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Regional Campuses Faculty Salary Appeals Process 
 
1)  The regional campuses review faculty salary appeals in accordance with university policies 
and procedures as described in the OAA Policy and Procedures Handbook (Volume 1, Chapter 
3: Appeals, Section 2.0: Faculty salary equity appeals process).  The present "Regional 
Campuses Faculty Salary Appeals Process" document must be read in conjunction with the OAA 
PPH, which is available at http://oaa.osu.edu/policiesprocedureshandbook.html. 
 
2)  All faculty members have the opportunity to discuss salary equity issues with their 
dean/director during the annual review process.  When a faculty member perceives that 
inequities persist despite such discussions and the faculty member meets the eligibility criteria 
specified in the OAA Policy and Procedures Handbook, the faculty member may initiate an 
appeal by notifying the campus dean/director.  This step must occur no later than September 30 
in order to facilitate completion of the process before salary recommendations are made for the 
next academic year. 
  
3)  Once notified, the dean/director works with the head of the appellant's TIU to determine an 
appropriate comparison cohort.  The cohort will consist of Ohio State faculty holding the same 
rank as the appellant and matching as closely as possible the appellant's discipline, years since 
terminal degree, years of service to the university, and campus affiliation.  With the small size of 
many programs on the regional campuses, the dean/director and head of the appellant's TIU will 
often need to approach the cohort-determining process with creativity and flexibility.  They may 
wish to consult with the appellant and other regional deans.  Principles for determining the 
cohort include the following: 

• The cohort must consist of faculty closest to the appellant in number of years since 
receiving a terminal degree and number of years of service to the university.  The 
appellant should be in the middle of the cohort with plus-or-minus x years since the 
terminal degree or x years of service, as appropriate.  The ideal cohort will be 
symmetrical and composed of five or six individuals; the minimum size is two 
individuals.  If the appellant requests a particular individual to be included in the cohort, 
the cohort may be enlarged to include that person if that person is not already part of the 
comparison cohort.  In such a case, the value of x is increased symmetrically to include 
the specified individual, as well as others who fall within the range of the new x.  Current 
and former deans/directors are excluded; others who have had salary adjustments outside 
the merit system can be included only when such adjustments are noted and considered. 

• Ideally the entire cohort should come from the same discipline as the appellant and from 
the regional campuses (e.g., regional full professors in Philosophy).  When this is 
impossible, the field can be conceived more broadly to bring in related disciplines (e.g., 
regional full professors in the humanities) and/or the campus restriction can be loosened 
to include Columbus faculty in the discipline (e.g., Columbus full professors in 
Philosophy).  In considering salary differences in relation to differences in productivity 
within the cohort, the dean/director will take into account market differences between 
disciplines and campuses as well as differences in faculty members' years since terminal 
degree and years of service. 
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4)  Once the dean/director notifies the appellant of the names and current salaries of the 
comparison cohort, the appellant takes over the process.  The appellant will need the CVs and the 
teaching records for the past five years for all members of the cohort.  The dean/director (or a 
designee) will assist with providing CVs and teaching records from the campus and/or will assist 
in securing such information from other campuses and TIUs as needed.  The appellant has until 
February 1 to compile the required tables and statement for the appeal. 
 
Data for the cohort in the areas of scholarship or creative activity, teaching, and service should 
be presented in a spreadsheet format (side-by-side columns) for easy comparison across the 
cohort within specific categories.  In each table, the appellant should be identified by name, but 
other members of the cohort should be identified only by a number (e.g., faculty #1, faculty #2). 
 
Relevant data on scholarship/creative activity should be presented for all years since the terminal 
degree, and the standard major categories from the Promotion and Tenure dossier should be 
used, e.g., authored books, edited books, refereed journal articles, book chapters.  To the extent 
possible, comparative data on rates of citation should also be presented, excluding self-citations. 
 
Relevant data on teaching should be presented for the past five years at The Ohio State 
University, and the standard major categories from the Promotion and Tenure dossier should be 
used, e.g., numbers of lower division, upper division, and graduate courses taught, and number 
of Ph.D. and MA committees on which the faculty member has served.  Reductions in teaching 
loads for those individuals holding administrative or research appointments should be noted, and 
individuals who have not served at The Ohio State University for at least five years should be 
excluded from this section of the comparative analysis. 
 
Similarly, relevant data on service should be presented for the past five years at The Ohio State 
University, and the standard major categories from the Promotion and Tenure dossier should be 
used, e.g., campus committee assignments, campus administrative assignments, university 
committee assignments, major community outreach and engagement, and major service to 
professional organizations.  Individuals who have not been Ohio State faculty for at least five 
years should be excluded from this section of the analysis, except that data on service to the 
profession may be included. 
 
Based on the data, the appellant writes a brief statement summarizing the research/creative 
activity, teaching, and service comparisons, highlighting the appellant’s standing in relation to 
the cohort.  The appellant ends the statement with his or her requested salary adjustment, based 
on his or her place within the cohort. 
    
5)  The appellant forwards the required comparative data and summary statement to the 
dean/director for review.  The dean/director may request additional information, if needed.  
Based on his or her review, the dean/director determines whether or not the appellant's salary is 
commensurate with his or her performance when compared with the cohort.  If the dean/director 
finds that the appellant's salary is incommensurate with performance, the dean/director decides 
on a salary adjustment.  The dean/director may accept or amend the appellant’s request.  The 
dean/director communicates his or her decision to the appellant in writing. This response may 
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provide additional analysis, as deemed necessary, and must provide a rationale for the decision.  
In general, it is expected that approved salary adjustments will be funded 100% by the campus. 
 
6)  The appellant reviews the decision of the dean/director.  If the appellant disagrees with the 
decision of the dean/director, the appeal is sent to the Regional Campus Faculty Salary Appeals 
Committee.  The membership and responsibilities of the Regional Campus Faculty Salary 
Appeals Committee are stipulated in the OAA Policy and Procedures Handbook sections 2.2.4 
and 2.8.  A committee member may not serve on the committee for a particular appeal if a 
personal or professional relationship with the appellant makes impartial evaluation impossible. 
  
7)  The dean/director's responsibilities for responding to the committee's recommendations--and 
all subsequent steps in the review process--are specified in the university appeals process (see the 
OAA Policy and Procedures Handbook). 


