
The Bargaining Team's thoughts on implementing the new merit system 
 
As many of you are aware by now, the proposed 2015-2020 Agreement contains a new, fairly complicated, merit salary system.  The new merit system can be summed up in one sentence:  
Oakland distributes merit money based on performance scores assigned to faculty members by evaluating the faculty member's annual report against a unit-specific performance rubric.  Performance Rubrics 
The development of a Performance Rubric need not be onerous.  In fact, the Bargaining Team 
strongly suggests that that the rubric be neither overly detailed nor overly rigid.  The Performance Rubric must be based on the academic unit's Review Statement and Workload Policy, and exists only to assign performance scores to faculty members based on annual 
reports.  Performance scores are whole numbers from 1 (low) to 5 (high), so the rubric need only be detailed enough to accomplish this objective. 
 Developing a Performance Rubric should focus on the meaning of the middle score of 3:   
  Faculty who adequately accomplish all of the components of the unit's Workload Policy, 

to the degree described in the unit's Review Statement, should be assigned a performance score of 3.  It is anticipated that about 2/3 of the faculty in any academic unit will achieve a score of 3 in any particular year.   Faculty who take on extra duties in teaching, research or service, and perform well in those extra efforts, may be assigned a 4.  There should be fewer 4s assigned than 3s.  Faculty who excel in extra work they take on in more than one area, or do truly outstanding and externally recognized work in an area, may qualify as a 5.  It is 
anticipated that very few faculty will fall into this category.  Faculty who fall short of expectations in one area, without compensatory effort or 
accomplishments in another area, may be assigned a 2.  There should be fewer 2s assigned than 3s.  Faculty who fall completely short of expectations in one or more areas, without compensatory accomplishments in other aspects, may be assigned a 1.  It is anticipated 
that very few faculty will fall into this category.  Academic units with related but separate areas (e.g., the Department of Sociology, 

Anthropology, Social Work and Criminal Justice; or the Department of Music, Theater and Dance; or the School of Education and Human Services, and many other academic units on 
campus) may need separate Performance Rubrics for each of those areas, especially if the review criteria are different for each area.  
Performance Rubrics should account for the differences in the workload and expectations for full-time adjuncts, research professors, special instructors, assistant professors, associate 
professors and professors, as applied to any particular academic unit.  Performance Rubrics must follow the academic unit's Review Statement and the Workload 
Policy, and need to be approved by Oakland before they are implemented.  Initial rubrics are to be approved by April 1, 2016, then reapproved by April 1, 2017, then reapproved thereafter if 
either Oakland or the unit requests a revision.  There are exchanges of drafts, comments and suggestions between the academic unit and Oakland that will occur between December 15 and April 1.  It is strongly suggested that the unit consult frequently and meaningfully with Oakland in 



the development of the rubrics, for if Oakland does not approve the unit's rubric by April 1, Oakland has the right to impose their last version. 
 Annual Reporting (Merit Application Form) 
The annual reports exist only to assign performance scores to faculty through application of the Performance Rubric.  Therefore, there is no need for excessive detail or verbiage in the report.    
The Bargaining Team suggests that the annual reporting form be developed so that it addresses the areas and activities to be evaluated against the Performance Rubric, yet allows enough 
flexibility for each faculty member to present the best case possible for a merit salary increase.  For example, instead of simply listing papers that have been published in the reporting period (the previous May 1 through April 30), also include a section for papers under development and 
for awards won by work accomplished in previous reporting periods.  
Oakland made it clear at the table they intend these annual reports to be submitted online.  They acknowledge that each unit's annual report will necessarily be different and have said that 
they will find flexible and customizable software that will accommodate the needs of all of the academic units on campus.  
What happens if a faculty member doesn't submit an annual report?  This situation is deliberately not addressed in the Agreement.  Oakland has suggested that individual deans will 
handle this in one of two ways.  Either the faculty member will be considered outside of the merit salary system and therefore ineligible for any merit salary increase, or the faculty member will automatically be assigned the minimum performance score of 1, in which case they will 
receive at least a 0.5% merit salary increase.  Because of the possibility of losing the 0.5% minimum, any faculty member who doesn't want to participate should still file an annual report - 
even if it is completely blank - in order to get the minimum salary increase.  Assigning Performance Scores 
The academic unit assigns initial performance scores to its faculty, by its own procedures.  These scores are transmitted to Oakland, who then reviews the initial scores.  Oakland may, in 
consultation with the department chairs, adjust any faculty member's score up or down by one performance point.  Any such adjustment must be communicated to the faculty member with written justification; scores adjusted downward may be appealed to the dean.  If Oakland wants 
to adjust 20% or more of a unit's scores, Oakland will send the entire set of initial scores back to the academic unit for reconsideration, with Oakland's suggested adjustments.  If after revision 
Oakland still wants to adjust 20% or more of the unit's scores, the one-point adjustment limitation is lifted.  Once all performance scores are finalized, Oakland distributes all of the available merit money within the merit pay area according to several rules. 
 If the Performance Rubrics are developed correctly, assigning performance scores should be 
straightforward, with subjectivity existing mainly where the rubric allows flexibility.  The requirement that the rubric must follow the Review Statement and Workload Policy limits this 
flexibility, and therefore limits the differences between reasonable assessments of a particular annual report.  The Performance Rubric needs to be flexible enough to accommodate the unique contributions of any individual faculty member to his/her academic unit, yet through this 
flexibility will come differences of opinion concerning the importance of those individual contributions to the unit's mission. 
 



The process of assigning the initial performance scores is left to the academic unit.  The Bargaining Team considered several models, yet was uncomfortable mandating any of them.  
Some that were discussed:   Score your own - faculty assess their own annual report against their unit's rubric and determine their own performance score.  A subcommittee within the academic unit (or several subcommittees in units with several distinct areas) reviews the annual reports and assigns the initial performance scores.  Make the department chair do it.  The Team believes that this option is the least desirable.  Not only is it a new burden to the already overburdened department chairs, 

we believe it can only lead to unnecessary and unproductive friction within the academic unit.  
Perhaps the ideal way to assign these initial scores is a combination of the above: faculty suggest their own performance score as they submit their annual report, those scores go to a 
subcommittee for a quick review and reality check, scores that the committee believes need to be adjusted are referred to the chair and faculty member to resolve.  Questions?  Help? 
We on the Bargaining Team are acutely aware that we helped suggest a new merit salary 
system that is unfamiliar and new, and that represents significant amounts of work for all involved.  It is in all of our best interests to make it work, and to that end we are committed to 
helping you implement this system within your academic unit.  If you have questions, if you want to meet with us to discuss your implementation, if you have issues or pushback from Oakland, if you need someone to read a draft of your rubrics or reporting forms, please contact us and we 
will be happy to help.  
Mike Latcha - latcha@oakland.edu 


