
Living Wage Campaign 
5 Wage Considerations (Not official information:  for discussion purposes only) 
 
 
1. Problem of Differences in Wage Growth: (staff comparison only)  
For 93-94:      Grade 11  $6.10-7.63 
Now:      Grade 11  $7.74-9.67 
That's $1.64 total over six years or  28 cents a year. (minimum) 
That's a wage increase of $3,411 over six years. (minimum) 
That's $2.04 total over six years (fair market rate) 
That's a total increase of $4,243.  (fair market rate) 
For 93-94 Grade 24  $40,557-57,938  
Now  Grade 24  $69,056-86,320  
Increase in $8,499 (minimum) 
Increase in $28,062 (fair market rate) 
Except now there is a Grade 25     78,208-97,760   which means if Grade 25 is a new 
promotional level for Grade 24, the wage increase has been $39,822. 
(These levels may not include senior staff and definitely not the president (salary at around 
$239,000). 
 
2. Problem of Wage Compression: 
Wage compression refers to the method by which an employer pushes the wages of starting 
workers and those of long-term employees, together. While starting salaries rise to remain 
locally competitive, small annual increases erode the gap between new hires and experienced 
employees. For the last eight years cost of living adjustments have been only 3-4 percent a year. 
The result is a surprisingly tiny gap between senior and starting employees. Because retirement 
benefits are based on wages, wage compression inequities can penalize employees long after 
they have left the College.  
 
3. Problem with some Swarthmore wage scales below, near or just slightly above poverty 
levels: 
 
•Self-sufficiency Standard for Delaware Co (slightly above poverty level) 1998 
$7.33 single, $13.72 adult/infant, $11.91 adult/teenager, $17.99 adult/2 children 
 
Pay scales at the 5 lowest job categories at Swarthmore College: 

8   5.36-7.02 
9   6.24-7.80 
10   6.99-8.74 

                                                 11           7.74-9.67 
12   8.53-10.66 

 
We need to address whether Swarthmore College simply replicates race and gender 
discrimination within the market and the overall growth in the income gap in American society. 
 



4. Problem with Merit Increases: 
The awarding or lack of awarding of what is in reality a very small merit increase based on 
evaluation has a negative effect on morale since it functions as a reward for one and punishment 
for another. Department Heads often express dissatisfaction with this system of evaluation. 
 [The actual amount of a "merit" increase is always small. For example, if an employee working 
full-time (35 hours a week, 52 weeks a year) at $12/hour or $21,840 a year receives a standard 
2.5% increase so that his/her evaluation deals only with whether to award 1.5% more, this 1.5% 
represents only $327.60 or $6.30 per week.] 
 
Considerations of salary should be unlinked from formal written evaluations. 
 
5. Problem with Representation on Swarthmore Budget Committee: 
This is the makeup of our budget committee  (21 people):  all figures are estimates 
 
Number on Budget  Total employees in category  % representation for that group  
Senior/Jr. Staff:  8    13    61% 
Exempt Staff: 2   190    1.0% 
Faculty: 4    240    1.6% 
Non exempt: 0    300    0% 
Students 4    1,300    3% 
 
Staff wages and salaries should be budgeted at the same time as faculty salaries based on 
information given to HR about upgrades from supervisors and employees.  Otherwise, staff gets 
"what's left over" instead what is needed.     
 
 
 


