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At its core, a university is about the relationship between faculty and students.  Faculty develop 
and disseminate knowledge; students come to the university to gain that knowledge in order to 
lead more productive and fulfilled lives.  The role of the administration is to facilitate and foster 
the relationship between faculty and students.  Administrative work is valuable, to be sure, but 
faculty are the people within a university who actually carry out the missions of teaching, 
research and community service. 
 
The Oakland administration has publically stated that it wishes Oakland University to be known 
as a "student-centered", "pre-eminent metropolitan university," a "doctoral research institution 
with a global perspective" where "faculty-driven and student-engaged research, scholarship, 
and creative activity . . .[advance] knowledge and art in a diverse and inclusive environment" 
while also "providing thriving civic, cultural, and recreational opportunities and valuable public 
service." 
 
These are noble aspirations, fully supported by Oakland’s encouraged and forward-looking 
faculty. However, change needs to occur to ensure that the aspirations that the administration 
has voiced are more than just advertising. Existing problems and administrative policies that 
impede or do not support the faculty as they carry out the teaching, research and service 
missions of the university need to be solved. 

 
• An ever-widening gulf in compensation and faculty research support separates Oakland 

from competitive, and much more successful, doctoral universities. Faculty salaries have 
been held stagnant with respect to inflation over the last 10 years, with across-the-board 
raises barely ahead of local consumer price indices over that time period.  Salary 
stagnation, coupled with a failure to address systematically regularized, ongoing financial 
support for merit raise processes and faculty research support, makes it increasingly difficult 
for Oakland to attract the best faculty prospects, and even harder to convince them to stay 
at Oakland as they establish successful careers. 

 
• One of the most effective ways to increase the reputation and visibility of Oakland in the 

research and academic world is through faculty travel, which is necessary to disseminate 
research results, to build collaborations, and to perform and display creative works.  This is 
a core strategy of a successful and respected doctoral university, yet Oakland faculty are 
not provided the necessary resources to carry out this work. Unrealistic limitations on faculty 
travel reimbursement force nearly every faculty member who travels for professional 
reasons to pay for substantive amounts of his or her travel expenses, and requiring him or 
her to take a pay cut to do the work of the university. 

 
• Weak institutional support for research directly impacts Oakland’s standing and reputation in 

the academic community, and can greatly reduce the ability of students to be as highly 
competitive when they graduate. Software, such as SPSS, that is commonly used by our 
peers and competitors and across academic fields is severely out-of-date or absent at 
Oakland, depriving faculty of the basic necessities to do their jobs. They must forego 
teaching their students modern research methods using professional industry-standard 
software, and in some areas must contract with other institutions to have access to basic 
research tools.  We are very encouraged to hear that the Academic Computing Committee 
may have recently developed a sustainable solution to this problem. 

 



 

 

• Oakland’s current attitudes and policies regarding family life issues are incredibly short-
sighted and counter-productive. They create disincentives for current and prospective 
faculty, working directly against attracting and retaining high-quality, family-oriented faculty.  
Accommodations for the family life of faculty consist only of the minimum required by federal 
law, with no provisions for parental leaves, including both adoption and childbirth.  Instead of 
childbirth or adoption being a happy time for Oakland faculty, it is a matter of concern, and 
even something to be avoided for the risk of appearing unproductive. Female faculty report 
receiving the overwhelming impression from Oakland that “a new child is your problem, get 
back to work,” or that they are seeking time off for an "elective illness."   Paid time after 
childbirth consists only of a brief medical recovery period and return to work. There is no 
consideration of how Oakland’s current approach to the interruption and resumption of 
classes by faculty actually hurts students with potentially highly disruptive adjustments to at 
least two different faculty in a semester.  Also, while a non-tenured faculty member can 
obtain a delay in the tenure process for complications due to childbirth, the time for a 
successful subsequent review is shortened and intensified, resulting in increased stress on 
that faculty member.  

 
• The processes of the HMO plans currently available to faculty are burdensome, degrading 

and arbitrary. The costs of these plans are not in line with the services they provide, and 
they are not administered in practice the way they are described in their glossy brochures.  
While theoretically focused on achieving and maintaining the health of the insured, 
achievement plans actually work only to shift the cost of health care from the insurance 
company to those who are in need. Many faculty currently cannot or will not seek health 
care when they are ill due to high out-of-pocket costs, and are faced with the choice of being 
ill or financially ruining their families.  This situation is counter-productive, as well as 
discouraging faculty travel and any technical work that involves physical risk.  

 
• The removal of a faculty member from campus without hearings, due process or advance 

notice has occurred in direct violation of both Oakland procedures and the Faculty 
Agreement – less than a year after the faculty was told that Oakland wanted to assist faculty 
and insisted on including additional contractual language to provide that assistance.  To 
make this situation worse, Oakland’s delays in scheduling arbitration hearings have dragged 
this case into its second year and have forced the AAUP to sue Oakland in order to move 
the case towards settlement. 

 
• Review statements and workload policy revisions from academic units sit on administrators' 

desks, without approval or feedback, for months or even years, forcing academic units to 
review colleagues for tenure and promotion under outdated and obsolete professional 
criteria.   

 
• Faculty at the end of long and distinguished careers are forced to negotiate basic rights and 

benefits if they seek a reduced workload leading to retirement, despite the fact that these 
rights and benefits cost Oakland next to nothing. 

 
• There are more than 200 special lecturers on Oakland’s campus, teaching faculty without 

whom the university could not function efficiently.  However, these faculty are frequently 
working without the space to discuss academic progress confidentially with their students or 
to administer exams to students needing special accommodations, both of which are 
required by law. They are also without access to affordable health insurance, without 



 

 

retirement benefits and even without the simple courtesy of notification of continuing 
employment. 

 
• An administration that is truly interested in moving the entire campus community forward 

would signal respect for faculty by offering the chance for open, direct, face-to-face 
discussion. So even the fact that an outside attorney is leading Oakland's negotiating team 
is itself a message to the faculty.  There are administrators on campus who have proven 
their capability at leading Oakland negotiating teams, so why is Oakland spending additional 
resources to fill this role?  This outside attorney filters messages between Oakland and the 
faculty, and keeps the faculty at arm's length from Oakland both during and after 
negotiations. 

 
Oakland's administration makes resources generously available to ancillary activities and even 
the peripheral diversions at Oakland University that are not central to the academic mission.  
The athletic budget is now $8M and $500k is allocated to overhauling an outdoor sign that no 
one wants or even likes.  Diverting $10M from gift funds each year to support private business 
partnerships significantly reduces the funds available for the broad spectrum of the university’s 
academic mission. 
 
A long-standing attitude at Oakland has been that faculty, who are the actually the core of any 
university’s ability to provide an excellent education, are only an expensive burden. This attitude 
is clearly not consistent with the current aspiration to be a "pre-eminent metropolitan university." 
 
An administration that values the work of the faculty, respects the faculty as people, and means 
to build a "pre-eminent metropolitan university" needs to demonstrate these values through its 
actions. The attitudes and actions of Oakland must change for this university to move forward, 
so that an energized, forward-looking faculty can carry out the various strategic plans and other 
campaigns Oakland has embraced.  Continuing to exhort faculty to be more and more 
productive while at the same time withholding the compensation and tools to do their jobs, and 
distracting them from carrying out the essential missions of a doctoral university, is 
counterproductive. Unless the aspirations of the administration are merely an advertising 
campaign designed to attract, but not serve, the students, parents and the citizens of the State 
of Michigan, the basic practices at Oakland have to change in tandem with the forward 
movement on these aspirations. 


