SUMMARY OF THE UNION SALARY PROPOSAL

The union’s (UFF’s) salary proposal establishes a vastly more stable and predictable raise structure than currently exists, while holding to the principle that salary increases should be based primarily upon merit.  The proposal is designed to finally give faculty some authentic and tangible hope that their worth has a reasonable chance of being more consistently and systemically reflected in their overall salary.  

Raises at UF have had a history of instability: faculty have had no way to know whether the years of their strongest demonstrated merit will match the years when there is a decent overall salary increase, and therefore they have had no reliable assurance that their salary will end up approximating, even vaguely, what it should be compared to peers around the nation with roughly similar records.  

The Administration’s proposed so-called “salary plan” continues the same unpredictable practices and has even compounded the instability this year by granting SPP awards to only 45% of the bargaining-unit faculty who were recommended as deserving of them.  This was done despite the fact that the Administration is offering over $10 million in other “merit” raises and that the extra cost of awarding SPP raises to all who deserved them would have been only a tiny fraction (0.004) of the bargaining-unit salary base.  

The UFF proposal seeks to remedy such fundamental unfairness and instability.  The basic components of the UFF proposal are as follows:

1.
Stable Annual Raise Pool for Merit Raises.  The Trustees would commit to providing, at a minimum, an annual merit raise pool of the same percentage raise as is currently being offered even in this fiscally bleak year — 3% on top of the traditional raises provided for such things as promotions, SPP awards, counteroffers, and extra administrative duties — aside from any general cost-of-living raise that the Legislature may provide.  UFF is proposing that for 2008–09 AY, as for every year the future, 100% of this 3% raise pool would be for merit.  But the merit pool must have a basic structure that is stable, predictable, and transparent, as is explained below.

2.
Promotion and SPP Awards.  SPP raises, like promotion raises, would be given to every faculty member who met the criteria for receiving one — not, as currently is the case, to only a portion of the qualifying faculty, depending on a ranking lacking in transparency and an artificially restricted and unspecified fund of money.  

Also like promotions, there would be NO ranking of applicants for SPP awards.  Applicants would be judged simply on whether they had or had not satisfied the applicable departmental and college criteria; if they met the criteria, they would receive the 9% raise, and if they didn’t, they wouldn’t.  The upper administration would not be permitted to overturn the judgment of departments and colleges unless there was unequivocal evidence that a unit did not base the SPP decision on its written criteria.

To ensure that SPP raises will be awarded based on merit rather than as a function of available money, the funds made available each year for promotion and SPP awards would exactly equal the amount necessary to give 9% raises to all applicants that year.  In each college the money left over from candidates who failed to meet the required criteria would be specified “to the penny” and added to the standard 3% general merit raise pool.

Regarding the most recent 2008 SPP cycle, UFF is demanding that an SPP award and the consequent 9% raise be given to all of those applicants who were recommended as deserving of an SPP award this year but did not receive one ostensibly because the “money ran out.”  The raise would take effect retroactively to August 16, just as for every other winner of the award.

3.
Stable Raises for Recent Merit.  Part of the 3% pool for merit raises would be given to reward demonstrated merit over the most recent three (3) years, not just over the past year, based on established written department/college merit criteria.  To try to ensure that departments can apply the criteria in a predictable and transparent manner year after year — instead of being compelled to re-engineer their criteria ad hoc each year during a few hectic days in the summer (when most faculty are away) — the distribution of these merit raises would be transparent and systemically unvarying from year to year within set guidelines.  

There would be no maximum size for the merit raise any individual faculty member could receive, but there would be fixed minimum merit raises, by rank, for any faculty member who is assessed as fulfilling the department/college’s established written criteria, as follows:   



(1)
$1500 for Lecturers, Assistants in ______, and equivalent ranks.



(2)
$2000 for Assistant Professors, Assistant Librarians, Assistant Curators, Senior Lecturers, and equivalent ranks.



(3)
$2500 for Associate Professors, Associate Librarians, Associate Curators, Master Lecturers, and equivalent ranks.



(4)
$3000 for Professors, Librarians, Curators, and equivalent ranks.

Faculty could receive larger raises than these amounts, but the fixed minimums by rank (and thus by average salary size) would help regularize the size of merit raises from year to year, make the process more predictable and transparent, and ensure at a minimum roughly the same general percentage raise for each rank while still making the raise structure easy to understand and calculate.  

4.
A Stable Mechanism for “Catch-Up Merit Adjustments.  Part of the 3% pool of merit raises would be allocated to try to recognize and finally make good on “unpaid” merit that has accrued because of general salary compression or from the bad luck of having little or no raises available during a faculty member’s particularly productive years.  

Specifically, the baseline merit adjustments would be given to all faculty members who are continuing to perform well but whose salary is still below an established baseline salary (the established acceptable minimum) by rank (or other demonstrated achievement level) and discipline.  The baseline salaries, which would be updated annually, would be a sliding scale on either side of the national average salary figure for the faculty member’s applicable rank and discipline (e.g., 95% of the national average, 105% of the national average, etc.), as reported each year in the most reliable national salary surveys.  Each baseline salary will correspond to one of the traditional landmarks of demonstrated merit, such as promotions, SPP awards, successful mid-term tenure reviews, etc.; and a faculty member would acquire a higher baseline salary upon reaching each new achievement level.  

The baseline salary would only provide a basic floor, but regular and consistent baseline merit adjustments, as needed, will counteract salary compression and try to ensure that a faculty member’s overall salary approximates as much as possible the salary of peers with similar credentials elsewhere in the country.  Faculty members would earn much more than their modest disciplinary baseline salary through the other merit raises, but they would not be permitted to fall below it, assuming that they continued to perform satisfactorily.  

As with the other merit raises in the pool, there would be no maximum size for a baseline merit adjustment, but there would be fixed minimum, based on how far below the baseline the faculty member’s actual salary was.  Not surprisingly, a majority of UF faculty currently have salaries below even the modest baseline levels UFF has proposed, so some faculty will have to be raised to their baselines over more than one year.  As a consequence, the baseline merit adjustments would be distributed as follows:



(1)
Not less than $6000 for faculty members of any rank whose salary is more than $9,000 below their appropriate baseline salary and who received a satisfactory or better rating on their most recent annual performance evaluation;



(2)
Not less than $4000 for faculty members of any rank whose salary is between $6000 and $8,999 below their appropriate baseline salary;



(3)
Other faculty members whose salaries are below their appropriate baselines will have their salaries raised to their baselines to the degree that remaining funds permit, provided that the baseline merit adjustment is never less than the minimum merit increase for the faculty member’s rank.

5.
Clear and Transparent Procedures for Counteroffers and Market Equity Adjustments.  The Administration would continue to be permitted to provide additional discretionary salary increases for market equity adjustments, verified counteroffers, increased duties and responsibilities, special achievements, litigation settlements, and similar special circumstances.  However, to try to ensure that a conscientious effort is made to retain faculty and fund increased administrative duties for faculty in all colleges, the upper Administration would be required to make available and expend in each college not less than 0.5% and not more than 1.0% of the salary base of faculty in the college for these purposes and to provide to the faculty an end-of-the-year accounting of those expenditures.

