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MERIT RAISE PROCEDURE
  Employees' ability to come together and negotiate the terms of employment, including a pay rise, is an essential advantage in any profession. When negotiations are made together within the employees, it promotes fairness, achieving better results, and work consistency. However, an employee may qualify for merit raise based on the employee's performance of specific standards. Usually, over a certain period, the employer conducts a meeting to determine employees based on performance. A successful account receives a higher raise, whereas those whose performance is low will not get the reward. 
           The data obtained from the Management Department of Small State University states that the faculty members get evaluated every year based on three primary criteria: teaching, research, and years of service. Following the University's guidelines, the faculty members will be eligible for merit raise based on their performance on the above measures. The First criterion is teaching. For a Professor to be eligible for a pay raise, the teaching criteria focus on evaluating a student's course for the past two years. Secondly, the research review focuses on the number of articles and books a faculty member has written for three years. It also includes publications and several presentations. Lastly, it's the evaluation of performance by the number of years stayed in the institution. For eligibility, a faculty member must have lasted two years working in the institution. However, service criteria of evaluation are the minor performer indicator compared to teaching and research. 
        If we evaluate the performance of each faculty member, each of them will receive a significant figure. Starting with teaching, Professor Karas far exceeds the expectations because of the student's course level; since Professor Matthews is a newly hired instructor, his performance has not been standardized. Evaluating the performance by research, Professor Franks does not meet the standards because the Professor didn't write any article in the years he worked at the University. Professor Jones far exceeds the two books' research standards and over thirty pieces the Professor wrote in the University's last ten years. Despite Professor Ricks's six-year stay at the University, The Professor far exceeds the standard of service for being the dean of the College of Business. 
	
Professor
	
Current Salary
	
Teaching
	
Research
	
Service
	Bonus Allocation ($6,300 max)

	Houseman
	$92,000
	Exceeds
	Exceeds
	Meets




	  $ 1145

	Jones
	$116,000
	Exceeds
	Far Exceeds
	Exceeds
	  $1432

	Ricks
	$135,000
	Meets
	Meets
	Far Exceeds
	  $ 1145

	Matthews
	$97,000
	New Hire
	New Hire
	New Hire
	  $ 430

	Karas
	$100,000
	Far Exceeds
	Exceeds
	Meets
	  $ 1289

	Franks
	$90,000
	Meets
	Fails to Meet
	Exceeds
	  $ 859


            Using the above procedure and the Management Department's information, the following is the bonus allocation for each Professor. The bonus calculated using the performance standards of each Professor.

         In conclusion, from the assessment of the standards, based on each Professor’s performance, they were awarded a bonus of between 0 – 40% of the total compensation provided by the Management Department. If the merit is high, automatically, a member will receive over 30% of the full bonus provided.
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