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Introduction

> Sibson Consulting was retained by Western Michigan University (WMU) to conduct a study of
faculty compensation
> As part of the study, Sibson completed the following:

o Assessed external market competiveness of WMU faculty, based on rank and discipline,
relative to the University’s comparison market

o Conducted an internal equity analysis to test for inequity relative to factors such as gender
and/or race/ethnicity

> This document summarizes the competitive assessment and equity analysis of faculty pay at
WMU in an executive summary
> The executive summary includes:

o Project Methodology:
— External Competitive Assessment
— Internal Equity Analysis

e Summary of findings
o External competitive assessment results
e Internal equity analysis results

> A separate, supplemental document with detailed results has been provided

T SIBSON CONSULTING 1



External Competitive Assessment Methodology

The external competitive assessment determines the level of competitiveness of WMU'’s faculty pay relative
to the external market. To conduct this analysis, Sibson followed these steps:

1.Collected faculty census information

« Reviewed and cleaned census data to ensure commensurate comparisons to market
(i.e., standardizing salaries to a 9-month timeframe)

2. Determined appropriate comparison market(s)

o Collaboratively selected comparison market(s) for faculty pay based on the institution’s needs
— Started with a short, initial peer group list
— Expanded the list to include more institutions

o Ensured that the comparison market reflects WMU’s Carnegie peers

3. Matched faculty to survey data by discipline and rank

o Used the CUPA-HR National Faculty survey to compare WMU faculty pay to market data based on rank,
CUPA-HR 2-Digit Discipline Code and broad discipline™:
_ Assistant Professors were matched to Assistant Professors in the same discipline, Associate
Professors to Associate Professors in the same discipline, and so on
— Faculty Specialists were matched using the same methodology as currently used by WMU: Master
Faculty Specialists were matched to Associate Professor, Faculty Specialist lls were matched to
Assistant Professor, and Faculty Specialist Is were matched to Instructor

o Results reported illustrate whether WMU pays within the competitive range. For purposes of this
analysis, the competitive range is defined as +/- 10% of the market median based on faculty rank
and discipline

1 For detailed listing of CUPA-HR 2-Digit Discipline Code and Discipline, see supplemental report
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External Competitive Assessment Methodology:

WMU___ComparEsQn Ma_rket

Sibson worked closely with WMU to determine
the appropriate comparison market for faculty

The list to the right includes all institutions
selected. This list includes peers similar to
WMU based on Carnegie Classification,
including:

o Basic Classification:
Public Research University-High

» Graduate Instructional Program:
Comprehensive Doctoral University, both
those with and those without a medical
or veterinary school

o Enroliment Profile:
High undergraduate

o Undergraduate Profile:
Full-time 4-year, Selective, including those
with both high and low levels of transfer
students :

o Size and Setting:

Institutions

Location

Ball State University

Muncie, Indiana

Kent State University Kent Campus

Kent, Ohio

Northern Arizona University

Flagstaff, Arizona

Northern Illinois University

Dekalb, lllinois

Ohio University-Main Campus

Athens, Ohio

Temple University

Philadelphia, Pennsylvania

Texas Tech University

Lubbock, Texas

The University of Alabama

Tuscaloosa, Alabama

University of Akron Main Campus

Akron, Ohio

University of Nevada-Reno

Reno, Nevada

University of North Carolina at
Greensboro

Greensboro, North Carolina

University of North Dakota

Grand Forks, North Dakota

University of Wisconsin-Milwaukee

Milwaukee, Wisconsin

\_T otal
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Large 4-year, regardless of the percentage of students residing on campus

WMU'

1 For more detail on this initial list, see page 3 of the supplemental report.

> Because the initial list was not large enough, this list is the result of an iterative process between Sibson and
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External Competitive Assessment Methodology:

The comparison market yielded an appropriate level of coverage for this
analysis. Details on coverage levels are below"?:

> 34 out of 62, 55%, disciplines fully matched (data available for all WMU ranks)
> 11 out of 62, 18%, disciplines partially matched (data available for select WMU ranks)
> 9 out of 62, 15%, disciplines not matched (data not available for any WMU ranks)

> 8 out of 62, 13%, disciplines not matched (no CUPA match data available)

This level of coverage is appropriate for institutions the size and type of WMU.

1 Details regarding coverage can be found in the supplemental report on pages 7-8.

2 percentages may not sum to 100% due to rounding. AT SIB S ON CONSU LTING



Internal Equity Analysis Methodology

> The internal equity analysis is intended to test whether there are potential inequities in faculty
pay related to gender and/or race/ethnicity after controlling for all of the other factors that
influence faculty salary levels for which data is available

> Sibson used the following methodology to conduct this analysis:

1. Reviewed data file to select appropriate variables and format them to ensure that the data
could be accurately assessed

2 Constructed the statistical analysis models (hierarchical regression) to determine whether
the variables selected in Step 1 have an impact on pay equity

3. Performed the analyses using SPSS software
4. Analyzed results of the analysis to identify any potential pay equity issues
> Sibson’s methodology is based on the reference Paychecks: A Guide to Conducting Salary

Equity Analysis Studies for Higher Education Faculty, 2nd ed. by Lois Haignere (published by
the American Association of University Professors in 2002)

> Paychecks represents a tested, widely accepted standard for conducting pay equity studies
within an institution
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Internal Equity Analysis Methodology:
Variables Selected for Testing

LIST OF VARIABLES USED IN ANALYSIS!

Variable ' Reason for Use
Annual Salary e Dependent variable
Rank e Proxy for performance

« Appointment to a specific rank reflects the institution’s
view of an individual's performance

Discipline e Control for market differences

« Ensures that pay differences related to discipline are
not attributed to race/ethnicity or gender bias

Years in Current Rank » Measure of experience in rank

Degree Data « Level of education can influence career path and pay
» Highest Degree Earned
e Terminal Degree

Tenure Status » Proxy for performance

» Tenure status reflects the institution’s view of an
individual's performance

Gender » Studying effect of gender on compensation

Race/Ethnicity » Studying effect of race/ethnicity on compensation

1 Details regarding the methodology used for the internal equity analysis can be found in the

supplemental report on pages 78-82. i SIBSON CONSULT!I NG



Summary Findings: External Competitive Assessment

> WMU pays competitively overall
» Competitiveness is defined as +/- 10% of the market median

o There are few groupings of faculty which are paid outside of the competitive range. However, such
disparities occur mainly at the individual faculty level

e In aggregate, most faculty groupings (i.e., rank, discipline), do not present major concerns regarding
external pay competitiveness. Rather, these results are consistent with what Sibson would anticipate at a
competitive institution

> Analyses indicate appropriate management of pay relative to the external market

o The level of overall competitiveness by rank, CUPA-HR 2-Digit Discipline Code and broad discipline
indicates a focus on pay aiming to ensure external competitiveness for all faculty ranks and disciplines

o The vast majority of ranks and disciplines are within the competitive range
o A few groupings did fall below the range, which may indicate a need for review of more details by WMU

> Faculty Specialist lls are generally below market
o Relative to the other WMU ranks, the Faculty Specialist Il is paid lowest relative to the market
o All other faculty ranks fell within the competitive range
» In aggregate, this rank falls below the competitive range (82% of market median)

> No CUPA-HR 2-Digit Discipline Code fell outside of the competitive range
o WMU'’s focus on maintaining market competitiveness is further evidenced by the results of the CUPA-HR
2-Digit Discipline Code analysis .
» Only one 2-Digit Discipline Code falls above the competitive range (38—Philosophy and Religious
Studies). All others are within the range

> It is important to keep strategy in mind
o While results for WMU are positive overall, it is important for WMU to be mindful of its faculty pay strategy
» Some differences across groups may be appropriate
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Summary Findings: Internal Equity Analysis’

Fmdmgs ihténded' to assess if gendei' and/or race/ethnicity have a stétistical'ly signifidant impa'c':'t on

pay

o All other independent variables impact pay in a manner that is consistent with typical pay determination
practices

o The coefficients associated with each variable help to predict pay levels and are not intended to indicate
any concerns or issues
Explained variation

o There was a very strong relationship between salary and the independent variables used to predict
salary. R? for both the gender and race/ethnicity models is 84%

> Gender appears to have a level of significance in determining pay?

o Results indicate gender may influence pay based on a statistical significance of .00
e The impact results in a -$3,612 from the norm salary for females

> Racelethnicity shows no level of significance in determining pay

o All race/ethnicity categories indicate no level of significance in determining pay

> Findings indicate need for further review

2

o Findings for gender indicate the need for further review of pay differences to determine if true pay inequity
exists

s Many other factors that influence pay and are considered appropriate (e.g., prior experience and
expertise in the field were not included in the analysis due to limited available data)

Norm used for Gender analysis = Male, English, PhD, Tenured, Terminal Degree and Professor. Norm used for Race/Ethnicity analysis = White, English,

PhD, Tenured, Terminal Degree, and Professor. Per Paychecks, “We mean to assign no blame... white males define the necessary standard- the
reference category against which other groups are measured.” The other norm variables were selected based on Sibson’s experience with equity
analyses at higher education institutions. Generally, one of the most populated cohorts within a category is chosen. Note that differences in norm variable
selection do not have an impact on the final regression result.

Generally, in this type of analysis, variables with a statistical significance level of .05 or less are considered to have impact on the dependent variable.
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