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Introduction:  
This Executive Summary highlights key findings from a faculty salary study conducted in Spring 2021. A seven-member 
task force, appointed by Provost Jennifer Cowley, completed the study.  
  Task Force Members: 

• Paul Hutchison (Chair; Faculty Senate Representative) 
• Mary Barber (Faculty Senate Representative) 
• Karen Anderson-Lain (Committee on the Status of Women Faculty) 
• Mary Barton (DAIR) 
• Cassie West (DAIR) 
• Brandi Everett (Academic Resources) 
• Jennifer Stevenson (Provost Office) 

 

The task force was asked to respond to four key research questions addressing median salary comparisons with R1/R2 
public institutions, internal compression, entry level salary comparisons, and systemic equity issues. All UNT Denton 
faculty employed in Fall 2020 were included in the analysis. Chairs and associate deans were included in the study; 12- 
month salaries were converted to nine-month equivalents prior to analysis. Deans and other Vice-Provosts with faculty 
appointments were not included in the analysis. Ten additional faculty members were removed as outliers; their salaries 
caused undue influence on the analysis. Findings for the faculty salary study are listed below. 
 
Variables of interest in the systematic equity analysis included the following: nine-month salary, gender, ethnicity, 
highest degree earned, honorarium (i.e., Distinguished Research Professor, Distinguished Teaching Professor, or Regents 
Professor), current rank (Professor, Associate Professor, Assistant Professor, and Lecturer), dean status, tenure/tenure-
track, time in current rank, time at UNT before current rank, degree to hire (number of years between date of hire and 
highest degree – used as a proxy variable for experience prior to UNT), college, market salary median (market salary 
data from annual CUPA-HR 2019-20 Faculty Salary Survey). Performance was not included as a variable. For detailed 
explanations, please refer to University of North Texas Faculty Salary Equity Study 2020-21 and Data and Summary 
Tables (see Excel File). 
 

Research Questions/Key Findings: 
 
1.  Where does UNT fall at a disciplinary level relative to other R1/R2 public institutions? How much would it cost to 
bring UNT faculty within 70%, 80%, 85%, 90% and 100% of median salary?  
 
The average salary to market ratio across all 1,140 faculty members is 104.2%. The cost to bring faculty to a percentage 
of median salary and the number of faculty members impacted is noted (see Table 1a). Comparative 2017 data is also 
provided. 
 
Table 1a.  Cost to Raise Average Salary to Market Median Salary 
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Salaries for 96% of all UNT faculty fall between 0.60 and 1.39 of salary to market ratio, the remaining 4% are above 1.39 
of their market salary (see Figure 1). Other comparative faculty salary to market ratio data is provided (see Table 1b). 
 
Figure 1. 2020 Distribution of Faculty Salary to Market Ratio 
 

 
 
Table 1b.  Distribution of Faculty Salary to Market Ratio 
 

 % of Total Faculty 

Salary to Market Ratio 2017 2020 

.90 to 1.09 57% 58% 

.80 to 1.19 84% 83% 

.70 to 1.29 94% 92% 

.60 to 1.39 98% 96% 
 
 
2.  What are the salary compression issues by UNT faculty rank? 
 
Salary compression across ranks and within colleges was assessed in this study. To examine compression, the average 
salary of a rank within a college was compared to the average salary of the next highest rank. If the average salary for 
the lower rank is higher than the average salary of the higher rank, it indicates possible compression between the ranks. 
For Non-Tenure Track ranks, this included a comparison between Lectures and Senior Lectures, and Senior and Principal 
Lecturers. For Tenure/Tenure-Track positions this included comparisons between Assistant and Associate Professors, 
and Associate and Full Professors.  
 
In 2020, areas of compression were found in the following colleges and across the following ranks: (non-tenure track) 
CMHT and COI - Senior to Principal Lecturer and New College (Frisco) - Lecturer to Senior Lecturer; (tenure-track) RCoB - 
Assistant to Associate Professor.(see Table 2a & Table 3a.) Comparable data from 2017 is also included (see Table 2b and 
Table 3b). Additional detail is available for analysis of compression at the department level. 
  

1% 2%

10%

27%

31%

15%

7%

3%
2% 1% 1%

0%

5%

10%

15%

20%

25%

30%

35%

.60 TO .69.70 TO .79.80 TO .89.90 TO .99 1.00 TO
1.09

1.10 TO
1.19

1.20 TO
1.29

1.30 TO
1.39

1.40 TO
1.49

1.50 TO
1.59

1.60 AND
ABOVE

Salary to Market Ratio Distribution 



3 
 
Table 2a.  2020 Min. Max. Average Difference to Next Highest Rank, Non-Tenure Track1 

 
 
 
Table 2b.  2017 Min. Max. Average Difference to Next Highest Rank, Non-Tenure Track 

  

 
1 CMHT: NTT faculty experiencing compression due to longevity of faculty currently holding this rank (i.e., 5+ years of service = 9 out of 11 faculty).; COI: Due to 
discrepancy within CUPA median salaries between the two disciplines assigned to this college (i.e., wide discrepancy between Info Sys and Library Svcs disciplines 
CUPA median).; NCF (New College-Frisco): Due to multi-disciplinary faculty assigned within this college; compression issues may be due to hire of faculty in 
different disciplines. Currently have 12 disciplines assigned within the college with a current focus on disciplines within a higher market (i.e., business). 
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Table 3a.  2020 Min. Max. Average Difference to Next Highest Rank, Tenure/Tenure-Track

 
 
 
Table 3b.  2017 Min. Max. Average Difference to Next Highest Rank, Tenure/Tenure-Track 

 
 
3.  Is UNT at market salary with Assistant Professors hired within the last three years? 
 
Current salary compensation guidelines set incoming UNT faculty salaries within 90-110% of CUPA median salary at the 
time of hire. There were 161 new Assistant Professors hired in the last three years (2018, 2019, and 2020). At the time 
of hire, all new faculty members were hired at market. Please note: CUPA data changes over time as market changes 
occur. 
 
Currently, 72% of these new hires are at the market median or above. The remaining 28% are between 80-99% of the 
market median, with only 1.24% currently below 90% of the market median. Comparable data to our 2017 salary study 
is provided (see Table 4). (Refer to Excel file, Tab C on Data and Summary Tables for analysis by unit.) 
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Table 4. Current Ratio between Salary and Market Median for Assistant Professors Hired Within Last 3 Years 

 

4.  Are there equity issues related to gender and race/ethnicity at UNT? 
 
The initial dataset included 1,168 faculty members. After removing 18 administrators (Deans and Vice Provosts) and 10 
outliers, 1,140 faculty positions were assessed in this faculty salary equity study. Individual analysis occurred for each 
outlier, comparing salary within the overall sample, within college/rank groupings, and to the next highest salary within 
their college and rank. These outliers were removed prior to the regression analysis. It is important to note that nine of 
the 10 outliers were White Male Professors: 3 outliers were from Science, 3 from Business, 2 from Engineering, and 2 
from Liberal Arts and Social Sciences. 
 
A Hierarchical Linear Regression was used to examine bias in pay related to Gender and Race/Ethnicity. After controlling 
for all other variables (i.e., Market Salary Median, Number of Years with Degree Before Hire, Years at UNT Before 
Current Rank, Years in Current Rank, Highest Degree, Honorarium, Dean Status, Tenure Status, College, and Current 
Rank), the Gender and Race/Ethnicity variables were not statistically significant predictors of salary. Although, there are 
differences in salary, this result indicates there is not a systematic difference in pay for faculty at UNT based on Gender 
and Race/Ethnicity. It is crucial to note that the market salary median used is based on each discipline/rank group. Thus, 
analysis about equity demonstrates that UNT pays Non-White/Asian Male and Female Faculty a higher market value 
salary than White/Asian Male Faculty. 
 
On average White/Asian Female Faculty members were paid $341.90 less when compared to White/Asian Male Faculty. 
On average Non-White/Asian Female Faculty members were paid $28.71 more when compared to White/Asian Male 
Faculty. On average Non-White/Asian Men faculty were paid $1,258.69 more when compared to White/Asian Male 
Faculty. 
 
Note: In the 2017 Faculty Salary Study, Asian Female Faculty members were included in the Non-White category. Based 
on other findings across campus and Faculty committees, this task force decided to group Asian Female Faculty 
members with White Female Faculty members for examination of the impact of Gender and Race/Ethnicity identities on 
salaries. 
 
Recommendations & Next Steps:  

• Future iterations of this faculty salary study should examine the following: 
o Colleges, departments, and ranks separately. 
o Discipline influences (i.e., STEM versus Non-STEM). 
o Updated and sophisticated analysis techniques. 

• The inclusion of a standardized performance evaluation metric (e.g., 5-point ranking scale) across colleges would 
improve this salary study’s ability to better detect compression and equity issues. 

o Note: Since performance was not included in the current analysis, the task force recommends that 
adjustments to faculty salaries should be reviewed on a case-by-case basis. 

• The Provost will present this report to Faculty Senate and other representative faculty groups as requested. 
• The Provost will disseminate this report to college/school deans. 
• Results will be shared with the compensation task force currently working on salary and compression issues. 

Compression issues may be alleviated with salary adjustments upon promotion or through equity adjustments 
during annual salary raises. 

• This task force recommends a systematic three-year review of faculty salaries using similar protocol. The next 
salary review would commence in Fall 2023. 


