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B. The University has established a salary structure for internal use. Individual positions have 
been described, analyzed, and titled; and salary levels have been developed for each job title. 
The following policy provisions support the administration of the pay plan:  

 

https://www.dol.gov/agencies/whd/flsa


4 
 

A. Compensable factors of the job are considered when determining the relative salary level for 
each title covered by the plan. That value is based on the responsibilities of the job, not the title 
level. The compensable factors used are listed in Appendix I. 
 

B. Every position covered by the pay plan will be matched to the appropriate title and pay level 
based on a review of the position’s job duties as described by the job
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The university’s intent is to attract and retain the 
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Unclassified, other academic, faculty, and faculty administrators who are assigned additional 
temporary duties may not require a salary adjustment, especially in the case of additional 
volume. For duties asked to be performed that are not outlined in the employee’s job 
description, a “Temporary Additional Duties” allowance plan may be considered. The 
employee’s salary will revert to the salary level prior to the establishment of a temporary 
allowance plan when the duties are relinquished. Temporary duties will generally be 
commensurate with market data up to 80% for the duties assigned of the external market for 
the administrative duties performed and its role. 
 

G. Interim and Acting Appointments  
 
Unclassified, other academic, and faculty who have taken on interim or acting appointments 
who are assigned these duties may not require a salary adjustment, especially in the case of 
additional volume. For responsibilities being performed in the absence of another, an 
“Interim/Acting Allowance” plan may be considered. Temporary monies may not warrant full 
promotional rates. Departments may request an Interim/Acting appointment, subject to salary 
and EEO guidelines on promotions (See PS 1), in the case where the employee is performing the 
full range of duties assigned to the higher-level position. If not performing the full range of 
duties, the department may request a temporary allowance plan. The employee’s salary will 
revert to the salary level prior to the Interim/Acting appointment when the temporary duties are 
relinquished. Additional compensation will generally be commensurate with market data up to 
80% for the duties assigned.   
 

H. Special Pay Problems 
 

1. Salary Equity: requests for increases in salary as a result of the relevant external labor 
market or to address an internal equity or salary compression issue must be submitted 
to HRM through normal administrative channels. Requests for legally actionable equity 
cases must be submitted to HRM through normal administrative channels. HRM may 
interface directly with the Office of Inclusion, Civil Rights & Title IX for any compensation 
complaint related to discrimination. Salary actions, if required, will be handled on a 
case-by-case basis.  



7 
 

 
J. Rewards and Recognition  

 
Payments for rewards and recognition are not allowed unless a written award policy outlining 
eligibility and criteria has been established and approved through appropriate administrative 
channels. 

 
VI. SOURCES 
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