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Equity and Human Resources Committee 

Operating Guidelines 
 
Section One: Governance Committee Components  
 
1. Standing committees generally meet five (5) times a year on a schedule established by the Board and 

the respective committee Chair. Additional committee meetings may be set by the committee Chair as 
needed, at least three days before the meeting. 

2. The Chair shall seek to ensure that meeting materials are distributed no less than one week in advance 
of meetings absent extenuating circumstances.  

3. Committees shall, at their first meeting of the academic year, establish a calendar of committee 
activities and a written Workplan, which plan shall be adopted and guide the work of the committee for 
the following year. The Workplan shall include each element assigned to the committee in the 
University’s Enterprise Risk Management Plan. Each committee’s Workplan shall be shared with the 
Governance Committee.  

4. Adjustments to both the calendar and Workplan may be adopted by each committee as necessary, with 
notice sent to the Governance Committee.  

5. Committees shall develop Operating Guidelines consistent with the Template provided by the 
Governance Committee. Such OG’s may carry forward from year to year but shall be reviewed at least 
annually.  If a committee desires to make changes to its OG’s, these shall be sent to the Governance 
Committee for review and endorsement and subsequently sent to the full Board for adoption.  

6. All Committees may at any time schedule or move into executive session or meeting to discuss 
litigation and/or other matters protected by the attorney client privilege or other legal protections. All 
such meetings shall be confidential, privileged and closed to the public. 

7. All Committees shall assume such additional responsibilities as may from time to time be assigned by 
the Chair of the Board. 

 
Section Two:  Equity and Human Resources Committee  
 

1. Purpose 
 

A. As set forth in the Bylaws, the Committee on Equity and Human Resources shall 
consider and report or make recommendations to the Board inter alia on matters 
pertaining to:  

 
1. Selection, evaluation, and compensation of the President 
2. Executive Compensation 
3. Total Rewards 
4. Diversity & Inclusion/Belonging 
5. Succession Planning 
6. Talent Development/Training 
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B. The Equity and Human Resources Committee exercises strategic oversight of the 
University’s equity and human resources functions. The Committee’s mission is to 
provide focus and attention on equity, inclusion, and diversity at Penn State University 
with the goal of ensuring that educational and employment equity has the full attention 
of the Board of Trustees.  

 
2. Composition 
 

A. This committee shall consist of not less than five (5) voting Trustee members, in 
addition to ex officio members and any other members appointed by the Chair of the 
Board. 

B. The Chair of the Board of Trustees is authorized to invite faculty representatives, 
student representatives, or other constituent representatives to attend and participate in 
the meetings of the Committee (other than executive sessions) as non-voting members. 

C. The Vice President for Human Resources serves as the Executive Liaison to the 
Committee.  The Vice Provost for Educational Equity regularly staffs this Committee, 
along with such other administrative personnel as might be deemed helpful by the 
Executive Liaison and/or Committee Chair.   

 
3. Authority and Responsibilities   
 

A. In addition to the responsibilities set forth in the Bylaws, the Committee’s specific 
responsibilities to make recommendations to the Board shall include the following 
matters:  

 
1) Culture and Belonging: 

 
i. Provide oversight of the University’s policies, initiatives, and strategic 

goals related to diversity, equity, and inclusion. Review the University’s 
annual comprehensive plan for diversity, equity, and inclusion. 

ii. Coordinate with the Governance Committee to oversee the diversity of 
pipeline of candidates for the Board of Trustees, Commonwealth 
Campus Boards and the Board of Visitors at each College. 

iii. Coordinate with the Governance Committee to oversee Board related 
diversity, equity, and inclusion activities, such as board training, 
engagement, dialogue, and other activities. 

 
2) Executive Compensation Strategy and Benefit Programs: 

 
i. Review annually and, if appropriate, recommend to the Board of Trustees 

changes to the University’s executive compensation and benefits1 
 

1 Executive compensation and benefit programs may include: base salary; incentive compensation arrangements; supplemental 
benefits and perquisites, including housing, domestic assistance, automobile, air travel, bowl game travel, spousal/family travel, 
executive long-term disability insurance, supplementary life insurance, accidental death and dismemberment insurance, and moving 
expenses; deferred compensation; severance arrangements; and other rewards and benefit opportunities for which Executives are, or 
may become eligible. 
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philosophy and strategy to ensure that it appropriately sets forth a clear 
direction for the attraction and retention of leadership and appropriately 
compensates senior leaders for their contributions to the University.  

 
3) President’s Performance and Compensation: 

 
i. Recommend annually for Board of Trustees approval the President’s 

goals and objectives to be used in connection with the President’s 
performance evaluation and compensation determination.  

ii. Evaluate at least annually the President’s performance in light of these 
established goals and objectives; as appropriate, recommend for the 
Board’s approval changes to the President’s annual compensation, 
including salary and incentive compensation or any substantive changes 
in the terms relating to the President’s contract. 

 
4) Performance and Compensation of Other Executives: 

 
i. Receive the President’s summary report of the overall performance of 

their direct reports. 
ii. Approve compensation decisions for any employee whose total 

guaranteed compensation at any point in the length of their contract 
exceeds that of the President.  

iii. Review or approve, as appropriate, compensation, benefits and 
perquisites for any employee whose total guaranteed compensation at 
any point in the length of their contract exceeds that of the President and 
any substantive changes in the terms relating to compensation, benefits, 
and perquisites for such employee. Notwithstanding the foregoing, 
compensation for all employees in an interim or acting capacity shall be 
determined by the President. 

 
5) Appointment of Vice Presidents and Deans: 
 

i. The Committee will be notified in writing by the President or his or her 
designee when a vacancy at the level of Vice President or Dean or 
occurs, which information shall include when applicable, the position 
description/advertisement; roster of search committee members; 
information about any search firm engaged to assist in the search and a 
brief description of the search process parameters.  

ii. When a successful finalist has been chosen, the Committee will be 
notified and sent the application materials of the candidate, a summary of 
the interview feedback and any other relevant materials, as determined 
by the President or the Executive Vice President and Provost. 

iii. The notice to the Committee members will specify a date by which the 
members of the Committee shall have an opportunity to express any 
concerns to the President. If there are no concerns, the University may 
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proceed with the hiring and announcement of the candidate and shall 
introduce the hire at the next meeting of the Board of Trustees. If any 
Committee expresses a concern with respect to a candidate, a conference 
call will be held at which Committee members may express their 
concerns and discuss any issues with the President. 

iv. The process shall not be applicable to the Vice President and General 
Counsel whose appointment and removal is set forth in the Bylaws 

 
6) Compliance:  

 
i. Review internal pay equity data for executives at the University on an 

annual basis. 
 

ii. Oversee compliance with respect to EEO and Affirmative Action 
regulations and laws.   

 
7) Board Reporting: 

 
i. The Committee shall present annually to the Board of Trustees a market 

and competitive analysis for the top five highest paid employees.  
 

ii. The Committee shall report to the Board immediately after each 
Committee meeting at which the Committee approves any individual 
appointment or compensation decision. This report will include a review 
of any issues that arise with respect to the University’s executive 
compensation programs, compliance with legal or regulatory 
requirements, and any other matters that the Committee deems 
appropriate or are requested to be included by the Board. 

 
4. Special Committee Resources  
 

A. The University’s current executive compensation philosophy and strategy is set forth in 
Appendix A hereto.  

B. Appendix B sets forth the current list of higher education institutions against which the 
University will measure and establish executive pay levels for various categories of 
Executives. 

 
 
 
 
 
APPENDIX A 

Executive Compensation Strategy 
 

1. Institutional Alignment 
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a) Penn State is committed to becoming an even greater university in the years ahead. Penn 

State believes in the importance of higher education and will pursue excellence in all 
aspects of its operations. 

 
b) Achievement towards this aspirational goal requires that Penn State recruit and retain a 

highly qualified, talented, and diverse executive team. To that end, the University has 
developed an Executive Compensation Strategy that establishes the principles under 
which Penn State recruits, retains, and rewards executive talent. 

 
2. Executives 

 
a) This executive compensation strategy covers all employees classified as Executives and any    

employee whose total guaranteed compensation any point in the length of their contract   
exceeds that of the President.   

 
3. Rewards Prominence 

 
a) In order to attract and retain the very best executive talent, Penn State must offer market   
      competitive reward opportunities. 

 
4. Elements of Rewards 

 
(a) Penn State will offer a variety of reward vehicles to attract, retain, and reward 

Executives in an appropriate and reasonable manner. Such vehicles may include one 
or more of the following: 

 
(i) Base Salary: Salary is the primary vehicle through which total compensation will be 

delivered. Salary provides a competitive foundation for pay and reflects the individual’s 
role, unique skills and abilities, potential career and advancement opportunity, 
experience, and performance. Salary increase budgets shall be determined annually 
based on institutional performance, financial affordability, the competitive market, and 
the overall macroeconomic climate. Individual salary increases shall be determined 
based on an individual’s performance, as well as budget, market and internal equity 
considerations. 

 
(ii) Annual Incentives: Based upon market circumstances and individual situations, 

compensation for certain positions may include incentives. 
 

(iii) Health and Welfare Benefits: The University may provide Executives with health and 
welfare benefits that are competitive with its relevant comparison market, many of which 
are offered to all employees at the University. The most current information and details 
on employee benefits can be found at http://hr.psu.edu/benefits. 

 
(iv) Retirement Benefits: Penn State is committed to a shared responsibility with its 

Executives to provide a competitive level of retirement income security. 
 

http://hr.psu.edu/benefits
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(v) Other benefits: In addition to the benefits described above, Executives may receive 
select additional benefits and perquisites as determined by the President and approved 
as provided in the Operating Guidelines. 

 
5. Comparison Markets (Peer Institutions) 

 
(a) Penn State competes and recruits nationally for talent across both private and public 

institutions. In addition, for some roles, primarily administrative in nature, the University 
may consider talent from outside of higher education. For academic and administrative 
Executives, Penn State shall consider compensation data from a comparison market that 
consists of large nationally ranked public and private research institutions across the United 
States. This comparison market is a balanced mix of private and public institutions, as Penn 
State does compete for executive talent with select private institutions. 

 
(b) The criteria used to determine this comparison market includes: 

 
1. Classification as a research university; 
2. Membership in the Big Ten Academic Alliance [BTAA] and/or Association of 

American Universities (AAU); 
3. National ranking (Top 50 National Universities and/or Top 25 Public Universities); 
4. Financials including Research Expenses Per Instruction / Research and Public Service 

FTE Staff and Total Expenses (Operating Budget) 
 

(c) Certain positions may include a comparison to programs such as the top 25 ranking (at the 
time) by sport or program to capture and represent the national perspective. 

 
(d) The Committee on Equity and Human Resources of  the Board of Trustees is responsible for 

the development of the comparison market(s) and for their regular review, which may result 
in changes in the composition of the comparison market(s) from time-to-time. The 
Committee shall review the composition of the comparison markets annually with the Board 
of Trustees and shall recommend any changes thereto to the Board of Trustees for its 
approval. 

 
6. Pay Positioning 

 
(a) In the aggregate, Penn State will target pay to competitive rates at the 50th percentile (i.e., 

median) of the relevant comparison market. Pay positioning for individual Executives will 
vary based on their skills, knowledge, experience and performance levels as illustrated below. 

 
7. Performance Measurement and Goal Setting 

 
(a) Penn State strongly believes in a high-performance culture that is supported and 

modeled by its Executives. 
 

(b) The Board of Trustees is responsible for determining annual performance expectations 
for the President, evaluating the performance of the President, and determining resulting 
compensation actions, after receipt of recommendations of the Committee with respect 
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thereto. 
 

(c) The President or designee is responsible for determining annual performance expectations 
for his or her direct reports, evaluating the performance of such Executives, and 
determining resulting compensation actions, with the assistance of Human Resources and 
subject to the approval of the Committee with respect to any employee whose salary 
exceeds that of the President with notice to the Committee with respect to other Executives. 

 
8. Communication/Transparency 

 
(a) Communication about performance expectations, individual performance evaluations, and 

compensation implications will be consistent with the performance management process. 
It is the intent that such processes will be transparent and foster understanding among the 
parties involved regarding their roles and desired outcomes. 

 
(b) The Chair of the Board of Trustees or designee will be responsible for the 

communication of compensation decisions and rationale to the President. 
 

(c) The President or his/her designee will be responsible for the communication of 
compensation decisions and rationale to their direct reports. 

 
(d) In communicating compensation decisions and rationale, Penn State will ensure that those 

communications draw linkages between institutional success, performance measures, and 
individual reward decisions.  
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Appendix B 

Executive Higher Education Comparison Market - Public and Private Institutions Combined* 

 
 

*The following pages include the Executive Higher Education Comparison Market broken out by Public and Private Institutions 
only. References supporting all charts are available on page 10. 
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Executive Higher Education Comparison Market - Public Institutions Only* 

 

*Supporting references are available on page 7. 
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Executive Higher Education Comparison Market – Private Institutions Only* 

 
 

*Supporting references are available on page 7. 
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Executive Higher Education Comparison Market References 
 

1 All institutions are RU (VHR), AAU members, and grant medical degrees. 
 

2 Number of locations where the institutional President/Chancellor oversees those campuses. 
 

3 Source: 2022 USNWR College Rankings. 
 

4 Source: IPEDS Data Center, FY 2020. Data reported for flagship campus only. 
 

5 If marked “Yes,” data is from IPEDS: If institution reported either revenues from Sales and services 

of hospitals GASB, hospital revenues (FASB), or expenses for hospital services (GASB or FASB) 

an institution was determined to have a hospital. 

6 IPEDS Definition: Hospital services - total expenses is the sum of all operating expenses 

associated with a hospital operated by the postsecondary institution (but not as a component 

unit) and reported as a part of the institution. This classification includes nursing expenses, 

other professional services, general services, administrative services, and fiscal services. 

7 Association of Academic Health Centers. 
 

8 Boston Medical Center total expenses as reported in FY20 IRS Form 990 filing. 
 

9 Johns Hopkins Hospital total expenses as reported in FY20 IRS Form 990 filing. 
 

10 NYU Langone Hospitals FY20 total operating expenses from Consolidated Financial Statements. 
 

11 Northwestern Memorial Healthcare FY20 total expenses from Consolidated Financial Statements. 
 

12 The UC Berkeley-UCSF Joint Medical Program is a joint degree program in the University of 
California system between the UC Berkeley School of Public Health and the UCSF School of 
Medicine. 

 
13 University of Chicago Medical Center total expenses as reported in FY20 IRS Form 990 filing. 

 
14 UF Health Shands FY20 total operating expenses from Consolidated Financial Statements. 

 
15 University of Maryland Medical System Corporation and Subsidiaries FY20 total operating 

expenses from Consolidated Financial Statements. 
 

16 Fairview Health Services FY20 total operating expenses from Consolidated Financial Statements. 
 

17 UNC Health FY20 total operating expenses from Annual Report. 
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