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IMPLICATIONS

• The results suggest that better performance does result in higher salaries, however this is only true
for men and non-URM faculty members. Whereas for women and URM, better performance doesn’t
lead to better pay.

• Gender differences in negotiations may explain results (Claypool et al., 2017).
• These results shed light on the findings of past research which attempt to explain away wage

differences across gender by using performance as a reason for the gender discrepancies, by showing
that performance is in fact a determinant of higher pay, but only for certain groups.

• Motivation theories such as The Expectancy Theory of Victor Vroom (1964), stress that Individuals are
more likely to be motivated to perform, if they expect that rewards can be obtained based on the
performance. In light of the evidence provided in this study, that means if women and URM are not
rewarded for their performance, their motivation to performs may suffer, landing them in a vicious
cycle of systemic disadvantage.

• While there is a need to replicate our findings, there is a valuable lessons to be learnt here:
• New performance appraisal/merit review system needs to ascertain scholarly productivity translates

into performance across gender and ethnicity

BACKGROUND

Work motivation theories stress the importance of clearly establishing a link between job performance 
and compensation outcomes, such that higher performance results in more favorable compensation, to 
ensure that employees remain motivated to perform well (Pinder, 2014). In our study, we examine 
whether the link between performance and compensation exists when it comes to tenured faculty in 
ADVANCE disciplines.   

Establishing the link between performance and compensation would not only serve to increase faculty 
motivations, but its existence could also help explain wage differences across gender that continue to 
exist in academic labor markets today (Reznulli, Reynolds, Kelly and Grant, 2013). Gender pay equity gap 
studies in academia often examine whether accounting for performance helps explain the differences in 
compensation between male and female academics at the same rank and with similar experience, but 
have found inconclusive evidence (Becker & Toutkoushian, 2003; Binder et al., 2010). Gender 
differences in negotiations may explain why performance alone can not explain wage differences across 
gender (Claypool et al., 2017 . In our study, we examine whether tenured male and female faculty are 
rewarded equally based on their performance, that is whether the strength of the relationship 
between compensation and performance varies across gender.  

Since, similar to the experiences of females, underrepresented minorities (URM) faculty members also 
experience lower wages, we extend our analysis to include race. That is, we study whether the link 
between compensation and performance is different for URM faculty as opposed to faculty belonging 
to other racial groups.  

Taken together, our study attempts to answer whether performance pays off, and whether the payoff 
depends on one’s gender and race. 

METHOD

We tested our hypotheses using publicly available scholarly productivity and compensation data for a
sample of n=198 tenured faculty at the Associate and Full Professor level, within ADVANCE disciplines;
of which 39 were women and 159 were men. We analyzed the relationships between Hirsch’s h-index
and m-factor with compensation.
• H-index: Cumulative scientific accomplishment
• M-factor: Average annual productivity rate – number of highly cited papers produced per year
• Compensation: 9-month salary

RESULTS

2.a. Results further show that for men, an m-factor of plus one sd was equivalent to about $25k annual
compensation difference (in contrast to someone whose m-factor was minus one sd). In contrast, for
women, there was no significant relationship between m-factor and compensation.

HYPOTHESES

1. Productivity and performance are positively related.
2. The strength of the link between productivity and compensation is weaker for women than it is for

men.
3. Productivity has a weaker relationship with compensation for URM faculty.
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1. Results show that there is positive relationship between performance and compensation, and it is
reflected using both measures of performance. i.e. m-factor and h-index.
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2.b. Similar to 2.a., for men, an h-index of plus one sd was equivalent to about $40k annual
compensation difference (in contrast to someone whose h-index was minus one sd). In contrast, for
women, there was no significant relationship between h-index and compensation.

Taken together, these results indicate that the link between productivity and compensation is strong
for men, however the relationship between productivity and compensation disappears for women.

3. For Asians Americans and White faculty the relationship between cumulative scientific productivity
and compensation is r=.54 and .50, which translates into a pay differential of $54k for Asians and $45k
for Whites per year. There was no significant correlation between scholarly productivity and
compensation for URM faculty. That is having above average or below average productivity did not
affect compensation for URM faculty.


