
EQUITY, ACCESS & DIVERSITY 
MINUTES OF MEETING 
FEBRUARY 18, 2008 
 
[In these minutes:  Proposal to Offset Imputed Income Tax Related to Same Sex 
Domestic Partner Benefits, Response to the Final Report of the Council on Liberal 
Education, Gender Pay Equity] 
 
[These minutes reflect discussion and debate at a meeting of a committee of the 
University of Minnesota Senate or Twin Cities Assembly; none of the comments, 
conclusions or actions reported in these minutes represent the views of, nor are they 
binding on, the Senate or Assembly, the Administration or the Board of Regents.] 
 
PRESENT:  Margaret Moss, chair, Vicente Garces, Patricia Jones-Whyte, Kris Lockhart, 
Peg Lonnquist, Anne Phibbs, Elizabeth Davis, Benjamin Munson, Naomi Scheman, 
Katie Ballering, Asim Khan 
  
REGRETS:  Shannon McGoffin, Joanna O’Connell, Lee Penn, Akhouri Sinha, Andrei 
Diuchin, Chimezie Ononenyi 
 
ABSENT:  Susan Cable, Joel Eisinger 
 
OTHERS ATTENDING:  Cyrenthia Jordan for Kimberly Boyd 
 
I).  Professor Moss called the meeting to order and asked those present to introduce 
themselves. 
 
II).  Professor Moss expressed her gratitude to Professor Lee Penn for acting as chair pro 
tem at the last meeting when she was out ill. 
 
III).  Members unanimously approved the December 17, 2007 minutes. 
 
IV).  Copies of a revised draft of the proposal to offset imputed income tax related to 
same sex domestic partner (SSDP) benefits was distributed to members for their review.  
Professor Munson reminded members that the issue is that SSDP benefits are treated as 
taxable income for those University employees that elect these benefits. 
 
The mechanism proposed in the revised draft for eliminating the inherent tax inequity in 
this benefit is 'grossing up.'  This means that the additional money would be added to an 
employee's gross income using a formula that would assure that the net income the 
employee receives is the same as he/she would receive if the SSDP benefits were not 
taxable. 
 
Professor Munson noted that he and Anne Phibbs, director, Gay, Lesbian, Bisexual, 
Transgender, Ally (GLBTA) Programs Office, met with Professor Tom Gallanis from the 



Law School and shared this proposal.  Professor Gallanis endorsed this proposal and the 
'grossing up' mechanism. 
 
Professor Munson shared with members a conversation he had today with Jennifer 
Martin, employee relations manager, Best Buy Company, Inc.  From this conversation 
Professor Munson learned that Met Life may be using the 'grossing up' mechanism for its 
employees with SSDP benefits.  He has called Met Life to verify this, but has not heard 
back from them yet.  Ms. Martin told Professor Munson that the 'grossing up' calculation 
is actually quite common in the private sector, calculating bonuses was used as an 
example.  While use of the 'grossing up' calculation might be common in the corporate 
world, a member suggested being prepared to give a University example of 'grossing up', 
which the University does use when entering into certain contracts. 
 
Professor Munson suggested this document be brought to the Senate Consultative 
Committee (SCC).  Professor Moss stated that she met with the SCC in January and told 
SCC members that EAD was working on this proposal. 
 
Professor Moss suggested that this proposal be circulated via email to the entire 
committee asking whether members had any suggestions for changes.  Then, once 
feedback has been received and the document amended, a final version will be sent out to 
members asking them to vote in favor, against or to abstain from voting. 
 
Professor Moss thanked Professor Munson and Anne Phibbs for their work on this 
document. 
 
V).  Professor Moss called on Professor Scheman to provide information on the draft 
response she crafted on the Council on Liberal Education (CLE) final report.  Copies of 
this response were distributed to members for their review. 
 
This response, noted Professor Scheman, focuses on the fact that aspects of diversity 
should be present in all courses that fulfill the liberal education (LE) requirements and 
not just those courses that fall under the specific 'diversity' category.  In this response, 
Professor Scheman conveys that all LE courses should address the question:  "Are 
differences in social location relevant to the ways in which objects of study are 
conceptualized and studied in this course?  If not, why not?  If so, why and how?" 
 
Professor Scheman stated that the CLE final report is on the SCEP (Senate Committee on 
Educational Policy) agenda for Wednesday, February 20, 2008.  Therefore, if EAD is to 
have an impact on the CLE report, the committee will need to act on this response today. 
 
A member expressed being uncomfortable with the response in terms of telling people 
how or what they need to teach.  Professor Scheman stated that it would not be telling 
faculty what to teach but rather that these are issues that faculty need to think about as 
part of the courses that have the special liberal education designation. 
 



After a fair amount of discussion related to this response, members agreed that social 
location affects disciplinarity, and it is reasonable to ask faculty to ask the questions 
outlined in this response.  Members asked that Professor Scheman add verbiage to the 
response urging the institution to take an active role in engaging faculty around issues of 
diversity and to include a definition of social location.  The committee voted to 
unanimously to endorse the amended response and to forward it to SCEP for 
consideration as they review the CLE final report. 
 
VI).  Professor Moss welcomed Bonnie Watkins, executive director, Minnesota Women's 
Consortium who was invited to share information on gender and pay equity.  Ms. 
Watkins noted that the Minnesota Women's Consortium is the nations largest network of 
organizations committed to full equality for women.  Members interested in being added 
to the consortium's listserv to receive emails every other week about various activities 
and action alerts were asked to provide Ms. Watkins with their email address.  These 
emails are a way to stay connected with a great community of women. 
 
Ms. Watkins stated that she also serves as a member of the Pay Equity Coalition of 
Minnesota.  In this role, she reported having had the opportunity to work on the Council 
on the Economic Status of Women, which is now known as the Office on the Economic 
Status of Women.  The Council was successful in passing two laws in the 1980s that 
required all public employers in the State of Minnesota to conduct a wage analysis and to 
identify gender-based pay inequities and to make restitution to women based on their 
findings.  These laws remain on the books today and are continuously monitored. 
 
Ms. Watkins distributed a handout defining 'pay equity.'  She noted that many believe 
that pay equity is achieved when the ratio of earnings for full-time, year-round 
employment by women equals 100% of the ratio of earnings for full-time, year-round 
employed men.  Despite all the progress that has been made, it is still anticipated to take 
74 more years before gender pay equity is achieved (assuming that progress continues at 
the current rate). 
 
There are a multitude of strategies, noted Ms. Watkins, for achieving pay equity such as: 

• Increase education for women and encouraging them to go into traditional male 
careers, e.g. engineering. 

• Educate women about human capital factors such as the economic penalties paid 
for taking time off to raise a family, and/or working part-time. 

• Advocate for employers to create more women-friendly workplaces and policies. 
• Maintain an emphasis on affirmative action. 
• Enforce anti-discrimination laws through lawsuits, e.g. Rajender court decision. 
• Encourage women to negotiate higher pay. 
• Use the 'comparable worth' strategy, which emphasizes fair pay for 'women's 

work.' 
 
Ms. Watkins explained that pay equity/'comparable worth' is being achieved in 
Minnesota's public sector because: 



• There is an understanding of the structure of the labor force in terms of 
occupational crowding.  A vast majority of women are doing roughly 20 
occupations. 

• Women are being honored and recognized for the work they already do. 
• Job evaluations and pay analyses are being conducted for entire workplaces. 
• Two laws were passed in Minnesota in 1982 and 1984 mandating gender pay 

equity for state and local governments. 
• Statistics demonstrate that the pay equity ratio in state government is at 98%. 
• Gender pay equity efforts have continued over the past 26 years, and generally 

cost employers 2% of payroll. 
 
Ms. Watkins distributed a handout containing two scattergrams correlating Minnesota 
government AFSCME job evaluation points with monthly pay, one before pay equity and 
the other after pay equity.  After explaining the scattergram charts, she shared highlights 
from the November 7, 2007 gender and pay equity panel discussion that took place at the 
University.  According to Ms. Watkins, clerical and technical AFSCME leaders believe 
that the University is doing a poor job when it comes to how compensation is determined.  
She noted that it is likely this will be a significant issue for the University within the next 
year or so. 
 
For more information on this topic, Ms. Watkins referenced the following resources: 

• Earn More, Move Up (Center for Economic Progress, Minnesota, 1997, 102 pp.) 
• Pay Equity in Minnesota, Legislative Office on the Economic Status of Women, 

downloadable from http://www.oesw.leg.mn/ 
• Pay Equity Coalition of Minnesota - http://www.mnwomen.org/PECOM.htm 
• Minnesota Women's Consortium - http://www.mnwomen.org/ 

 
A member observed that the pay inequity between male and female faculty results from 
the presumption that females will do the service activities of the department, which will 
limit their ability to do the research activities that are more highly valued when merit pay 
raises are given.  The University is prime for a discussion involving comparable worth as 
it relates to faculty merit raises. 
 
How does Minnesota compare to other states in terms of pay equity asked a member?  
Ms. Watkins noted that the State of Minnesota is the only state that has systematically 
addressed issues of pay equity. 
 
Professor Moss thanked Ms. Watkins for attending today's meeting and sharing 
information on gender pay equity for Minnesota government employees. 
 
VII).  Hearing no further business, Professor Moss adjourned the meeting. 
 
        Renee Dempsey 
        University Senate 
 
 


