', during‘ the budgsting process.x It may ‘be .released to deans and “ .

N
l -a \ » . /

chairmen with or without restrictions as to how-increases for .

o .. '. ¢ A

Y 'xi:ndividual‘ faqulty\persons; are to be 'détéi%itingd. The arguiuent‘
- . in support of salary increases on the basis of merit - and Ido | \
e ¥

not include longev\ity - is sﬁﬂply that the merit salary policy

~

_ contxibutes- to the éoal of building' quality in the f@culty- ‘The
3 . rationale is that the’ quality of past performance is the best w!'

° indicator or predictor of the quality of future contributions. .

we el

R 'I’he, merit salary increase is not ,80 much a reward for past pexfor- .

? «

- 'mance as it is compensation for, future, performance. if;.l'he impor- v

=Y

oo

'
. -

tance of this view of.the merit increase beconies clear. when the

cumulative nature of annual 'salary adjustments 'is considered,
~ ¢ - . ’

- One argument against the merit increase policy and for

the cost-of-living policy is thatof social justice, that after an

-~
V] ¢ . . b3 . :;;.

initial academic appointment the individual's’ salary should at ’
! N ' om . ' . ] - IS ‘ s = ) Vs »
least retain its yalue in real dollars.. Complaints that merit ' X

. A3
[ - - . . .

‘,_*policie;s cause the rich to get richer and pdor to get poorer are
N ’ . : A . ’ e

- 16 -~ ' o
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N .

L ‘ . heard. The.concept‘of discretionary)income‘is introduced as a
\\ N y

.
R . R

,\.; ~ . *'salary increase polic1es.

The other argument is that merit is unassessable and that

AN / "
> . : the long—raqge impact -of so-called merit—based salary increése
v 4
’ + ‘policies’ are therefor actually based upon factors other than merit

-and are connterproductive in terms of contributing to the devel—

- T opment of quality in the faculty. ‘ongevity and cost—of~riving'

[

) ) ‘aref by this argument, the only valid bases for avarding'salary
increases. L° ' h ’ . )

4 . N .
) .

The qpestion of equity with regard to sen and ethnic

~ rel

grougs is a. fundamental one and must be faced, probably as a

o

»

e

review here, I will suggest only that the issues are very

B\

51milar ‘to those of the merit versus,cost-of~living and longevity )
E3 ) N w/ \ ‘- . -
calary. increase question. I
. : / : \
& [ N . ;
* { Equity among the several digeiplines is anofher question,
Even if the basic policy is that average salaries should be
. ‘. - ¢ ) M.’ ] ‘
. expected to vary among the disciglines*because of mariet forces,

it is possible that relative to the varying markets the a;erage

salaries of the faculty in scme disciplines are’ relatively lower

. ~

" or higher than in others and spe€ial adjustments may be su gested ®

.

L 4 EX >
.
.
- - s *
%

\ _ basis'for justifying gniform dollar amount or other regres?yée .




A4

.~
B
”

o
T \\}z not simply the product of accidental(or even intentional

,‘a’
to rectify theseoinequities. Of course, in considering such\\

1 °

' inequities it is necessary to know whether or not they are real

s

\
iation among the disciplines in faculty quality or merit. Here

&

\ Ry *
EA \\%?15 a special case in which informed judgement is at least as .

N

e

important as\market data. o i} . -

AS /

Y The\data required to establish cost-of—living salary .

increase policyaxesimply some cost~of*living factor. If some

income *edistrlbution is to be involved, thefprincipal need is

for philosephy and not comparative salary data. If equity among .

»
N 1 ’ .

disc1plines 1s to be con51dered then\\ e intnrnal average salary - )

r !

v data must-be at hafid and, market considerations are considered

— .importantp the peer institdtion data must be. displayed by dis-

' \J

cipline. If merit*is to be- involved, either.as the basic salary
increase policy or in equity considerations the princ1pa1 type of
information needed‘is,that of the merit of 1ndiv1dual faculty

\ - B Ll - .

members and of the faculties of schools and -celleges and depzrt-

ments. This.takes us to iy final question. o o R
= -, i L "

6. How is merit to be determined? I will resist revieying

¢

the massive literatufe on faculty evaluation, but will suggest that
>

the 1ssues of faculty evaluation must be faced,and that there will

t@rvarying erspectives on these issues. The qubstlons include the

-~
X ’
following; (1) what categories of professorial behavior should be
” ’ 2 N
assessed? (2) wWhat are appropriate assessment methods? £3) gow are
y L} s . -
. |
\ | '
\ ~18 - S




- guestions of philosophy w1ll andvperhaps should

the rnsulting multiple measures combined to f&&m merit indica-

" tor which translates to salary increase dollars? (4) To what

\::.

45),Ca determinations of differences among academic gnits in

s .
’

ith research data, qu

’@redominate.

g Ia
Some sub-questions may be answerable

.

Points of\view will differ and politics will be involved.

-
5 N -

. ‘Now that I have suggested .and offered comments on these ,
six questions largely in the conteét of the/speci\ication of a '
one—year salary increase ;olicy,gI must assert that this is the l
wrong contewt .in which. to deal with such/questions;J What each

- J ‘. ‘

of our colleges and universities needs is a.general or long-

’

range salary,and compe ation policy which is.based more on'

Vphilosophy {han onﬁégta and which can guide the required annual

L

decision prOcessee. Such a long~range policy would not be immu~

table, but 1t should lead to .some degree*of -consistency in its

" year-to-year application. It would be basedcgpon the ethical and

‘4 v

aconomic i¥sues which are the subject of this.cenference. I o

L
- . -

suggest:.that the politics involved in.the development of such a
general academic salary policy, while far from trivial, may be - ,

easier to contend with than the politics of establishing ad hoc *

,

annual policies, and that with the general policy in placethe j
. "1. ) * ’
politics of the annual decision progesses may be more subdued.

- .
. N
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