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May 11,1998 

Memorandum 

To: 

From: 

Dr. Charles Middleton 

Provost Q '\ 
Pat Green _ _y 

Center for Photochemical Sciences 

Chair, ASC F·::rsonnel Welfare Committee 

6069 

On behalf c,f }·_dministrative Staff c.:.tm.:il I :nn forwardin:;, with gr.:::at pleasure, the new administrati•;e staff 
handh:: . .:.l: recc.nuno::ndatk·ns. Th.:::se 1-.:-.:c.mnv::ndations indud.::: a new a~cti•:.n .:,n the Administrative Staff 
C::.n1pt:nsation Plan, new gri•:::vance reo:omnt.::ndatic.ns for non-o:.mpensati.:.n issues, and .:han:~e::. for the currer'it 
maternity /pat.~rnity and f.:::.:: waiver polides. Th.:::s.::: dc.:uments vver·~ apprvv·:::d b? Administrativ•::: Staff Council 
on Thursday, May 7 , 19'?:3. We wou1d lih: v.:::ry much for th::3•:': to gc, tv the Board c.f Trustees for appr.::.val at the 
June meeting. · 

I understand from Br:.cc2. Ferguson that the Administrative Compensation Gr•:.up is m·~etin:; again C•n May 18 and 
vrill review thes.::: dc.cuments (hopefull:,r) for thr:: last time ':1nc1 with no m<tjor r•:::visio:rn.::. I al.::o understand the 
Cabinet mu.;t approve th::rn tefor.::: going to the B•:.::J.rd ofTrustee3. lv1ill worl: \"lith B,:;,:ca to l:eep up tc. date on 
the process. 

One.::: a.;ain, I .:;m noi: say enough about tl1•::: b·~nefits c.f .:c.llaboratiGn. The value of cc.llegiality :md the spirit of 
partidpatC•lJ' leadership nvt c.nly ril•:.d-::1 the univ'•~r.;;Hy's cor·~ value3, but create an E'W[irconment wh~re staff 
feel valu·~d and ·~an be m·:.re prodtv:tiv•:::. Pleasr:: ·~:-:presa r.1y thanl:s to all th:: m·~mb.::rs of the Administratbe 
Compensation Grcoup. I .:~ho want to ad:nc,wl·~dg·~ E:.:::cc::l, Donna ::md Pat in I-Iumar. P..~sour.:e.; for tal:in.g the 
amount of tim.:: neo:::s.:.ary 1;1::, ensure thE: suo:.::ss c.f thi:: pro}::ct. I am gbd I had tl1o::: opportunity to be an active 
part of thi::; "first .::ver" venture. We certainly have come a long way! 

I am. also e~·:tr·~mely grateful tc. the members of the r.::rSColU1el vVelfar•:- C:.lTUTti!te•::: for all their hard wc.rl:. I 
want to tal:e thi.; opp•:ritunHy to recc.gni::e them. Tho:: :tn.~mb.::r2 are F.:ml Lc;p.::::, J•:ryce Kepi:.:;-, S:mdy L.:tGro, 
Sharon I-Ianna, Ann Bdts, ;.md Inge I ].:.ppil1g. It hc.s been a v•:-ry r0warding year for all of us. 

Thank you. 

PG:aaf 

Enclosures 

cc: 'Deb Boyce 
Judy Donald 
Becca Ferguson 
Sandra Macl'·Jevin - Enclosures 
Duane Whitmire 

'I 



Ad111i11istrative Staff Council 
Spri11g 1998 Reception 

Wttdnesdt"l)', A.fay 20, 1998 

3:00-5:00 p.m. 

Mileti Alumni Cttntttr 

Please join yNtr administmtivt?. sttrtf ,::,:,f/eagues at our spring gt1ihering 

Ri:jreshmeuts will be &~rved 



ADMINISTRATJJ,'E STAFF SPRING RECEPTION 

May20, 1998 

3:00-5:00 P.M. 

Mileti Alunmi Ce11ter 

Refresllnlellts 

JJTelcome- D11t111e JJ11itmire, 97-98 Clzair, ASC 

Comme11ts - Sid11ey Ribetlu, President 

Recogllitiolls 

Reward -1997-98 BG Best Awards- Prese11ted by Ja11e Scllimpf a1ul 
Awards a11d Special Recfig11itio11s Committee 

Recog11i:.e-ASC Represe11tatives JJ1wse Term Expires 

Celebrate-A Productit'e rear wit/1 your _4tlmillistratil•e Staff Colleagues 

Closi11g by Dua11e H11itmire 



DRAFr OF MERIT FEEDBACK 
TO VERBALLY GIVE AT 

JUNE BOARD OF TRUSTEES 
:MEETINGS (Thursday and/or Friday) 

• Even though multiple year contracts are not the no1m in the bu ness world, you 
need to be cognizant. of t.lw perception, and reality, on campus . 1at faculty have 
the secmi.ty of the tenure system and classified staff have th . secmi.tv of the civil 
service system. Tllis apparent differential treatment of , ~mployee group) 
eausd s~me..admiilistrative staff to feel like second class citizens within the 
comm~'\. 

• Admiilistrative staff are a concen1ed group ofpeople in light. of the belief that the 
Adnlinistrativt- Staff Compensation CMerrer"1 Plan put people in "boxes". Although 
people below the nlinimum were raised to the minimum (which was greatly 
appreeiated) -eRlpi~bi£~\>Bl~rrt.ft\!•mffi:itn~m>'liJtti no progress has bec:-n made to 
identify long-term mployees who still find themselves in the first quartile or 

• =-- ~ wh ·n find themselves over the ma-ximtml. 
\.0 

• To "jump start" the 111 ra e of administrative staff~ please reaffirm the 
conmlitment made at the September 13, 1996 Board of Trustees meeting when 
the ten policy recommendations regarding the Achninistrative Staff Compensation 
(Mercer) Plan wt-re passed. Namely, to continue the dialog as the implementation 
of the Plan progr..:..ssed. For the past year, the dialog between the central 
adnlirustration and the Adini.Ilistrative Staff has focus~d ahnost. exclusively on the 
Proposed Plinciples and Rc::comruendations for a Perfom1ance-Based Merit Syste., 
for Adnlinistrative Staff. It is NO\V time to direct the efforts to the Follow-Up to 
the Administrative Staff Compensation Plan that. is needed. (maybe include the 10 
bullet list that was developed at the 6/10 ASC Exec meeting) 
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~ Bowling Green State University 
-~~ 
~ ----=-·· 

.June 16, 1997 

MEMORANDUM 

TO: Board of Ttustees 

FROM: Sidney A. Ribeau {\ ~ 
President ~ ~ 

RE: Proposed P1inciples and Recornmendations for a 
Perfomvuwe-Based l\·ierit System for Administrative Staff 

Attached are the Proposed Principl,::s and Recommendations for a 
Perfom1anc.e-Based Merit System for Administr::OJ.li.ve Staff as passed by 
the AdnTinistrative Staff Council and amended by the Central 
Adrninistration. Boldfaced sections indicate additions which have 
been n1ade by th~~ Administration. Deletions ar~ indic::tted by a line 
running through the original te:\."i:. I fo1ward tl1e doeurnent to you for 
your consideration. 

dmm 

attachrnent 

C-57 
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C-58 

PRINCIPLES AND RECOJ\JfMENDATIONS FOR A PERFOR:t\rfANCE-BASED lvlliRIT 
SYSTEl\1 FOR AD~flNISTRA.TIVE ST.!\FF AT BOWLING GREEN STATE TJNIVERSITY 

The Administrativ·::: Staff Cc•tmcil believes lhal a numbcr of imp.)rtant principle:; mu:;t f0rrn the 
found::ttic•n for an effective perfornLm,~.; appraisal proce~::; and fc•r tlte equilabk': di,:;tribution (•f 
salary in.:::rement award~.. The C.)un.:·.H enJ.x:'-"e:; the .-;on·~·>:pt t:•f a performz~nc.c-bau:.d merit syf,tem 
f.::•r ;1warding e-mpl.)yee salary incn=..a~;e~; provided w.:::h a ~;y::;tem is fair, equit4ble, anJ firmly 
gr.:..undeJ on these prin~ipk.s. By "merjt", the Coun.:::il means a salary incr,~ment that i:::; allotted for 
perf(•nmmc.::~ of duti~s that m~ets or exL"c~~t:: unit t'-xpect::1tions. The fc,Il•)wing principle~: underlie an 
effective 1-~~tf..:.•rrn;::,.n.::e-bas•::d merit :::y::.tem: 

1. An effective merit ~ystem should pr•:nnote employ·:.~ re..:.:mitment and rd~nti.:m, adequately 
reward consdc-nriou$ p~rforrn::mce ,)f nctm1al JuLies and re~~pQn:;ibilitie:~, and provide 
incentives that encuur:1ge ,Jistinguished, inrH)Vative <md creativ~ achievemenis to meet 
unmu:ll challenges and (•pportunitie::-. when thty ari~e. 

2. A salary sy~;tern should be designed to promote intern:1l ~~abry equity (based upon the 
Adrninistrativ,;. Staff C:nnpcnsa.tion Plan) as \vdl a:.; external sal;rry equity (ba~;ed upon 
~·alary C(•mparisons arru:r.1g individuab in ~;imilar p•)Sitions fr(lm similar univ,;mities, 
colleges or departr:nents). Th·~ in~;titution slK,ulJ monito.)[ and enwrr tbaL ~rnpkoye~::- salarl·~S 
continu~ t.::1 bt· eo:mmcnsurat:~ witl1 individual employet;>:'~ still:;, abilities, and .:xper.ien~."";e. 

A performance-b::t.;eJ rrh~.rit :::;ystem m;::,.y indude a c:omp0neiH .)f peer-review when 
a ).propriate. Appropriai~.n----s~: will b.:-. ddc.rm.ine.d jointJy by t-h·~- ~·uper-v-isi:1::---..@)~.;r-aff 
B3em8ef)THE PRESIDENT OR AREA VICE PRESIDENT. 

t:~-.e~ 
-L A pe.rf.-:mn::•lJCe-b;::,s(cj merit ~;y::.tem sh•)JJld ('flgc·r,Jer the type, -1uantity, and quality .:_,f 

5. 

6. 

7. 

~ ,_ .. 

9. 

performance that .:::.:tntribmes to) the •.1.:.:hi.;.vement .:.f institutil)n:il :md uni( mi~£i•.:..m: :md 
g.::,aJs. The reward system al$C• net.:ls to <:t-:::count f.:.r a variety c,f ways that :1n employee 
m~~y ::;upport the::;e mi;,~;ion::; and g•Jals. 

A pu·f,:>mance:-base:d m.:.rit ::;y~•tem tK·ed:> to e:stabli:;;h a de.ar connec.ti.:::.n bc.rw.':en empl•)Yf'-<:': 
petformilllCe and reward. :\.1•:-.rit.xi.:,u£ pdf(lrrn:mce sh•)Uld be re.,_van:k:d in tangible. ways. 
t-hroug-h-'.i-ga-ific-ill'it-pr•::.gr~ss-itOifl--\'w'-it-hin-a-s-a-l-21=y-Fan~r.e-.:.r-l_3F•:lffF3~·i•:oH-anJ-FF.tt:Pt'em-e-F!-t-t,:.--a 
ne>.-.."--t::.-cl-ar=y-P.i..nge-\o:.<lK'fl-deemecl-::-tflpF6pFt:1{i~. A d<:.p~u-IInent or unit rr.n:>t ck::uly identify the 
nom1;1] exp.;.::t~tions and ptrf(•rmanct s~md.:'lrd~. that arc e.xpe.!":ttd (•f all :::tJff. 'HLr•)ugh this 
pr.:,,~t-ss, indicator:; rntt:>t be identified f,·,r perfonn:mces th::tt Lll below st3nd:1rd 
expectations f,)r merit 3S wdl f0r the':;''=' type:~; of achic:v,~mc:nt::; that ;;urpo:!ss the unit's 
standard expectations. 

The. p(:rfomnnce. appraiGal prc.cess ::;boul.J provide employee:~ ·.vith .::(;n~;tructive LOtnm.:nts 
that c·-nabk· thL.m f.L\ tk.-.relq.'J pwfo:.:;;::i..:.•nally and t(• make impr•)Ve:tn::nts in IJerf<.Hlna.nce. 

A perfurrnan•::e-base.d me.ril sy~;r~m must a·/•)iJ triviali:::o:ing the. ~;yr.tem by ~prC"::tding m~rit 
tc .. ) thinly ::J.nd thU$ minimizing the irnp:1c.t of any incentive awards giv,~n. 

Even the best zmnu:Jl r.=.-.vi.:w ::;y:)tems may pr.::duc~ .;;dbry inequi~I.:~s o)r may fail to 
apprt)priately [t:W::.rJ C(.tntribult•-::'111.'; o)f p.:;~rf(•l'JTI:'if!(;e,:) ::.pread •)Vo::r }o)flgt:r perio~ds Of tim~~. 
Thus, an annu::-tl merit review sy.stem nc.e.d::; w be ~;uprlemr.nk.:l by peri.)dic fiv.::-ye~1r 
C:(lrrtprehen:;ive revle.w:; on a rotating ::c:hedule:. 

A p(".fkorm:Jnce-based m.::r.it or !~J.Lu·y rew<Ird :>ystem should f,)ster cCH)pdJtion among 
st::r.ff. ;:;twuld r-:ward individual::; for :olbbcor:ltive effc.rls, :'HJ·.-1 ~-houl.J gcno::-.rC!t.::· wide 
~upp•)rt and general .:;ati:I,::.::ti.::~n .-::on th,': Un.iw:rsity ctmp'.1S. 
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10. Both the p~rf<Jmi:-tn.:::e-b::tsed merit :::ystc::m and the pe;-fom1afl(e apprai::.al pru(".e::;::-. will be 
r~vieM;-d .annu~Illy by ASC, whi..::h will mal:.~ r..::(;(•i'tirf!(~nd.:ltions ft:1r modifi..:::'lti(;n as 
appropriate. 

Provided thc.~e tc.n principles ~rn:- foll•Jwed, the A.drniniUrali ve Staff C:mtKil reconut''h"ru.h that 
Buwlin6 Green State University ad.:•pt 2 rxrf0IT,nnce-b3~·~d merit rew.:ud systern. The Council 
believe:; it i:; better to in·.pruvc. th.:· c~_\i~ling ::;y~.tem than t.~. abanJ•:•n it C•)mplekly. \Vhat f,::.llow:; are. 
the speclfi-:: re(:t)nimt:ndati,·,m for .an empk;yec perforrn::mce-b::!!,;cd m~rit ::;y~tc:rn which is ~pec:ific t.o 
admini~trative: staff member.). 

RceL•mmendations 

1. 

... 

..). 

Ea~h y~ar, the. Univer:;ity ~.h(•Uld idt'.ntify, rcvi~w, and Zo.ddress .;mph:'.yt.c S:i.brie.~ which 
may b~ ine.y uitab le ;o".:i-l:lt7h-as-t-he- :a1-a-;:-ie;-c:d=-ti=w:.;e-i-n·:l-i--v-i..:!-J_:z.::l:l-s--'Y\'ht:.-aF~-be-l.O!-t.\'-the-."!Ti ·3-r--:~i-nt 
ef..d:le~-f--'.salrl:F]'-g-r-atl-<:.'. Funds &h•:Juld be rr,aJe ;:tv;:~il<~bk ;:1n a regular, on-going ba:;is t•J 
correct salary inL"qnitit..s, m.;~ke m::trb::l adju::;trnent:·: dr.J .:::llary adjustments Lh::.e!Tlt;;:.d 

appropriat•:: f,)fk,wing c0mprc:.hen:~ive. re.vi.:w~: ,Jf employe.:~ pe.rforn1an.:e ;:md salary, and to 
~upporl raises f.:)r profi'i;)1l•Jn::;. The::.;; fund~. shonld l!•:Jl bt- L.:(•fl~;idered part of the anr.ual 
merit pool. 

T t:.• establish 3 dear conn:;ctioE lx:twcaJ crnpk,yee p.~.rformance and r~w::._rd, J"llt.rit.)rious 
perfom1m1ce should be. re.·.:vz•.rded in tangible way~- th_r,::_.u~_!h-~~i-g-:::-i-R&.'l:i-~-t-[:IF•~;;re.ssi.:.·~'l-\V--ithi-B 
a--s-:rl-ary- --ran i-,'{',--C:IT-l_:li:•::'IfP.:t:•l.i.•:.I=J.---£-HB-11'1. •?.V e-fl'l en t- ttc•-8-Ue-\V---'~'ft-1-a-r-)'-F:J.-fl-_gc·Whe-B-•;iee-m eo:i 
fifJpr't1_;3f-i-a:e-: EACH E~tPlOYEE WILL HAVE A T-'ERl\'OlH1ANCE EVALUATION 
I'LAN WHICH SPECIFIES f'ERFOI-:.1\L\NCE I~DICATORS TO Br: REWARDED. ------c? 

b~fterfi""''e-Ef>flS•:·:outive.-ye;:o_F~•)f-rF:e.R-t.~F-~teol:I~nl%e<~•t~R'lefii£-,----the ~iHf•l-.~~yc~H·Ral-l..{:,c~.s,rant~.d 
an-:m-n.JJ:llly-~en{:-".\':f!Bl~fi·•;•e-:-ye-.:u,___,~~ntFa;::;-Hv-i_l:-l't-pr.::t\•i·-~i~)rt::~fC:lf-aRfil.:h:<l-----.:;·::t-lary-,i-n-sr-eases-: 
A:::+al:id-Fet1e-'<'.'-a:!.--\Vi-l:l--t,.2:-~i':Jflun;;ent·uf~-"n-,_:;l:•h~:r~set~-m:':F!:t~FH:•TX-perfc.:crnanGe: 

A perf,::,rmance-b:t:~ecl merit sy~tem rnu~t be :idrrt!ni::;t.c-.ied •)reuly and reliably Thus, 
changes in evalu:ni,Jn anJ merit p::t.y ~:riterb mu~~t b.:-. ,;,)mplo:::t.'::d be.for~. the new .::.:.ntract 
year, i.e. bdvre June 30 .:.f the prior c.-::•ntracl yes.r. T,~, ,:.n!C:ure th::tt empl•Jyee~ .::::t.n contest 
unfair meril as;:;cssments, timely Ji~;clu~:ure~- of merit p•':rf•)rn1an( .• ~ ,;-v:tlu~ti·~·ns are 
neccssJ.ry. Ct:.•ntinual JiaJc,6ue between th·~ sur~~~rvi::;or 3iJd Lhe ~mpl•-.-.y:~e about prc·;~rc.;t:) 
t(JWdf,js goals i;:; e:.;sential. 

TllvlE DE.\DLINES 

a. Perfmman•::e appraisal forms must b.:: cc•mplded by May ?.I oi tlk piit:•r •::.:mtract yeJ..r. 

b. _Merit.:xlou::;.-;:t~::;r:-ssnje~.VAJ_,UA TIONS mu:-:L be h~tw:-n--at-t-l~e complct:i..::.nED AND 
RESULTS SHARED TIY :MAY 31. ,:_..f l!·,;: ·.::v.:du,··t-ir?.«-f>'•OI7t~..-s-.-fMay-3-1-:) 

c. l'v1ed[ crit.::.ri:l mu~;t be kn•)Wn pric.r to stm1 c.f the nc:xt contrar;t year. 

d. /'1.. :mp•:::rvi:;dr will me.;.t w.iih ,;mpk.y.;es b.::\.v/ct.n iJL<".•c:mb::;r 1.5 s.nd Janu<H)' 15 for 3. 

dialogue on progress tmvard t:1(:if J.nnual gc•ills. Th~ :;npcr·visor v.1ill d·x:ument ~t that 
time an cmpl.::.y~c·s pcrfurmanct: 'l.vhL~·h L: fo.lling bek•w ::t ~:ati::;fa . .::tory kvel. The 
supcrvi~:.:-;r .. vill be expected t._) cnntinue lo ;~ng.::1ge in on-g.~~ing dialogue •.vith the 
cmplvyGe D jmprov.~ employee p.~rfonmmc;;. 
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4. A :;upervi~;(lr's mt-.rit evalmttion will indu(k an asses-:n·J,:,nt of the. C(HTlpletion of 
p,:-rfom1::mce evaluations and merit p:i)' reconm1~·~1dati')m: for tl1eir staff ,)n time. Failure. to 
de, so \viii b~ deemed pc.rfonm:mc.e below e.xp~clations. 

5. THE DEP.\RTMENT Of' Human Resourt:"t:$ will review all ~mnual perform3nce 
e-valuation~~ and merit p;1y recommendations to ensure consistdu::y :md integrity. !~sues 
Cl'lti(:erning the pn)ce::,s will bL· C(:OflHTuJnitMed w ASC-PWC on an annual basis. 

6. The annual mt.rit allocation ~~h.)uld be based upon the mcrit0ri•)US accomplishments t:Yver 
the ffi•)$1 recent tlrr~c-}ear period on 3 rolling b.:rsi~, i.e., ea.::h year ne\v infom"J:ltion i$ 
::.dded to tl1e fik f,)r the most rl:cent ye::tr ;;-:.Ild information for Lhe olde~-;t ye:lr i:> eliminated 
frum the filc._ This will hdp to reduce inequitic:;: that ~an re~;ult from .jiffe:reiK.,~:; in the 
merit f1mds avaibble. ~<1ch year and fn;,rn flll(:Lu<ttil'm~ in .IX"rforn13nce that rn:1y occur from 
year to year. 

7. AH employee~ will be ev::tluat.~.d in their rumu::tl performance r~vi.:ws t(' determin~ their 
eligibility for merit. l\letit eligibility is detcmtinc.d by th~ job ptrfomt~mce of an emph:Jyee, 
as as~c:sse.d by the Admini$trativc StMf Perfom1ance Appra.i~al F0m1. p,;-.rfonning one's 
job at a satisfactory kv~.I and in .i competent rn:11u1~.r i$ th,~ b;:~~:;is f.x merit pay. Given that 
a..11 e:mpk•yee will qu::rlify for a merit in.:;re;J:;e by meeting, as well :.ts e:X('l:-edirig, unit 
st:md:lfds, h i~ e:xpc.cted that very few emph)ye~~~ will fajl to qulli.ifY fL•f merit. 

8. Any empl0y~..:: v.;(J(; Joet not qualify for merit in their annu::~l performant-.·~ rcvi(~·.v should 
not rc~c.iv.::. a s::o.L:try increa~:e. A pwfe:::;:::ional dew.h:.prnent fund equ:tl to the. uniform 
percen.t.Jge raise tl1at W•)UlJ h:1ve: been ~dloc~tted t.::. !11.~ individu:J, ~~hould b.~. m .. 1de. available 
to tht:' dfpartrnent or ~tcademic unit f•:Jr e.mp](,y,~e de.veloprnent, with priority given to 
~tssisting employe~:=: who have failed to qualify for a merit increm::-.nt_ 

9. If th(: tt.1tdl rnt.rit pool for salary increments in a given year is tlrr.?.e perce.nt (3%) or lc:s.s., aU 
ernploy:.e.c.~~ who qu:1lif·y f,)r merit ln their annual performance re11if:''-l/S will rcc:.::ive. the 
r;;1m~ percentage in('.rease in zalary. 

10. If th:: t•)Lll merit [t~X•l f,)r :.;abry incr~m~nt; in a given ye:.tr i:'; rno:)rc. th3.n three percc.nt (3%) 
hut le~:::; than five p.:·:rcJ:.-:nl (5%), it will be allocated according to the fulk.wing guidelines: 

a. Three percent (3%) of the total :=;;ib.riL~.=; ,,f empk.yees sk11l be ;'I}J,:.,::atl':J as :.l three 
percent (3%) int3re~se in ~:;abry to all emplt-,yecs ·wh,::. qu:llify for merit based •)n their 
annual pertonnan,_::e reviews. 

b. Thc. re.m::tining difference between t:hc toml me.rir fl(•(•I ~md the three percent (3%) (•f the 
Lot:..t.l salarie~ of the adminismulve ~;t:1ff ::.ball be C!lloc:3ted to departments ;md unit:~ for 
recognition of tl10se Cl1ljjk·y~e:-; wh.y:~ level of perforrncu1•X ·~·.x(.C•::.j::; department •:.r unit 
expectatiLillS as dt:.Jine~ by the. merit rc•lit:y •}f the ,-]-:.-.partrnent .:;r unit. 

11. If the total merit fH)(•l i;; five percent (5%) (lr m;)ri:::, it will be alkr.:::ak:d ~1L:c0rdir1g t(' th~ 
follt)Wing guidelines: 

a. Sixty perc·enl (60':.'t•} ~:ball be o1l}c,.,:-.:1.t~.J t(• dep;:rrlmen~s/units l•) be meJ a::; ;:m e.wal 
pc.rce.ntage increase in saL:t.ry t.) all employee::: wh,) me.d 1)r ~~\ceed department/unit 
expc-.U~ttic•n:> <>.nd tl1ercby qu::tlify f.x rneril in their a.tmu:.tl performance reviews. 

b. Fvny percent ~40Si..,) shall be :.tll•xut.:;d to Jepdrtments/uniL:-: f.-,r rec•Jgni.ti::-.n :;md 
f(:W::t.rd of those employees who;l: k.vt:.l 1Jf l.'l:~rf•~nnc-~nce e.,:L;eeJ:,; dep3rtment/unit 
expectation::: as ddin.:J by the merit policy of !he departm.:-nt/unit. 

Approve,:J. by A.dn:t.ini.straLive Staff C\)uncil - J~m.-; 5, 1997 
Am~n.:k:d by Cenmll :\dministralion- Jun.; 16, 1997 
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Potential Effects on Election Process - 1998-99 

Current ;; .:.[AS(; Rep.:; by Term Propo:.2ed ;; C•f N3C R.;p.:; 
Functio:onal Aross 1988 19991 :2000 Tot::tl El.;ctk·n FY99 

I 
lnatituti.:.nal suwort ~ ~ <:· :-I c t k· - - " ·-· ovt.. 

8tude.ni Support 6 5 1 1:: 
,, 

~.~ es f(•r ::: v 

A,:;3dojmi(. .?upp.:.rt 8 ... .-, 1 ~ t; ·,·e2 f.:or ~ -
Acad.::rnic D.;,partm.:.nt.;; 1 1 I 3 I "l88 f•)r 2 

Athl<?li•:.=/Sp.:,rts .C...:liviti,;.3 ~ 4 1 7 5 No 

T €:Ghno:.logy 3 41 2 9, 4 Nu* 

Fire lands 1 1 2 2 Yes 1 

TOTAL i"t .-, 13 10 50 ':!'"' -- t..••:. 

TedliK•k•QY Add'! r6ps 2 
TOTAL 1998-99 35 I 

--r k·te: Te·~hrK•I•:ogy group will h:~v.:: 2 reps t•:O•J msny in 1 ~t98-'39. Our r.::c:.:.mmendatic·n is he :::ooo rn.;mb.:;rs .::hc·uld 

b·:: ITIC•V8d int.:• :20•)1 and lw.:. 0:•1 til.:: 1999 rn.:.v.;d into:• 2000. I 
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FUNCTICN"L GAOUP1~~3S I I I I I I I 
I I I I I I I 
I I I I I rJ.;w I N.:. Changal 
I I I I I Distribution in Distribution 

Current ASCI •~rrn I Tc•l«l by_\ l I I 
A~-£ I E:.;{!irez 9::; I .. I Grow.,ir•·LI I fo/, I I 10~b I 

I I I I I I I I _L I 
lnstitulional Support I I I I I I I 

AGn.j;rnic AH~irz \ACAF 71 ~I sl I I I I I 
P..ffirmativt:1 A.:ri.jn .~ t+:tndii:::JP!'ed 3v.:.:; .l>J-IS I ~I I I I I I 
Alumni .,. f.V~,...J.-~ . .i- ALUM I I 131 I I I I I 
Architect u P.r-t:; I I :!I I I u I 
Au:.:ili~rv Services .41JV. I I 21 I I I I I 
Benefit.<? /Human A ;;sourc.?s etNS I I 11 I I I I I 
C'.apitiil Plannina C4PP I 11 I I I I I 
Envirc.nmante;l H·:slth & Ssf;tv 8-!S I I 31 I I I I I 
Financi"l Affairs FINANCE I 11 I I I I I 
Payroll PYR.. 1\ I I I I I 
Burs&r EF3i 

I 
31 I I I I I 

TreC'surer TRES sl I I I I I 
lnstituli·~r.al Aesesrch A I 11 I I I I I 
lntemal Auditing lA I I 11 I I I I I 
Business OHk"" EO I I 31 I I I I I 
Human R:,soorc·:s pe:s I 31 I I I I I 
Facilrri;a s~ rvicES PH\'P I 111 I I I I I 
Poet Office PCF I 11 I I I I I 
Pre.~·~:J.;;nt's Of0 Ff-SS I ::!I I I I I I 
Public Relations R.B I I 91 I I I I I 
Purchasing R.fC I I 11 I I I I I 
Ai.ok M01n3aement I RLSK I I 11 I I I I _L 
Univer.'?ily ~L-kflif(;.fi._(JI.,;t,vtf' I. FE I I I ::!I I I I I I 

I I 74\ I sl I 71 
_I I I I I _L 

Stu•jant Sur.mort 121 6 I I I u I 
Boc.f:stor& ~s 21 I I I I I 
C.:·lle..JG Acc;2.: Pro-:~r::tm GOP 81 I I I I I 
Car·~Gr S<3rvic·=:: C.d.RSVC I I sl I I I I I 
C·:•IJr&SEiin•J C,;nter co:.:; I 11 I I I I I 
Educ!!lion Pro.:rsm Advi~em0nt EDPA I 21 I I I I I 
Fin~mcial Aid FAJO sl I I I I I 
Dining_ S·?rvic~~ FCO:O 3_1 I I I I I 
Heellh S·:rvico?s 1-GiR I 23\ I I I I I 
lnt.em·~tiura :.I Pro'-1rc~m.:. I~ITP 31 I I I I I 
Multi.:-ullur~l ~ Ac2d8mi·~ lnitistivE 2 M&FF 6\ I I I I I 
Ao?eidGnthll Ute RESUFE 181 I I I I I 
First 'l0sr E~·~NriE·nce Proqr9m 11 I I I I I 
Fleaiatr:ati(•rt & Rec-:·r03 P.G2T I sl I I I I I 
Stud;;nt Affairo STAFF 41 I I I I I 
Student Life STUFE sl I I I I I 
StudEnt Publi•:glk•ns STPUB sl I I I I I 
Student AcHvitiE s IJA.O 21 I I I I I 
Und~rgradu:oit·;; .<\dmisai.:.n3 Lr;>.qAD I 111 I I I I I 
Union LN I 101 I I I I I 
AC:l•:l.;mic: Enh'E!no::'!lment A.CEN I 111 I I I I I 

I I 1321 I al I 131 
I I I I L I 

A.:;sdGmic Support 1? 8 I I I I I I 
I I I I I I 

Arts & S('i<E~nc-:·s A~S sJ I I I I I 
Animsl Facility .A.f'UM 2\ I I I I I 
Busin•EJ::s .~.dminiztr3tion B.ll, I 5\ I I I I I 
Creative· Arts c~.R~ I 21 I I I I I 
Cundnuing Edu.::~tior. & 3umm.;r Pr(•ar:.rns GJTE I 11"01 I I I I I 
C•)c•o.,rativo: Educstiun CtFi I I I 21 I I I I I 
Ed•Jc3tion & Hum;;n DavEior..m·•nt E6P 131 I I I I I 
Envirc.nmen!al Prc·::~r;:rn;. ENVP 11 I I I I I 
Gr.a.juat•J C.JII".:Je GRAD sl I I I I I 
Gro:Jual-~· Studio.l< In E'•Jainess ~~ 11 I I I I I 
He:J.Ut. & 1-lum;'tn S~·rvic5s I-H3 31 I I I I I 
Hon.:.rz Pr·:.aram 1-tFS 1\ I I I I I 
Lib1"3ry/RG,;Jional B.:; Jf: D"'p IJE'fl sl I I I I I 
Musi·~o;ll Arts MJS 91 I I I I I 
Pooular PrG2·> R:f'R 21 I I I I I 
S ··,:,r~ori:·d Fr.:tWr.:irr~ .:,. Res•:tar(;h r:-::FN 131 I I I I I 
TGchnol.;;gy, C.:·lle_g_;; .:•f TEC~ I I sl I I I I I 
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. ~ 

FLJNCTI<:>N~' GROIJP1~~3S I I I I I I I I 
I I I I I I I I 
I I I I L New I J No Change 
I I I I I Distribution I in Distribution 

I Current ASCI Term I I Total by_l J I _L 
P.:;p~ I E:.:pire:o 93 I .. I Groupin' I I 6% I I 10% I 

ArchivE:! Collections .t,IXl I I I 1ol II u 
Cir Gc•vl R.;a & Publ 3vw r:r-c~ I I I 11 I I I I I •v 

Manaqement Ctr MCT I I I 11 I I I I I 
NW Ohio Ed 1 ech Found I NET I I I 111 I I I I I 
Photo Chern Sci PCS I I I 11 I I I I 
Phil Doc Ctr PJX; I 21 I I I I I 
Soc Phil & Policy Ctr lmt I I 21 I I u 1 

I I I I I 991 I 61 I 1 ol 
fl.c:::dGmic D.;p~rtmants 11 ol I I I I I I 

School of Art ART I ,_11 I I I I I 
Bioluqk=!ll Sd•;nc:-.:; E'IOL I 61 I I I I I 
8usinoss Educstion El§.E I I 31 I I I I I 
Can~di9r. Studia3 C.~ST I I 11 I I I I I 
Communication Disorders ens I I 31 I I I I I 
C~oemisirv a-e.! I I sl I I I I I 
Computer So:i&nC'e cs I I 11 I I I I I 
Sr.•eciel EduC'3tion EC.;>t I I 11 I I I I I 
English EN3 I I 11 I I I I 
Familv & C•)r..3umllr 8ci;nc'3:> R:'S I I I 21 I I I I I 
History HIST I 11 I I I I I 
H<2sUI"o, PIW3ic;l EdrxsloJn :. ::10cr.;o0i!i•)n I~FE'l I I I 11 I I I I I 
Lanouaqe L3boratc•rv LLAB 

i 
I I 11 I I I I I 

Medi.~;-1 T~~on.;lcu~V IMEDT I I 21 I I I I I 
Nursing t\l_f\S I 21 I I I I I 
Philosophy PHIL I I 11 I I I I 
Psychology P.:.~ I 31 I I I I I 
R·,msn.::.;; L-.nqur.oe.;- FY.:M.. I I 11 I I I I I 
Thester THEA I I 21 I I I I I 
Tectonolc•ov Svot&m.o TSYS I I 21 I I I I I 

I I I I 441 I 31 41 
AtiGtio:.:;/Spc.rt" Activiti~ s I I I I I I I I 

Alhlelic" .A.THL 71 21 651 I I I I I 
Recre"-liC•n Sport~ FS" I sl I I I I I 

I I 731 I 5 7 
I I I I 
I I I I 
I I I I 

TGchnoloov 9 31 I I I I I 
Cenl•3r for Te2c~oiroq, L8~mine~ T-;:hnc•IO(lV CTLT I t_l I I I I I 
ln<tructi•)n91 MadiO! INSTMEDIA I 71 I I I I I 
Ur.i\Jarsity C(•mR_ut:;r Servic.?s L~ 31 I I I I I 
WBGU-TV W~?/3~_1 I 20 I I I I I 

591 I 4 6 
I I 

Firelands Fir•3l!tnd.:> FP.: 2 1 17 171 I 2 I :! 

I I I 

TOTAL 50 ::2 -192 .\98 33 50 
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June 30, 1998 

Memorandum 

To: Becca Ferguson 
Assistant Provost 

From: Pat Green, Chair 
ASC Persom1el Welfare Committee 

F'WC met yesterday with m·~mb.~rs of HR present to dis.:uss how t•:. pr.::,.:•::ed with th•:: prc.gression study and 
placement in the pay rang•::s of administrative .:.taff. Before progression through the nnge::. can b•~ ad·::quately 
addressed, PWC f·~·:::ls that adminish·alive !taff who hav•:: be.~n her.: should be appropriat.~ly pl<K·~d in the ranges. 
C.::.mp.e:nsation plans such as ;:.urs, recomrn.~nd that •::mployees should have mechanisnls to reach the roidpoint of 
a range any-vvhere from 7-9 y•::ars. Therd.::.re v,;.:: have been compiling data, with th•:: help of Human Resources, to 
determine how mud1 it would .:ost tc• place •::mployees correctly in the r;:mg•::s so all staff are on a level playing 
field to move forward. In an interesting lwist, the nature of this project has tah:n on significant proportions due 
h:. the Bc.ard of Trustees voting to nwv.:: to 100% merit beginning n·~~·J year. Rather than stagger our 
recommendation ova· tlu·ee years, th·: .:ommittee will recommend the all th•:: adjustments be mad.:: ne,:t year 
b·~k·re W•? mov.:: to full merit. We determined that aft.::r W•? mc.ve to full merit there would be no way to evaluate a 
staff 1nember' s proper placement in th.:: range. 

Concurr.int vvith this study we hav·::: identifi.::d tho~ following issues, again as a result of the movement to full 
merit, tlnt mw:t b.:: addr•:::ssed sirnultrul•?omly with the plac.~rnent i.:.su.::- and b.::come part of a proposal: 

1. Progression to th:: midpc.int in 7-9 y•::ars based on merit 

2. Definition of merit and .:riteria 

3. Inconsistencies of current merit document 

4. Merit tied to performanc·::- evaluation/goal setting 

5. Moverf'tt:nt C•f the pay range 

6. Current handbc.c.I: policies- i.e. new hires in J::nmary fc.rward not entitled tc. any merit 

7. Goal setting cyde- i.e. st::tff goals set in May, Univ•::-rsity goals announced at Openin3 Day 

G. Evaluatic.n of perfc.ITnEL11Ce evaluation instrument 

PW•= v1ill worl: c.n thi:o v.::ry aggrr::ssive agenda this y·::-ar in order b:. g.~t a proposal tc. tl1o::: administration and 
P.oard of Trustees for impl·~ment:ttic.n prior b:. full m•::rit. This prc.b:~bly mean:: we v1ill have to have something 
E;c.ard approved in Febru::u·y or Ivlarch prior to ne:·:t year's perf•:.rmance evaluation. 

One.:- again, we lc.ol·_ forward to worling with I-IF_ on these issues in a collaborative fashion. Dc .. nna With'ler has 
agreed to gather some benchrnarl: infc.rnntic.n frc.m C·lher colleges and universiti.~s and have it for a meeting on 
August 12. 

I will be happy to ansv1er any questions. 


