
  

     
  

    

                  

   

            

     
    
      

                               

  

                                  
                 

  
 

                               
   

       
  

    

       
 

                            

       
         

       
        

                                                     

        

     

               

                
        

              
 

   

              

  

  

 

Frequently Asked Questions FY 2023 Annual Pay Cycle Base Pay Changes 

1. What is the purpose of the base pay changes being implemented with the start of Fiscal Year 2023?

The University is committed to fair and equitable pay for employees and has undergone an extensive 
process to develop a job architecture and compensation structure for non-teaching positions.  This has 
enabled us to conduct a comprehensive pay analysis inclusive of all benefit eligible teaching and non- 
teaching positions. 

2. Which positions are included in the base pay analysis?

The pay analysis included 1,718 benefit-eligible employees: 554 faculty and 1,164 staff members. 

3. Who conducted the base pay analysis?

WSU engaged The Segal Group, Inc. to assist HR with this comprehensive and independent statistical 
analysis. Segal has a strong presence in Higher Education and tools and expertise in conducting pay 
analysis. The model developed for WSU has been used in this analysis and will be used for future 
analysis.  

4.Did the base pay analysis identify any systemic inequities of pay based on gender or race/ethnicity?

The analysis concluded there are no systemic inequities of pay based on gender or race/ethnicity. 

5. Did the analysis identify any outliers? In other words, did it identify any persons whose base pay
was significantly higher or lower than would be expected?

The analysis identified some individual outliers. Less than 3% of the individuals in the analysis were 
categorized as a low paid outlier.  

6. Did the statistical analysis and resulting model identify the historical primary drivers of pay for
WSU employees?

Yes. The analysis identified the following variables as being the primary drivers of pay and are used in 
the resulting model to predict pay:  

• Faculty: Rank, Tenure Track Status, Highest Degree Acquired, Years in Current Rank, College and
Department within College.

• Staff: Pay Grade, FLSA Status, Years in Current Job, Highest Degree Acquired, Division and Job
Family.

7. Will the pay analysis be used to determine what base pay adjustments will occur?

Yes. Base pay adjustments will be made for faculty and staff at the start of FY 2023 to advance pay 
equity where gaps in pay were identified. In addition, market adjustments will be made to move those 
who are below 80% of the market mid-point or median closer to 80%. For example, for a position with 
a median or pay range midpoint of $50,000, this would include those with base pay below $40,000. (0.8 
x 50,000 = $40,000).  



  

   

                         
    

     
 

             

  

       

   
   

   
   

                 

 
     

             

 

            
  

      

   
           

   

        

 

                

        
  

                        

       
   

             
       

        
  
 

       
       

    
    

 

8. Were there any other notable results from the pay analysis?

While not an explicit result of the analysis – it does highlight some representation and/or opportunity 
gaps. Generally, there are fewer females and minorities the higher you go in rank/position within the 
University and overall, females and minorities are less represented in some higher paying jobs.  

9. How does the University intend to address the representation and/or opportunity gaps identified
in the analysis?

The workforce DEI plan is instrumental in advancing our efforts to diversify our workforce, be more 
inclusive and equitable and more closely represent those we serve.  

10. What is the philosophy of the University’s compensation program?

The University has determined that we will target base pay, in aggregate, at the market median (also 
referred to as the 50th percentile of the market). This type of philosophy means that we are not leading 
the market and we are not lagging the market, we are “at market”.   

11. What does “in aggregate” mean?

It means that overall, when we analyze pay for all employees, we want the average to be at the market 
median. That means some employees may be below the median because they have little or no 
experience, they may be at or near the median because they are a seasoned professional, or they may 
be above the median because they are long-tenured and a subject matter expert in their field.  

12. How was it determined who would receive an increase?

The goals of the base pay changes being implemented are:

• Close gaps in base pay for those identified in the analysis
• Continue to move those below the market midpoint or median closer while accounting for

compression

13. Will all employees receive a base pay increase?

No. The University established a fair and consistent methodology for making base pay changes in the 
pay analysis and some employees' base pay exceeded the application of that methodology.   

14. How much did the University allocate for pay increases?

$4.6m in general use funding (GU) was allocated. This includes the equivalent of the Governor’s 5% 
for WSU ($2.8m), which was given to WSU to allocate as appropriate. In addition, $1.4m in restricted 
use funding (RU) was allocated for a total of $6m 

15. How many faculty/staff will receive a pay increase?

Of the 554 faculty positions, 393 or 71% will receive an increase. Of the 1,164 staff positions, 660 or 
57% will receive a pay increase. 

16. What is achieved with these base pay increases?

With the allocation of approximately $6m (GU and RU funding) we are able to begin to close base pay 
gaps identified in the pay analysis and make incremental market movement for those at the lowest 
market position. As we have stated, we will utilize a multi-year approach to address pay. 



                

       

              

 
          

  
 

           

    
     

    

             
  

    
       

  
   

          
  

   
     

       
     

             

    
    

 

              

    

 

               

 
     
         

       
      

       

             

 

          

 
    

            
  

  
  

 

         
  

 
  

     
  

            

 

             

   

 

 
  

                

  
  

 

  

              

 

           

 
    

              
  

 
 

 

           
  

     
  

     
 

             

 
 

              

   

17. Will there be any staff positions that remain below the minimum of the assigned pay range?

Yes. Prior to these changes, the University had 357 staff positions that were below the minimum of the 
pay range. After implementation, the University will have 62 positions that will remain below the 
minimum of the pay range. The University applied a consistent methodology to implement market 
adjustments to move those below the market mid-point or median closer.  Using the fair and consistent 
methodology, these employees received pay increases.  In some cases, it wasn’t enough to get them to 
the pay range minimum. This will continue to be a focus in future years. 

18. What if funding can’t be secured for the base pay increase for an RU funded position?

The University philosophy is to provide fair and equitable pay for employees, regardless of the funding 
source. There are a handful of positions for which we are limited to what we can do based on grant 
restrictions. Human Resources continues to work with the leaders to ensure we address these 
situations appropriately. 

19. Was past performance taken into consideration for the base pay adjustments?

The base pay adjustments for this annual review process are based on both internal equity and the 
external market. Therefore, performance was not evaluated through this process. The University will 
continue to work on identifying how to effectively address performance-based increases. 

20. If a department has funding and wants to make additional base pay changes beyond these
changes, can they?

Departments are not responsible for making base pay changes to address internal pay gaps or external 
market. The review of internal equity and external market is done by HR on an annual basis (annual pay 
cycle) and approved by the Divisional Officers. Changes outside the annual pay cycle have the potential 
to erode the progress being made on the University’s multi-year plan. 

21. Should employees provide HR with documentation about the degrees they have earned since
they have been hired?

Not at this time. Human Resources validates that an employee meets the minimum educational 
requirements for a position at the time of hire, promotion or transfer. No determination has been made 
at this point as to if or how the predictive pay model may be adjusted based on this initial 
implementation. As stated throughout this process, refinements will be made as necessitated, and 
communication provided to the campus as appropriate. 

22. How or when will WSU gather, calculate, or give credit for external experience?

No determination has been made at this point as to if or how the predictive pay model may be adjusted 
based on this initial implementation. As stated throughout this process, refinements will be made as 
necessitated, and communication provided to the campus as appropriate. 

23. During future annual pay cycle reviews, will equity and market be reviewed or only market?

Human Resources will review both internal equity and external market annually, during the annual pay 
cycle. 



 

 

24. Will Human Resources be providing market-based compensation statements again this year?Human 
Resources is exploring options to make compensation data more readily available to employees and will 
communicate any changes to the campus as appropriate. At this time, non-teaching employees may view 
their job’s assigned pay range on the job description that is housed in the job catalog and may be accessed on 
the myWSU portal. Because teaching position market data is covered under a license agreement and may not 
be published in the same way we publish non-teaching pay ranges, we are working to find a solution so that 
relevant data may be shared. All employees may view their pay stubs, which have current pay information on 
the Employee Dashboard, also accessible on the myWSU portal.

25. How do I know if my specific data (years in position, education, etc.) used in the pay analysis is 
accurate?
HR is exploring options to make data more readily available to employees and will communicate to the 
campus as appropriate.
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