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Abstract

_Equal pay for equal work by persoys of equal qualifications is the
concept behind laws against racs and sex discrimination. in salaries
in the United States. Deteriining the cxistence and extont of ‘dis-
crimination is not a simple matier however. The purpose of this paper
is to recomiend a four-step procedure which attempts to iifcoves the

process.
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Equa] Pay for Equal Qualifications?

- A Hodel for Detériiining RdCC or Sex Discrimination in qa]av1cs
BACKGROUND -~ E R B

D%scffﬁinatibﬁ in salary allocation procedurcs tie to race. Sex; or
other varfables unrelated to nerit has.beon qetting increascd attontion -
recently in ﬁigﬁ%f education: The Cqual de Act of 1963, the Civil Rights
Act of 1964, and Title 1X of ‘the Educat1on Ariendiients Act of 1972 have
made salary discriinination due to race or sex illegal.  However, one

af,tﬁé majaﬁ ﬁﬁi%ia1 5%651ém§ caﬁ?faﬁféa?by an_institution of hiﬁhér

since criteria used in determ1n1ng sa]arles are se]dom wade-egp]1c1t;

part1cu1ar1y on.an 1nst1tut1on wide scale. Even if such criteria “have

,been made exp]1c1tr there is d1most a]ways d1sagreemont as to how well -

-

eerta1n individuals have met these cr1tev1a

:One approach to so]ving'thg salary inequity prublem is to ask those
respens#bié forfestabiishfng salary policies to revien the status of individ-
uals who m1ght be victins of sex or racial d1scr1m|ndt1on This Fé1ativélv
,subJect1ve mode of operat1on r1sks the poss1b111ty “of rﬂqu1r1ng poop]e to
incriminate'themse]vesr since past d1scr1m1nato:y dec1s1ons, if thoy
occurred, were frequent]y nade hy soine of the same peoo]e being asked fo
review current sa]ar1cs Dosp1t0 the 1aLt that 1mportant non—quant1f1abie

factors can be 1nc1uded in stich review processes, L)]t]LS can L1a1m w1th soiie

justification- thut the subjective aPpYOdLh Wil only perpetuate past 1ncqu1t1ns

PRV,

An alternative tactic would-include the use of a“more obJecb1ve - L.




Equal Pay, 2.

, eiteht'of saiary discrimination, One methcd would be to match .a Caucasinn

“male with a womarn or minority pérson with similar backyground wnd abilits,
then determine if their 5118110§ aire <ompar“ble Tﬁis procedure . Lhdwﬁ oS
cqunterparting@'has beeq récomméhdéd by some (Nevills 1975); but ijy be no
better théh a bﬁ?é1y SUbjeCtive approach. 'Obvieu§1y cohnt ypatt)nu dquwd'

the iﬁitiéi_biéﬁjém of matchi?g; even in Very large débﬁrtmonts oF instituti0h§
two individuals afe .seldom very similar in ability and experience. A -
related problem is that possible victims of discrimination ére_fvequentiy
clustered in departiients, such as home economics in the case of woicn
where there dre few, if any, possible counterparts; and virtually hbne hat

| are simiiar.as.tb méiit;' Bééaﬁée of tﬁe problernis §UFF6uﬁﬁthU Lhe matohivg
process, and the 1neV|tab]e faculty animosity genoxuted by 1L, c0antevpart ng
cannot be recomiiended as. ai ObJCLt1ve proteduxe in ferret1ng aut sa]ary

: 1nequ1t1es; o | .

There is a second genera] approach which goeq bevond thﬂ use of counter-

sa]aries from mer1t faetors Facu]ty must 5t111 be mat(hed to d certa1n

- extent; such as by department but stai1<t1ca1 techn1nues aré used to adgust

for differences in meritifactors to prédiCt sdlaries. raca1ty.With'dif?éFéﬁt
merit factors will have different predicted salarios using multiple regression,
5o exact matches are unnccessary; yet only exﬁiic{t,'quantifiqbié variables
“tan be - included 15 the resulting préd%ction éqdatiah A though fraught

w1th its own set of d1ff1cu1t1es, mu1t1p‘o reqre<s1on appears to be The

best ob3ect1ve techn1que currently 1v1111ble in deternn'nrkptho eristencd

and extent of d1scr1m1nat1on
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E’q’u(ii ﬁay; 3.

Recognition of the objective mature of multiple regiossion as « techs
nique for examining salary inequities has been growing. Seott (1977);

in a widely cifcu1atea work; gives the impression thal the salary ecuity

" ‘process is a re]at1ve]y s1mple matter of emp]og.ng a fow. v ur1ab1 & oSuvhi
as t1me in service and h1ghnst degree, and OoJocL1ve1y 4etekw1n1n' calerios:
The U:S: 6ff1ce of Civil R1qhts seems to hold a slm1]ar opinion as exprassud.
in -its agreement w1th +he University of W1scons1n, “dated December 165 19//
(Change, 1978).

The Un\vers1ty will perform an anglysis to

determine potentiul salary inequities. In one part
of the analysis, professional job-related criteria will
be 1dent1f1ed as basic varianles for use i the
: . - analysis.” Basic variables shall be quantified and
N include: depar®ment; rank; time in ranlk,.and measurel{s) = .
o of Tength of prufessional service. Other valid

quantifiable variables may be included; provided,
however that pr1or to 1nc1us1on thv un1vex,1ty sha]] -

aud1tab1e stud1es, such as a mu1t1p1e regress1on

analysis of facu]ty and’ ac1dem1c staff salarics to
1dent1fy wage d1screpanc1es In ‘no case w111 T

comparat1ve dnalys1s be cons1dered as Just1f1cat1on

for wage a1screpanc1es
ﬁiiﬁéuéﬁ'sféféﬁehis médé'by federal éffitﬁéis since the Wisconsin agreement
suggest.a moderation of the straiqht forinula approach; tHi s aqreément deés

.sa]ary'equ1ty process;
Multiple regression techn1ques are not without the1r own weainns es

sThe problems cuncern1ng the use of mults p]e reqress10n 1nvo]ve the nature




p;

~ of the StatiStical‘tééﬁhidUé itSé]f; For é%ﬁﬁb]é;vmh1tiblé Fédﬁ*sSiéh Can

~in this type of study:

'THE UIUC MODEL -

Ly

Cqual Fay, 4.

be used to pred1cL on]y a powtlon of a person's su11rv froqanntxv 1e<x
than SOn- In add1t1on; the standard error 1n prud1ct1ng a s1ng1c persuw 5
salary is usually quite Targe:- As a Fesult of Lhe Tatter; st
traditional-CutaFf points such a8 Two Standard deviatiows yicld few, if
gﬁy; ?acuity mémbérs as béing victiﬂs of ﬁiﬁcri;ﬁnaticﬁ.' ﬁuch'ioWér

less acceptable statistica]]y; A distinction must belmad? between policy
significance and statistical significance. The former is most useful

. Another cr1t1c1sm involves the concvpt of pred1ct1ng salaries frop »

g

merit’ cw1ter1a, wh11e not also pwed1cL1no erit LF]tQP]ﬂ fyois %a?ar1é;

a'

| B1rnbaum-(]977) has po1nted out thct ono m]ght nppyar to be a victim of

d1scr1m1nat1on -when sa]ar1es are pred1cted ftom me:1t factor:, wh 119 no

d1scr1m1nat1on is apparent whesn pred1ct1ng froin sa1a|1e< back to me|1t

factors. | : ' o . o

These weaknesses inherent in the use of multiple regression do not

- necessarily preclude its utilization in salary équity decisions, but they

do point to the need for Something beyond a strict foriula approach.

A carefu] review of the literatyre on mu1t|p1e reqr0551on and sa]ayy-

equ1ty, as we]] as d1scu5510ns with other 1nst1tut1ona1 :cprcsentdt1ves
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,xaspects of th1s mode] have been d1scussed e]sewhere (Braekamp; Eangston

:

of the four. It is recommended that‘é campus_Jﬂde cnmm1ttue of”re:pacted

- Equal Pag. 5.\
y o
and -our 5wa éiﬁéf?énééé4at the UniVéFSityqbf ITTiﬁéis‘af HFbané-Ehunnaicn;
Tead us to the conc]us1on that neither a. purely :uh30ct1vo approach nor
one us1ng mu]t1ple regres jon in a foriula mnnner 'i5 the must desirable

way “of determ1n1ng sa]ary 1noqu1t1e9 For this reason a four-step salary

. equwty rev1ew’process ut11171ng both objéttivé (%.é.; multiple fééréséidn)

.techn1ques and addi tional comm1ttee eva]uations is reconiiénded. Cartaii

and Muffo, 1978 Branskamp,_Muffo, and Langqton, in press)

The UiUC mode1 suggeqts a four—phase process ut11121nq d1fferent types
of judgment at each stage and mak1ng different sets of demands,upon the -
institution;duriné each of the four phases. The phases are summarized as

fo]]ows . ch )
(). Policy
5(2};. Data coHection ﬁnq énéiyéi§:
©,{3). Salary adjuétménf-détéfmination

(4)= Follow-up and monitoring

facu]ty and adm1n1§trators dec1d° ‘seveiral 1mport1nt points prior to the
gather1ng of any data. The oSt obvwoququest1on con51sts or viho should ‘_' T
be 1nc]uded in the ana]yses, 1=e*; women; various w1nor1t1es;-®rwboth;

One suggest1on on. th\S po1nt 15 to gather data assuw1ng poss1b1c d1§cv|w1nat1on

,,,,,,,,,,,
. RIS
% A

.o
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mdlt1p1e regression.  If no group. differences aré found; assunie dffferencwé

i in °a1ary are due to 1nd1v1dua1 rather than group d1fferentes, JUSt as thoy

o - -

are for,ma30r1ty ma]es ' This p:ocednxe a11ows thc widest p0551hl o K

_—y

. Vcovewuge of group< yet does not requ1re groups show1ng no d1sci1m1natory
oattern to be 1nt1uded in the final ana]ys1s
Afother policy dec151on CORcerns clit= off po1nts That is; how far

'below the pred1cted sa]ary must a faculty membew be paid fo: h1m or her

to .be 1nc1uded or furthey rev1ew7 These cut off pdmtc can be determ.nod

N

° ; after the regress1on ana1y§1s has y1e1ded predlcted sa]a:1es, but the dec1s1on
w111 probably be more 0b3ect1ve and Tess controvers1a1 if wade beforehand
It should a]so Ue noted that such cut-offs may vary by ran<, if based on
o

'do]]ar amounts,.or may ut1]1ze a pertentage Timit.

A th1rd, and complex, poliey a:ea 1s f%at of which Vd)1ub]es 10" 1nt1ude
~in the mu1t1p1e regress1on analysis. Most agree that varTables sich as |
highest degree and 1ength of service shou]d be 1nc1uded but- bey ond t@;se
two compronise m1ght be - necessary Bepend1ng on ‘the mission of the

1nst1tut1on, other var1ab1es considered for use m1ght-ﬂnclude rank apbn1ntment

status (9 or 11 month) years of profess1ona1 experience, varaous pub-

, R
~1i¢a 1ons, grant do]1ars, teach1ng award® and eva1uat1ons, peer evaluations,

some mmeasure of the "market” in that d1sc1p11ne (e.g., veter 1n1r1an§ Vs.
,human1sts) and so on. The prob]em is ‘that some of these var1ables are not
- acceptible to all 1rd1v1dua1s and 1nst1tut1ons ds . pred1ctors of sa]ary

In add1t1on, a casc can be made that certa1n va:1ao]o< such as ranl are

\

”them°e1ves affeeted by d1scw1m1nat1on, S0 us1ﬁq such’ var1ab1es to ored1tt
G

“salaries ié both fédundant and. d1;cr1m1natowy itself. . The;more var1ab1es

o -
°




Equal Pay, 7. .- .
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. ,— , ) . -
‘that are excluded prior. to data gathering, however, the Tmwer the

correlation will be,and,.conseducntly, the Towoer thévbhédjéidbi1iinﬁ
R ¢ “
the xneu]t1ng pred1ct1on equat1on - The Sdnc u1l?‘bv truc if too dny

-

plCdlCtOP” dre 1ncludud 4Bbv1one1y trade- offs JIC NeCeSSary.

",ch suggéstcd'apwrcqch is to include as. many variables s might te |
ééééﬁtab]éf~£héh deteriiine via. step-wise multiple bégkéSSioﬁ witich on;g

contr1bute s1gn1f1cant1/ to the pred1ct1on OuntIUn On1) thosn adc1ng

sa]ar1es; If a seem1ng]y fifiportant var1ab]e <uch as teach1ng av* 45 is

not included in th- 1inal pr@d1ct1on gguation, howev r, faCU]L\ acceptanie

' might be hindered, evenvifitﬁaf variable were not -;’r;{;,tisucany signiiicart,
, R

TQP go1nt 1% important,; for . by the natuve of ma Tiple regression: thé

predncted sa1dr1es of d1fferent peow‘e w111 fall beyowd the cui- i?f_hbiht%;

;depend1ng on what variables are included 1n ’he pred1ct1nn eguatiarn.
4

PHASE . 11 o ' - S ;-
The data toTiéctibﬁ and analysis Stagé'is;thc wost mechanical of
the four phases once po]1c1es have been cstablished A rahdhrﬁgample 0?

ma3071ty ma]es are matched by depdrtanL with womcn aqg_gigpr1t.e<, “then

o ——
e —

1nc1uded in the datﬁ qathe)1hg ptoeess. Datd oiall 1nc]uded facully are

3

co]]ectﬁd from =x1st1hg sources 1nd “by use of questmmmnec "Thh data
fDr the majority iiales are used to bu11d a pred1ct10n oquat1on that fits
7 .
/ them The data for the matched wonen dnd/Ul mlnoy1t1os are then svb<t1t:ted

>

¥

o
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sa]ar1es by anounts 1arger than the cut- offs are then "flagyed” ror

- ' .

'
‘B

urther rev1ew 'Those whose actua] sa]arieﬁ are Within ihe cut-off pende

=

-are then eliminated from 1mmed1atc further Lon<1de)a%§nw }' ‘ : A

> 7 -|.,

Soie Stat1st1cal techn1ques can be uged dur1nq this phake:inffncr6ﬁae

' pxed1ctab1]1ty One meane used to increase pied1ctdh111*v s co hu11a

>

separate regressnon cquations, based on dita @ai{EiEf Fﬁém mthfityiv
E 7’7 P
'males, for 1nd101dua] ar,uow1c unnts such as departwrwtq schools, or culleges-

‘_C
\ . . @

Within a 1argéf ﬂhiveftity; .Ihc advantaﬂe is-that suCh units c¢ften house-

s

& more homoqenous group of people thaii the 1nst1tutnon 's a whole; e&uéationai
L e

_bachround career patteihs, teach1ng mothod ; puo]1cat1on xato /ete.-

frequent]y sth more sim1law1t1es u1th1w§5ban across.SULh uni (ts. The o
=, . [ ]

greatest drawback £0 t S approach 15 that freqdent]y the nuinbe: of faciiity

/

trad1t1ona11y been thought of ‘as femaTL or m:no}1 ty departren v such

'-analyses wou]d therefore help to- perpetuute the 01& stereotypes and

resu1t1ng 1neQU1tab1e sa]ary structurec

~

Bes1des bu11d1nq separate regiression equat one for s ec1f1r subkyonps
- J p ]

_to a non- =Tinear. Form. Pub11cat1ons, for examp]e. frequcnt]y hdve a’
'dec]1n1rg value, w1th the f1x<t/few being most 1mportant so._the 1og of
1ournal art1cles inight y1e]d/a h1qh€? cnr:oldt1on fhan the number 1tsn]f

Tr1a1 and error us1ng such non 11near var1ables may yno]d E prednct1on
| .

[ R RS
. ‘equut1on w1 th b th 11nedr #hd noii- 11noar var1db1es, dependlnq on which

comb1nat10n y1e1ds the most pred1ctab111ty, all within tho confwwﬁs n.

ERIC
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. policies established in PIIASE I.

L

PHASL wo

. _\_\i During the th1rd ph15e of the 9ﬁ1ary equ1ty \evnﬂw process . thowe

1nd1vudua¥s "f]agged" for further review aie glveu\\uu opt10n of fev?em-

\

ey

1nvest1gated, 1 e ; women and/or m1nor1t1es, shou]d have the op+1on for

..

further review a]so Our exper1ence has been- that on]y'a few of the

peep]e not "f]agged" opt for further rev1ew, for whate\er rea501 ve aiéé

SUSpeft thwf some refus1nq rev1ews have been prom1snd adJu<t|en s if they

-

* don' t go through the comM1ttee structure, thus keep1ng the natttt w1th1ﬂ the

B _ ! ja
/(Aaeepattnent"v Rea 1 1ca11y, some mdy also be 1nf1uented to keep s1]ent

~

5 by more negat1ve factors , o - R X ’ ' .

‘The unit rev1ew comm1ttees 1n PHASE IiI must have some d1'tct1on 55 to

"

" guide]ihés t0. fo]]ow,_1ns§ud1ng sources and 1mounts of funds” ava11ab1e for.

sa]ary adjﬁStments : They sh0u1d a150 be we]] 1nformet as to the pracedure .

) b -

“and var1ab1es used‘fbr "f1aggwng They are then frec to.1nc1ude other.

non- quant1f1ab]e eV1dence submltted by those be1ng rev1ewed in dec1d1n4 -

.,A"

what adeStments shou]d be mdde After caneﬁh%~Tev1ew and docunnntat10n

regommendat1onf to the proper adm1n1stkator for act1on .

%

™ PHASE 1V ;

A~ S L ,,r, [ e N ;
The final phase of the salary equity review process is the follow-up and

P
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monitoring pha : This stage is where thL actions of thp various arit
1n1ttees are rev1ewed for poss1b1e discriming tory Uru\ti(ﬁi n

“addition, sa]ary adJustments may be g1vnn by committecs without suppoit

by the ‘usual déc1§10n4makers rcsu]ting; for instance, 0 an equity incrrase
~ ) - o c . N N

but no fiormal departmental increase in the same year. Using the cquif

L 7] .
increase to replace a norna] 1ncremon1 would frequonily 101\L the pern

_rcv1ewgd futher boh1nd in salary than pr101 to the nux1cw, L]»u?]\ hv;l

-

unacceptab1e.resu]t. In short, then; PHASE IV Siiggests— svatouiut1c
monitoring of salaries in the years following the initial salary equity

review. It'might even be deeried necessary to repeat the whole process in
year or tvio fo]]ow1ng the 1nxt1a1 study' ThiS-mdnitoring PIroCaEssS, whin
1,'.

N ~‘used together with t he more ttad1t1ona1 affiriative action nrograms of

hiring, retention, and promot1on can alsu serve as a coistant remindor of
the desired goals. S -
/ '

- .
- '

CEPILOGUE™ . A o

The s 1ary equity process descr1bed above is racommnngod for ”“Se\
involving héSSib]é sex or raeé,duscrrm1na¢36n. “The review of 1ﬁd1V]Cu8)

majority ﬁé1é§ ié dismissed in that no group d1scrtm1nut1on is ev1dnn with -

e

thém. Th1s proceoure 1edve§ opon the question of whcthgr only eiovn> or all
I Q
"1nd1v1duals shou]d be: rev1cwed that- is;, whether it is

Ta1r and 1cna|

.

The term “reverse discriminption“ may be used-to criticize the’approaéﬁ

- recomniciided here, since majority male are excluded from fmicdiate further
~

review. As far as mn1t1p1e regress1on tefhn1queq are concerned. the istue "~ _

"

ERIC
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Fqual Pay, 1%.

© - . -involves the distinction botween group and individual discriminaticn.
- e . “ :
S , . ‘ .
ffindividuéi majority males way well suffer from fnemuitable treatrint iy
A

sa]ary, yet the group as a who]v w111 shovi Ho rn<u1ts of d|s<r1'|u1r.nw
Amﬁng minerity men and a11 women, 1f gro up dl-Lll Hration s feamd: ndiviaal

1nequ1ties will tend to'be 1 umpe:d tegether with group incguities. o it is

virtually inpossible to separate individual and. drqup jnequities #ren :

each other: A;mhdéfate_apbfbaCh vould be to note that the -mos® glaring . 7
B o ety ) ' . ;

inequities are gyroup ones, to which are also added individual ineavities,

s -, s Lo i ,' -37 ’ L ;,'.1:-
and that a Tong-terit solution would be tlo 1ook at a]] individual .inequitie:
after the more prass1ng group 1nequ1t1e< have been at atkéd'

The 1ega] aepects 1nvo]ved are qu1te comp11cated “nd certainly beyoud.
the scope-of this paper. One should note, howevep; that in Un]versity'J
of Nebraska vs. Dawes {1975) there appears’to be a legal basis for )Ihi |

» ~

>l

“that any §£Eiefiy.?efﬁu15‘ébﬁieéeﬁ must be applied to all 1nd1v1o'a:s
7
' It mlght be expected tnat iiore legal L]dr1f1cat1on of Lr

A

s issue will be

&

N o [

3
4

‘ ‘.‘.‘“ .
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