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I ntroduction
A. Problem Statement

If we are to make progress inadvancing the educational and researchmissions
of the University of Maryland at College Park, it is important that we develop
strategies to revitalize all faculty, staff and graduate assistants to meet the new
challenges and opportunities in the next decade. The team dedicated itself to
providing creative suggestions to achieve that end.

B. Team Charter

The scope of the team’s charter was defined by five broad questions as
follows:

1 What “work” by faculty and staff do we particularly valuein light of
the new campus strategy?

In what ways can we best reward that which we value?

What are the best strategies to enable faculty and staff to achieve the
goals of the university?

Given the diverse work force (present and future) of the state of
Maryland, how do we recognize, appreciate, and ensure the full
contributions of all employees?

What can be done to increase the engagement of faculty and staff with
the university?

C. Work Plan

The questions posed above were developed by brainstorming about the
opportunities and challenges facing faculty and staff and mapping these into the ten
guestions posed to the team by the Self-Study Executive Committee. The questions
were organized around the areas of recruitment/Devel opment/Retention/

Rewards. The Employee categoriesthat were considered inthisstudy are: faculty (all
categories), associate staff, classified staff, and graduate assistants.

The team met every Monday, from 3:30-5:30 p.m. from March 15-June 10,
1996. The team met with alarge resource group four times during the process of
developingthereport. Theresource group was asked to respond to thetean’ scharter,
and to react to the draft outlines of the report as they were developed by the team
members. Each team member had a writing assgnment which related to the trends,
assumptions, and recommendations made by the teamin consultation with theresource
group (see Appendix H-A). The team met with Dr. Richard Chait to elicite hisviews
ontheteam’ scharter. Current literature was received which pertained to our task; we
read the Middle States Studies done fiveand 10 yearsago; read and collated the many
“diversity reports’ produced on campus prior to the self-study ( See Appendix H-B);
compiled a UMCP Benefit Comparison with Peer and Aspirational Peers (See
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Appendix H-C); and reviewed aTen Year Work Force Comparison ( See Appendix
H-D). The sources used are contained in the bibliography at the end of the report.

D. Resour ce Group

The Resource Group was a diverse group composed of faculty and staff. We
had no participation fromgraduate students dthoughtheywereinvitedto attend. A list
of the resource group membersis appended to this document.

E. Conceptual Framework

The teamand the resource group identified six major trends that the university
will need to addressin the 21st century. These are, 1- rapid change, and the need to
be aquickly responding system, 2-the shift fromindividualistic work to teamwork, 3-
aparadigm shift from ateaching to a learning environment, 4-anincrease inthe need
for public accountability, 5-changing demographics, and 6-a changing reward
structure. By viewing these six mgjor trends, the team in consultation with the
resource group identified six grounding assumptionsasfollows; 1-weneedtomaintain
an adaptable work force of faculty and staff, 2-we need to become a collaborative
learning and work environment, 3-we need to place agreater emphasis on where and
how students learn, 4- we need to be connected to multiple communities, both internal
and external, 5- we need to embrace diversity in all its forms, because it enriches
work and learning, and 6- we need to reward what we value (See Appendix H-A).

The teamand the resource group devel oped between 4-7 recommendations to
respond to each assumption and changing trend. They include such recommendations
as innovating with job-sharing and flextime, and flexplace for faculty and staff,
training, team building, leadership development, job rotation programs, and internal
sabbaticals, developing supportive technology for learning and different reward
structures. These and the others are expanded upon in the report.

The adaptable universty, and one where faculty and staff, can function and
perform in excellence, must continually identify trends and changes in the world,
country, state, among students, and in higher education in general. The campus must
continually explore how al campus employees (i.e. faculty, staff, graduate students,
student workers) can reflect quality, flexibility, and collaboration in these rapidly
changing times. Changing expectations must be clearly grounded in shared valuesand
assumptions. They are heavily influenced by new ways of working facilitated by
technology. The university must also be accountable to al of its constituents.

. An Adaptable Work Force of Faculty and Staff

UMCP should develop a comprehensive humanresource policy. Thispolicy
should establishprinciplesthatwill guideuniversity practices. It should addresssuch
aspects as the commitment to the current work force of faculty and staff in the event of
downsizing or outsourcing. It should address commitmentsto internal placement and
services for out placement. It would establish principles on diversity in the work
forceof faculty and staff. These principlesshould asoinclude statements of the nature
of campus community, individual and team excellence, maximum flexibility in all
units, commitment to training and development, and a commitment to involving the
voice of al groups of faculty and staff in university work.
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Recommendations:

1 UMCP should invest in the development and renewal of the work force of
faculty and staff. We recommend that the Personnel Office expand its functions to
become a Human Resource office with expansion of training, development, and
renewal programs for al types of staffing. We recommend further study on the
development of multiple career paths for faculty and staff. There should be
professional development expectations of all levels of staff and faculty. Recruitment,
selection, and devel opment policies should advance flexibility infaculty and staff, for
example, staff should be able to work on more than one computer system, faculty
should demonstrate the ability to make cross disciplinary connections with their
discipline, and administrative staff should be cross-trained in diverse functions.

2. UMCP should move toward a philosophy of enriching faculty and staff talent
indiverseways. Staff and faculty should beinvolved in university-wide work; cross
functional teams will bring the perspectives of varying roles toward common
problems. We recommend the consideration of such practices asinternal consulting
teams (e.g. computer applications teams that could include advanced students). We
recommend the university advocate continued strong international presence through
attentionto such external barriers as restrictions on H-1 visas and more creative use
of internet links to other countries. We should innovate how employees can
demongtrate their learning or skillsthrough experience when being hired or promoted
(e.g. CLEP, portfolios).

3. UMCP should be proactive regarding the enhanced role of technology in
administrative and educational processes. It should include commitments to
technological supportfor faculty including the use of technology for instructionand for
staff in modern business processes. The campus should have 24 hour access to
electronic processes (e.g. electronic grading, email, various on-line forms).

4, UMCP should establish a mechanismfor reviewing the contingent work force
issue, and policies and practices on the balance and role of a contingent work force
of faculty and staff. We need to recognize that the campus values the use of local
experts and the intellectual talent pool, but is uncomfortable with the excessive use of
a contingent work force of faculty and staff. We need to establish a statement
addressing this balance. We recommend that a special committee address the issue
of graduate assistants, who are the largest contingent group. Where there are
contractual and part-time staff and faculty, we recommend exploringwaysto facilitate
more comprehensive involvement in their employing units particularly for long term
contractual employees. We recommend campus-wide encouragement of joint
appointments, shared jobs, flextime and flexplace work and other strategies that
support adaptability, beyond the current practice.

5. Provide leave opportunities for staff (for education, university service, or
professional development).

[11.  Collaborative Work and L earning Community
The strength of the university traditionally has beenits highly knowledgeable

and dedicated work force of faculty and staff. In the faculty ranks we recognize the
professor who wins awards and brings in grants. We value highly those activities
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which enhance the reputation of the ingtitution. In the staff we identify and reward
major contributors, often those who gain a campus-wide reputation for service.
Moreover, with students we emphasize almost exclusively individual performanceto
the exclusionof activelearning inteams. Whiletheimportanceto the university of the
high-performing individual will not diminish in the near future, we have come to
realize that the pendulum has swung too far, that in our glorification of the high
performerswe have neglected the importance of high performing teams. Much of the
growing emphasis onteams comes fromthe transformations in work environment that
have taken place in industry and the service sector as a result of continuous quality
improvement activities, and on those pioneering institutions of higher learning that
have adopted concepts of collaborative learning.

Recommendations:

1 Coordinate the resources for providing training in collaborative working and
learning. A growthinthe number of faculty and staff who are comfortableworkingin
a collaborative mode will not take place unless many more persons are trained in
these methods. Expertise exists in various places, eg. Office for CQI, College of
Education, Employee Relations Training Office, but no one office has the resources
needed for the task. The first step is to identify individuals with expertise, then to
create a campus network of trainers, much as has been done in the area of sexual
harassment training.

2. Create strategies for greater engagement of academic units in collaborative
working and learning . Top campus administration must be more pro-active to help
colleges and departments to understand the benefits of greater involvement in
collaborative activitiesand team-driven probl emsol ving methods. Oneimportant step
to achieving thisgoal is better dissemination and education about the lessons learned
in collaborative working and learning. Examples are the work of the Lilly Fellows,
and the team process that created the freshman design course ENES100.

3. Review the campus committee structure with the objective of rationalizing
faculty and staff work load and encouraging wider involvement in team activities. A
clear impediment to wide-scal eadoption of collaborative working and learning isthe
perception that there is a major learning curve required by an already overworked
faculty and staff. As afirst step toward removing this barrier the campus should
catalog and review al committees with the view of identifying duplication and
overlap and setting clear lines of responsibility and expectations.

4, Develop acampus programof leadershiptraining. Three major opportunities
come to mind: leadership training for new academic chairs and administrative
department heads; and an executive | eadership forum, ayear long programof seminars
and learning for established campus management; and leadership opportunities for
emerging faculty and staff leaders.

5. Develop an ongoing program of rewards and recognition. Team driven
activity will not grow without the incorporation of appropriate recognition and
rewards.

6. Improvethefacilitiesfor group interactions. Meeting rooms must have simple
CQI toolsreadily available. Several rooms should be equipped for point-to-point TV
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across campus and between campuses of the System. The use of computer groupware
should be expanded.

7. Begin some experiments with self-managed work teams. This activity
empowersemployeesto planand carry out their work without direct supervision. The
libraries and physical plant are good areas for experimentation. Such a method of
operation offers potentia productivity improvements.

V.  MoveFrom A Teaching Paradigm To A Learning Paradigm

One of themore persistent themesin higher education literatureinrecent years
has been the contention that universities should be experiencing a shift from an
emphasis on teaching to an emphasis on learning, particularly increasing active
learning and developing new ways to assess student learning. The faculty in our
resource group concurred with the importance of this shift, while pointing out that on
a campus this size, traditional lectures are not likely to ever disappear. In addition,
employeesother thanregular faculty, who arenot usually considered "teachers', made
itclear inour discussions that many are actively involved in the campus educationa
enterprise, and many more would welcome the opportunity to become involved.

Recommendations:

1 Evaluate the current status of Student L earning Outcome Assessment, involving
all campus employee constituencies, with the dual goals of improving the systemand
identifying ways to further involve faculty, staff and student employees in the student
learning process. Utilize the recommendations of the task force on Assessing Student
Learning Outcomes, proposing an action plan which emphasizesthe role of faculty in
developing both an outcomes assessment system and improving student learning as
measured by that syssem. The budget crisis of the early 1990's greatly restricted the
implementation of the recommendations, and their impact has yet to be felt by most
faculty and students.

2. Develop ways to create a more caring environment which supports and
encourages student learning, drawing uponall categories of university employees. In
particular, faculty and staff who routinely interact with students should be
well-informed about the academic and human development resources available at
UMCP. Thiswill require convenient and efficient access to

information as well as training in helping students navigate through a host of
educational resources.

3. Develop ways to increase the involvement of non-instructional employeesin
student learning, including retired faculty and staff . Examples and possibilities
include the Advise-5 program, being part of ateamof EDCP 108 instructors, speaking
to aclass or student group, or acting as mentors, or supervisors in the work place.

4, Evaluate the university asasetting for |earning-centered instruction, examining
both human resources and the physical environment. Provide training and support to
help faculty, staff and graduate assistants promote student learning in the classroom
and beyond. Identify and renovate classrooms and labs which have design problems
which interfere with learning. Ensure that everyone who teaches has access to the
necessary tools (from copy machines to video conferencing) to do the job well.
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V. Connection To Community

We must remain committed to our many roles as aLand Grant ingtitution. Itis
important for the university to be mindful of public accountability. We need to
continually interact and educate the public about the rol e of public education, withthe
realizationthat we must stay connected to our multiple communitiesbeginning with our
own campus community. The recommendations inthis section relate to “ community”
in the global sense, and are not limited to the local community or to the state of
Maryland. We need to bring the outside community to us, as well as reaching out.

Recommendations:

1 Communicate better the university role in public education, service and
research, and engage in a more effective public relations effort. Devote more
resources to getting our message out to our publics including our own campus
community.

2. Continue to involve our faculty and staff inidentifying who our ever changing
congtituents are, and view this constituent base globally rather than locally.

3. Encourage and allow staff to participate in service activities connected with
the internal campus community. Examples of these are the Adult Basic Education
Program and English as a Second Language, which would flourish if campus
volunteers worked with staff who need help in acquiring English skills. We need to
implement the policy which alows staff release time to serve on institutional
committee work, as service to the university. However, we need to implement this
policy in such ways as to ensure that supervisors are flexible, and that the staff who
do not serve on committees do not feel burdened as a consequence.

4, Recognize thevolunteer effortsof our faculty and staff, and thevolunteerswho
work at the university. Expand the Retired Volunteers Program. Expand Externa
Advisory Groups.

5. Place greater emphasisinservicelearning inthe community. Weneedto place
importance onthe value of service to our multiple communitiesand therolethisplays
in creating a dynamic learning environment. We need to view service as a part of
work, and promote work teams i nthe community. The teamof faculty and students and
the Womenin Engineering Programwho teach and mentor at L akeland Public School
isanexample of thiskind of activity. We need to find ways to do not only outreach,
but to bring communities to the university. A good example of this is Saul
Sosnowski’ s outreach to the Latino community which results in the enrollment of
students to the university from this community. We need to reward partnership
programs with businesses, and public institutions and the faculty and staff who
develop them.

VI. Diversity

Efforts to mentor and support a diverse community of faculty, students, and
staff must be ongoing. Achieving diversity inits fullest sense (e.g., learning styles,
ethnicity, race, gender, age, sexual orientation, disability, etc.) isvital to the continued
development of a dynamic work force of faculty and staff at UMCP in the 21st
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century. In recruiting, developing, retaining, and rewarding faculty and staff at all
levels, we must observe the principles of equity and reflect the ingtitution's
commitment to diversity. These efforts enable us to recruit and retain students, both
undergraduate and graduate, and provide diverse teams of faculty and staff who make
multidimensiona and innovative decisions. A comfortable and supportive
environment attracts and retains talented people, whether they are faculty, staff, or
students. In the spirit of this commitment to diversity, we make the following
recommendations:

Recommendations:

1 Increase career development and/or internships to increase access for
under-represented or other at-risk (e.g., under-educated) groups.

2. Facilitate explanations of employee rights for those with communication
handicaps at the onset of employment. Articul ate expectations and requirements for
faculty and staff and reward that performance. Fund the Performance Review and
Development program.

3. Surveyfaculty and staff onaregular basis (every two years) to assess campus
climate regarding diversity, benefits, compensation, work satisfaction, etc., and
publish these results to the campus with a commitment to improve shortcomings.

4, Continue to provide diversity training, such as race relations and sexual
harassment, etc. and hold multi-racial, multi-cultural events.

5. Reward those units who succeed increating aneffective diverse environment.
6. Shift emphasis from issuing new reports to evaluating and creating realistic

implementation plans ( See Appendix H-B).

There have been numerous reports, suchas" AccesslsNot Enough...”, "Asian,
Hispanic, and Native American Task Force", etc. (see complete listing in
Bibliography), which made recommendations to enhance the recruitment, retention,
and rewarding of faculty and staff for carrying forth our diversity agenda. While
progress has been made within the last 10 years, there is still alot to be done. There
isasignificant undercurrent that not enough has been done to implement the numerous
recommendations that have been made. We have included a chart summarizing the
major recommendations of these reports and have chosen afew to highlight the needs
in this area.

VII. Rewarding What We Value

The section devoted to Faculty and Staff is new to the current Middle States
Sdf-Study, at least by comparison to the 1991-1992 study, reflecting a more focused
concernfor theworkplace. But it isneither astudy of the new pay structure nor of the
new workload requirements. We recommend that both of those new systems be kept
in mind inconsidering thefollowing. Likewise, we recognize that the university has
been rewarding its employeesinawidevariety of ways for some time (See Appendix
H-C which reviews UMCP Benefits with that of our aspirational peers). It is
i ncumbent on the university to find suitable rewards both to praise what is being
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accomplished as well as to stimulate further achievement.
Recommendations:

1 The university should institute new awards, both symbolic and monetary, to
recognize excellence in individual, group and team performance, especially in areas
singled out by the university community as key to its future. These awards should
recognize new forms of work and crestivity.

2. University should inventory and make knownempl oyee needscommonto both
faculty, staff, and the TA/GA/RAs. As an example of possible ventures, we
recommend attention to Child and Elder Care, the total compensation package
(including tuition remission for dependents), and bonuses.

3. Expand staff and faculty participation and input into the planning and oversight
aspects of its operating structure and culture at all significant levels. Any changesin
the planning process should be communicated to the campus community.

4, The university should further encourage and support the educationand training
of all employeesinorder to produce the best possi ble performance and ahigh quality
of life.

5. In all of the above, the various units within the university, working
collaboratively with faculty, staff and student employees, should clearly define what
it means by excellence. Progress has been made to address this issue at the faculty
level, for example, the Distinguished Scholar Teacher Award, but muchremainsto be
done at the staff and GA levels. Thisisa difficult issue and we recommend that the
CQI Council revitalize this process.

6. The campus needs to understand the negative consequences of the shift from
a 35 1/2 to 40 hour work week on staff morale. The Governors Executive Order
establishing the 40 hour work week without additional compensation lingers as a
festering sore. The last Middle States report recommended revisiting thisissue, and
we are making the same recommendation.

While we recognize that cost will play arole in implementing some or all of
the above, we submit that investment in these areas will pay healthy dividends in
productivity aswell asin ahigher quality of life and work.
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APPENDIX H-A
MIDDLE STATESREVIEW:
TASK FORCE ON

A VISON FOR FACULTY AND STAFF IN THE 21ST CENTURY
RESPONDING TO NEW OPPORTUNITIESAND CHALLENGES

TRENDS, ASSUMPTIONS, AND IMPLICATIONS FOR
UMCP EMPLOYEES



ASSUMPTIONS, AND IMPLICATIONS FOR UMCP EMPLOY EES

The adaptable university must continually identify trends and changesin the world, country, state, among students, and in higher education in general. The campus must continually explore how all
campus employees (i.e., faculty, staff, graduate students, student workers) can reflect quality, flexibility, and collaboration in these rapidly changing times. Changing expectations must be clearly
grounded in shared values and assumptions. They are heavily influenced by new ways of working facilitated by technology. Accountability measures will be recommended in each category.

Trends/changing conditions

rapid change, expansion
knowledge, pace of
technological change
need to be aquickly
responding system

moving from loosely coupled
functional silosthat do
individualistic work and are
not connected to the whole

(continued)

Grounding assumptions

A. Maintaining an
adaptable work force

B. Become acollaborative
learning and work
community

Applicationsgimplications for employees

Clear policy statement by the University recognizing the general discomfort with excessive use of contingent work
force, contractual and part-time employees as atool to address short-term and specific campus needs.

Encourage joint appointments

Tap local expertsand intellectual pool to enrich university curriculum

Innovate with job sharing, flextime, flexplace

Encourage integration of long-term contractual employees through benefits, shared governance, etc.

Support work with child care/elder care

Provide computer equipment for home-work

Implement different faculty career paths (see Scholar ship Reconsidered)

Promote intentional staff development expectations for all categories of staff positions

Use technology to stay flexible (24 hour access, e.g., electronic grading, on-line forms)

Implement linkages in international collaborative scholarship

Statement concerning international workers and scholars (e.g., H1 Visas, taxing)

Create cyberspace professorships. Bring international/national quality into classroom

Work environments through interactive technology, devel op student apprentice program with emphasisin technological
training leading to campus employment

Meaningful involvement of all staff in university-wide work

Understand and address differing needs of work force (i.e., longevity, new training, personal goals)

Innovate in how employees can demonstrate learning through experience for hiring and promotions (CLEP, portfolios)

Create policy & commitment to in-placement of personnel if current work is being eliminated (provide retraining or help with
outplacement)

Continued emphasis on individual initiative

Promote/reward cross functional work team structures, promote/reward
interdisciplinary teaching and research

Sponsor institutes around social issues (using flexteams)

Create job rotation programs/internal sabbaticals

Encourage and reward cross unit innovation and entrepreneurial actions



Trends/changing conditions

shifting from teaching to
learning

increasein forms of public
accountability, role of land
grant university in the state,
continual need to educate the
public about role of higher
education, increased emphasis
in service learning/community

demographics changing,
must model the

benefit of diverseideas,
approaches, leading to
common purpose

norms and rewards

based on conventional
education culture needs

to be adapted for tomorrow’s
institution

Grounding assumptions

C. Emphasison where
and how students learn

D. Beconnected to
many communities,
not isolated from
them

E. Diversity indl forms
enriches work and
learning

F. Reward what we
value

Applicationsimplications for employees

Support faculty in innovative learning environment

Create/support partnerships between student devel opment educators and teaching faculty (e.g., value experiential learning,
facilitated collaborative learning, create intentional learning communities)

Support continuing faculty and staff learning, development

Modify student work supervision to emphasize |earning through peers

Innovatein GA training/mentoring/supervision (e.g., TAs)

Vauetalents/contributions of all workers (e.g., speaking partners program linking bilingual staff with language students)

Innovate in assessment measures for learning that view the role of the broader campus environment.

Ensure work environments support teaching/learning through both technology and facilities (e.g., access to photocopying,
classroom audiovisual aids, advanced technology)

Better communication of the University role, effortsin community: better PR

Examine outreach and service

Establish advisory boards and local partnerships

Givereleased time (particularly staff) for service to campus community

Identify constituents, not essentially geographically local

Reward partnership programs (e.g., business/education support related service activities)
Service as part of work, promote work unit community involvement

Recognize volunteer services

Commit to recruitment, retention, staff development, and rewards of diverse workers, recognize higher degree of campus
diversity as strength

Create mentor/support systems for at-risk employees

Recognize diversity in its broad, encompassing form

Sponsor periodic studies of campus work climate

Design staff development for al learning styles

Monetary and non-monetary rewards, support and reward life-long learning

Include flexibility as an essential criterion in hiring, promotion systems (e.g., tenure) and evaluation
Create team rewards (not just individual rewards)

Support and reward quality

Match benefits to employee needs
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APPENDIX H-B
MIDDLE STATESREVIEW:

TASK FORCE ON
A VISON FOR FACULTY AND STAFF IN THE 21ST CENTURY
RESPONDING TO NEW OPPORTUNITITESAND CHALLENGES

MIDDLE STATESSELF STUDY TEAM ON A VIS ON
FOR FACULTY AND STAFF IN THE 21ST CENTURY:
RESPONDING TO NEW OPPORTUNITIESAND CHALLENGES



Middle States Self Study Team on aVision for Faculty and Staff in the 21st Century:
Responding to New Opportunities and Challenges

Q1 - What can be done to increase the engagement of faculty and staff with the University?

Q2 - What “work” by faculty and staff do we particularly value in light of the new campus strategy?
Q3 - Inwhat ways can we best reward that which we vaue?

Q4 - What are the best strategiesto enable faculty and staff to achieve the goals of the University?

Q5 - Given the diverse workforce (present and future) of the state of Maryland, how do we recognize, appreciate, and ensure the full contributions of all
employees?



Recr uit Develop Retain Reward
Q1 Small group discussions/workshops (deans, chairs, | Role models/successful mentoring Role model /successful Mentoring
tenured fac.) Re: waysto recruit/support mentoring ActivitiesQ2Chairs/super
minority fac. & staff Get faculty and staff to believein and visors should articulate
Establish aBlack Visiting Professorship Program accept institutional goals and values Collegiality expectations
Establish policies & practicesin each collegeto and requirements and
support black, untenured Faculty -- provide Create opportunities for professional Satisfaction with salary reward performance

decreased teaching & service responsibilities;
allow adequate time for research/ publications

Increase the pool line proform 6 - 10 lines

annually

Establish a Center/Minority Scholarship Research
and Service -provide funds to advance the
research and Scholarship by black faculty, staff,
and students and coordinate service pro jectsin
cooperation with local citizens and

organizations

Exit interviews

growth
(faculty & staff)

Institute policiesto ensure the appointment
of Asian, Hispanic, & Native American
to key academic committees

Create an organizational structure to
support and highlight our faculty’s
expertisein public-policy issues of state,
national & global significance

& working conditions

Exit Interviews

Development of

international resources

and

centerslnvolvement with

minority/equity issues on
campus

Small faculty groupsto
discuss effective
teaching methods

Improve quality &
amount of
faculty/student
interaction and reward it.

Develop principles of
good advising
Mentoring
Excellencein research
and instruction
Research results
available for use/benefit
in State of
Maryland
Interdisciplinary




Recruit

Develop

Retain

Reward

Q3

Competitive graduate fellowship/TA stipends

Progress made by supervisorsin creating an
atmosphere of racial & ethnic tolerance &
mutual respect should be included in
performance evaluation for supervisors

Exit interviews

Credit teaching, advising,
service & involvement
in equity issueswithin
promotion & tenure
system

Conduct a study of
salary scalesfor
service maintenance
employees (appropri-
ate & fair?)

Review salaries of black
associate &
administrative staff to
determine compar-
ability with non-black
staff in similar
positions




Recruit

Develop

Retain

Reward

Supportive Chairs (consider demands on time for
various activities, self-expecta- tions, encourage
and reward service of varying types)

Define position descriptions broadly

Enhance power of equity officers

Exit interviews

Small faculty groups to discuss effective
teaching methods

Articul ate expectations and requirements
and reward that performance

Develop principles of good advising and
reward that activity

Work to empower & expedite the efforts of
departments, colleges, and individua
faculty who have the capacity & desire

to generate and utilize new sources of

support

Enhance power of equity
officers

Review salaries of Asian
American, Hispanic &
Native American
faculty to determine if
inequalitiesexist/
rectify inequalities

Initiate study of policies
& procedureson
salaries, promotions,
& tenure in academic
units to determine if
they

disproportionately
disadvantage and/or
discriminate against
Asian, Hispanic &
Native American
faculty

Create budgetary
incentives that
distribute revenuesin
ways that encourage
unitsto be
entrepreneurial, and
ensure that these
activities are
recognized and
rewarded al ong with
high-quality research
and teaching in the
context of salary,
promotion, and tenure
decisions




Recr uit Develop Retain Reward
Q5 Small group discussion/ workshops (deans, chrs., Increase access & achievement of Establish Nat'l Keep COLA. Not merit
tenured fac.) Re: ways to recruit/support underrepresented groups Inst./Study & only
minority fac. & staff. Enhancement of
Enhance power of equity officers Career development Diversity

Establish a Multicultural Center for Asian,

Hispanic & Native American faculty, students
and staff.

Establish Nat'| Inst./Study & Enhancement of
Diversity

Establish Center/African-American Culture

Aggressive effortsto hire African-Americans for
mainstream programs

Double the # of Hispanic & Native American
faculty in 5 years

Recruit Asian American faculty into departments
where they are underrepre- sented.

Doublethe # of Asian American Associate &
classfied staff; triple the # of Hispanic &
Native American Associate & Classified staff
within 5 years (including appointments for
senior & supervisory positions.

Effective Affirmative Action Plan

Progress made by supervisorsin creating an
atmosphere of racial & ethnic tolerance &
mutual respect should be included in
performance evaluations for supervisors.

Initiate policies & procedures to enable that the
recruitment of at least 10% of academic
administrators will be Asian, Hispanic, &
Native American by 2000.

Institute programs to provide diversity programsto

all supervisorsthat stress the value of cultural,
recia, & ethnic diversity.
Institute programsto provided

Hispanic & Native American faculty,
students, and staff

Provide multi-racial, multi-cultural events,
including new employee orientation with
afocus on racerelations.

Diversity training (race relations, sexual
harassment, etc.)

Human Relations - campus programming to
promote diversity in academiaand
workplace environment

Ensure that explanations of procedures,
options, & rights be made mandatory
and part of the terms of employment.

Various committees for improving campus
climate and promoting equity in
employment and education

Through the Office of
Personnel, develop a
support program
designed to improve
the retention and
promotion of women
and minoritiesin the
Associate Staff
category




Recruit

Develop

Retain

Reward

Q5

Institute programs to provide diversity
programsto al supervisors that
stressthe value of cultural, racial, &
ethnic diversity

In all administrative units responsible
for faculty, provide funds for
attendance at national conventions
(Ford Foundation, National Congress
of Black Faculty) as arecruitment
measure.

Recruit some of our own Ph.D.

students of color for faculty

positions at College Park, especially
in disciplines where aminority

faculty presence isminimal or non-
existent.

Exit interviews: Through the Office of
Academic Affairs, conduct a
systemic study of women and
minority faculty leaving the
University (Include negative tenure
or promotion decisions), in order to
determine the reasons or causes for
these actions or decisions, and
develop recommendations consonant
with the finding of the study.

Through the Office of the President,
undertake to ensure that classified and
associate staff are represented in
proportion to their numbers on
committees dealing with matters
affecting their interests, and that they
are able to serve without hindrance on
campus committees and take part in
special events.

Enhance power of equity officers

Establish in each College or unit, an
Ethnic

Diversity/Prejudice/Reduction/Racial
Sensitivity series

Establish internship program for black
staff employeesto provide an
opportunity to broaden their

administrative expertise while working

in another unit on campusfor a
semester

Establish sabbatical |eave opportunities
for staff (i.e., 7 years of service =
eligible to pursue education studies
for one semester at full salary or 1
year at half salary.

Conduct bi-annual survey with
black faculty, staff and
students to assess

campus climate

Equity Council to monitor
salary/equity reviews

Develop an active public
relations program to
highlight the
accomplishments of

Blacks.
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Recommendations listed above were obtained from the following UM CP reports:

1 Minority Achievement Plan, University of Maryland at College Park, 5/26/94.

2. Summary Report of the Committee on Excellence Through Diversity:
Providing Opportunitiesfor Black Americans at College Park, UMCP,
7/30/92.

3. Accessls Not Enough, A report to the President Concerning Opportunitiesfor
Blacks at the University of Maryland at College Park, 10/18/89.

4, Asian, Hispanic, and Native American Task Force Report, UMCP.

5. The Middle States Periodic Review Report: The University of Maryland at
College Park, 1991-1992.
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APPENDIX H-C
MIDDLE STATESREVIEW:
TASK FORCE ON

A VISON FOR FACULTY AND STAFF IN THE 21ST CENTURY
RESPONDING TO NEW OPPORTUNITITESAND CHALLENGES

UMCP BENEFIT COMPARISON WITH PEER AND
ASPIRATIONAL INSTITUTIONS
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UMCP Benefit Comparison
with Peer and Aspirational Institutions

Executive Summary

The following charts offer a comparison of benefit programs offered by the
University of Maryland College Park to programs sponsored by selected peer and
aspirational institutions. Inviewing thisdata, it was determined that the University of
Maryland’ s benefit programdiffersfromthetrends found at these sel ected institutions
in three distinct areas.

First, the hedlth insurance plan offered to University employees through the
State of Maryland provided a higher rate of reimbursement for medical services
rendered than was typical of other institutions. In addition, the 80 percent employer
premium subsidy paid by UMCP exceeded the subsidies offered by these other
universities. One other difference to note was that our plan alowed graduate and
research assistants to participate in the same health insurance plan as regular
employees. We are the only university in this study to make such a concession.

Secondly, the rate of contributions made by UMCP to the various State
sponsored retirement programs was among the lowest found at any of the institutions
inthisstudy. Consequently, the level of salary replacement by pensionincome at the
time of retirement will also be at the low end of this scale.

Finaly, a number of our peer and aspirational institutions appear to have
abandoned the method typically found in educational settings of accommodating
employee illnesses through a practice of accumulated sick leave. Instead, these
ingtitutions have opted for purchasing short-termdisability plansthrough private sector
insurance companies and integrating these benefits with a fully-insured long-term
disability policy. All of the ingtitutions that have taken this approach are paying the
full premium costs for their employees. Obviously, they have determined that the
expense associated with this approach is more cost effective than their prior
accumulated sick leave policies.



Benefit Comparison of University of Maryland to Peer and Aspirational Institutions
Prepared May 6, 1996

Prepared by W. Dick Bosstick

Benefit UMCP Texas UNC California Arizona Ohio State Minnesota Michigan Illinois
Life OneTimes | Max $10,000. None Annual Salary | None Two-and-a-half | Choice of Flat None Annud
Insurance | Salary if University to $50,000. timesto $20,000. Sdary.
Mandatory | Member of University Maximum of Increments of University
Plans State Paid $55,000. $5,000 based Paid

Pension University Paid | on Salary to
Plan. Max of
University $55,000.
paid University paid
Life Up to Six Up to Four Decreasing Up to Four Upto Three None Max Decreasing | Upto Four
Insurance | times times salary. Term. Rates | timessalary. times salary to $300,000. term. Age times salary.
Optiond Sdary. Rates are Age aeAge AgeBased Max of Employeepaid | Based AgeBased
Plans Rates are Based. Based. Rates. $150,000. Age Rates. Rates.
AgeBased. | Employeepaid | Employee Employee paid | Based Rates. Employee Employee
Employee paid Employee paid pays 75% paid
paid
Dependent | Yes. Yes. Employee | Yes. Yes. Yes. Employee | Yes. Employee | Yes. Employee | No Yes.
Life Employee pays Employee Employee pays pays pays Employee
pays pays pays pays
Accidental | Employee Employee and Employee Employeeand | None Employeeonly. | Employeeonly | None Employee
Death and family family and family family Flat amount Max of only
Max Ten Times Tentimes Max of University paid | $100,000 Fivetimes
$300,000 Sadary sdlary to Max | $400,000 Employee Paid salary
Employee Employeepaid | of $500,000 | Employee paid Employee
paid Employee paid
pad
Short-Term | None None Yes. One Yes. Oneyear | Yes. Six None Yes. Six Yes. Benefit | None
Disahility year duration, | duration. 70% | months months and duration
50% of monthly duration. 70% duration. 67% based upon
monthly sdary. Max of | salary monthly salary. | length of
salary $5,000 Employee paid Max of $1,500. | service.
Max $3,000 | Employee paid Employeepaid | University
Employee paid

pad




Benefit

UMCP

Texas

UNC California Arizona Ohio State Minnesota Michigan Illinois
Long-Term | Yes60% of | Yes. 65% of Yes. 65% of | Yes. 70% of Y es. 65% of Y es. 50% of Y es. 60% of Yes. 65% Disahility
Disability | salary monthly salary. | salary salary salary monthly. | salary monthly. | salary monthly. | of monthly | Retirement
monthly. Max of monthly. Max | monthly. Max | Max not stated. | Max $4,500. Max $4,000. salary. Max | through
Max of $18,500. $3,900. $5,000. premium shared | University paid | University paid | $2,300. State.
$8,000. Employee paid | Premium Employee paid | by employee Employee University.
Employee source and university paid Offers
paid uncertain supplementa
| plan that
pays
additional
15% of
saary.
Employee

paid




Benefit UMCP Texas UNC California Arizona Ohio State Minnesota Michigan Illinois
Tuition Yes. None Yes. None Yes. Y es Spouse/ Yes. Eligible None Yes.
Remission | Employees Employees Employees dependents of employees may Employees

eligiblefor only eligiblefor 6 employeeswith | take 1 course receive
graduate and One course hrs. Per at least 3yrsof | per semester. waiver of
undergrad per semester semester. servicereceive | Spouse/ full tuition
courses Excludes Spouse/ 50% reduction | dependent and fees.
immediately summer dependents in receive waiver Dependents
. Two sessions receive undergraduate of non-resident under age 25
courses per reduction of fees tuition receive 50%
semester 75% discount on
not to first degree
exceed 7 only
hours.
Spouse/
dependents
eligible
after
employee
worksfor 2
yrs. First
degree only
Retirement | Yes. Sixty Yes. Age55 Yes. Age65 | Yes. Age50 Yes. Anytime Yes. Any age None None Yes. Any age
Plans with 5years, | w/30yrs. Age w/syrs. Age | w/Syrs, or ageand service | w/30yrs. Age w/35 yrs.
Defined or any age 65w/25yrsor | 60w/25yrs, | age 62 equal 80. Age | 60w/5yrs. Or
Benefits w/30 years. | any agew/30 or any age regardless of 65 or age 62 Age 65.
Normal yrs. w/30yrs. yrs. w/10yrs.
Retirement
Age
Vesting Fiveyrs. Fiveyrs. Fiveyrs. Fiveyrs. Fiveyrs.
Contribu- Employer Employer 7.3% | Employer Employer Employer Employer 14% Employer
tion 54%. of salary. 10.96% of al | none. 3.14% Employee 9.872%
Employees | Employee 8.4% | members employee 2% | Employee 9.25% Employee
pensionand | of saary. salaries. of salary on 3.14% 8%
15.09% for Employees social security
teacher's 6% of salary. | wage baseand
pension. 4% of
compenstaion
above wage

base.




Benefit UMCP Texas UNC California Arizona Ohio State Minnesota Michigan Illinois
Define Yes Yes Yes None None None Yes Yes None
Contribu-
tions
Eligibility | Faculty and | Faculty and Faculty All employees | All

Assoc. Staff | Assoc. Staff employees
Vesting Immediate OneYr & one Fiveyrs. or Immediate Immediate
day immediately
if leaving
employment
Contribu- Employer Employer 8.5% | Employer Employer 13% | Employer
tions 7.25% Employee 9.2% of salary. 10% of
5.65% Employee Employee 2.5% | salary
6% of salary Employee
5% of salary
Supple- Yes, five Y es, many Yes, 45 Yes, & funds Yes, 19 vendors | Yes, 14 vendors | Yes, 5vendors | Yes, 3 Yes, 8
mental vendors vendors vendors with 2 vendors vendors vendors
Retirement
Plans
(403(b)
plans)

APPENDIX H-D
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RESPONDING TO NEW OPPORTUNITITESAND CHALLENGES

SUMMARY OF DATA APPENDIX
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TABLE 1

TABLE 2
TABLE 3

TABLE 4

TABLES

TABLEG6

TABLE7

SUMMARY of DATA APPENDIX

TEN YEAR (1985-1995) WORK FORCE COMPARISON*

There has been an increase of 1938 permanent employees, a 23.3%, nearly
Flit between full-time and part-time workers. However if the Agricultura
Extension Service (353) personnel areremoved from 1995 count, the number
and percentage of part-timers exceeds the full time growth.

There has been a large increase in Graduate Assistants over the ten-year
period: 35%.

Among the faculty, 319 more full-time faculty (subtracting out AES) and 82
part-time faculty were added.

Details of AES personnel.

Faculty salaries over the 10-year period have increased by roughly 50% (all
ranks). The smallest percentage increase was found among lectures. only
31%. Graduate Assistants salariesreflect achange more similar to lecturers,
with an increase of 36%.

Staff sdaries over an eight year period have aso increased, but at more
modest level than faculty (i.e., less than 20%). With the exception of skilled
crafts, the University hasincreased in the number of women staff, especidly
in the Administrative and Professional categories.

Over the last five years, UMCP has increased in the number of staff and
faculty who are “temporary.”

In terms of minority permanent faculty hiring, African American faculty has
increased 54% or 55 individuals (including AES and the broadest definition
of faculty); Asan American faculty are up by 109% (114 individuas);
Hispanic faculty have increased by 20 (a 79% change) and there has been a
decrease of one Native American faculty member during this part year.

In terms of staff hiring, an additional 258 African Americans have been hired
(35%); 122 Asian Americans (140%); 84 Hispanic Americans(183%) and 10
more Native Americans have been added to the campus work force (250%).

*1995 figuresinclude AES (see Table 2).
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Table1
Ten Year Comparison
Work Force Characteristics

1995* 1985 +/- CHANGE

# % # % # %
Total Employees 10,240 | 100.0% 8,302 | 100.0% 1,938 23.3%
Full Time 6,325 61.8% 5,306 63.9% 1,020 19.2%
Faculty 2,420 23.6% 1,948 23.5% 472 24.2%
Staff 3,906 38.1% 3,358 40.4% 548 26.3%
Part Time 3,914 38.2% 2,996 36.1% 918 30.6%
Faculty 641 6.3% 559 6.7% 82 14.7%
Staff 270 2.6% 218 2.6% 52 23.9%
Graduate Assistants 3,003 29.3% 2,219 26.7% 784 35.3%

* 1995 dataincludes Extension Service & Contract employees
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Table2
1995 Agriculture Extension Service Counts
Full-Time Part-Time Total

# |Avg. Salary | # | Avg. Sdary | # | Avg. Sdlary

Administrative 4 4,398 0 0 4 64,398
Faculty 147 45,219 6 20,359 | 153 65,578
Professional 12 41,715 2 28054 14 69,769
Secretarial 88 23134 | 15 12,728 | 103 35,862
Technical 30 23,052 3 14,567 | 33 37,619
Skilled 6 38,747 0 0 6 28,747
Service 32 18,601 3 10,376 | 35 28,977
Grad Asst. 0 0 5 10,677 5 10,677
Total 319 N/A| 34 N/A | 353 N/A

Above counts & average salaries are included in all UMCP data beginning with Fall 1994 term.
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Table3
Ten-Year Comparison
Average Salariesfor Full-time Instructional Faculty
(12 months salary converted to 9)
+/- change
1995* 1985 $ %
Professors 76,605 48,936 27,669 56.5%
Associate Professors 53,078 35,563 17,515 49.3%
Assistant Professors 45,698 29,104 16,594 57.0%
Instructors 33,503 21,414 12,089 56.5%
Lecturers 33,084 25,243 7,841 31.1%
Graduate Assstant Stipends
+/- change
1995* 1985 $ %
New G.A. 9,990 7,000 2,900 41.4%
G.A. after 1 year 10,125 7,200 2,925 40.6%
G.A. on doctoral level 10,770 7,900 2,870 36.3%
Actual Salaries 10,341 7,623 2,718 35.7%




H-32 The Educational Mission of a Research University

Table4
1995 Full-Time Staff Salaries
Compared to 1988
1995 1988 Salary Change Headcount Change
# $ # $ # % # %
Administrative 235| 75633 | 268 | 65644 9,989 15.2% -33 -12.3%
Mde 132 81977 | 204| 69543 | 12,434 17.9% -72 -35.3%
Femde 103 | 67,502 64 | 53213| 14,289 26.9% 39 60.9%
Professional 1,309 | 42582 | 924 34,621 7,961 23.0% 385 41.7%
Mde 621 | 47,102 | 464 38,283 8,819 23.0% 157 33.8%
Femde 688 | 38502| 460 | 31,614 6,888 21.8% 228 49.6%
Clericd 1,142 | 23,958 | 1145 19,203 4,755 24.8% -3 -0.3%
Mde 107 | 22,036 | 104 | 18,083 3,953 21.9% 3 2.9%
Femde 1,035 | 24,157 | 1041 | 19,315 4,842 25.1% -6 -0.6%
Technical 363 | 30,722 | 368 | 26,505 4,217 15.9% -5 -1.4%
Mde 271 | 31,634 | 286 26,942 4,692 17.4% -15 -5.2%
Femde 92| 28,035 82| 24,979 3,056 12.2% 10 12.2%
Skilled 376 29483 | 331| 26,016 3,467 13.3% 45 13.6%
Mde 367 | 29486 326| 26,016 3,470 13.3% 41 12.6%
Femde 9| 29,366 5| 25,986 3,380 13.0% 4 80.0%
Service 482 18,866 | 472 | 16,504 2,362 14.3% 10 2.1%
Mde 239 | 18985 | 246 16,816 2,169 12.9% -7 -2.8%
Femde 243 | 18,749 | 226 16,165 2,584 16.0% 17 7.5%
Notes:

1.In 1988, the Administrative category included deans and chairs which are in the faculty category in~ 1995.

2Nine-month salaries have been converted to 12 month by 1.2222 factor for Administrative and
Professional ranks.

3.Extension Service and contract employees were not included in 1988.
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Table5
Five Year Comparison
Changesin Classified & Contract Staff
1995 1990 +/- Change
# % # % # %

Total Employees 10,240 | 100.0% 9,433 100.0% 807 8.6%
Full time 6,326 61.8% 5,830 61.8% 496 8.5%
Classified

Permanent 2,628 25.7% 2,891 30.6% -263 -9.1%
Classified

Temporary 4 0.04% 3 0.03% 1 33.3%
Faculty Term

Contract 122 1.2% 94 1.0% 28 29.8%
Contract 383 3.7% 3,603 100.0% 383 N/A
Part time 3914 | 100.0% 3,603 100.0% 311 8.6%
Classified

Permanent 166 4.2% 180 5.0% -14 -7.8%
Classified

Temporary 0 0.0% 4 0.1% -4 -100.0%
Faculty Term

Contract 8 0.2% 1 0.03% 7 700.0%
Contract 67 1.7% 0 0.0% 67 N/A




Table6

Ten-Year Comparison
Total Minority & Female Faculty and Graduate Assistants

Faculty 1995 1985 +/-Change 1985 to 1995
FT PT Total FT PT Total FT PT Total
Total # 2,420 641 3,061 1,948 559 2,507 472 82 554
% 100 100 100 100 100 100 24.2 14.7 22
Afro-American # 125 24 149 70 27 97 55 -3 52
% 5.2 37 49 3.6 4.8 8 78.6 -11.1 54
Asian American # 185 34 219 85 20 105 100 14 114
% 7.6 53 7.2 4.4 3.6 8 117.6 70 109
Hispanic # 38 5 43 18 6 24 20 -1 19
% 16 0.8 14 0.9 11 2 111.1 -16.7 79
Native American # 4 1 5 5 0.00 5 -1 1 0.00
% 0.2 0.2 0.2 0.3 0 -20 100
All Minority # 352 64 416 178 53 231 174 11 185
% 14.5 10 13.6 9.1 9.5 9.2 97.8 20.8 80
Foreign # 177 52 229 145 40 185 32 12 44
% 7.3 8 75 7.4 7.2 7.4 221 -30 23.8
Female Faculty # 656 263 919 464 215 679 192 48 240
% 271 41 30 23.8 385 27.1 41.4 22.3 35.3
Graduate Assistants Men Women Total Men Women Total Men Women Total
Total # 1,713 1,290 3,003 1,304 915 2,219 409 375 784
% 57 43 100 58.8 41.2 100 52.2 47.8 100
Teaching Assistants # 2,026 1,600
% 67.5 72.1
Research Assistants # 977 619
% 325 27.9

Notes:
1.Percentsin year columns are calculated vertically as a percent of the total for each column. The percent change is the difference from 1985 to 1995.
2.Ethnicity breakdown does not include foreign.
3.1995 counts include the Extension Services (not included in 1985). Faculty now includes 147 full-time & part-time Extension Service individuals.
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Table7

TEN YEAR COMPARISONS
TOTAL MINORITY AND FEMALE STAFF

H-35

Staff 1995 1985* +/-Change 1985 to 1995
FT PT Total FT PT Total FT PT Total
Total # | 3,906 270 4,176 | 3,358 218 3,576 548 52 600
% 100 100 100 100 100 100 6.3 23.9 16.8
Afro-American # 972 30| 1,002 730 14 744 242 16 258
%| 249 111 24 21.7 6.4 21 33.2 114.3 34.7
Asian American # 200 9 209 80 7 87 120 2 122
% 51 3.3 5 24 3.2 2 150 28.6 140.2
Hispanic # 127 3 130 44 2 46 83 1 84
% 3.3 11 3 13 0.9 1 188.6 50 182.6
Native American  # 13 1 14 4 0.00 4 9 1 10
% 3 A4 0 A 0 225 100 150
All Minority # 1 1,312 43 1,355 858 23 881 454 20 474
%| 33.6 15.9 32 25.6 10.6 25 52.9 87 53.8
Foreign # 10 4 14 10 0.00 10 0.00 4 4
% 3 15 0 3 0 100 40
Femde # 1 2,169 219 | 2,388 1,774 179 1953 395 40 435
%| 55.5 81.1 57 52.8 82.1 55 22.3 22.3 22.3

* Note: Staff includes administrators. It should be noted that deans and chairs were in the
Administrative Classification prior to 1994.




