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Statement of the problem

The committee met April 3, 2019 with CAP to discuss problems associated with the current
language in APM-220 and PPM 230-220-18 regarding the criteria for acceleration Further
Above Scale (FAS).

Of special concern was the trend toward proposed accelerations of 150% or 200% with
decreasing proposals for merit increases of 50% or 100%. Overall the proposals for acceleration
FAS of 200% have been viewed by CAP as too aggressive in relation to the candidate’s
achievements during the review period. CAP said there is a widely-held belief that a major prize
is both necessary and, in the absence of weaknesses, sufficient for an acceleration of 150% or
200%. CAP wondered whether an award was the appropriate criterion to satisfy the policy
statement: A further merit increase in salary for a person already serving at an above-scale
salary level must be justified by new evidence of merit and distinction. CAP felt that this belief is
sometimes true although exceptional productivity is also required. The problematic aspect of
considering awards for acceleration is that there are no obvious ways to evaluate the relative
merits of awards. What constitutes a major award? What if major awards were received in
previous review periods? CAP emphasized that the criteria for acceleration FAS should be
higher than for normal acceleration as implied by the policy statement: Advancement to an
above-scale rank . . . is reserved only for the most highly distinguished faculty. Many
department chairs propose acceleration FAS based on their normal merit standards. CAP has
received proposals for acceleration based solely on awards, with productivity in these cases
being only sufficient for normal merit advancement. CAP felt that awards to junior faculty
members were more convincingly important because they are relatively rare.

CAP expressed concerns about the nature and effort of some activities that are proposed to
satisfy the requirement of service. They wondered how to consider fully compensated
administrative duties such as heading a medical unit, which some members felt should not be
considered service. They also wondered about service that entails leading a research program
that is large enough to qualify for the name Center but which is only serving the interests of the
candidate under review; CAP called this self-service. CAP questioned whether a career in which
campus service was done solely at the departmental level was adequate to satisfy the policy
statement: Continued good service is not an adequate justification. They leaned toward
expectation of substantial campus-wide service at some previous point, not necessarily in the
current review period. CAP stated that the university needs its best and brightest faculty
members to contribute to self-governance, which could include service on Academic Senate
committees or in other ways that provide campus-wide impact.

CAP said that service to the profession can be confusing to evaluate and to weigh in relation to
service to the campus. How important is it to be president of a large society?

As an administrative matter, CAP recommended that consideration of FAS accelerations should
be done as a block of files in the spring, when CAP members have attained the necessary
expertise and they can consider all of the proposals in relation to each other.



How other UC’s address the issue

The committee reviewed criteria used at other UC campuses for acceleration FAS.

UCSF Faculty Handbook does not speak specifically about acceleration FAS. It says that, “2.4.1
On-time merits or one-year accelerated increases are not usually reviewed by the Academic
Senate’s Committee on Academic Personnel (CAP).”

UCI APP 3-40 does not speak specifically about acceleration FAS. It includes the following,
“CAP treats advancement to Above Scale as a major promotion. It is obvious that these
guidelines are not and cannot be entirely objective, definitive, and mechanically applied.” With
regards to awards, the document says, “For the upper steps of the professor rank including
Above Scale, however, such indications of professional recognition are expected.”

UCSB Red Binder 1-43 says, “A merit increase of 7% reflects sustained excellence in all four
review areas as well as new evidence of merit and distinction. Increases of more than 7% are
reserved for accomplishment that demonstrably exceeds in every review area the already high
expectations for achievement at this level. Examples include exceptional research productivity
or professional activity, significant recognition such as distinguished awards, prizes, endowed
lectureships, or elections, or extraordinary university service. The interval between salary
increases is a minimum of four years. Accelerations will not be approved except for the most
superior cases, supported by compelling evidence and a reasoned argument.”

UCB does not have specific language that addresses acceleration FAS.

Recommendations of the Ad Hoc Committee

The Ad Hoc committee recognized the challenges of optimizing language to enable the goals of
rewarding excellence and retaining distinguished scholars while preventing “acceleration
inflation” that is unfair and that may reward seniority rather than continued excellence. The
committee crafted its recommendations to provide CAP with sufficient latitude to exercise its
judgement and be applicable to all fields of scholarly endeavor.

1. The committee recommends that merit advancement of 50% above scale should be
removed from practice because it is comparable to a no-change plus a bonus and the
committee believes that advancement FAS should only occur when all of the criteria for
merit advancement above scale have been met.

2. The committee recommends that acceleration proposals should not be made if there is
any evident weakness in the case.

The committee found nothing in policy to indicate that the criteria for acceleration FAS should be
different from other accelerations. However, the committee also acknowledges an implicit
understanding that has become embedded in our campus culture; that is, that fulfillment of
criteria for both good and exceptional performance becomes more rigorous with rank and step.

3. The proposal letters from the Chair and Dean should document the department
standards for normal merit advancement and articulate the manner in which the
candidate’s performance is exceptional.

Criteria for advancement to above scale: sustained and continuing excellence; national and
international recognition; broad acclaim; significant impact; University teaching performance is
excellent; service is highly meritorious.



Accordingly, candidates for acceleration FAS would need evidence that their productivity is
double that which is expected for normal advancement in the review period for purposes of a
200% acceleration. In cases in which research productivity is greater than that required for
normal advancement, but falls short of twice the expected rate, extraordinary achievements in
additional performance criteria are necessary to justify accelerated advancement.

An acceleration case based on exceptional productivity in research must be documented with
evidence of the appointee’s contributions and their impact using norms appropriate to the
research field. The department recommendation should articulate the grounds for acceleration
beyond simple numerical tabulation of papers and citations; for example, demonstration of the
special impact of research, the quality of publications, the awarding of prizes or election to
national or international learned academies.

Cases for 150% FAS would be analogous to a merit plus BOS.

4. The committee emphasized that the criteria must be applied to achievements made
during the review period unless a career review is being conducted. Receipt of
prizes/awards during the review period should count as achievements for that review
period only.

When a prize/award is used to partially justify proposed acceleration FAS, the significance of
the prize should be articulated by both the Chair and the Dean. Questions they should answer
include: is the award for scholarly achievement; how many scholars were competing for the
award; is it the highest award in the candidate’s field; is it an award that encompasses multiple
fields; are all scholars in the USA or in the world eligible for the award? The committee also
notes that not all disciplines have career capping awards, particularly in the arts or in relatively
new or emerging fields in the arts and humanities.

5. The committee does not recommend that CAP consider all FAS accelerations as a block
of files in the spring when CAP members have attained the necessary expertise and
they can consider all of the proposals in relation to each other. This practice was
attempted in AY 2016-17 and created a logjam of files toward the end of the year.

Appendix — Criteria for acceleration FAS

APM-220

Advancement to an above-scale rank involves an overall career review and is reserved
only for the most highly distinguished faculty (1) whose work of sustained and
continuing excellence has attained national and international recognition and broad
acclaim reflective of its significant impact; (2) whose University teaching performance is
excellent; and (3) whose service is highly meritorious. Except in rare and compelling
cases, advancement will not occur after less than four years at Step IX. Moreover, mere



length of service and continued good performance at Step IX is not justification for
further salary advancement. There must be demonstration of additional merit and
distinction beyond the performance on which advancement to Step IX was based. A
further merit increase in salary for a person already serving at an above-scale salary
level must be justified by new evidence of merit and distinction.

UC Irvine

APP 3-40: Types of Action

Describes normal, accelerated, and decelerated actions. A list of possible actions and
their definitions may be found in APP 3-30, Appendix II, Annual Progress Report.

Scope of Reviews: Cases for normal merit increases and accelerations through the
level of Professor, Step V are judged on the basis of accomplishments since the last
action. Cases for promotion (to Associate Professor, Professor, Professor VI through
VIII, or Above Scale) are judged on the basis both of accomplishments since the last
action and of cumulative accomplishments.

After the required consultation with members of the faculty, a department may
recommend one of the following actions detailed in the sections below.

Accelerated Merit Increase

An accelerated merit increase occurs when an individual is awarded a merit increase
after serving fewer years at a given step than is normal for that salary step, or when an
entire step (or more) is skipped.

CAP Frequently asked questions

15. What is an accelerated action? What are the criteria for acceleration?

Individuals may request early consideration for advancement on the basis of
exceptional accomplishments in research or creative activity. Accelerations are rarely
granted solely on the basis of exceptional performance in the classroom or for
professional, university, or community service alone. Accelerations at a more senior
level will require more evidence of exceptional performance than accelerations at a
more junior level. Accelerations are an extraordinary request and, as such, require
extraordinary justification.

The criteria for an acceleration are unusually vigorous and accomplished research or
creative activity beyond the specific disciplinary norm in the period of review, coupled
with excellence in teaching and/or service. A doubled number of publications, for
instance, with little or poor teaching would not constitute a strong case for acceleration.
Accelerations requested at the time of a normally scheduled review involve “skipping” a
whole step, and must show excellence in research productivity, in teaching, and in
various forms of service.

Accelerations of more than three years have been requested on the basis of current
research productivity and have been denied more often than granted. Superlative
teaching and/or extraordinary service are expected together with research productivity



and impact. External letters are not required for an acceleration, but may be submitted.
Campus level review information is typically sufficient for evaluation.

Advancement to Above Scale (A/S) involves an overall career review and is "reserved
only for the most highly distinguished faculty (1) whose work of sustained and
continuing excellence has attained national and international recognition and broad
acclaim reflective of its significant impact; (2) whose University teaching performance is
excellent; and (3) whose service is highly meritorious. ...Moreover, mere length of
service and continued good performance at Step |X is not justification for further salary
advancement. There must be demonstration of additional merit and distinction beyond
the performance on which advancement to Step IX was based." CAP treats
advancement to Above Scale as a major promotion. It is obvious that these guidelines
are not and cannot be entirely objective, definitive, and mechanically applied.

41. Are prizes and awards necessary? Not always. Like success in winning grant
funding, awards, prizes, and honorific positions in societies can be a sign of
achievement and recognition. For the upper steps of the professor rank including
Above Scale, however, such indications of professional recognition are expected.



UCSF Faculty Handbook

1.3.5

Above-Scale appointment or advancement to Professor Above-Scale is reserved for
those faculty who have proven and sustained records with the highest distinction and
achievement in their fields. Although its use is uncommon, this category describes
advancement beyond the top of the Professorial range (currently Step IX). Intervals
between salary increases may be of an indefinite duration and do not normally occur at
intervals shorter than four years. Advancement must be justified by new evidence of
merit and distinction. The review procedure is documented and processed like a
promotion.

2.4.1
On-time merits or one-year accelerated increases are not usually reviewed by the
Academic Senate’s Committee on Academic Personnel (CAP).

242

Advancement to Professor, Step 6 and Professor, Above Scale. At the rank of full
Professor (any series), there are more onerous criteria for advancement to Step 6 and
Above Scale. While these are technically merit advancements, they are barrier steps
requiring exceptional distinction and are reviewed in similar depth as promotions.
Faculty may remain at Step 5 for an indeterminate duration, and typically may not apply
for advancement to Step 6 until after three years at Step 5. Criteria for advancement to
Step 6 are set forth in APM Section 220-18-b.The normal period of service at step is
three years in each of the first four steps. Service at Step 5 may be of indefinite
duration. Advancement to Step VI usually will not occur after less than three years of
service at Step 5. This involves an overall career review and will be granted on
evidence of sustained and continuing excellence in each of the following three
categories: (1) scholarship or creative achievement, (2) University teaching, and (3)
service. Above and beyond that, great academic distinction, recognized nationally and
internationally®, will be required in scholarly or creative achievement or teaching.
Service at Professor, Step 6 or higher may be of indefinite duration. Advancement from
Professor, Step 6 to Step 7, from Step 7 to Step 8, and from Step 8 to Step 9 usually
will not occur after less than three years of service at the lower step, and will only be
granted on evidence of continuing achievement at the level required for advancement to
Step 6.

Advancement to an above-scale rank involves an overall career review and is reserved
only for the most highly distinguished faculty (1) whose work of sustained and
continuing excellence has attained national and international recognition and broad
acclaim reflective of its significant impact; (2) whose University teaching performance is
excellent; and (3) whose service is highly meritorious. Except in rare and compelling
cases, advancement will not occur after less than four years at Step 9. Moreover, mere
length of service and continued good performance at Step 9 is not justification for
further salary advancement. There must be demonstration of additional merit and



distinction beyond the performance on which advancement to Step 9 was based. A
further merit increase in salary for a person already serving at an above-scale salary
level must be justified by new evidence of merit and distinction. Continued good service
is not an adequate justification. Intervals between such salary increases may be
indefinite, and only in the most superior cases where there is strong and compelling
evidence will increases at intervals shorter than four years be approved.

[*International recognition is required for advancement to Step 6. This distinction was
erroneously left out of the most recent APM revision but remains a criteria for UCSF and
the other campuses.]

2.8.5

CAP reviews all faculty appointments and changes in series, appraisals, promotions,
merit advancements which have been accelerated or decelerated by two or more years,
and merit advancements to Step 6, Step 9 or Above Scale. CAP also conducts Five
Year Reviews, Career Reviews, and Stewardship Reviews. (Stewardship Reviews are
conducted by a Stewardship Review Committee, on which a CAP member participates.)

2.8.13 Guidelines for Accelerated Action — (p. 77 link) Briggs note: the guidelines do not
distinguish criteria for acceleration Further Above Scale from other accelerations.



UC Santa Barbara

1-43

MERIT TO, OR WITHIN, PROFESSOR OR SENIOR LECTURER SOE ABOVE SCALE
(Revised 4/19)

Advancement to Professor Above Scale is reserved for scholars and teachers of the
highest distinction (1) whose work of sustained and continuing excellence has attained
national and international recognition (2) whose University teaching performance is
excellent, and (3) whose University and public service is highly meritorious, and (4)
whose professional activity is judged to be excellent.

Advancement to Sr. Lecturer SOE Above Scale is reserved for teachers of the highest
distinction (1) whose contributions to University teaching and education outcomes are
excellent; (2) whose work of sustained and continuing excellence has attained national
or international recognition and broad acclaim reflective of its significant impact on
education within the discipline; and (3) whose service is highly meritorious.
Advancement to Above Scale will normally occur after at least four years of service at
step IX with the individual's complete academic career being reviewed.

Normal, on-time advancement requires continued performance at levels commensurate
with the expectations for an Above-Scale faculty member in all areas of review and
must be justified by new evidence of merit and distinction appropriate to this highest
level of the rank.

A merit increase of 7% reflects sustained excellence in all four review areas as well as
new evidence of merit and distinction. Increases of more than 7% are reserved for
accomplishment that demonstrably exceeds in every review area the already high
expectations for achievement at this level. Examples include exceptional research
productivity or professional activity, significant recognition such as distinguished
awards, prizes, endowed lectureships, or elections, or extraordinary university service.
The interval between salary increases is a minimum of four years. Accelerations will not
be approved except for the most superior cases, supported by compelling evidence and
a reasoned argument.

Professorial appointees who have attained Above Scale status may use the title
“Distinguished Professor” as an honorary title. Sr. Lecturer SOE appointees who have
attained Above Scale status may use the title “Distinguished Teaching Professor” as an
honorary title. Because these titles are honorific, they may not be used on legal
documents such as contract and grant applications that require an official employment
title. The title may be used for such purposes as correspondence, CV, or website
listings. Faculty who retire at Above Scale status may use the title Distinguished
Professor or Distinguished Teaching Professor emeritus/a.



