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Recommendations that are entirely 
consistent with policy (UC APM 210-1-d)
In evaluating the candidate’s qualifications within these areas, the 
review committee shall exercise reasonable flexibility, balancing when 
the case requires, heavier commitments and responsibilities in one 
area against lighter commitments and responsibilities in another. The 
review committee must judge whether the candidate is engaging in a 
program of work that is both sound and productive. As the University 
enters new fields of endeavor and refocuses its ongoing activities, cases 
will arise in which the proper work of faculty members departs 
markedly from established academic patterns. In such cases, the 
review committees must take exceptional care to apply the criteria 
with sufficient flexibility. However, flexibility does not entail a 
relaxation of high standards.





Mitigating COVID-19 Impacts on Faculty 
Working Group (MCIF-WG) per Provost Brown
• The goal in prioritizing the recommendations was to identify actions the 

University system and campuses could take swiftly in Fall 2021 to respond to 
areas the MCIF-WG members viewed as being of greatest concern to faculty 
across the system. 
• MCIF-WG members ranked the systemwide Academic Council recommendations 

(January 2021) according to priority level (high, medium, or low), deliberately 
narrowing its focus on proposing actions to address the three Academic Council 
recommendations members ranked as highest priority. It took this approach with 
the objective of enabling the University system and campus leadership to act 
swiftly on a few of the most pressing and timely areas of concern: academic 
review and appraisal, and funding for research recovery.
• This initial report focuses on these areas so that campuses have options 

immediately available to them for the 2021-2022 academic year. A second and 
final report will be issued by spring 2022.



Achievement Relative to Opportunities (ARO) 
Principles

“Adjust expectations for promotions & merit advances to conform to 
Achievement Relative to Opportunities (ARO) principles. ARO principles 
enable merit and promotion reviews to evaluate candidates fairly 
based on their individual review-period professional accomplishments 
by taking into account unexpected or disruptive circumstances during 
that period that may have curtailed the candidate’s normal ability to 
achieve expected outcomes.”

University Committee on Faculty Welfare (UCFW) and the University 
Committee on Affirmative Action, Diversity, and Equity (UCAADE), 

December 21, 2020



What is Achievement Relative to Opportunity?
(adapted from Monash University)
Achievement(s) relative to opportunity is the framework that supports a fair and equitable 
assessment of career progression and achievements over a period of time given the opportunities 
available to faculty.*

This framework assists to ensure that the overall quality and impact of achievements is given more 
weight than the quantity, rate or breadth of particular achievements relative to their personal, 
professional and other circumstances. More specifically, this provides for the appropriate 
evaluation of achievements in relation to:

• the quantum or rate of productivity,
• the opportunity to participate in certain types of activities, and
• the consistency of activities or output over the period of consideration.
• Achievement relative to opportunity is a positive acknowledgement of what a staff member can and has 

achieved given the opportunities available to them and results in a more calibrated assessment of their 
performance. It is not about providing “special consideration” or expecting lesser standards of performance.

* Original language from Monash University referred more broadly to “staff.”



The MCIF-WG’s top priorities from the 
Academic Council’s recommendations









From the University Committee on Faculty Welfare (UCFW) and the University 
Committee on Affirmative Action, Diversity, and Equity (UCAADE): January 26, 2021

“If “COVID impact statements” are to be encouraged and used during merit and 
promotion review, then faculty should not feel pressured to divulge personal 
details or circumstances in their files. It is strongly preferred that “COVID impact 
statements” provide merely a detailed accounting of lost opportunities in the 
professional domain (e.g., weeks of lost productivity due to campus closures, 
grants not submitted, manuscript submissions delayed; students not graduated; 
performances cancelled, etc.), rather than a description of personal impacts. In 
other words, faculty should not be required to describe personal details and 
circumstances, such as family or personal illnesses or demands of dependent care 
duties, etc., in their files). Excluding such personal details could help mitigate 
concerns over implicit bias, but may not eliminate them completely.”



Considerations for COVID statement:

The Women In Medicine Summit and 
Explore the Space in collaboration with 
several physician leaders have created a 
Covid19 Contribution Matrix for your 
Curriculum Vitae. Your CV should reflect 
what you have accomplished, and also 
capture the opportunities impacted due 
to the pandemic. 
https://shikhajainmd.com/home/research/

http://www.womeninmedicinesummit.org/
https://www.explorethespaceshow.com/white_papers/covid19-contributions-on-a-professional-cv/
https://shikhajainmd.com/home/research/


References for next slides:

https://www.ncbi.nlm.nih.gov/pmc/articles/P
MC7354923/

https://www.pnas.org/content/pnas/suppl/20
20/06/17/2010636117.DCSupplemental/pnas
.2010636117.sapp.pdf





Considerations for the department letter
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FAQs

• What if actions have already been voted on – is there any recourse for the 
faculty to revise their candidate’s and COVID statements?
• Yes. In light of these new recommendations, which only came out late in 

October, if faculty wish to revise their statements then we will allow them to, 
and the department can request an extension in time from their dean’s office 
to allow for a new vote. 

• Can faculty put personal information into their statements, even if they 
understand it is not recommended?
• Yes. We do not censor what faculty put into their statements.



FAQs

• What is the main difference between these recommendations and those 
that have already been shared with the campus over the last year?
• The campus has already been adhering to many of the 15 recommendations 

promoted by the two systemwide Academic Senate committees cited earlier.  These 
new recommendations from the systemwide workgroup place greater and more 
urgent weight on the ARO principles and recapitulate the value of COVID 
Opportunities and Challenges Statements in contextualizing these principles. 

• Should a chair interject their personal opinion about how an action is 
impacted by ARO principles into the department letter.
• The department letter should represent the “sense” of the department, as 

demonstrated through the votes and comments of faculty that should be using the 
ARO principles. If chairs want to express their own insights and opinions beyond those 
in the department letter, they should utilize the chair’s confidential letter, which will 
not be provided to the department faculty.



FAQs

• How do we reconcile a decline in objective productivity measures 
with Step Plus? 
• Step Plus will need to be applied in the context of the ARO guidelines, which 

will admittedly not be easy.  The “gold standard” for Step Plus is “outstanding” 
achievement in one or more areas of review.  The department and other 
reviewers may determine that what might not have been “outstanding” in a 
normal period of review may, in fact, become ”outstanding” in a pandemic-
affected one – hence the term “achievement relative to opportunities.”  It will 
be incumbent on chairs to convincingly explain in the department letter why 
achievements are “outstanding” in the period of review, even if not at the 
same level as earlier advancements.  



FAQs
• Can the title of the COVID statement be changed for future actions to 

“COVID Opportunities and Challenges Statement” or do we need to 
wait for a change in MIV? 
• Yes, the new recommended title can be utilized immediately.

• Should appraisals be treated differently? 
• No. 

• If a chair believes the department faculty have not properly weighed 
COVID impacts, what is their option? 
• They are encouraged to write a “Confidential Chair Letter” to explain their 

personal recommendation.  Note that the letter is only confidential to the 
voting faculty, and not the candidate. 



FAQs

• If a faculty member does not want to update their COVID statement, 
could a department chair nevertheless modify the department letter 
by incorporating ARO principles? 
• Yes – the department letter is also based on the dossier and the comments by 

department colleagues, and chairs are in the best position to interpret the 
record and apply the ARO principles, even in the absence of a COVID 
statement.

• If someone has already deferred this year, is it too late for them to 
change their mind? 
• No – if they would like to reconsider their decision to defer, then please work 

with them to submit an advancement action. We will approve extensions if 
needed for this purpose.



FAQs

• If someone does not submit a COVID statement, should we assume 
that they have not been impacted by the pandemic? 
• No – you should instead assume that everyone has been affected, and so is 

entitled to be evaluated under ARO principles. 

• If the COVID statement, the candidate’s statement, or the department 
letter is updated after the vote, will the department need to revote? 
• Yes – all reviewers need access to the final and complete dossier in order to 

have an informed vote and provide comments, even if their votes do not 
change. Candidates are entitled to every opportunity to present their 
academic record to their colleagues for peer review.



Summary
• Chairs play an incredibly important role in contextualizing achievements relative to 

opportunity, and the impact that the COVID epidemic has had on a faculty member. 
• Department letters must evolve this year by providing a roadmap for FPCs, CAP, deans, 

VPAA, etc. to understand and reward faculty efforts despite the impediments imposed on 
them. 

• All reviewers should exercise ARO principles to recognize not only the limitations faculty 
have experienced that have resulted in reduced productivity or achievement, but also to 
recognize achievements in any and all areas of review that are meritorious.

• Faculty who have been advancing before COVID should be advancing during and after 
COVID under ARO principles.  This can happen without compromising on academic 
standards, as articulated in APM 210. 

• Use the optional COVID statements carefully in all cases, because faculty have been 
differentially impacted over the last year. 

• These principles will remain in place for up to five years because of the 
residual/carryover impacts of the pandemic on peoples’ academic lives. 


