Faculty Salary Adjustment Program
For Academic Year 2004-2005  (Revised 2004) 

1.
Distribution of Funds.  The Provost will allocate salary increment funds to each of the following appointing officers:




Dean of the Seidman College of Business




Dean of the College of Community and Public Services




Dean of the College of Education




Dean of the College of Liberal Arts and Sciences




Dean of the Padnos College of Engineering and Computing




Dean of the College of Health Professions




Dean of the Kirkhof College of Nursing




Dean of the College of Interdisciplinary Studies




Dean of University Libraries

2.
Allocation of Funds.


a.
Salary increment funds are allocated to the appointing officers calculated at X.X% of current faculty base salaries (85% of the total increment funds available).


b.
Additional funds calculated at X.X% of current faculty base salaries allocated to the Provost for additional faculty salary adjustments (15% of the total increment funds available).  All of these funds must be expended for faculty salary adjustments.  In making these adjustments, the Provost should consider salary compression as an important factor.


c.
The total salary increment funds are X.X%.

3.
Adjustment Ranges.  Individual salary adjustments must fall within the following ranges:


a.
Less than satisfactory performance.  0 to X.X% or



0 to 60% of the total salary increment funds X.X%.


b.
Satisfactory performance.  X.X% to X.X% or



75% to 95% of the total salary increment funds X.X%.


c.
Special salary adjustments.  X.X%+ or



100%+ of the total salary increment funds X.X%.



Outstanding performance and/or extraordinary circumstances, market conditions, and equity may be included here.  This does not include promotional increments (see 9 below).

4.
Written Justification.  Written justification is not required for recommendations within 


the satisfactory range.  However, appointing officers must prepare a written justification to 


the Provost to accompany salary adjustment recommendations in the ranges for "less than 


satisfactory performance" and "special salary adjustments" (3.a. or 3.c. above).  A copy of 


the justification for "less than satisfactory" adjustments must be provided to each affected 


faculty member ordinarily by Commencement.

5.
Guidelines for Increments.  Each appointing officer will invoke his/her division's 


structure for increments within the following guidelines:


a.
Appointing officers are required to recommend salary adjustments to the Provost.  The appointing officer will consider the summary of peer evaluations, where such evaluations exist, based on the evaluation criteria (see 7) the most important factor in determining the recommendation for salary adjustment.


b.
The Provost will consider individual salary adjustment problems that cannot be resolved within an appointing officer's allocation.  Appointing officers must prepare written justification to support such requests.




The funds allocated in 2.b. above (15% of total increment funds for faculty or X.X%) are intended to fund such requests as well as special salary adjustments (see 3.c.).

6.
Communication with faculty.


a.
Appointing officers are required to see that final salary adjustments are communicated 




to each faculty member, ordinarily by Commencement.


b.
Written justification for "less than satisfactory" adjustments must be communicated to 





affected faculty ordinarily by Commencement (see 4 above).


c.
Unit heads must orally communicate salary adjustments to each faculty member 





and discuss that faculty member's performance for the past year in a personal meeting



held ordinarily by Commencement.  If final salary adjustments are not available, the 





unit head must at least inform faculty members of their proposed salary adjustment 





range (see 3 above) prior to Commencement.

7.
Evaluation criteria.  Evaluation criteria for faculty performance reviews are specified in XVII,


Section 2.9 of the Faculty Handbook.


Peer  evaluation is a part of the salary adjustment process.  Every member of a unit (most 


commonly a department) will be given the opportunity to evaluate his/her colleagues 


based on the evaluation criteria unless a majority of the faculty vote each year (by ballot 


or meeting with the result to be communicated in writing to the appointing officer) to 


waive that option.  The faculty member is responsible for submitting faculty activity 


reports and current vitae in a timely manner to permit peer evaluation to take place.



The unit head is responsible for distribution of faculty activity reports and current


vitae corresponding to the evaluation criteria in a timely manner to enable peer evaluation 


to take place.  The unit head shall summarize peer evaluations and forward such 


summary to the appointing officer.  However, peer evaluations of the unit head shall be 


sent directly to the appointing officer.  If peer evaluation does not take place, the unit 


head shall evaluate each faculty member against the evaluation criteria and transmit a 


recommendation to the appointing officer.

8.
Appeals.  Faculty who disagree with the salary adjustment may appeal using pertinent 


supporting material according to the procedure specified in XVII, Section 2.18 Complaint 


Procedure  of the Faculty Handbook.

9.
Promotional increments.  Increments for promotion from instructor to assistant ($1000), from assistant to associate ($1500), and from associate to full ($2000) (as specified in the Faculty Handbook XVIII, Section 2.2, Item 5) will be awarded in a process separate from the annual salary adjustment process.  
      The increments will be drawn from one fund for all units in the Academic Affairs Division.  The appointing officer will communicate to the faculty member the salary adjustment in a percentage and dollar amount and the promotional increment in a dollar amount at the same time final salary adjustments are communicated in writing to all faculty.

