
SENATE COMMITTEE ON SOCIAL CONCERNS 
MINUTES OF MEETING 
NOVEMBER 12, 2007 
 
[In these minutes:  Living Wage, Total Oil, Other Business] 
 
[These minutes reflect discussion and debate at a meeting of a committee of the 
University of Minnesota Senate; none of the comments, conclusions or actions reported 
in these minutes represent the views of, nor are they binding on, the Senate, the 
Administration or the Board of Regents.] 
 
PRESENT:  Katherine Fennelly, chair, Joseph Marchesani, Richard Lidstad, Benton 
Schnabel, Kimberly Boyd, Greg Schooler, David Fox, Catherine Jordan, Ajay Skaria, 
Jessica Arett, Justin Drees, Jenna Erdmann, Theresa Flores 
 
REGRETS:  Jennifer Oliphant, Todd Tratz, Barbara Foster, Rebecca von Dissen, 
Amelious Whyte, Ken Heller, Christine Dolph 
 
ABSENT:  Julia Washenberger, Mani Subramani, Nick Curtis 
 
GUESTS:  Patti Dion, director of employee relations and staff compensation; Mary 
Luther, director of compensation; Professor Morris Kleiner, Hubert H. Humphrey 
Institute of Public Affairs 
 
I).  Professor Fennelly called the meeting to order and asked those present to introduce 
themselves. 
 
II).  Professor Fennelly stated that today's main agenda item is the 'living wage'.  She 
called on Patti Dion, director of employee relations and staff compensation, and Mary 
Luther, director of compensation, to set the framework for today's discussion by 
explaining how the University determines its compensation structure.  
 
Mary Luther distributed a PowerPoint presentation, and highlighted the following: 

• Employee groups at the University and their percentage of the total employee 
population: 

o Civil Service 27.6% 
o P&A 24.3% 
o Faculty 21% 
o AFSCME Clerical 10.2% 
o Teamsters 8.4% 
o AFSCME Technical 5.2% 
o Trades 2% 
o AFSCME Health 1% 
o Law Enforcement .3% 

• The total University employee population is 17,350.  Employees by campus: 
o Twin Cities 15,393 



o Duluth 1,378 
o Morris 367 
o Crookston 212 

• Guidelines used when establishing the University's compensation and recognition 
principles:   

o To ensure fair and equitable practices. 
o To achieve and maintain compensation and recognition systems that are 

competitive with appropriate labor markets when combined with benefits 
and other rewards. 

o To recognize and reward meritorious performance. 
These principles are derived from the Board of Regents' Employee Compensation 
and Recognition policy, noted Ms. Dion. 

• To ensure fair and equitable compensation for Civil Service and Bargaining Unit 
staff, the University abides by the principles in the Minnesota Pay Equity Act of 
1984.  The purpose of this act is to eliminate sex-based wage inequities in 
compensation. 

• The Office of Human Resources manages base pay by measuring the University's 
compensation packages against the marketplace.  Bargaining Unit comparisons 
include local businesses and local government agencies and Civil Service 
comparisons include local businesses, local government agencies and educational 
institutions.  The University conducts numerous surveys to collect comparative 
salary data.  The University's comparative government group includes the 
following agencies:  State of Minnesota, Hennepin County, Ramsey County, the 
City of Minneapolis, and the City of St. Paul. 

• Overall, Civil Service and Bargaining Unit salaries are at market.  While the chart 
indicates some deviation from market, these differences are statistically within 
reason. 

• To get geographical salary market data, the University relies on studies from the 
Economic Research Institute (ERI).  This company conducts studies to determine 
the salary differentials across different geographical areas. 

• Staff rewards and recognition opportunities at the University include: 
o Outstanding Service Awards. 
o Merit pay increases for P&A, Faculty and a small percentage of Civil 

Service staff. 
o In range pay adjustments to recognize off-cycle increases in job 

performance and growth. 
o Promotions. 
o Variable pay for some positions at the University.  Variable pay is when a 

portion of an employee's salary is base and the remainder of the salary is 
received in a lump sum assuming certain pre-established goals are 
achieved. 

 
In conclusion, it was noted that while there is one University policy regarding how all 
employees are paid, there are differences in compensation strategies among the 
different employee groups. 

 



Next, Professor Morris Kleiner provided the committee with the pros and cons of the 
living wage movement.  As background, he noted that the living wage campaign began in 
the 1990s in Baltimore, Maryland where the City of Baltimore passed a living wage 
ordinance (http://www.ci.baltimore.md.us/government/wage/). 
 
Currently, over 100 cities across the United States have some sort of living wage, which 
includes 10 of the 20 largest U.S. cities (based on 2000 census data).  Or, put differently, 
40% of cities with a population larger than 100,000 people have some type of living 
wage. 
 
Living wage features include: 

1. A wage floor that is higher than traditional State or Federal minimum wages. 
2. A wage that can support a family of 4 above the poverty level with one primary 

wage earner. 
3. Ordinances, which tend to be narrow in scope, are generally imposed on city 

contractors.  A smaller number of cities require that their employees be paid a 
living wage. 

 
There are numerous opinions, pro and con, concerning the living wage.  Professor 
Kleiner cited the following examples:  

• The living wage affects too few workers to have much of an impact. 
• A mandated wage floor discourages the use of low-skilled workers. A potential 

consequence of paying a fair wage is that lower-skilled workers who might be 
hired at a lower wage would not be hired if the wage were higher; rather higher 
quality workers would apply and be hired for these jobs. 

• As wage increases accrue to workers, there is the potential for job losses. 
• Wage floors are ineffective in terms of targeting low-wage families because 

young workers that lack labor skills are likely to escape the living wage 
ordinances as they gain more job skills. 

• The living wage tends to impact lower-skilled adults who are likely mired in low-
wage jobs, and, who, as adults, are more likely to be in poorer families. 

• To the extent that gains from mandated wage floors accrue to low-wage adults 
and employment losses fall on low-wage earning, non-poor teenagers, the living 
wage will likely reduce poverty.  There is, however, no theoretical reason to 
believe that this outcome is more likely than the reverse.  In fact, it is impossible 
to tell whom the impact will fall on; there are likely to be winners and losers as it 
relates to the livable wage. 

 
Over the past 10 – 15 years, living wage movements have occurred at a number of 
universities across the United States.  The genesis of the living wage movement in 
academia was the movement at Harvard 
(http://www.hcs.harvard.edu/~pslm/livingwage/hcecp_final_report.pdf).  Professor 
Kleiner used the Harvard case study to explain how the movement evolved.   He noted 
that this movement received a great deal of attention, with people taking various positions 
on the issue.  In the end, most top economists and social policy scholars concurred that 
Harvard should pay the living wage, which it did. 

http://www.ci.baltimore.md.us/government/wage/
http://www.hcs.harvard.edu/%7Epslm/livingwage/hcecp_final_report.pdf


 
Questions/comments from members included: 

• Would job classification demographics at other Big 10 institutions look similar to 
the University's demographics?  Ms. Luther stated that many other institutions do 
not have Bargaining Unit employees and, also, many institutions do not have the 
distinction the University has between P&A employees and Civil service 
employees. 

• Have all university movements to raise the wages of low paid workers been 
successful?  No, some have been successful and some have not, noted Professor 
Kleiner. 

• How should the committee think about whether the wages paid to University of 
Minnesota employees are livable?  Professor Kleiner stated that the University of 
Minnesota does a much better job than many other institutions when it comes to 
conducting market comparisons.  He added that because the City of St. Paul and 
the City of Minneapolis have livable wage ordinances, this serves to help the 
University in its benchmarking efforts.  Professor Kleiner added that he 
personally would use the City of St. Paul and City of Minneapolis livable wage 
ordinances as a barometer for calculating the livable wage at the University.   

• When did the livable wage movement take place at Harvard?  Professor Kleiner 
stated that the movement took place in 2001.  

• Based on the variety of pro and con theories concerning the livable wage that 
resulted from the Harvard movement, is there any indication that one theory was 
more accurate than the rest?  Professor Kleiner stated that in essence this is hard 
to say.  Subsequent to the implementation of the Katz proposal, which stated that 
all employees that work at Harvard should be paid a livable wage, the union has 
become much stronger.  

• Should the living wage be tied closely to the cost of living?  Currently, noted 
Professor Kleiner, the living wage for the City of St. Paul and the City of 
Minneapolis is tied closely to the cost of living.  He reiterated the basic definition 
of the living wage as a family of 4 being able to live above the poverty line with 
one wage earner. 

• Does the University have employees that are living at or below the poverty level?  
Ms. Dion stated that it is this kind of question that makes this topic difficult to 
grapple with.  She stated that it is difficult to know how the family of 4 with one 
wage earner relates to the University's employee population.  She added that, to 
the best of her knowledge, the living wages set by the City of St. Paul and the 
City of Minneapolis were substantively below the University's lowest paid 
position; however, she is not sure if this is still the case. 

• Does the University compare its salaries to the living wages for the City of St. 
Paul and Minneapolis?  The University has in the past compared itself against the 
living wages for the City of St. Paul and City of Minneapolis.  She added that in 
2001, President Yudof determined that University bargaining unit staff would 
have a living wage of $12/hour.  (Ms. Dion noted that in 2001, however, the 
Teamsters took a different position during their salary negotiations with the 
University.  Because the Teamster's pay structure is seniority based and their 
value is to their longer-term, more senior employees, the Teamsters negotiated 



that employees in the job classifications paying less than $12/hour would be 
raised to $12/hour after being in the job for one year). 

• The terms poverty level and living wage during today's discussion have been used 
interchangeably and this is bothersome because they do not seem the same.  
Professor Kleiner stated that by definition they are the same.  The living wage is 
determined based on the poverty level.  The poverty level is also used in the 
Earned Income Tax Credit calculation. 

• What is the poverty level in the Twin Cities?  Professor Kleiner believes it is right 
around $10/hour. 

• Will the University continue to pay a living wage or was that simply a President 
Yudof initiative?  Ms. Dion stated she has not heard anyone at the University 
make the statement that the University is not paying a living wage.  Conversations 
that she has been a part of are such that pay will continue to be adjusted upward 
overtime. 

• Does the Federal government annually adjust the living wage according to 
inflation?  Professor Kleiner noted that the poverty level is regularly adjusted for 
inflation.  The poverty level is used for a number of different indexes including 
the Earned Income Tax Credit; this information, as a result, needs to be kept 
current.  Various cities have instituted a livable wage, but have not adjusted the 
rate based on new poverty level calculations.  In this instance, these cities need to 
go to their respective city council and ask that the livable wage be adjusted.  This 
is much the same as how an increase to the minimum wage is handled.  The 
Federal government does not adjust the minimum wage based on cost of living.  
On the other hand, if a person collects Social Security, he/she will get an 
automatic cost of living adjustment, but if a person earns the minimum wage, 
he/she has to wait for Congress to pass a new law. 

• Are the City of St. Paul and the City of Minneapolis below the Federal minimum 
wage in terms of how the living wage is being indexed?  Professor Kleiner stated 
he would need to check on this and report back to the committee.  He volunteered 
to check the statues to see if they are adjusted based on cost of living or whether it 
is necessary to go before the respective city councils to request an increase to the 
livable wage.  Based on his research, the city must pass a law to increase the 
living wage amount. 

• The question seems to be whether the living wage is really livable.  The poverty 
level doesn't necessarily accurately describe poverty.  Professor Kleiner stated 
that the Bureau of Labor Statistics calculates the poverty level on a regular basis.  
The controversy surrounding this calculation is whether a higher amount should 
be placed on rent versus food versus travel.  This is a continuing area of debate 
within the Federal government and by academics.  The calculation is an overall 
market basket incorporating transportation costs, goods and services, etc. 

• How is the health care portion of the poverty level calculated; is a certain portion 
assumed to be covered by employers?  Professor Kleiner found that the livable 
wage is lower for those with health care coverage, and high for those who do not 
have coverage. 

• Outsourcing can frequently be a result of rising health care costs for employers.  
This is something that employees need to worry about.  Professor Kleiner noted 



that this has happened at universities and cited the University of St. Thomas as an 
example of a university that has outsourced much of its food service and janitorial 
work.  He added as part of the collective bargaining agreement at Harvard 
stipulates that their food service and janitorial work could not be contracted out 
without the union bidding on the contract. 

• With regard to the recent strike by bargaining unit employees at the University, 
please explain the University's position regarding the request by bargaining unit 
leaders that the University should be equating bargaining unit step increases to 
promotional increases faculty receive.  Ms. Dion stated that the Office of Human 
Resources disagrees with the comparison that bargaining unit step increases are 
comparable to the promotional increases faculty receive because step increases 
are based strictly on length of service and not on achieving higher credentials.  
The criteria for faculty to receive a promotion are much more rigorous than 
working for one year and receiving a pay increase.  Ms. Luther added that 
bargaining unit employees can also get promotions.  Just because there are step 
increases for bargaining unit employees does not mean that these employees do 
not have promotional opportunities. 

• Why didn't the Yudof policy to raise the University's lowest paid workers to 
$12/hour apply to P&A employees?  Ms. Dion stated that this was a decision 
made by President Yudof, and she did not know how he came about that decision. 

 
Professor Fennelly thanked today's guests for discussing the living wage issue.  In terms 
of follow-up on this item Professor Fennelly requested Professor Kleiner provide the 
committee with livable wage information from the City of St. Paul and the City of 
Minneapolis.  She requested that the Office of Human Resources provide the committee 
with information on how University employees' salaries fair compared to the living 
wages established by the City of St. Paul and the City of Minneapolis.  The committee 
also requested the Office of Human Resources provide information on whether the 
University has employees whose salary falls below the livable wages of the City of St. 
Paul and the City of Minneapolis, and, if so, how many.  A member also suggested that 
the Office of Human Resources should, going forward, explore whether the University's 
salary structure should take into account the cost of living or the livable wage when 
establishing its compensation structure.  Professor Fennelly also requested from Ms. Dion 
and Ms. Luther that the committee receive electronic copies of the salary information that 
was passed around for members to look at.  Once this information has been received, the 
committee can decide if it wants to make a statement or take some other action. 
 
A student member voiced her interest in learning more about student wages and how they 
are determined.  Professor Fennelly suggested the committee ask the Office of Human 
Resources to provide information on how wages for student workers are set, and whether 
any thought is given to the livable wage when setting hourly rates for students.   A 
member stated that the metric for the living wage for employees is a family of four with 
one wage earner.  In regards to student wages the proper metric would need to be used 
because the demographics and financial concerns are different.  Jessica Arett and Benton 
Schnabel volunteered to draft some questions as it relates to student wages. 
 



III).  Joseph Marchesani shared with the committee his electronic conversations with 
Professor Barbara Frey regarding Total Oil, which the University divested from quite 
some time ago.  Professor Frey told Mr. Marchesani that Total Oil has not suspended its 
operations in Mynmar (Burma), and, in her opinion, the University's decision to divest 
from Total Oil is still warranted.  (Handouts supporting this position were distributed to 
members to reference). 
 
The committee unanimously voted to uphold its previous resolution/decision to divest 
from Total Oil for the 2007 – 2008 academic year.  The Total Oil divestment decision 
will be revisited on an annual basis. 
 
IV).  OTHER BUSINESS: 
 
a).  Professor Fennelly reported that she has asked Professor Riv-Ellen Prell to chair the 
Socially Responsible Investment Subcommittee.  While Professor Prell, due to a 
scheduling conflict, will be unable to attend regular Social Concerns Committee 
meetings, she will be able periodically to report back to the full committee on the work of 
the subcommittee. 
 
b).  Professor Fennelly noted that fair trade coffee will be the main agenda item at the 
December 10th meeting.  In preparation for this meeting handouts were distributed.  The 
handouts included a fair trade coffee resolution from MPRIG along with a cover letter 
and a copy of the fair trade coffee resolution the Social Concerns Committee passed in 
2001. 
 
c).  Professor Fox reported that the first meeting of the Designated Suppliers Program 
(DSP) Working Group is scheduled for December 7th.  He agreed to provide the 
committee with an update at its December 10th meeting. 
 
V).  Hearing no further business, Professor Fennelly adjourned the meeting. 
 
        Renee Dempsey 
        University Senate 
 
 
 
 


