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CANADIAN PACIFIC RAILWAY COMPANY 

OFFI CE O F T H E C H AI R MAN A N D PRESIDENT 

MONTREAL June 23rd , 1927. 

Dear Sir Arthur: 

You may be interested in 

reading the attached letter which a ~eared 

in the New York Times of the 12th instant. 

General Sir Arthur Currie, G.C.l\!.G., 
Principal , 
1'1cG1ll University, 
Montreal , ue. 
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CLASSOFSERVICE SYMBOL 

Day Message 

Day Letter DL 

Night Message NM --Night Letter NL 

If none of these three symbols 
appears after the cheek (number 
of words) this is a day message. 
Otherwise its character is indica-
ted by the symbol appearing 

after the check. 
HEAO O .... ICE. TORONTO. ONT. 

RA813 31 NL 

CHI CAGO ILL 21 

L'IR ARTHUR CURRIE 

STANDARD TIME 

MCGILL UNIVERSITY MTL 

W. G. BARBER, Genera' Manaller 

FORK etU 

Exclusive Connection 
with 

WESTERN UNION 
TELEGRAPH CO. 

Cable Service 

to all the W orId 
Money Transferred 

by Telegraph 

.. E 

SOMETIME AGO I RECEIVED REPRINT YOUR EXCELLENT STATEMENT REGARDING 

UNIVERSITY ATTITUDE TO FACULTY ~ALARIES HAVE MISLAID iT 

PRESIDI::NT HUTCHINS WOULD LIKE ONE TO TWENTY COPIES H1MEDIATELY 

IF POSSIBLF. HOPE SUPPLY AVAILABLE 

JACOB VINER UNIVERSITY OF CHICAGO. 

. 
Two copies of ~cGill r,rs conttinlng Principal' ~ statement to Glverno r s . sent. 



1Il n t~eratt'Q of U:Ol'Onto 
BURSAR'S OFFICE 

Schedule showing scale of temporary Geductions 
from salaries, effective 1st l\1arch, 1932 . 

2% up to and induding 81,000 

2~% on amount. over Sl,OOO and up to S2,000 

3% on amount over 82,000 and up to 83,000 

4% on amount ov-er $3,000 and up to !S5,OOO 

5% on amount over $5,000 and up to $G,OOO 

20% on amount over ~5G,OOO and up to $10,000 

25% on amount over 810,000 

There will be no deduction where the total remuneration 
for the year is $800 or less. 

F. A. J1.10URE, 
Bursal 



THE UNIVERSITY OF BRITISH COLUMBIA 

VANCOUVER,CANADA 

OFFrCE OF THE PRESIDENT February 17-1932. 

Sir Arthur Currie, 
Prinoipal, MoGill University, 
Montreal, !cl.ue. 

Dear Prinoipal Currie:-

I aoknowledge the reoeipt of your 
letter of February loth in whioh you state you are 
considering the necessity of recommending to your 
Board of Governors a general out in salaries and 
wages. 

The Board of Governors of this 
University has had this matter under oonsideration 
for some time. No definite aotion has been taken 
as yet, but the general opinion seems to be that 
these cuts should not be greater than the reduct­
ions which were made in the salaries of the Pro­
vincial Civil Servants in Ootober last. 

However, as the finanoial situation 
has become more aoute within reoent months, the 
University may find it neoessary to inorease the 
out on the higher salaries. 

I am enolosing herewith a copy of 
the Order-in-Council showing the scale of reduotions 
in the salaries of the Civil Servants. 

Yours very truly, 

L. S. Ia.inok. 
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CA.NADIAN PACIFIC RAILWAY COMPANY'S TELEGRAPH 
I •• 
~ 
~ (Printed in Canada) 

TELEGRAM 
FORM T. 0 .1 )C 

CABLE CONNECTIONS TO ALL PARTS OF THE WORLD 

J. M,MILLAN, General Manage.- of Telegraph., M.ntreal. 

::.TA.NDAkV TIME. 
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CABLE ADDRESS, .. VERA .. 

CODE A.B.C. (15TH EO.) 

PRESIDENT'S OFFICE 

EDMONTON, :r ebru-ry 16th,1932. 

Sir Arthur Gurrie, 
Prindpal,M~Gill University, 
Mon treal, '", ue • 

Dear Sir Arthur: 

ALBERTA,CANADA 

un Novenlber Ist,1~31 a reduction in salaries B.nd v/ages 

in the University took effect on the follo'ling s:::ale: 

Un that Dortion of the sslary from :l'1arried Sin["le 

~ 1- $.1000 2% 
1001- 1500 5% 
1501- 4000 '(7. 
4001 and over 10% 

The same scale became effe~tive in the Government services of Alberta at 

8% 
10% 

the snr.e time. In the University it represents a reduction for the year 

of approximately ~ 52,OOO. 

It is ,I fecI, very un:'ortun Le \'ihen de~rca8es :,avc 

to ::Oi:1e in university salaries 'l'7hi:h are very slow in being effe:::ted by 

prosperous times. Under present conditions in the western provinces 

it war: not possible to \7ithstand the need for reduction. I felt that it 

was particularly important,ho:lever, that concurrent with the reductions 

and durine the period or reduction the normal increase accordinf to 

salary schedule should go forward. If that does not o'Jcur those who are 

at salaries below the maximurl are much more seriously oenalized 



PRESIDENT'S OFFICE 

-2-

EDMONTON , 

ALBERTA, CANADA 

C A BLE ADDRESS , .. VERA .. 
CODE A . B .C . (15T H EO .) 

than those ho have alreRdy rea..!hed the maximum salary . I di d not fine. 

it possibl-e,ho'1ever , to have the s:::ale or' in~re3.ses 0 erate c:.uring 

this er iod . That I mu~h regr etted b~Jause of the fa~t that it 

e:'i'e.::t8 those on low salari es mUJh more seriously then those on the 

hi gher salar ies . I h'lve thA feeling that if you can f i nd it l)Ossible 

to carry on the s.::heau~e o~ increas ~ s at the sa. e time thLt a 

general redu~tion is nade, i t ~ill be ta~en ~i th IJ1U~" better "ra0e than 

if the incr eases are also 7ithheld . 

t i th l:i nd rega ""'ds , 

Very t r ulJ Jours , 

Rob:' . C . . ~lJa:!e , 

President . 



;iaskahtOll. ~85katdTe\lJan 

PRESIDENT'S OFFICE 

February 15, 1932. 

Sir A. W. Currie, 
Principal, McGill Uni versi ty, 
Montreal, Que. 

De3r Sir Arthur:-

Replying in the absence of the president to your letter of February 10th, 
I would offer the following confidential information regarding the scale of 
salar.y reduotions adopted by the Governors to date: 

(1) 5% on the first $1,000; 10% on the remainder of the salary or wage 
as from 1st September, 1931 for all University employees paid on the monthly 
or annual basis with the foll0'.7ing exceptions: 

(al 20% from the salary of the President. 
(b) In case of r.l9!"bers of the staff who are married or have 

ohildren dependent upon them, and who receive w~ges or 
sa19,ries 
(1) from $86.00 to $170.00 per month, that the rate of 

deducti on be 5%; 
(2) from $40.00 to $85.00 per month, the rate be 2%; 
(3) under $40.00 per month there be no deduction. 

Also, the foregoin~ rates be applied to employees on the llourly basis who 
have received, or expeot to receive this y9ar more than $500.00. 

Wi th respect to the future, I may s~ that while there is a cut Of about 
$135,000 in the Goverm::ent grant for the coming year, we are making heavy advances 
in fees. No arran:;ements have been made for a furthei! out or for dismissals. 
The matter is and will be entirely in the hands of the president when he returns. 
I thin~ he believes that we can go through the next year without additional re­
ductions. 

Vi th best wi shes. 
Yours 

• H. Ling. 
A.c t i ng pre s ident. 
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Inter-department Corre3pondence 

MCGILL UNIVERSITY 

Sir .. :o.rtL.u.r , •• Currie, K.~.l ........ , L:..D. 
PriLzipal, c'111 Jniversity. 

:Jear S" r J-lrthur:-

Ail:i 7th,193,";. 

I 1 ave been turni 1."'.oE over in my r.:d~a. 
t: e convers&.tion of ~ esterd~ i 1 connection itI:. t!!.e reduction 
~n t:.e expenses of euch department ana. I feel that so little 
progr ss as r de to ards the solution of the problem tr~t I 
ould like to offer f... suggestio"1 hereby the i19ud of e ch 

Dapartl :lnt ould be nore or less forc d to make substantiul. 
s vinga in his Departr.Jnt c.o.nd t: e solutio~ o~ ~ le problem 
would have to ')e sUbmitte by him in writing to ;rourself. 

I ould suggest that it be definitely 
st~ted that his Budget for u laries and "ages be cut t~ teu 
.,r cent nd his Budget for otl.s r :.ty nses by t enty-five pJr 

cent. If t1.is were done thro 13hout the Uni versi ty, the 
saviT~ ~n S 1 rIes nd ages ould be pproximdtely ~04,OOO.00 
a~1 ~~e c~ ing o~ ~~propr"&.tlors approximately 60.000.00. FrOffi 

this would have to be deducted tte 40,000.00 estiTated unexpended 
approprIations so that the nett saving would be upproximately 
",,124,000.00. 

I feel that i~ this method was used, it 
migl.t e ve Et lot of tt.e ana. discuesior. ncl Ilould put t El onus of 
proof on t 3 PrOfessor in cc.se he contended t.:..u" i!; was imoosei ble 
to continue his Depart lent under such circumstances. 

In tl:e particular case of' +he Swaries G.M 
Ilages, tne l.Jepa..""tment tlieI':lsel ves could decide wheth~r they £..11 took 
a furthor ten nvr ce"1t cut or whether it .ould be necess~r~ +-0 d"£pose 
of some of th~ stuff. 

t strongly suspect that we ure overst~ffed 
in so~e dep~rt~3nts ~rd I ~ etill convinced that t e time distrib~t:on 
sheet as submitted by me at t: e r oeti~ of tre Deans TOul::l. show up a 
lot of Ilea::: spots, if' it were conscientousl u!ld properly answered. 
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::YIC? GILL l;:~T\"ERSITY 

FACULTY OF }'JEDJCI~"'E 

OFFICE OF TIll;; DE.i\N 

Sir Arthur Currie, 

MO~TREAL 

Principal - McGill University, 
Montreal. 

Dear Sir Arthur, 

April 5th, 
1 9 3 2. 

~ay I acknowledge your kind circular letter 

of April 4th with reference to readjustment of 

salaries, and may I say ho heartily I am in accord 

with all that is stated in this communication. 

Assuring you of my own loyalty and co-operation, 

I may add that I shall make it my duty to enlist the 

sympathetic support of all the other members of our 

medical staff. 

Faithfully yours, 



FAC ULTY OF Ml'~DICINl'~ 

OFl"ICE OF THE DEAN 

MC? GILL UNIVERSITY 

MON'rREAL 

Sir Arthur Currie, 
Principal - McGill University, 

Montreal • 

.Dear Sir Arthur, 

April 5th, 
1 9 3 2. 

I have had two communications this morning 

from practitioners offering to turn over part, or 

all, of their stipend on behalf of the full-time 

men to whom the cut in salary might mean more than 

to them. 

I merely mention this as an evidence of 

sympathetic co-operation. 

l!'aithfully yours, 



PETER REDPATH MUSEUM 
McG I LL U NIVERSITY 

~nl'J<eal, ... ................ 4.1i.r~J ...... P. ~ ........ -I9.J 2 

'ir rtnur ~urrie, Prinui9sl 
~c3ill University 
:' .. ontreal 

Dec..r 3iT: 

I have just receive a~ d TEad your oIillr.u~lica.tian 
reg~rdi.g the reducti of sa aries at Yc]ill. 

~one of us, I ?resume, ~elcomes the situation . 
Nevertheless, many of us have realized the futility of 
uontlnuing long in the deficit producing conditions of 
the past fe~ years, and have been content to rely upon 
thE ~ood judgment of those in charge of the fi ance~ 
of the Cniversity. I, for one t least , nave bee~ 
agreeably surprised that this ~rese t step Las bEe ~ 
lon~ delayed, aLd t trust that its hel~ may De greater 
than nticlpated in reviving ~c}ill's :ell - oeing . 

~or ~ill any of us , ~itn the best interests of 
tne univ0rsity at heart, find food for disaffection in 
the situation . ~ur disu~~oi tme.ts ana our s crifices 
~hy ,~ell }rove to be the ~oundation stones upon wnich 
a ~re tar ~c3i 1 will be built. ~o be r them cheerfully 
~ill be as oil on troubled ~aters , but to DeBr tnem t 
all may be a privile2.'e to v.nieh ir~ ::uture vears \.8 ~hall 
lOOK bac~ ~itb p rticular pride . 

Yours very respectfully, 

~~ f'I {!fad 
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Reprinted from CIEXCE, July 12 and 19, 1929, Yol. LXX, _TOS. 1802 and 1803, pages 19-29 and 4,7-57. 

THE ECONOMIC STATUS OF SCIENTIFIC 
MEN AND WOMEN* 

BUDGET NEEDS OF COLLEGE TEACHERS 
By Dr. BENJAMIN R. ANDREWS 

PROFESSOR OF ED"C'CATION, TEACHERS COLLEGE, COLUMBIA "C'NIVERSITY 

THE teacher has three groups of personal budget 
needs: those connected with his profession; those 
concerned with living expenses of self and family, 
and those necessary for financial security. Every 
one must meet his living expenses; every one who 
spends intelligently tries to provide for financial 
security; !;lut professional needs represent items that 
do not appear in the average person's budget. The 
teacher who does research as well as teaching must 
keep in close touch with the progress of his subject 
and his profession, and this involves annual expenses 
that every teacher knows. He must also be adding 
to his subject by his own studies and research, and 
part of their cost with many workers comes back 
upon the private purse. He must also have a broad 
mental equipment and the personal and social re­
sources of the traditional college teacher who deals 
with youth and desires to serve any intellectual or 
personal need that arises. Since the college teacher 
is responsible for the increase and dissemination of 
the knowledge necessary for civilization and for 
progress, society is concerned that he have personal 
income adequate to his function and that he ad­
minister his funds so as to function efficiently. In 
his professional expenditures the teacher is a public 
person, and even his private living conditions and 
his security are of public concern as far as they 
affect his work as teacher and researcher. 

This paper discusses a few aspects of personal ex­
penditure of college teachers, illustrating them by 
returns from a schedule of inquiry answered by sixty­
four teachers in a metropolitan professional school 
referred to herein as the first groupl and by forty-six 
teachers in three institutions, located in small eastern 
cities, referred to as the second group. Appreciation 
is expressed for the contributions of these correspon­
dents which while not adequate for reliable generaliza­
tions have helped clarify the problems of spending. 

PROFESSIONAL NEEDS 

The college teacher must keep in contact with his 
field through association memberships, professional 

* .Symposium of invited papers read before a general 
seSSIOn of the American Association for the Advancement 
of Science, New York, December 28, 1928. 

1 In the first group, to whom the schedule had to be 
submitted ~n two parts, sixty·four replied to the inquiry 
on ~r~fessIOnal need~ and forty·eight to that on living 
condItIons and finanCIal security. 

meetings, books and journals, and must budget ac­
cordingly. 

Professional contacts with fellow workers have their 
peculiarly stimulating value. There is creative power 
for new ideas in conventions, and in meetings of re­
search committees. There is profound truth for sci­
entific progress in the familiar valuation that the 
talk in the hotel lobby at a convention is as valuable 
as the papers read at the sessions. Who draw bene­
fits from such contacts' The young worker surely 
who meets leaders and who can thereafter attach a 
face and a personality to what has been so far a mere 
name, and who may at a convention make an ac­
quaintance on which his whole career may turn. But 
also the convention has unique values for the mature 
worker who meets his peers, gets orientated on new 
research and makes living contact with the movements 
of thought in his specialty. That man-to-man meet­
ing with time for discussion is prized, is indicated by 
one correspondent who craves for travel to visit lab­
oratOries in other universities, stating that conven­
tions do not meet his needs of protracted and 
intimate contacts with a limited few. The recent de­
velopment of committees, councils, boards in special­
ized fields of research, concerns this need, and ten of 
the first group furnishing data had personal expendi­
tures last year for committee work. 

Membership in professional organizations is prized 
for these personal contacts, for association journals 
and printed proceedings and for participation in 
organized research. Support of such organizations is 
part of the scholar's faith. The first group of col­
lege teachers belong to from one to twelve profes­
sional organizations, and the second group from none 
to seven organizations, with the medians at five and 
three memberships respectively, and with attendance 
during the year upon a median of two and one out­
of-town meetings respectively. The first group illus­
tl'ates the gradation in such matters by academic 
rank; instructors belong to a median of two organi­
zations and attend one meeting; assistant professors 
belong to thrce organizatiolls and attend two meet­
ings; associate professors belong to five organizations 
and attend two meetings, and for professors these 
numbers are six to seven and three. Here then is 
one formula of academic ascension-memberships and 
meetings in ratios 2-1; 3-2; 5--2, and 7-3. 



Professional Journals: From one to twenty profes­
sional journals are taken by these college teachers, 
with a median of four to five taken by members of 
the first group and of three in the second group. The 
number taken increases with rank from a median of 
three to four for instructors to eight for professors 
in the first group. Is the present supply of journals 
adequate for these teachers' needs ~ Only twenty­
three of fifty-three in the first group and fifteen of 
thirty-nine in the second group, or 41 per cent. of 
both groups, find their present contact with journals 
adequate. Fifty-nine per cent. of the groups desire 
from one to twelve additional journals, enough to 
raise the median desired to six journals for the first 
group and four journals for the second. 

The teacher may of course use journals in the in­
stitution library, but usually only at a cost both of 
time and convenience that makes it a poor kind of 
economy. Are the institution library's journals ade­
quate in the particular fields concerned' Thirty-two 
per cent. of the first group and 48 per cent. of the 
second suggest that more journals are needed in their 
fields at their college libraries. 

Viewing private budget needs, it is always a fair 
question, can needs be met more adequately by a 
group service' Could books and journals be circu­
lated from college libraries into offices and labora­
tories so that these would become working centers 
of library extension, and could private cost for books 
and journals be thereby lessened? Probably private 
cost could not be lessened as far as books and jour­
nals are concerned-the testimony of these correspon­
dents is that private expenditures for both these pro­
fessional needs should be much increased. Private 
professional libraries of a limited size probably meet 
practical needs, especially if new books can be 
secured freely, and teachers seem to favor using the 
institution library for that reserve collection of books 
which the scholar of an earlier day would have had 
in his home. 

Professional books, just as the journal, are abso­
lutely essential to the college teacher. Members of 
both groups own libraries that range from ten or 
fifteen to 2,000 volumes, with a median of 250 profes­
sional books, and they bought up to 110 professional 
books a year with a median of ten or fifteen profes­
sional books purchased. In the first group the median 
library of the instructor is one hundred books; of the 
assistant professor and of the associate professor, 
250, and of the professor, 500 books. Some private 
collection every teacher needs, but much increase in 
it would probably show diminishing returns unless 
library service could be provided. The housemaid 
who served this notice when the library reached about 
1,500 volumes, "Tell the professor if I have to dust 
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any more books, I'll get another job," struck at about 
the maximum reported by these correspondents. The 
question was asked, assuming that the number of 
books available for personal use were to be increased, 
what per cent. of the increase should go into the 
private library and what per cent. into the institu­
tion's library' The median preference for the two 
groups was that 20 per cent. to 25 per cent. of the 
increase should go into the personal library and 75 
per cent. to 80 per cent. into the college library. 
Less than one fourth of these teachers would want 
over one half of such a hypothetical increase in their 
own libraries. 

Are college teachers in touch with all the book re­
sources needed for their work' Asked how much 
they could wisely increase personal purchases of pro­
fessional books, the median opinion of both groups 
was for a doubling of present purchases of personal 
professional books and for the same doubling in the 
institution's purchase of books in their special field. 
A fourth of the group would add 200 per cent. to 
their own book purchases if possible. This indicates 
that present book allowances are inadequate in per­
sonal budgets. 

Does the institution library need more books or 
better service? The answer, of course, is both, but, 
assuming that the institution were contemplating li­
brary expansion, how should the expansion be dis­
tributed between purchasing more books, and increas­
ing service and efficiency? The opinions of the two 
groups on this question varied from a ratio of 0 per 
cent. for book increase and 100 per cent. for service 
increase, through a middle point of 50 per cent. for 
book expansion and 50 per cent. for service expan­
sion, to 100 per cent. for book increase and 0 per cent. 
for service increase. The first group's median opin­
ion was 50 per cent. for books and 50 per cent. for 
service; members of the other group in all three col­
leges had a median choice of 75 per cent. for book 
expansion and 25 per cent. for service expansion. 
This point of interrelationship of the teachers and 
the institution's book and journal resources is one 
that merits detailed study. College book collections 
commonly need expansion, but also the library can 
come into closer service relations with student and 
staff and such an expanded service might possibly re­
lieve a little the pressure on the teacher's budget at 
this point or rather allow for its expansion for other 
books and journals needed. 

Other Profes8ional Expenditu,·es: What personal 
expenditures are there for professional needs, in addi­
tion to books, associations and meetings and journals' 
The correspondents report personal expenditure for 
assistance, for research, for equipment, committee 
work, etc. 



Assistance employed for assignable tasks frees the 
teacher for his specialized service and increases his 
output. It is wise institutional policy to provide 
assistance on its budget for those teachers who know 
how to use it; it is wise for the teacher to consider 
putting personal funds into assistance. 

One half the first group and a quarter of the second 
group state that they desire personal funds for pro­
fessional assistance of some kind. These personal needs 
for professional assistance, when specified, are for 
secretarial help, research assistant, technician, com­
putation assistant, drawing assistant, abstracter, filing 
clerk, the sort of service that many colleges furnish 
as far as they can, but which teachers generally feel 
the need of in addition to aid thus given. Many are 
already putting personal funds into such assistance. 
Thus half (thirty-three) the first group of sixty-four 
spent from $5 to $1,000 each, with a median of $50, 
for assistance; half spent from $25 to $150; one spent 
$500, and one $1,000. Of the second group, eight of 
forty-six report paying from $20 to $400 each for 
assistance. Such expenditures are doubtless often a 
way of accomplishing supplementary tasks as writing, 
etc., that pay their own way. A recommended policy 
might be: One who can afl'ord it, will wisely use 
assistance at his own cost to multiply his professional 
production. One who must earn extra income beyond 
his salary may find that hiring assistance with per­
sonal funds is a way to earn extra income and at the 
same time conserve his energy and meet the full 
requirements of his position as teacher. 
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Do college teachers use personal funds for research' 
Seventeen of sixty-four in the first group and four 
of forty-six in the second, or about 20 per cent. of 
all, report expenditures within the year, and 15 per 
cent. report their desire for additional personal funds 
to be spent for research. Of twenty reporting an 
expense for research, the range was from $15 to 
$2,600, with the median at $100 and half the group 
spending from $50 to $300. Should private expen­
diture for research become common practice' No 
doubt there should be almost complete reliance upon 
institution budget for assistance, equipment and other 
costs in one's institutional work. Nevertheless, an 
active worker is likely to have some private project 
under way, or there will be features of his general 
program on which he will spend personal money at 
least occasionally. There is good ground for saying 
that the teacher's private budget should carry every 
year an item for research; it will make possible self­
initiated studies important for his own advancement 
and wider service. 

Wider Professional Needs: The college teacher needs 
a well-furnished mind with broad interests and con-

tacts. Is he buying non-professional books and 
magazines' The first group buys from none to one 
hundred non-professional books a year with a median 
of ten, and takes from none to twelve general non­
professional magazines with a median of three. 
From instructor up, these medians increase from one 
book and two magazines, to ten books and five maga­
zines for professors. The second group buys from 
none to fifty books a year, with a median of three to 
four, and from none to fifteen magazines with a 
median of four. The purchase of five to ten books 
and three or more magazines may be considered 
typical of the groups reporting; it is a meager allow­
ance and is supplemented one may hope through 
library and book club. One would desire for college 
teachers some experience with luxury defined as 
"money enough to order the books I want after read­
ing the weekly book reviews." 

One's budget should be so administered as to make 
the best use of vacations for uninterrupted study, 
writing and travel. There is certainly need for 
opportunity "to catch up," to get broader views, to 
plan syllabi and to organize one's material, to make 
contact with social or industrial conditions, to work 
on bibliography or to collect specimens, to give one­
self continuously to some professional task. The 
sabbatical leave is a fruitful opportunity to this end, 
whether for a year at half pay, an arrangement which 
not all private budgets make possible, or the more 
easily managed half-year on full pay. The twelve 
monthly salary payments is an advantage over the 
ten monthly payments from this point of view; the 
quarter system in the academic year, with one quarter 
off on an accumulative basis, is another advantage. 
The forty-two sabbatical leaves reported by thirty 
of the llO in the two groups have been spent as fol­
lows: in study, nine; travel and study, nineteen; 
teaching abroad, two; illness or resting, five; writing, 
five; teaching, one; government service, one. 

In summarizing professional needs one may note 
that the most common recommendation of correspon­
dents "to the young instructor regarding his profes­
sional needs" is: Make professional contacts, join 
the associations, attend meetings, read the journals, 
buy monographs, abstracts and books. Severa.l say, 
"Devote at least 10 per cent. of income to professional 
development"; and one refines the advice thus, "If 
you think you have ability, raise this allowance to 25 
per cent. and gamble on your own futw.'e." Another 
says, "Sacrifice for professional expenditures-I have 
lost opportunities by failure to spend earlier." And 
another says, "Spend freely for professional needs in 
your early years, the proportion will be less later as 
you earn more." 



LIV~NG CONDITIONS 

The budget needs in connection with living expenses 
can only be understood by a complete examination 
of expenditures such as Professor Peixotto has made 
at the University of California and Messrs. Hender­
son and Davie at Yale.2 The present paper raises 
only a few general points in this field. 

Do college teacher's salaries meet their needs by 
providing adequate living conditions' If not, what 
are the shortages? Of the first group of forty-eight 
(the number replying to the remaining questions), 
60 per cent. answered "fairly adequate"; 20 per cent. 
"entirely adequate." Of the second group, of forty­
six, 58 per cent. reported "fairly adequate"; 28 per 
cent. "inadequate," and 13 per cent. "entirely ade­
quate." The prevailing verdict is therefore that there 
is fair adequacy or better in living conditions, with 
a fifth or a fourth feeling that their living conditions 
are inadequate. Stated in another way, a fifth or 
less have living conditions that they consider entirely 
adequate. 

Is this inadequacy subjective or objective? A 
Solomon would be needed to answer. But there were 
137 objective shortages reported by sixty-seven of 
ninety-four persons, of which the more numerous 
were: recreation, thirty-three; service, nineteen; vaca­
tion, nineteen, and housing, fourteen . Among the other 
important shortages are : clothing, seven; doctor, one; 
family needs, ' three; children, two, and health, nine. 
The definite question as to whether health was safe­
guarded by living conditions .was answered negatively 
by seven of forty-eight in the first group and by four 
of forty-six in the second group, or 11 per cent. of 
all who felt their health to be endangered by living 
conditions. 

Probably most teachers would agree that living 
conditions should provide the college teacher a study 
at home, even if adequate space is also provided at 
the college building. Of forty-three in the first 
group, twenty-six have studies at home; seventeen 
have not. Of thirty-four in the second group, twenty­
four have home studies; eight have not. Thus two 
thirds of those reporting have studies at home. Doing 
away with the home study would reduce housing costs, 
as one correspondent points out, and there is some­
thing to be said for doing one's work in an eight-hour 
day at college and using home as a leisure place. But 
there is certainly need for an undisturbed work place 
and for most teachers home provides this better than 
the college office. There are times for solitary work, 

2 J es~ica Peixotto, "Getting and Spending at the 
ProfeSSIonal Standa.rd of Living." Macmillan. 1927. 
Henderson and DavIe, "Incomes and Living Costs of a 
University Faculty." Yale University Press. 1928. 
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times for working with students and times for meet­
ing them socially. 

Do college teachers maintain the old practice of 
welcoming students in their homes? Of these teach­
ers, 72 per cent. do and two thirds of those who 
entertain students do not entertain as frequently as 
they would like to do. 

What is the attitude of college teachers toward 
contributions to religious, charitable and social wel­
fare enterprises? Of ninety-one teachers giving in­
formation, sixty-six gave to church, sixty-eight to 
eharity, fifty-seven to alumni funds, thirty-two to 
non-family dependents, thirty-six to agencies of 
scientific progress, thirty-eight to causes related to 
social reform and eleven to other objects. In all, the 
ninety-one contributed to 312 objects as just defined, 
or 3.4 types of giving per person, although the in­
dividual objectives were many more. Society has a 
right to expect of the college teacher leadership in 
wise giving that will promote welfare, advance science 
and handle distress constructively. That two thirds 
give to alumni funds is worthy of note. 

What rules the teacher's spending? Available in­
come, large or small, and occupation are doubtless 
important controlling influences. The two groups 
were asked, "Income and occupation aside, what in­
fluences seem to determine your standard of living?" 
The forty-five metropolitan teachers ranked in order 
of importance seven influencs, and on summarizing 
their ratings, "Our own choices and decisions" were 
accounted the most important influence, followed by 
these other influences in the following order: (2) 
usages of our academic community; (3) the mechan­
ical age-auto, radio, etc.; (4) usages of our non­
academic community; (5) the husband's parents' 
standards of living; (6) the wife's parents' standards 
of living; (7) our children's pressure for more ex­
pensive standards. The second group agreed in 
making personal choices the most important influence 
on standards of living, in putting the academic com­
munity ahead of the non-academic community and in 
putting parental and children's influences near the 
foot of the list. The judgments of married men in 
the two groups, counted separately in order to segre­
gate cases where there were probably children, showed 
the same order of ranking. 

But is personal planning and deciding as influen­
tial in standards of living as these teachers think it 
to be? Perhaps not-but personal ideals need be 
fundamentally influential if college teachers are to 
meet their professional budget needs and provide for 
their financial security in the face of community 
pressure for luxurious spending. The fact that teach-



ers feel that they control their choices in spending is 
a hopeful fact for the profession. 

FINANCIAL SECURITY 

Security in time of emergency is a searching test 
of any standard of living. Security requires an ade­
quate income and the saving of a considerable part 
of it through insurance, annuity accumulation and 
reserves. The chief financial emergencies for which 
provision is necessary are interruptions to earnings 
through sickness, permanent disability, age-retirement 
and death of income provider, and also those occa­
sional situations throughout the earning period which 
call for immediate outlays beyond the amount of cur­
rent income and which can be met only by reserves 
or by personal credit. A program for security calls 
for life insurance that protects income in case of 
death of the earner; sickness and disability insurance 
or other provision of income for these periods; a 
retirement annuity that provides income after one has 
ceased to work regularly, and savings that give grow­
ing reserves, together with personal credit that en­
ables one to borrow. Such a program of security 
is casy to state but it is impossible to realize unless 
current income is adequate. College teachers' in­
comes have often been declared inadequate. What 
facts do these groups of teachers present as to income 
and its adequacy for financial security' 

First of all, as a group they have not found it 
po sible to live on their academic incomes and are 
seeking supplementary incomes. Of forty teachcrs 
reporting in the first group, fourtecn had only their 
college income and twenty-six had an income of 1.1 
to 3 times their college salary, that is, they had sup­
plemcntary income equal to from one tenth of to two 
times their salaries; the median salary of the forty 
was 1.25 times their stated salaries. Of forty-four 
teachers reporting in the second group, twenty had 
additional income and twenty-four did not; the 
median of all the group is 1.0 times the academic 
salary; but of the twenty having extra income the 
median salary is 1.25 times academic salary. 

The incomes reported are "family incomes" and the 
supplementary amounts may come from the hus­
band's extra earning, or from property of either 
husband or wife. Several correspondents stressed the 
need of supplementing teachers' incomes in order to 
meet pressing current needs; one advised, "Budgeting 
is of no avail, marry rich." 

The most common supplement to current income is 
home ownership which adds to income the interest 
value, or a little more, of one's investment. Of 
forty-eight large-city teachers (the first group) ten 
own residences, one a cooperative apartment and 
twelve country places or camps; of forty-six teachers 
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in smaller cities, twenty-two own residences and two 
own country places. 

Income During Disability: Home ownership is pro­
tection in sickness or other emergency. What income 
could these teachers command at such a time' In the 
first group, twenty-two reported a possible sickness 
income of from 5 to 55 per cent. of salary with a 
median of 25 per cent. of salary, and twenty-one 
reported a median income during permanent dis­
ability of 40 per cent. of present salary. In the 
second group ten of forty-six reported a median sick­
ness income of 20 per cent., and tweI-,e reported a 
median disability income of 25 per cent. of regular 
income. What of those who do not reporH Here 
is a serious emergency apparently not prepared for. 
Some life insurance policies carry a disability clause 
whereby the policy matures in case of disability. 
The fact that group life insurance with its inexpen­
sive supplementary life insurance often provides also 
for sickness and disability income insurance, and the 
fact that teachers' retirement annuities provide also 
for disability income, are important considerations in 
one's proo-ram for personal security. Of course 
whatever the teacher can accumulate is a reserve in 
sickness and in disability. 

Are college teachers generally using the familiar 
institutional retirement annuity plan of paying 5 per 
cent. from salary and having 5 per cent. added by the 
institution' Or, if individuals are not utilizing it, 
are they buying an annuity elsewhere' The returns 
from both groups indicate that the annuity has not 
yet been accepted by college teachers universally as 
financial opinion has advised should be done. In the 
first group, of thirty-seven reporting, twenty-six are 
buying annuities (eighteen in the college plan and 
eight elsewhere), and eleven are not buying annuities. 
In the second group, of twenty-one reporting, eleven 
are buying annuities and ten are not. Probably 
somewhere between 40 per cent. and 60 per cent. of 
these groups are buying annuities. 

Are these college teachers hoping to accumulate 
funds privately, by the time of retirement' They 
were asked how much personal capital or principal 
they anticipated saving by the age of sixty-five in 
addition to the annuity: the estimates from thirty of 
forty-eight in the first group vary from one half of 
to forty times the present income, with the median 
expectancy of five times the present income for retire­
ment capital. Of the second group twenty of forty­
six estimate this accumulation at a median of four 
times present income. The importance of some re­
tirement capital in addition to a retirement annuity 
can not be overstressed because of probable emergency 
costs of illness and the like after retirement. 

May teachers anticipate success in private accumu-



lation or are investment losses common in this group' 
For both groups, 26 per cent. have experienced in­
vestment losses. The losses mentioned were: stock, 
four times; real estate, three times; bonds, twice; real 
estate bonds, twice; cooperative banks or building 
loans, once; farming, once. 

How much are college teachers able to save'! Last 
year's balance between income and expense for forty­
four of the first group show'ed seven persons \vith 
deficits, two breaking even, and thirty-five with sur­
plus of from 5 per cent. to 150 per cent. of salary 
with a median for all of a surplus of 20 per cent., 
counting as surplus all payments for insurance, for 
annuities, home purchase, savings, etc. In the second 
group, thirty-four reported; three with deficits, six 
breaking even and twenty-five with surplus up to 100 
per cent., the median for all being a surplus of 10 
per cent. 

What causes these deficits when they do occur' Of 
thirty-four persons giving reasons for deficits, twenty­
eight mentioned illness, hospital, birth or death costs, 
including such devastating items as illness and hos­
pital bills for $1,000 and $2,000. Further social 
planning regarding these emergency costs due to ill­
ness is needed for teachers and all workers. The 
plan of one college of an officers' emergency fund, to 
which contributions of one fifth of 1 per cent. of 
salary are made, to be drawn upon either for loan or 
for outright grants if grants are justified, is one con­
structive plan providing defense at this dangerous 
point. Other emergencies causing annual deficits 
were : costs of moving; costs for family dependents, 
and education of children. 

Life insurance seems to be universally used for 
protection in case the income-provider is taken away. 
Of forty-eight in the first group, thi.J:ty-nine reported 
their insurance to be in amount from one fifth the 
annual income to ten times that income with the 
median insurance at three times the salary, with half 
carrying from one to four and one half times the 
amounts of their salary. Of forty-six in the second 
group, thirty-five reported insurance from one half to 
six times the annual income. The median and the 
mode is three times, eleven of the thirty-five carrying 
that amount. An insurance fund of three times the 
income at 6 per cent. interest would produce only 
18 per cent. of the salary as an income for benefi­
ciaries, and unless largcly supplemented by savings is 
not uclequate protection. The insurance facts for 
twenty-three married men teachers showed protection 
ranging from .5 to six times the aillount of salary 
with the median and the mode at three times the 
salary, the same ratio as for the whole group. 

The teachers of one institution, in addition to per­
sonal life policies, carry group insurance of from 
$2,000 to $5,000, approximately equal to the amount 
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of the salary; with a prOVISlOn for sickness income 
of from $25 to $40 for twenty-six weeks, and for 
disability income insurance for five years of one fifth 
of the face of the policy per year. This group policy 
is paid partly by the college but largely by the 
insured, costing them, for example, $67 and $84 a 
year for the $4,000 and $5,000 policies, respectively. 
The institution as employer usually buys such insur­
ance, but a club or cooperative group including 75 
per cent. of a staff can secure this at about $8 a 
$1,000 for each life policy plus charges for sickness 
and disability insurance. 

Financial security of the teacher depends partly, 
we have seen, upon supplementary income, but espe­
cially upon such measures as: home ownership, life 
insurance, sickness and disability provision, retire­
ment annuities and plans for saving. Based on the 
preceding facts there is offered in conclusion a ten­
tative program of allowances for the budget needs 
of college teachers. 

TENTATIVE BUDGET 

The esselltial problem of the college teacher's budget 
is to find the wise balance between: (1) professional 
needs; (2) the requirements of daily living, and (3) 
necessary provision for financial security of self and 
family. As a tentative plan the suggestion is offered: 
(1) a minimum of 10 per cent., more or less, for pro­
fessional needs; (2) 15 to 20 per cent. for financial 
security; (3) 75 per cent. or thereabouts for living 
expenses. Such a formula may not be workable on a 
slllall income, but it is suggested here to illustrate 
essential expenditures for professional needs and 
security. 

Professional needs call ideally for a minimum of 
from $300 to $400 a year, or more, to provide: 

(1) Membership in from four to five or more profes­
sional organizations costing from $10 to $25 up. 

(2) Attendance upon professional meetings, one or two 
or more, costing from $50 to $100 up. 

(3) Professional books, ahout fifteen or more, costing 
from $30 to $30 up. 

(4) Professional journals, four or five or more, costing 
from $10 to $25 in addition to association member­
ships. 

(5) Expenditures for personal professional work, in­
cluding clerical assistance, research, equipment, 
committees, etc., $100 a year or more. 

(6) Professional travel and cultural expense which if 
unexpended is to accumulate for the sabbatical 
leave, $100 a year or more. 

The fundamental justification of professional ex­
penditures is that the teacher is a productive worker 
who should every year reinvest in his work part of 
his annual income. Every successful business plows 
in part of its surplus to increase its productivity; a 



progressive teacher will do the same. The precise 
items of professional need and the sums of money 
required can be determined only by a more extensive 
research. This suggestion runs counter to the idea 
that a teacher should depend entirely upon his insti­
tution's budget for professional expenditures. The 
institution should of course carry the ordinary costs 
of clerical assistance, assistance in research, research 
equipment and the like. But any individual who 
grows will have some self-initiated research for the 
cost of which he is himself responsible. 

Financial security for the college teacher calls 
ideally for 18 per cent. of income, more or less, dis­
tributed as follows: 

(1) Retirement annuity, 5 per cent. of income, with the 
institution contributing 5 per cent. more; and the 
annuity's reserve accumulation available in case 
of permanent disability or death before retirement. 

(2) Life insurance costing 6 or 7 per cent. of salary, 
to give a minimum protection of about three times 
the amount of salary; increased by term insurance 
during dependency of children and until annuity 
reserve accumulates; or increased by group life 
in8urance costing 1% pcr cent. of salary and giv­
ing life insurance equal to one's salary, plus disa· 
bility and sickness insurance. 
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(3) Sickness and disability income provided: (a) by 
group insurance as just mentioned; (b) by disa· 
bility provision through a disability clause in one's 
regular life insurance policy; (c) if desirable by a 
spccial sickness and disability insurance of $100 
a month, costing about $50 a year; (d) a provision 
against unusual emergency expenditures provided 
(1) possibly in part by an officers' emergency 
fund through pooling 1/5 of 1 per cent. of salary; 
(t) or by some insurance for family sickness costs 
yet to be worked out; and (8) at any rate by hedg­
ing against these emergency needs by a personal 
re er,e fund (see 4 bclow). 

(4) Additional financial reserves, of 5 per cent. of sal­
ary, to accumulate safely in a form available as 
collateral for loans in emergency needs; and to 
provide some retirement capital in addition to 
annuity. 

Living conditions, for the college teacher, should 
be appropl'iate to his professional and social respon­
sibilities, and for this about 75 per cent. of the budget 
should be allotted. This expenditure, in addition to 
meeting the usual costs of living for self and family, 
should provide for the teacher a home study properly 
equipped, facilities for entertaining students and 
other guests and, in general, conditions which will 
promote efficient service in his double function of 
teacher and scholar. 
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SALARIES AND SUPPLEMENTARY EARNINGS OF 
COLLEGE TEACHERS 

By FRANK P. BACHMAN 
DIRECTOR OF THE DIVISION OF PUBLIC EDUCATION, GENEP.AL EDUCATION BOARD, NEW YORK CITY 

A LETTER of 1919 from Mr. John D. Rockefeller, 
transmitting funds to the General Education Board, 
contained these significant words: 

It is of the highest importance that those entrusted 
with the education of youth and the increase of knowl· 
edge should not be led to abandon their calling by reason 
of fillancial pressure or to cling to it amid discourage· 
ments due to financial limitations. It is of equal im· 
portance to our future welfare and progress that able and 
inspiring young men and women should not for similar 
reasons be deterred from devoting their lives to teaching. 

In view, therefore, of the vital relation between 
adequate financial support and the achievement of 
the high aims of education, it becomes important from 
time to time to study the salaries of eollege teachers. 
The General Education Board has provided for two 
such studies within recent years-Occasional Papers, 
No. 7, 1921, and Occasional Papers, No. 8, 1928, by 
Mr. Trevor Arnett, now president of the General 
Education Board. 

This paper on "Salaries and Supplementary Earn­
ings of College Teachers" is based on the data con­
tained in Occasional Papers, No. 8. 

The data on teachers' salaries to be presented here­
after were drawn from reports received from 302 
colleges of arts, literature and science or correspond­
ing colleges or departments of universities, represent­
ing all parts of the country. Of these, 262 are men's 
and coeducational institutions and forty are women's 
colleges. The data presented cover the salaries for 
1926-1927 of 15,361 liberal arts teachers, of four 
professional ranks: (1) professors, (2) associate pro­
fessors, (3) assistant professors and (4) instructors. 

The average salary of all liberal arts teachers in 
the 302 institutions under consideration in 1926-27 
was $2,!J58. This is an increase over 1919-20 of 30 
per cent. 

The average salary paid in 1926-27 varied accord-
ing to geographical divisions: 

New England States ................. _ .................................. $3,385 
Middle Atlantic States ........... _ .... _ .......... _ ................. 3,214 
Southern States ..................... _ .................. _ ...................... 2,(j60 
Middle Western States ............................................... 2,808 
Western States ............ _ ............................................... 2,960 

It will be noted that the average salary paid liberal 
arts teachers in 1926-27 was the highest in New En­
gland ($3,385) and the lowest in the southern states 
($2,660) .. 

The average salary paid in 1926-27 to liberal arts 
teachers naturally varied with professional rank: 

Professors ............................... _ ............. _ ..... _ ....... _ ........... $3,798 
Associate professors .............................................. _ ........ 3,356 
Assistant professors .......... _ ......................................... 2,669 
Instructors ...... _._ ..... _ ..... _ ........... _ ...................... _ .. _ ...... _ .... 1,941 

These in turn varied according to size of institu· 
tions: 

Rank Class A 
Professor ............................... $4,573 
Associate professor .. _ ..... 3,514 
Assistant professor ......... 2,812 
Instructor ........ _ ..... _ ........... _.. 1,997 

Class B 
$3,444 
2,702 
2,440 
1,888 

Class C 

$2,748 
2,457 
2,146 
1,639 

If comparison is made between the average salary 
paid teachers of the same professional rank by men's 
and coeducational institutions and by women's col· 
leges of the same size-for example, Class A-it will 
be found that the average salary is somewhat higher 
for all professional ranks in men's and coeducational 
institutions than in women's colleges. 

A comparison of average salaries of teachers in 
colleges of arts, literature and science with the aver· 
age salaries of teachers in professional and technical 
schools, such as agriculture, commerce, education, 
engineering, is both illuminating and instructive. The 
average salary paid teachers in schools of different 
types in 1926-27 was as follows: 

Number of 
Type of institution teachers 

included 

Liberal arts colleges............ 302 
Agriculture ......... _................... 32 
Commerce .. : ............. _ .......... _..... 38 
Education .. _ ............ _............... 48 
Engineering .. _ ........... _.............. 73 
Fine arts ..... _ ..................... _....... 21 
Law .............................. _.................. 57 
Medicine ......................... _._........... 46 
Music ................ __ ........................... 26 
Theology ........... _ ........ _............. 22 

Average 
salary 

$2,958 
3,149 
3,307 
3,438 
2,989 
2,633 
5,197 
3,391 
2,388 
3,889 

It thus appears that the lowest average salary 
($2,388) is paid in schools of music; the next lowest 
($2,633) is in schools of fine arts, and the third lowest 
($2,958) is in colleges of arts, literature and science. 
The highest ($5,197) is in schools of law. 

Up to this point we have been dealing with average 
salaries. Quite as significant, if the salary status of 
teachers in colleges of arts, literature and science is 
to be made clear, is the distribution of teachers, irre· 
spective of rank, at the several levels of a given 



salary scale. In 1919-20 the median salary of teach­
ers in the 302 institutions under consideration was 
$2,066. That is, in 1919-20 half the teachers in these 
institutions received an annual salary of $2,066 or 
less, and half received more. By 1926-27, the median 
salary of teachers in these institutions had risen to 
$2,704. The significance of this increase over 1919-20 
lies in this fact ; In 1926-27, 50 per cent. of all 
teachers in these 302 institutions received an annual 
salary of more than $2,704, whereas in 1919-20 only 
27 per cent. received as much as $2,704. In other 
words, not only has the average salary increased since 
1919-20, but also the median salary, and in conse­
quence a larger proportion of teachers received the 
higher salary in 1926-27. 

A study of the range of salaries is equally signifi­
cant. Of the 15,361 teachers in the 302 colleges of 
liberal arts under consideration, 92 per cent. receive 
less than $5,000; 99 per cent. receive less than $7,500; 
and only 16, or .01 per cent., receive $10,000 or more. 
These sixteen most favored are all of professorial 
rank and are the chosen out of 4,728 teachers of this 
rank in the institutions under consideration. 

Whether the salaries of teachers in the institutions 
under consideration have actually increased over 
1919-20 depends, of course, on what has happened 
in the meantime with the cost of living and the pur­
chasing power of the dollar. 

Reliable studies have been made of these questions. 
On the basis of information provided by these studies, 
it appears that there has been a decrease in the cost 
of living for the period covered in this study. There­
fore, the increases in teachers' salaries between 1919-
20 and 1926-27 are real increases. Teachers have 
profited in two ways-by the decreased cost of living 
and by the increase in the number of dollars received 
for their services. Their economic status in 1926-27 
is clearly an improved one, but what can be said of 
it as compared with the economic status of teachers 
in 1914-15, which was used as the basis of comparison 
in thc pre\ious study of teachers' salaries made by 
Mr. Arnett' 

The average salary of teachers in the 302 institu­
tions under consideration, as previously stated, was 
for 1926-27 $2,958, and for 1919-20 it was $2,279. 
The average salary in 1914-15, as computed from 
the data given in Occasional Papers, No. 7, for the 
corresponding professional ranks was $1,724. When 
the nominal average salaries for the respective years 
are equated in terms of the purchasing power of the 
dollar for the corresponding years-$1.00 for 1914-15, 
$.489 as of July, 1920, and $.617 as of July, 1927-
the nominal average salaries and the real average 
salaries for teachers in the institutions under consid­
eration for these years are as follows ; 
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Year 

1914-15 ...... _ ... _ .... _ .......... _ .... . 
1919-20 ................. _ .... _ .......... . 
19~6-27 ...... _ ... _ ........ _ .... _ .. _ 

Nominal 
average 
salary 

$1,7~4 

2,279 
2,958 

Real 
average 
salary 

$1,724 
1,114 
1,825 

There was. a distressing depreciation, it appears, in 
the real average salaries of college teachers from 
1914-15 to 1919-20. The increase in 1926-27 over 
1919-:20 has been material and is gratifying. Never­
theless, despite all the efforts exerted in recent years 
to improve their economic status, teachers in the 302 
institutions under consideration were only slightly 
better off financially in 1926-27 than like workers in 
191-1--15. However, the emergency existing in 1919-
20 has been met, and the salaries of teacher:> in higher 
educational institutions, it appears, al'e at least again 
on a pre-war basis. 

Salaries for the regular school session are not the 
only earnings of teachers. They supplement their 
regular earnings, as we shall see, in different ways. 
Information was acquired from 11,361 teachers as to 
the character and extent of these supplementary earn­
ings. The data previously presented with regard to 
teachers' salaries from the 302 institutions under con­
sideration were practically complete for all teachers 
in these institutions. Data now to be presented on 
the supplementary earnings of teachers were supplied 
by the teachers themselves, but replies were by no 
means obtained from all the teachers in the 369 insti­
tutions from which reports were received. Replies 
from teachers on which the subsequent discussion is 
based are therefore only a sampling; 11 evertheless, we 
have reason to believe that, so far as they go, they 
are reliable. 

Of the 11,361 teachers replying, 7,557, or 67 per 
cent., reported that they supplement their salaries 
by earned income. That such a large proportion of 
teach£'l's in colleges of arts, literature and science 
engage in activities in addition to their regular duties 
raises a serious and fundamental question. Is teach­
ing in liberal colleges a full-time or a part-time job' 

The proportion of teachers supplementing their 
regular salaries apparently increases, contrary to 
what might be expected, with professional rank. For, 
when the replies are tabulated by professional rank 
of teachers replying, the per cent. supplementing 
their salaries is as follows; 

PCI' cent. 
Profcs~ors ..... __ .................... _ .................... ___ ..... _.. 76 
~\ssociate professors ........... _ ......................... __ ............ 70 
Assistant professors ................•....... _ ......................... _ 63 
Instructors .................... _ ............. -................ _...................... 52 
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Apparently, the higher the professional rank, the 
greater the economic pressure. 

What, now, do teachers find to do in their efforts 
to add to their earnings? 

Their supplementary activities are numerous, but 
may be classified under writing, extra teaching or 
institutional services, lectures, consulting and miscel­
laneous activities. Of the 7,072 teachers from whom 
we have complete information, both as to regular 
salary and as to amount and character of supple­
mentary earnings, 70 per cent. do extra teaching or 
institutional services either in their own or other 
institutions and earn by extra teaching practically 
one half of all supplementary earnings. However, 
this does not mean that those included in this group 
do no other kind of supplementary work. For 
example, part of the group may also lecture. The 
next most popular field after teaching is writing, with 
25 per cent.; 20 per cent. lecture; 10 per cent. do 
eonsulting work, and 25 per cent. engage in miscel­
laneous services. Teachers l'eporting from urban in­
stitutions apparently find greater opportunity for 
writing, extra teaching and institutional services and 
consulting work than teachers reporting from rural 
institutions. In lecturing and miscellaneous services 
the comparison is in favor of teachers reporting from 
rural institutions. 

The total supplementary earnings of these 7,072 
teachers who do extra work is equal to 24 per cent. 
of their regular annual salaries. The range of such 
earnings is very wide, ranging from less than $100 
to $10,000 or more. The median supplementary earn­
ing is $522. Less than one fourth make as much as 
$1,000 or more, and 7.7 per cent. as much as $2,000 
01' more. A very few succeed in earning considerable 
sums: seventy-seven out of 7,072 earn $5,000 or more, 
and thirteen earn $10,000 or more. It also appears 
that the higher the professional rank and the higher 
the regular salary, the larger the amount earned by 
additional work. 

In view of the relatively low salaries of teachers 
in liberal arts colleges, it might be inferred that 
teachers in general who undertake supplementary 
work do it entirely from economic necessity. This, 
however, is not altogether borne out by the facts . 
For of 6,550 teachers who gave definite replies as to 
whether they did outside work from necessity or 
from choice, 72 per cent. stated that they preferred 
to do regular work only, and 23 per cent. did addi­
tional work from choice. That is, about one fourth 
of all teachers who supplement their salaries prefer 
to do this rather than devote their entire energies to 
their regular work. On the other hand, about three 
fourths apparently feel that teaching in a liberal arts 
college is a man-sizcd job, worthy of their energies 
and full devotion. 

Nor does appreciable private income apparently 
have much effect upon whether teachers do or do not 
undertake additional work. Teachers reporting were 
left to define in their own terms what they considered 
appreciable private income. Of the 2,132 teachers 
reporting appreciable private income, 65 per cent. 
supplemented their salaries, as compared with 69 per 
cent. of those who presumably do not have appreciable 
private income. Of those who reported appreciable 
private income and who supplemented their salaries, 
45 per cent. stated that they did it from necessity. 

Of the many factors compelling teachers under 
present salary conditions to supplement their regular 
incomes, perhaps none is more important than family 
responsibility. Of the 7,776 married teachers reply­
ing, 77 per cent. supplement their regular salaries, 
as compared 'with 47 per cent. of the 3,927 single 
teachers. \Yhcn comparisons are made by rank, 82 
per cent. of th'e married professors replying do addi­
tional work, as compared with 52 per cent. of un­
married professors. The conesponding percentages 
for mal'l'ied and unmarried instructors are 66 and 43. 

A study of the supplementary earnings of teachers 
and of the reasons why additional work is undertaken, 
therefore, shows that, while a goodly proportion of 
teachers claim to undertake outside work from choice, 
and a small proportion may not need to do additional 
work because of appreciable private income or be~ause 
they are unmarried, the fact remains that under 
present salary conditions teachers in general are com­
pelled to supplement their salaries by outside work, 
and for the majority this means more teaching. 

To conclude: There is indisputable evidence that 
the salaries of teachers in colleges of arts, literature 
and science increased about 30 per cent. from 1919-20 
to 1D26-27, and that the ayerage annual salary of all 
such teachers has risen from $1,724 in 1914--15 to 
$2,958 in 1926-27. It is, however, equally clear that 
the real average increase has only been from $1,724 
in 1914--15 to $1,825 in 1926-27. Nevertheless, slight 
as this real increase has been, it has been sufficient 
to meet the salary crisis of 1919-20, and sufficient to 
give teachers a slightly more favorable financial posi­
tion than heretofore. Favorable as their present 
financial status appears in comparison with the past, 
it yet remains that present salaries are inadequate, 
and that almost two thirds of the teachers in colleges 
of arts, literature and science are compelled to take 
on additional work to meet their economic needs. 
Thosc entrusted with the education of youth and the 
increase of knowledge still follow their high calling 
amid financial discouragements, and, because of un­
favorable financial prospects, able and inspiring 
young men and women are still deterred from devot­
ing their lives to teaching. 
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SALARY SCALES OF TRAINED MEN AND WOMEN 
By Professor RODNEY H. TRUE 

PROFESSOR OF BOTANY AND DDlECTOR OF THE BOTANICAL GARDEN, UNIVERSITY OF PENNSYLVANIA 

THE organization of the Committee of One Hun­
dred on Scientific Research at the Washington meet­
ing marked an interesting departure from the usual 
policy of the American Association for the Advance­
ment of Science. It had always concerned itself 
directly with the consideration of problems of research 
in the several sciences, but had not taken cognizance 
of the conditions of research. The Committee of 
One Hundred was organized to study the problems 
of the researcher. Among the several factors that 
weigh heavily in determining his success are those of 
adequate equipment, free time to devote to the work 
and a mind free to apply itself to the rather exacting 
work of research. 

We are told that financial resources have now been 
enlisted sufficient to adequately supply the needs of 
a large body of high-grade research work and that 
universities and colleges are giving more generous 
support to this aspect of their work. 

We are also told that in some universities and 
colleges the teaching load and other duties crowd into 
the resources of time and energy to such an extent as 
to greatly reduce or even extinguish research. 

We hear from many quarters that inadequate sal­
aries are being paid in academic institutions with 
consequences hostile to research. We hear that the 
denials forced on college and university teachers by 
salary inadequacy force them to sell more or less 
of their time to earn added income, to the detriment 
of research. We hear the opinion expressed with 
emphasis that this has now gone on long enough to 
have its effect on the class of men and women filling 
academic positions. It is asserted that second-rate 
and third-rate men are now more numerous in our 
faculties than heretofore with the disconcerting out­
look toward lower standards in our higher educational 
institutions facing us. 

The subcommittee on the economic status of the 
scientific worker has sought to investigate the ques­
tions of salary in the hope of establishing the facts 
in the case. 

A survey of salaries actually paid to members of 
college and university faculties will give us something 
definite to work with. Whether these salaries are 
equal to those paid to trained men and women in 
other lines of work likely to compete with eolleges 
and universities for the efforts of the best of the 
young leaders who may be ehoosing for themselves a 
life work may in a measure be shown by a comparison 
of academic salaries with those paid elsewhere for 
trained men. 

The sum of money received does not always permit 
one to judge whether or not the income is adequate. 
The needs must be set up against the purchasing 
power of the income in order to judge adequacy. 
Consequently a study of the budgets of academic 
families seems to be needed if we are to assert much 
regarding the adequacy or inadequacy of salaries. 

In the following paper are presented data gained 
from a study of the salary scales paid to trained 
lllen aud women in several lines of work. A variety 
of academic institutions are considered in appropriate 
groupings, commissioned officers of the army and 
navy, the civil service employed by the national gov­
ernment in Washington and in the field, and a con­
siderable group of manufacturing enterprises that 
form the final training school and goal for great 
numbers of young men who go into business. 

The figures here tabulated have been carefully col­
lected from official or other sources believed to be 
trustworthy and are thought to be substantially cor­
rect for the present time. Certain of these groups 
have undergone considerable change within the last 
year or two and may be changed again, hence these 
figures are of temporary accuracy. 

ACADEMIC INSTITUTIONS 

The situation with the academic group from differ­
ent parts of the country will be indicated first. State 
universities, endowed universities, found chiefly in 
the east, colleges mainly located east of the 1.fissis­
sippi River and agricultural colleges from all parts 
of the country have been dealt with. The list is not 
always complete but is believed to be long enough to 
be fairly representative. 

In the list of salaries, positions from the president 
to the instructor huve been included, since the college 
or university is an organized enterprise and obeys 
much the same psychological laws regarding the dis­
tribution of responsibility as army uuits or manu­
facturing enterprises. 

Stal e universities. The state universities form a 
rather natural group because of the official character 
of their support, because of their necessarily close 
relation to the school systems of which they are the 
crown and because of the possible political and other 
influences to which they are in some measure subject. 
Since these institutions arc usually of rather latc 
origin, they are most strongly developed in the 
younger and often times more vigorous states. 

In Table I are sho\\"n the salary ranges reported 
from thirty-six state universities for the several 



faculty grades indicated. In most institutions there 
is a salary that is regarded as "normal" for each 
grade. Sometimes this is near the medium range, 
sometimes below it. This sum was set by the authori­
ties replying to the questionnaire. 

TABLE I 

SALARJES PAID BY 36 STATE U!\'IVERSITIES 

Minimum Maximum Average 

President ........... _ .... _ ........... $5,000 $22,800 $11,597 

Average Average Average 
Minimum Maximum Normal 

Deans ..... _ .......... _ .................... $3,916 $ 6,331 $ 5,085 
Profes,ors ..... _ .......•............ 3,02{ 5,321 3,813 
Associate professors ..... 2,670 3,878 3,100 
Assistant professors ...... 2,106 3,388 2,510 
Instructors ..... _ .......... _ .... _ .. 1,-136 2,695 1,869 

Some very interesting results would come out of 
various analyses of the data at hand, but this task 
must be deferred. 

Agricultural colleges. Closely allied to the state 
universities are the colleges of agriculture and 
mechanic arts. These institutions are wholly or in 
large part supported by state and federal funds, and 
for a special type of training stand in a similar rela­
tion to their constituency as does the state university 
to general education. Owing in part to the late origin 
of these schools and in part to the differing impor­
tance of agriculture in different sections, these schools 
have been more strongly developed in the great agri­
cultural states of the middle west than has been the 
case in the manufacturing east. 

TABLE II 

SA.Iu\RIES PAID BY 20 CoLLEGES OF AGRICULTURE AND 

MECHANIC ARTS 

Minimum Maximum Average 

President ........... __ .. _ . ........ $6,000 $17,000 $9,150 

Averago Average Average 
Minimum Maximum Normal 

Deans ......................... _._ ........ $4,110 $5,381 $4,992 
ProfeRsors ..................... _ ..... 2,79~ 4,350 3,609 
Associate professors ...... 2,379 3,310 2,871 
Assistant professors ...... 2,032 3,042 2,406 
Instructors .............. _ .... _ ..... 1,482 2,332 1,822 

It is difficult to get a complete picture of this 
group, owing to the fact that some of them are cor­
porate parts of the state universities and can not be 
separated in any clear-cut way from them. For 
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present purposes only those schools that are main­
tained as separate institutions are included here. 

Data are presented from twenty such schools, five 
from each of the four large areas of the country. 

Endowed universities and colleges. Among the 
older states higher education was often begun and 
supported by private gifts. These institutions were 
sometimes established to support the opinions of spe­
cial groups or parties. As time has passed they 
have largely lost the group label but have continued 
to rely on the gifts of friends. In so doing they 
have kept out of certain entangling alliances and 
have become powerful in the academic family. For 
historical reasons, they are strongest, generally 
speaking, where state support has been undeveloped, 
and havo their maximum growth in the east. 

Full data concerning privately supported institu­
tions have not always been obtainable for this study. 
Why salaries should be regarded as a matter of 
secrecy is a proposition that might lead to specula­
tion. No attempt has been made to secure data from 
all endowed colleges and universities, but the group 
here presented is believed to offer a fair comparison 
with the other groups dealt with. It is realized that 
in the other classcs the small private colleges have no 
homologs and hence are not adequately represented in 
this presentation. 

TABLE III 

SALARIES IN 12 ENDOWED UNIVERSITIES AND CoLLEGES 

Minimum Maximum Average 

President (3) ........... _ ..... $11,500 $12,000 $11,833 

Average Average Average 
Minimum Maximum Normal 

Dean ........... -.... -.......... -.... - ... $ ............... $ ..... -.... -.. $ ............ -
Professor (13) ............... 4,571 7,033 5,856 
Associate prof. (11) _ .... 3,855 4,368 4,293 
AssiRtant prof. (12) ...... 2,730 3,996 3,356 
Instructor (12) ..... _ .... _ .. 1,617 2,823 2,180 

TABLE IV 

COMPOSITE FOR ACADEMIC SALARIES 

Average Average 
Minimum Maximum Average 

President ..... -...• -.......... -..... $7,500 $17,267 $10,860 
Dean ..... _ .... _ .... _ ... _ .... _ .... _ ..... 
Professor ..... -.... -.......... -..... 3,462 5,568 4,425 
Associate professor ...... 2,964 3,852 3,421 
Assistant professor ...... 2,289 3,509 2,757 
Instructor ................. _ ........... 1,512 2,616 1,957 
Averages for teaching 

faculty ..... _ ... _ ........... _- 2,557 3,886 3,140 
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In order to get a general view of the salary situa­
tion as it stands with the groups of academic insti­
tutions here dealt with, I have averaged the average 
rates given in the first three tables. I realize that 
this resulting average is not strictly a weighted aver­
age but offer it as an approximate summing up of the 
situation. 

The average salary of a member of the teaching 
faculty drawn from the records of the groups here 
dealt with, in all sixty-eight institutions, is about 
$3,140. This is only an approximate result because 
of the small number of institutions included. 

PROFESSIONAL AND SCIENTIFIC SERVICE OF THE 

UNITED STATES GOVERNMENT 

The scientific and technical services of the national 
government require the most varied kinds of scientific 
training and experience and constitute probably the 
largest organized body of scientific workers in the 
world. The Department of Agriculture, the Bureau 
of Standards, the Geological Survey and the Bureau 
of Mines among others form important sources of 
demand for men and women trained in the colleges 
and universities. The government service has suf­
fered from low salaries and from various weaknesses 
due to methods of administration. The salary situa­
tion is improving as a result of the Reclassification 
Act of 1923 and the recent amendment growing out 
of the Welch Bill, until the average salary of workers 
in the professional and scientific grades in Washing­
ton belonging to the Department of Agriculture has 
reached the sum of $3,894, an amount greater by 
$754 than the average salary of members of the teach­
ing faculties in the sixty-eight collcges and universi­
ties above considered. This advantage seen in the 
governmcnt service is a relatively recent one, due 
largely to the average advance of over $500 since 
1924. 

When the Reclassification Act went into effect, the 
kinds of work having approximately similar require­
ments were brought together into a series of grades 
for which duties were broadly defined and for which 
compensation was fixed on a sliding scale. I have 
brought together in Table V the several grades desig­
nated in the Amending Act of 1928 with the salary 
range in each grade. Since shifts are constantly 
being made within the grades, no attempt has been 
made to establish a weighted average for the em­
ployees of these grades, but there are brought to­
gether the figures indicating the limits between which 
salaries in the grade vary. Since the requirements 
for filling these positions through civil service ex­
aminations are based more or less definitely on the 
formal steps in college or university education, 
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the latter equivalents are indicated in order to give 
the academic latitude and longitude of these group of 
government employees. 

TABLE V 
SAI,ARY RANGE OF GRADES IN THE PROFESSIONAL AND 

SCIENTIFIC SERVICE OF THE NATIONAL GOVERNMENT 

Grade Designation of grade Minimum Maximum 
salary salary 

9 Special professional grade $9,000 aOOve$9,000 

8 Chief professional grade 
Heads of large bureaus 8,000 9,000 

7 Head professional grade 
Assistant bureau head 6,500 7,500 

6 Principal professional grade 
Head of smaller organizations 5,600 6,400 

5 Senior professional grade 
Project leaders 4,600 5,200 

4 Professional grade 
under general supervision 3,800 4,400 

3 Associate professional grade 
Investigator (Ph.D.) 3,200 3,700 

2 ARsistant professional grade 
(M.A. or M.S.) 2,600 3,100 

1 Junior professional grade 
(College graduate) 2,000 2,500 

Assisting the investigators in the professional and 
scientific grades are workers whose previous education 
and experience are less than that of a graduate from 
a college or university of recognized standing. This 
is called the subprofessional service and interests us 
here chiefly because of the salaries paid. Again eight 
grades are indicated with duties decreasing in require­
ments from Grade 8. These are usually laboratory 
aStiistants who have had training in college or in high 
school or its equivalent elsewhere. 

It will be noted that these laboratory assistantships 
filled by men and women who have gone beyond the 
high school but who have not graduated from college 
command salaries varying from $1,800 to $3,100, 
overlapping the salaries paid to instructors and even 
that usually paid to assistant professors. Associate 
profes ors, on the average, do not exceed the maximum 
of Grade 8 of the subprofessional service at Wash­
ington. 

UNITED STATES ARMY 

The commissioned officers of the army constitute 
another group of trained men. Many of them are 
West Point graduates, while many others have gained 
their rank through other training. The army is one 



of the vocations to which young men of ambition turn. 
In it are steady pay, a chance for advancement and 
perhaps for stirring adventure. The social position 
of the officer is a strong inducement to many. The 
living expenses are in considerable part met outside 
of salary, and after retirement, at an age that leaves 

TABLE VI 
SALARY RANGE OF SUBPROFESSIONAL SERVICE 

(SCIENTIFIC GROUP) 

Grade designation Minimum Maximum 

Grade 
8 Chief, subprofessional most 

difficult technical work, two 
years college ..... _................................... $2,600 

7 Principal subprofessional 
very difficult technical work... 2,300 

6 Sr. subprofessional difficult 
technical work ............... __ .......... _..... 2,000 

5 Main subprofessional respon-
sible technical work .................... 1,800 

4 Asst. subprofessional ordi-
nary technical work, one year 
college ...................... _................................ 1,620 

3 Jr. subprofessional super-
vised usual work high school 1,440 

2 Under subprofessional super-
vised simpler work common 
school _.......................................................... 1,260 

1 Minor subprofessional sim­
plest routine work common 
school ......................................... _ ................ _ 1,020 

$3,100 

2,800 

2,500 

2,100 

1,920 

1,740 

1,560 

1,320 

one still much to look forward to, the retirement 
allowance of three fourths of the last salary will keep 
the wolf from the door. Some having no fondness 
for the bloody side of the business may see little 
chance for either killing or being killed and appre­
ciatc the good points sufficiently to join. Here length 
of servicc is recognized by longevity pay, and allow­
ances for rental and subsistence are added to the 
pay_ Morcover the liberal reduction in prices at the 
government stores or commissaries do much to 
"strctch" the salary income. 

In Table VII is shown the pay scale of the com .. 
missioned officers of the army_ In calculating mini .. 
mum and possible maximum pay rates, I have added 
to the base pay the allowances for rent and sub­
sistence and such additions as come with length of 
service_ In calculating minimum pay allowances I as .. 
sume no dependents. In the case of maximums, de .. 
pendents are assumed. No account has been taken 
of advantages derived from buying at the commissary 
owing to the gl-eat number of variable factors. 
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TABLE VII 
PAY SCALE OF CoMMISSIONED OFFICERS OF THE ARMY 

Rank Minimum pay Maximum pay 

General .............. _ .......... . $13,500 plus confidential allowances 
Major-general .......... .. 9,176 $9,700 (legal limit) 
Brigadier-general __ 7,176 7,500"" 
Colonel ............................. . 4,676 7,200"" 
Lieutenant-colonel .. . 3,936 7,200"" 
Major ................... _ .......... . 3,336 7,200"" 
Captain .......................... . 2,696 5,348 
First lieutenant .... .. 2,196 4,992 
Second lieutenant .. . 2,196 4,150 

UNITED STATES NAVY 

The pay scales of the commissioned officers of the 
U. S. Navy are subject to the same general considera .. 
tions as have been advanced in connection with those 
of the army officers. Length of service is recognized 
in ranks below the rear admiral, substantial allow .. 
ances for rental and subsistence are made and retire .. 
ment on a generous pension are found. The navy 
too has its commissary at which officers may buy at 
a marked reduction in price. 

In view of the pay scales seen here for the officers 
of the army and the navy, the question occurs to one, 
why do the ambitious and in this case not too ideal .. 
istically inclined young men turn to these lines of 
activity for their life worH Apart from the possi .. 

TABLE VIII 
PAY SCALES o~, Co!.nIISSIO~ED OFF1CERS OF TIlE NAVY 

Without With 
dependents dependents 

Admiral ..... - $11,379 $11,900 
Vice admiral .................. 9,679 10,200 
Rear admiral (upper 

half) .............................. 9,179 9,700 
Rear admiral (lower 

half) .............................. 7,179 7,500 

Minimum Maximum 

Captain ..... _ .... - ......... _ ..... $4,679 $7,200 (legal limit) 
Commander .-..... -........... 3,939 7,200 " " 
Lieut. commander ...... 3,339 7,200 " " 
Lieutenant (senior) 2,699 6,357 
Lieutenant (junior) 2,199 4,998 
Ensign ................................. 2,199 4,158 

bility for adventure that may appeal to some, the 
financial inducement is greater than shows on the pay 
scales. Officers are retired at three fourths of the 
pay received at the time of retirement. When one 
sees what these pensions are equivalent to as success .. 



fully invested savings in the case of the teacher, it is 
clear that the pension is a very potent financial 
argument. 

A major with dependents in the active service after 
twcnty-four years draws in pay and allowances 
$6,988. Such a major retires on $3,675, three fourths 
of his pay (allowances being excluded). For a 
teacher to provide himself a similar income would 
mean a saving of $73,500 safely invested at 5 per 
cent. now many teachers in academic circles could 
see their way clear to saving that amount in a teaching 
period of twenty-four years or more on the salary 
scales now prevailing in American colleges and uni­
versities' 

The Public Health Service employing a considerable 
number of medically trained investigators in many 
respects parallels the situation seen in the navy; while 
the higher ranking officcrs are less well paid, the 
terms of retirement are similar for the body of the 
service. 

BUSINESS ENTERPRISES 

The statement is frequently heard that now as 
never before the ambitious and alert young man is 
"going into business." The sons of teachers and 
other professional parents are seeing in the money 
game something more interesting than they see in the 
life of the teacher and researcher of the college and 
university. The term "business" includes many kinds 
of work, but in all of them the financial gain is the 
common motive. Not all going into business, how­
ever, expect to become wealthy. Many are indeed 
content with the outlook for a comfortable and ample 
income, but value highly the independence or oppor­
tunity for self-dependence offered by business. 

It was deemed to be a matter of importance for 
this study to ascertain the rates of pay met with in 
one great line of business, that of the manufacturer. 
The scale of pay above the lower grades is considered 
to be significant, because up this scale the young 
college man must climb, and one of his great incen­
tives in going into business is the thought that even 
the president's position may perhaps one day be his. 
In other words, the scale of opportunity in a business 
enterprise competes with that of the college or uni­
versity in the mind of the young man laying his plans 
for life. 

Through the great kindness of the chief executive 
of a well-known American manufacturing enterprise, 
I have been able to present here the salary scales of 
twenty business enterprises, a majority of them deal­
ing with the making and selling of some kind of 
desired product. These enterprises range in magni­
tude from one having 400 employees to another com­
manding the services of over 35,000 persons. One 
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does an annual sales business of three million dollars; 
another sells products valued at over 150 million dol­
lars. The materials dealt in cover, among others, oil, 
paper, rubber goods, leather, automobiles, chains, 
locks, machinery, cotton and life insurance. 

Getting the effort of individuals directed and 
coordinated requires the distribution of responsibility. 
Such an effective distribution when set in working 
order constitutes an organization, and reflects the 
same laws of psychology and of motive whatever may 
be the product developed. Thus, a university, an 
army or navy unit, a manufacturing establishment 
obey the same laws of the human mind and form 

TABLE IX 
ENTERPRISES GROUPED ACCORDIKG TO ANNUAL AMOUNT 

OF SALES 

Amount of Sales Number of 
Enterprises 

Up to $10,000,000 ........ _ .... _ .... _ ................ _ ................ _..... 6 
$ 10,000,001 to $20,000,000 ..... _ ................... _..... 1 

20,000,001 to 30,000,000 ................. _ .... _ ...... _ 2 
30,000,001 to 40,000,000 ........... _ ................ _.. 2 
40,000,001 to 50,000,000 ..... _ .... _ ................ _.. ° 
50,000,001 to 60,000,000 ..... _ ................ _ .... __ ° 
60,000,001 to 70,000,000 ...................... _ ..... _ 1 
70,000,001 to 80,000,000 ........... _ .......... _........ 1 

100,000,000 ........... _ .... _ .... _ .... __ .. _ ................ _................... 2 
160,000,000 ..... _ ..................... _ ......... _ ........ _ ....... _ .... _ ...... _ 1 

Three bill ion dollars ................. _ ............... _............... 1 
Not given ..... -.......................................... _ ............ _ ....... _...... 3 

Total 20 

structures of more or less definitely homologous parts. 
As responsibility broadens down from the head 
through the various grades of subordinates, similari­
ties appear in all these types of organization. I be­
lieve it would be possible to find the homologue of 
the university president, dean, professor, instructor, 
etc., in the organizations here dealt with. However, 
in order to avoid distracting considerations that might 
enter were that to be attempted here, I have accepted 
the positions as ordinarily named in these enterprises 
and have not attempted to draw a close parallel be­
tween manufacturing and academic enterprises. 

In order to give an idea of the various sizes of the 
concerns here dealt with, I have grouped them accord­
ing to the number of employees on their rolls and 
the amount of sales made in a year. 

In the tables that follow are shown the sums re­
ceived by the various officers so grouped as to present 
the information in compact form. Range of payment 
is given and an average sum for the group is usually 
added. 



TABLE X 

ENTERPRISES GROUPED ACCORDING TO NUMBER OF 

EMPLOYEES 

Number of 
employees 

Up to 1,000 
1,001 to 2,000 
2,001 to 3,000 
3,001 to 4,000 
4,001 to 5,000 
5,001 to 6,000 
6,001 to 7,000 
7,001 to 8,000 
8,001 to 9,000 
9,001 to 10,000 

Number of 
enterprises 

15,000 ........... _ .......... _ .... _ .......... _ .... _ ............................ _ .... _ .... . 
38,000 ....................... _ .... _ .... _ .... _ ... _ .... _ .... _ ............... _ .... _ .... . 
Not given 

Total 20 

President. The presidents and other higher offieers 
of these twenty concerns in some cases receive salaries 
indicated as such, and in some cases bonuses are 
added to the sums specified as salaries. These bonuses 
are sometimes fixed sums and, added to the sums 
known as salaries, form the equivalent of salaries of 
academic faculty members. In some cases the bonus 
varies between specified limits. 

TABLE XI 

SALARIES OF PRESIDENTS 

Salary range 

$ 20,000 to $ 30,000 ................. _ .......... _ ........ . 
30,001 to 40,000 ..... _ .............. _ ....................... . 
40,001 to 50,000 ................................................. . 
50,001 to 60,000 ............................... ............. . 
60,001 to 70,000 ............................................... . 
70,001 to 80,000 ......... _ ................•........... _ ...... . 

100,000 to 115,000 ................................... _ ........... . 
150,000 ..... _ ........................................................................... . 

Unknown ....................................................................... _ .......... . 

Total ............................. _ ................................ _ .. 

Number of 
concerns 

20 

Lowest salary given ............................................ $ 20,000 
Highest salary given ................. _ ...................... _.. 150,000 
Average of known salaries ................. _.......... 48,958 

Vice-president. In a majority of eases, the or· 
ganization includes from two to as many as nine vice­
presidents. These several vice-presidents usually 
form a graded series in magnitude of salaries. In 
the following table the total number of vice-presidents 
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is given, their salary ranges and a weighted average 
salary. 

It will be seen later that in some concerns one of 
the vice-presidents constitutes the general sales man­
ager, while in others there is a special officer so 
designated. 

TABLE XII 

SALARIES (INCLUDIXG BONUSE~) OF VICE· PRESIDENTS 

Range of salaries Number of 
vice·presidents 

$ 8,000 to $10,000 
10,001 to 20,000 
20,001 to 30,000 
30,001 to 40,000 
40,001 to 50,000 

2 

4 
3 
7 
2 

25,000 to 30,000 ....................................... 4 
30,000 to 33,000 ... ....... ......... _................. 1 
30,000 to 60,000 .. ....... ..................... 9 
35,000 to 40,000 ... ................................... 4 
36,000 to 40,000 .... _.................................... 1 
40,000 to 45,000 ......... _ ....................... _.... 1 

Unknown .................................. _ ............................ __ 7 

45 

Lowest salary given .................................... $ 8,000 
IIighest salary given ....................... _ .... _.. 125,000 
Weighted average for vice·presi· 

dents ..... _ ....... __ .. _ ....... __ ................................... 36,135 

Treasurer. The treasurer's office sometimes forms 
the point of attachment for assistant treasurers, eon· 
trollers and auditors, and salaries of this group of 
assisting officers are here given in Table XIV as well 
as those of the treasurers. (Table XIII.) 

TABLE XIII 

SALARIES (INCLUDING BONUSES) OF TREASURERS 

Salary range 

$ 5,500 to $10,000 ................. _ .................................... . 
10,001 to 15,000 ................. .................................... . 
15,001 to 20 ,000 ................................. _ ................... . 
20,001 to 25,000 ..................................................... . 
25,001 to 30 ,000 ........... _ ..................... _ ................... . 
30,001 to 35,000 ................................... _ .... -............. . 

50,000 ..................................................... . 
24,000 to 27 ,000 ..... _ .... _ ....................................... __ 

Unknown ....................... _ .......... _ ............................ _ ............. . 

Number of 
treasurers 

20 

Minimum salary ..... _ .... _ ...................... _ .... _ ................. $ 5,500 
Maximum salary ....................... _.................................. 50,000 
Average salary for treasurers ................. _..... 24,464 



TABLE XIV 

SALARIES FOR. ASSISTANT T REASURERS, AUDITORS 

AND CONTROLLERS 

(No bonuses given) 

Salary range Number of 
officers 

$ 4,500 to $10,000 ................. ........... _ ........................... . 
10,001 to 15,000 .......................................................... . 
15,001 to 20,000 ....................................................... .... . 
20,001 to 25,000 ........................................ ................ .. 
25,001 to 30,000 ................ . _ .................................. . 

9 
3 
1 
1 
1 
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Minimum salary .......................... ................................ $ 4,500 
Maximum salary ......... .............................. ..................... 30,000 
Average salary paid ................................................... 1l,579 

The officers above dealt with form the apical group 
of these organizations. Under general direction from 
this group are the main lines of development of these 
enterprises. One line has to do with the manufactur .. 
ing processes, plant and machinery, headed by the 
works manager. The sale of the product is carried 
on by another sub organization headed by the general 
sales manager or merchandise manager. 

General sales manager. The salaries paid to gen .. 
eral sales and mechandise managers are frequently 
on a sliding scale supplemented by a range of 
bonuses likewise on a sliding scale. This makes it 
somewhat difficult to condense the data at hand into 
a compact table. Hence in cases some assumptions 

TABLE XV 

SALARIES PLUS BONUSES PAID TO GENERAL SALES AND 

MER.CHANDISE MANAGER.S 

Pay rates 

$ 7,500 to $10,000 
10,001 to 15,000 
15,001 to 20,000 
20,001 to 25,000 

10,000 to 
15,000 to 

Up to 
32,000 to 

Unknown 

21,000 
25,000 
20,000 
41,000 

Number of men 
concerned 

3 
4 

12 
2 

5 
8 

175 
10 

219 
3 

222 

Minimum rate ........................... $7,500 to $ 8,000 
Maximum rate ...................................................... 41,000 
Weighted average paid per man ...... 19,930 

17 

are necessary that render any summary statement an 
approximation only. I believe, however, that the 
chief features here brought out are near enough to 
the truth to be of value. 

The lowest sum mentioned is $7,500 to $8,000; the 
highest, $41,000. The average minimum rate is 
$14,071; the average maximum rate of ranges given 
equals $19,925. The average of definitely fixed salary 
rates listed is $18,777. A weighted average of money 
paid to these officers is $19,930 per man. This con .. 
dition exists because concerns having a large number 
of sales managers pay higher amounts than those 
hiring a smaller number of managers. The un .. 
weighted average of rates paid gives $17,331. It is 
believed that the weighted average per man, $19,930, 
represents a fair norm for this group with extremes 
much below and much above this sum. The distribu .. 
tion of rates is given in Table XV. 

There is little information at hand concerning 
assistant general sales managers. In the instances at 
hand the range of pay runs from $4,900 to $13,000, 
the weighted average being $7,350. Very likely the 
duties here concerned are discharged by officers bear .. 
ing other designations in most cases. 

District managers. In the case of district man­
agers, remuneration is still on the basis of salary 
plus bonus. The salary ranges lie between widely 
separated extremes, but sliding scales are less often 
seen. In some cases, a commission bonus introduces 
a very important and probably highly variable factor. 
The distribution of salaries is shown in Table XVI. 

TABLE XVI 

SALARIES PLUS STATED BONUSES PAID TO DISTRICT 

MANAGERS 

Pay rates 

$ 4,000 to $10,000 
10,001 to 15,000 

38,000 
4,000 to 40,000 
5,000 to 20,000 
5,980 to 17,250 

Number of men 

109 
6 
1 

700 
40 

not knO'lnl 

Minimum salary stated .............................. $ 4,000 
Maximum salary stated .............................. 40,000 
Weighted average per man ..................... 8,708 

In attempting to get a sum that might represent a 
normal salary for this type of position, I have been 
obliged to work with those cases in which definite 
sums and definite numbers of men are indicated. In 
doing this, it has been necessary to neglect 700 men 
in one concern working on a scale varying from 
$4,000 to $40,000. In one case, an unstated number 
of men are receiving from $6,500 to $12,000. In 
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another, forty men receive from $5,000 to $20,000, 
$10,000 to $12,000 "constituting the average pay for 
half the group!' Thus it is clear that only an ap­
proximate average salary can be found. 

Salesmen. In the case of salesmen, a fixed salary 
is sometimes named with a bonus depending in size 
on the amount of sales made. It is out of the ques­
tion to learn with any satisfactory degree of approxi­
mation what men receive in such cases. However, 
from the sliding scales given and the fixed figurcs 
named, the expectation of salesmen may perhaps be 
learned within wide limits of variation. 

A study involving 1,943 men is not as complete as 
I wish it were, but data on others are frequently 
indefinite and I have been obliged to make certain 
assumptions in order to arrive at a generalized result. 

Minimal salaries run as low as $1,800 to $2,000; 
maximal up to $60,000 in one case. The high figure 
usually lies between $10,000 and $14,000. A probable 
normal figure seems to lie at about $6,150. 

With this group we seem to reach the bottom rung 
of the sales department ladder. The minimum sums 
just mentioned probably represent the pay given to 
beginners entering the employ of the sales branch of 
the business. 

Works manager. This position concerns itself pri­
marily with the manufacturing side of the enterprise 
and constitutes the head of this part of the business 
development, as the sales manager stands at the head 
of that part of the enterprise that deals with the 
disposal of the product. 

In the following table the salary rate plus bonus 
is given for works managers. 

'rABLE XVII 

Salary Number of men 

$ 8,500 to $10,000 ..... _ .......... _ .................. _ 2 
10,001 to 15,000 ..................................... _ 7 
15,001 to 20,000 ................. _ ................. _ 7 
20,001 to 27,300 ................................... __ 2 

Unknown ............................. _ ............................ _..... 4 
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Minimum salary ................................................ $ 8,500 
Maximum salaTY ................................................ 27,300 
Weighted average per man ..................... 15,295 

Assistant works managers seem not to be usual, but 
in so far as reported receive a salary varying from 
$5,600 to $9,100, averaging $7,400. 

Division superintendents. The division superinten .. 
dent is in some cases assistant works manager and in 
general is subordinate to the works manager in the 
production branch. Salaries again are often sllpple-

mented by bonuses that in many cases exceed the 
salaries themselves. 

The distribution of incomes is given in the following 
table. 

TABLE XVIII 

SALARIES, PLUS BONUSES, PAID TO DIVISION 

SUPERlNTENDE)fTS 

Salary range 

$ 3,000 to $ 5,000 
5,001 to 10,000 

10,001 to 15,000 

3,000 to 6,000 
4,800 to 13,500 
9,000 to 13,500 

Number of men 

8 
84 

9 

50 
3 
4 

158 

Minimum salary ....................... $3,000 to $ 4,500 
Maximum salary ................................................ 13,500 
Weighted average per man ..................... 5,345 

Department heads. Department heads as a rule 
receive stated salaries and are less concerned with 
bonuses than those ranking above them. 

F01·emen. The salaries of foremen seem to be little 
influenced by bonuses and fall within a rather definite 
range, between $2,000 and $4,000, with an exceptional 
man receiving from $5,000 to $6,000. Owing to the 
lack of data it has been difficult to strike an average 
paid per man. However, the salary rates are more 

TABLE XIX 

SALARIES, PLUS BONUSES, PAID TO DEPARTMENT HEADS 

Range of salaries 

$2,000 to $ 5,000 
5,001 to 10,000 

3,600 to 6,000 
4,000 to 7,500 

Number of men 

225 
6 

17 
30 

278 

Minimum salary ....................... $~,OOO to $3,500 
Maximum salary .................................................. 7,500 
Weighted average per man ........................ 4,097 

easily dealt with. The average minimum calculated 
on the basis of the number of establishments is 
$2,726; the average maximum, $3,650. A rather 
risky attempt to get the average salary paid foremen 
gives $3,139, a figure that is probably not far from 
the truth. 

Purchasing agent. The purchasing agent is one of 
the important members of the staff, sometimes sharing 



in a bonus based on the evidence of saving in pur­
chasing, I have been told. While extremes of salary 
are far apart, as a rule the scale for this officer 
varies less than that of many others. The mininmm 

TABLE X.T 

SYNOPTICAL TABLE OF SALARIES IN hUNUFACTURI.-G 

ENTERPRISES 

Minimum Ma.ximum Normal 

President ................................... $~O,OOO $150,000 $49,958 
Vice· president ..... _................. 8,000 125,000 36,135 
Treasurer ............... .................... 5,500 50,000 24,464 

!~~tot;easurer} ............ 4,500 
Controller 

30,000 11,579 

General sales 
manager ............... $7,500 to 8,000 41,000 19,930 

District manager ............ _ 4,000 40,000 8,708 
Salesman .................. $1,800 to 2,000 10,000 to 14,000 6,150 
Works manager ....... _ ........... . 8,500 27,000 15,295 
Division superin-

tendent .................. $3,500 to 4,500 13,500 5,345 
Department 

heads .................... $2,000 to 3,500 7,500 4,097 
Foreman ..................................... _ 2,000 4,000 to 5,000 3,139 
Purchasing 

agent ............... $3,000 to 4,000 25,000 12,437 
Asst. purchasing 

agent .................................. . 4,000 12,000 5,-!91 
Employment 

manager ............... $3,300 to 3,600 13,500 7,330 
Office manager ...... $3 ,900 to 4,500 13,500 7,676 

falls in one or two instances between $3,000 and 
$4,000, while the maximum rises to $25,000. The 
average salary paid to twenty purchasing agents was 
$12,437. 

Assistant purchasing agents. The salary of as­
sistants varies from about $4,000 to as high as $12,000 
in one case, the average of fifteen salaries being 
$5,491. 

Employment managers. This officer seems not to 
share in the bonus usually and works at a salary that 
seems to vary between wide limits. The minimum 
seems to lie at $3,300 to $3,600, with a maximum of 
$13,500 seen in one case. The average received by 
ten employment managers is $7,330. 

Office manager. The office manager receives a 
minimum of $3,900 in one case, the lower range lying 
between $4,500 and $5,000; the higher range lies be­
tween $13,500 and $14,500. The average paid nine 
such officers is $7,676. 

SUMMARY 

A comparison of salary scales of trained men shows 
rather clearly at the present time that 
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(1) The pay scale of endowed and state universi­
ties and agricultural colleges is approximately like 
that of the commissioned officers of the army and the 
navy, but lacks the advantage of the retiring pension 
of three fourths pay. This pension often relieves the 
military and naval officer of the necessity of saving 
for old age. The saving required of the academic man 
to give him an equivalent retiring fund is not prac­
ticable at the present salary scale. 

(2) It shows that the academic salary scale is ap­
preciably lower than that of the professional and sci­
entific services of the national government at Wash­
ington. The retiring allowance of the government em­
ployee, though small, and in part contributed by the 
employee himself, gives him a distinct advantage. 

(3) The salaries of all groups above mentioned are 
very much lower than those paid in manufacturing 
enterprises to positions above the wage-earners. 

In order to make a concrete comparison, I will 
enumerate the positions that on the average command 
salaries of $3,000, $6,000 and $9,000 respectively in 
these different lines of work. 

A. 

B. 

C. 

TIIREE THOUSAND DOLI •. "-RS WILL Buy 

Manufacturing enterprises 
a. Young or unsuccessful salesman 
b. Low·grade department head 
c. Almost the average foreman 

Universities and colleges 
a. Low-grade associate professor 
b. High average assistant professor 

U. S. Army 
a. Low pay captain 
b. Young first lieutenant 
c. Sub· average second lieutenant 

D. U. S. Navy 
a. Low·rate senior lieutenant 
b. Medium rate ensign 

E. U. S. Civil Service 
a. High assistant in professional grade 
b. Low associate in profe~sional grade 
c. High assistant in sub·profe sional grade 

SJX THOUSA..'ID DOLLARS WILL Buy 

A. Manufactlwing enterprises 
a. Low assistant treasul'er 
b. Low district manager 
c. Average salesman 
d. Good average division superintendent 
e. Good average assistant purchasing agent 
f. Low average employment manager 
g. Low average office manager 

B. Universities and colleges 
a. Well·paid dean 
b. IIigh professor 

C. U. S. Army 
a. Medium colonel 



b. Well-advanced lieutenant colonel 
c. Well-advanced major 

D. U. S. Navy 
a. Well-advanced captain 
b. Well-advanced commander 
c. Well-advanced lieutenant commander 
d. Very high senior lieutenant 

E. U. S. Civil Service 
a. High average principal in professional grade 

NINE THOUSAND DOLLARS WILL Buy 

A. Manufacturing enterprises 
a. High average district manager 
b. Low average auditor or controller 
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c. High average assistant purchasing agent 
d. Good salesman 

B. Universities and colleges 
a. Low average president 
b. High dean 
c. Very exceptional professor 

C. U. S. Army 
a. Little less than major general 

D. U. S. Navy 
a. Little less than rear admiral (upper half) 

E. U. S. Civil Service 
a. Maximum for head of large bureau 
b. Minimum for director of research in a depart­

ment 
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DISCUSSION OF PAPERS ON THE ECONOMIC STATUS 
OF SCIENTIFIC WORKERS 

By HAROLD F. CLARK 
TEACHERS COLLEGE, COLUMBIA UNIVERSITY 

ANY co=ents which I make are supposed to be in 
the nature of discussion of the previous papers. The 
papers which have been read have pointed out in 
great detail the facts regarding the salaries of univer­
sity teachers. By implication these papers have said 
that the salaries were too low. With your permission 
I should like to confine my discussion to the one point 
of whether there is a feasible way to raise university 
salaries. 

Some onc may respond i=ediately, "Yes, there is 
a method, give the universities more money." That, 
of course, will help temporarily but it can not be a 
final and satisfactory solution of the difficulty. Un­
der present conditions more money to the universities 
would lead to more people partially trained for teach­
ing and research who would be seeking positions and 
it would lead to a continuation of the present pressure 
bringing about low salaries. We can find no reason 
for thinking that doing more of the same thing we 
are doing will lead to a more satisfactory salary situ­
ation. It is not more of the same thing that needs to 
be done; it is a different thing that needs to be done 
if salaries are to be increased. 

Some one else may suggest that we need more agi­
tation, more discussion of higher salaries. We can 
sce no reason to think that agitation will be much 
more effective in raising salaries than it is in raising 
the price of wheat. Each farmer in the country might 
spend an hour a day urging people to pay $2.50 per 
bushel for wheat, but the talking would have almost 
no e1Iect in raising tbe price of wbeat. As long as 
world conditions of supply and demand remain about 
as they are, people can buy wheat for less than $2.50 
per bushel and no amount of talking will persuade 
them to pay more. As long as present conditions of 
supply and demand of trained or partially trained 
university people remain about as they are university 
authorities can obtain about the present level of abil­
ity at about the present salaries and discussion will 
not lead them to pay a great deal more. 

Rather careful study has failed to disclose a case of 
a normal competitive group where discussion has 
raised wages. When, due to ignorance, a group has 
been working for less than its competitive worth dis­
cussion has raised wages. Also in some cases of un­
derprivileged and exploited workers discussion has 
led to certain minimum wage. on other than direct eco­
nomic grounds and thereby has raised wages. It seem 
doubtful if discussion is able to raise the salaries of 
professional groups or of skilled trades or even Wl­

skilled work unless the previous conditions apply. 

'We know from a large amount of recent work that 
an increase of supply leads to a lower price in a long 
list of manufactured cOlllllloditie:; and agricultural 
products. The Department of Agriculture has shown 
that an increase of 10 per cent. in the peach crop led 
to a 7 or 8 per cent. reduction in the price per bushel. 
A 10 per cent. increase in the number of hogs led to 
about a 7 per cent. decrease in the price per pound. 
A 10 per cent. increase in the number of farm hands 
led to a 7 per cent. decrease in the wages per day. 
'Ve have the case of a large cotton crop in one year 
being less valuable than a much smaller crop the year 
before. \Ve would not insist that the same thing 
holds true in the same rigid way for university sal­
aries; however, a study involving several hundred 
thousand public-school teachers lends color to the be­
lief that the same basic facts may control in all such 
cases. A careful study should be made of the relation 
of supply of trained or partially trained people to 
university salaries. At present the evidence of the 
close relation is so strong that one should hesitate to 
state that as a long-term policy salaries can be con­
trolled by any other method than by a consideration 
of supply and demand of trained or partially trained 
people. 

L. D. Edie, professor of finance, University of Chi­
cago, says, "Educated labor does not receive rela­
tively high wages because it is educated but because 
there is a scarcity of educated workmen." 

It is possible that it is necessary to plan supply 
and demand if university salaries are to be raised to 
a level to attract the best ability in the country. Some 
people may say that the number of scientific workers 
must not be limited. But for the future of science it 
is much more important that the supply be limited to 
ihose who can be placed at adequate salaries than it is 
to train or partially train large numbers and have 
many of them working for unsatisfactory salaries. 
The first policy, planning the number and obtaining 
adequate salaries, will lead to many of the ablest peo­
ple going into science; the second policy, training or 
partially training an excessive number, will lead to 
inadequate salaries and ultimately will react to keep 
the ablest people from going into science. 

If science wants the highe t type of minds it must 
be willing to plan in order to get them. No time, 
money or ability could be better spent in America 
to-day than in working out such plans regarding 
numbers that adequate salaries would be paid, and 
they would ultimately lead to a substantial propor­
iion of the ablest young people entering science. 



DOCKET ENDS: 



A. P. S. Glaaaoo. Eaq •• 
Seoretary and Buraar. 
MeGil1 Univeraity. . 

Dear Mr. Glasaoo:-

B~vember 16th. 1923. 

With reterence to letter trom the 
Registrar dated October 31at re salarlea ot aaalstants 
in hla ottice. I shall recommend to the Fi.aDoe 
00mm1 ttee that IUS8 Weibel' 8 apPointment be oonfirmed 
at the salary mentioned and that Kiss .ioholaon's 
8alary be rai8ed to 95.00 per month, and that the 
other aalaries remain aa at pre.eut. to be cona1dered 
when the revls1o'n ot salaries take. place next 
summer. 

Yours taithtully. 

Pr1noipal. 


