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DECISION
28.4.2011
To those mentioned in the distribution list
INCENTIVE BONUS SYSTEM FOR RESEARCH AND TEACHING STAFF
University of Oulu introduces an incentive bonus system for research and teaching staff. The principles of the system were prepared by a workgroup headed by Administrative Director Hannu Pietilä, members being Dean Timo Lauttamus, Professor Juha-Pekka Kallunki, Director of Finance Sami Klemola, Administrative Manager Pertti Tikkanen and HR Director Liisa Rossi. The University's co-operation council discussed the system in its meeting on 14 April 2011. The system is implemented first for research and teaching staff, but a similar system is being prepared for other staff members as well.
According to the system it will be possible to reward exceptionally good work performance for the first time from the year 2011. The incentive bonus system complements the salary system already in use at the University (YPJ). In the following are defined the incentive bonus system's principles, the criteria for awarding bonuses and details on the payment of bonuses.
The reward system entirety
In the university salary system (YPJ) an employee's salary consists of two parts: a job-specific part based on how demanding the work tasks are and a personal salary part based on personal performance. The collective labour agreement defines the criteria by which personal performance is evaluated in the different evaluation systems. The criteria are based on work productivity and performance. Additionally, evaluation criteria based on different job requirement levels have been defined for the research and teaching staff.
Development discussions with staff members are carried out each year and personal performance evaluation discussions, described in the salary system of the collective labour agreement, are carried out every other year. In these discussions the employee and his/her supervisor discuss the employee's work and work performance over the last period and together set goals for the next period. 
Personal performance level in the salary system evaluates the employee's success in his/her work. The increase in the personal performance level achieved by significantly improving one's work performance usually becomes a permanent part of the salary.
Previously, it has been possible to pay to the research and teaching staff a project bonus in addition to the personal salary (up to a maximum amount of 50 hours per month) for the work carried out on externally funded projects. Additionally, employees who direct/head the unit will be paid a separate fee for handling the administrative duties.
The university salary system (YPJ) includes clear incentive elements. However, the creation of a separate incentive system outside of regular salary was considered important with regards to achieving the annual and strategic goals of the University.
The Principles of Incentive Bonuses
The goal of the awarding of incentive bonuses is to reward employees for exceptionally good productivity and success and to encourage them to further improve their work performance. The system rewards successful work performance in achieving goals important to the University's strategy such as producing degrees (especially supervising master's theses) and success in top-level research. 
The incentive system aims to reward an employee for his/her personal work performance. In so far as this performance cannot be evaluated on a personal level, the evaluation may concern the group of employees the employee is an immediate part of. Research group, degree programme or subject are examples of these kinds of groups.
The incentive system is flexible because the criteria for awarding incentive bonuses are defined on an operational level (in the profit centers, on the department and unit level) and the differences in employees' job descriptions, such as the different focuses in research and teaching duties, are taken into account. This can be achieved by creating a variety of awarding criteria from which are selected those that suit the nature of the unit and its operations. The employees are committed into the system such that they can affect the definition of their awarding criteria. The aim of the incentive system is to be open and generally acceptable.
At present the incentive system is to cover University’s research and teaching staff and other directly equivalent personnel. An own incentive system will later be created for other personnel.
Awarding Criteria
Awarding criteria are defined in the units on the basis of the University's strategic goals and the goals of the profit centers. The criteria consist of factors which influence the productivity of work of both the individual and the group. In order to receive the maximum amount of the bonus success is required in both. The criteria are to be approved by the Dean or the Head of the profit center in advance.
Examples of awarding criteria:
1. Productivity of personal work performance

- supervised master's theses and/or doctoral dissertations
10%
- publications in the most prestigious journals of the field separately approved 


20%
- publications in other separately approved journals of the field 

20% 
2. Productivity of degree programme, subject or research group compared to annual goals set
- reaching the goal set for bachelor's and master's degrees 
30%
- reaching the goal set for doctorates

10%
- acquiring external funding that supports the strategic goals of research and teaching (the Academy of Finland, the National Technology Agency (Tekes), EU framework programmes, international research funding)
10%
On certain special grounds some of the criteria may be replaced by other task-specific work factors that have been approved in advance. The criteria and their weight shall guide the best achievement of the University's strategic goals. Own criteria will be defined for managerial duties based on the profit targets of their work tasks.
Amount of Bonuses and Cost Coverage
The incentive bonus is an annual payment paid once. The maximum bonus is equal to the employee’s salary for one month. The amount of the bonus depends on how well the profit targets have been met. To ensure the bonus does not lose its significance, very small bonuses are not to be awarded. The bonuses will be paid from the unit's own funds and can only be paid when the profit center has made a positive result. Receiving a bonus always requires exceptionally good personal work performance and other special justifications. The employee cannot be paid any other fees alongside the incentive bonus on the same grounds.
Decisions on the Bonuses
The dean or other profit center head will decide on awarding the incentive bonus based on a well-founded proposal. The bonuses of employees working directly under the dean or profit center head will be decided on by the Rector. The bonuses can be paid after the University Board has handled the previous year's financial statement.
Project Bonuses
The awarding of project bonuses will be based on acquiring external funding that supports the University's strategy and the productivity in carrying out the schemes. The guidelines concerning awarding a project bonus shall be reviewed and separate instructions shall be given to it. Employees working on externally funded projects may receive an extra pay in the form of project bonuses, but it is proposed that while a project is under way, the maximum amount of project bonus is 25 hours per month (previously 50 hours per month). The productivity of the project as well as its share of the unit's overall performance are taken into account in determining the annual incentive bonus (the other awarding criteria must also be fulfilled).
Implementation of the Incentive Bonus System
The incentive bonus system will come into effect with the performance evaluation of the year 2011 and the first bonuses can be paid after the financial statement has been handled in 2012. The Deans and the Heads of independent institutes must ensure that the work to define the awarding criteria laid out in this decision is commenced immediately.
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