Coker College Strategic Planning

Subcommittee 9 Positive Work Environment

PART I—STAFF

Salary/Benefits/Non-monetary Compensation

With the exception of unskilled hourly workers who earn close to the norm, the longer a staff member has worked at Coker, the more likely his or her salary has slipped below the average for similar institutions. Staff members value benefits provided by the college, specifically, health insurance, retirement, supplemental retirement and tuition remission. Staff stated that family coverage was prohibitively expensive. They also stated that restoring the 7.5% retirement match was essential.

Staff were strong advocates for flex time that did not involve a reduction in hours, but perhaps longer days M-Th so that staff might leave at 12noon of Friday’s during the summer.
Hiring and Promotion Procedures 
Hiring procedures are standardized for staff and are published by the Human resources Department for all full-time employees. We are unaware of any standardized procedure in place for the promotion of staff, especially hourly workers.

Reporting and Communications
Management staff, working under the Provost have regular meetings with her. The Provost would like to meet at least twice a year with all members of each office, but has not been able to arrange these as of yet. Unskilled hourly workers do not always feel they have a voice with regard to how they might do their job better. 

New Hire Orientation and Mentoring
New staff members are trained by their respective departments. 

Professional Development

The only professional development policy in place for staff relates to renewal of licenses for professional positions, such as CPA license. A more structured policy should be put into place to encourage Coker employees to further their education in their area of expertise. In some cases, release time for Coker classes would provide this opportunity.

Work Loads

Staff members work from 37.5-50 hours per week. Some serve on numerous campus committees.

Part II—FACULTY

Salary/Benefits/Non-monetary Compensation
Faculty salaries at Coker, compared to similar institutions in the Southeast, have fallen behind. We now rank at or below the institutions with the lowest average pay for all ranks ---assistant professors, associate professors and professors.  Salary comparisons were taken from the AAUP Faculty Salary Survey compiled by the Chronicle of Higher Education from the 2008-2009 academic year. The primary benefits offered by the college are health insurance, retirement, and tuition remission.  While recognizing some improvements recently in the cost of insurance for spouses and dependents, it is still a major concern.  Many faculty with dependents simply cannot afford the insurance plan offered by the College. Tuition remission is a highly valued benefit offered by the College. The retirement match is also considered a significant benefit to the faculty.  However every respondent felt it imperative that the College restore the previous match limit of 7.5% as soon as possible.

Hiring and Promotion Procedures 
College Administrators are currently working on a policy to standardize the hiring of adjunct faculty.  

Likewise, the policy on the recruitment and selection of full-time faculty is presently being revised and updated by the Faculty Advocacy Committee in consultation with the full Faculty Senate.  Promotion procedures are in place for both adjunct faculty and for full-time faculty  The Faculty Advocacy Committee, in consultation with the Faculty Senate, is currently updating the procedures for the promotion of full-time faculty.  The Dean of the Faculty has suggested that the procedures of promoting adjunct faculty should also be reviewed and perhaps revised.
Reporting and Communications
If there is one area that would contribute to better coordination, less stress and more pleasant dispositions, it is more thorough and timely communication. The flow of information between the faculty and individual departments (Admissions, Business, Physical Plant, Registrar, Financial Aid, Student Services, Human Resources, Security) is lacking.  Most respondents feel that important, time-sensitive information is not shared with everyone who needs to know that information. A grievance policy is in place for faculty (Policy on Grievance Procedure Section 130.53 of the Faculty Handbook).  Most respondents were aware of the policy and felt that they it was sufficient and the appropriate method to lodge a complaint and to seek a resolution. 

New Hire Orientation and Mentoring
Regarding faculty orientation and mentoring, all respondents felt it was and continues to be very beneficial. The structure of the current one day orientation however needs to be revised.

Professional Development

Full-time faculty members are budgeted $1,000.00 each to use on professional development activities which further their knowledge and experience.  We believe this to be one of the most important expenditures of college resources and one that over time should be increased.  Many faculty members have also expressed a desire for professional development opportunities being offered on campus dealing with various topics important to teachers, artists and researchers.  

Work Loads

Faculty workloads vary from 9 contact hours (some department chairs) to 22 contact hours per week, for faculty teaching studio, lab, and performance courses. Nearly all faculty respondents are on at least one college committee with 11 serving on two to four committees. Advising loads vary dramatically for faculty members. Most faculty members feel that the quality of their work is compromised by their workload.  Many faculty say that the workload makes it very difficult to stay current in their fields or engage in meaningful professional development. As with staff, there is so much variation among faculty workloads that it is essential to perform an audit of faculty loads. Such a review must take many factors in to consideration including course load, contact hours, academic advising, administrative responsibilities, committee responsibilities (some are much more arduous than others) and accreditation responsibilities.

CONCLUSION
A positive work environment for faculty and staff is a crucial piece of the puzzle that allows us to recruit and retain quality students at Coker College. In general Coker employees are very dedicated to the college though they are not adequately compensated for their contributions.

Salaries and Benefits: It is abundantly clear that in order to recruit and retain excellent faculty and staff members the College must reward the efforts and dedication of its employees. Coker must maintain salaries and benefits commensurate with similar institutions. We are slipping behind our competitors. Salary increases in addition to cost of living increases must be built into the budget.  Faculty and staff members have received neither for several years. Retirement is on the minds of even our youngest faculty and staff members.  Restoring the College retirement match to 7.5% is essential. Health benefits must be more family friendly in order to allow us to hire and retain staff with spouses and families. For staff, the development of a campus policy regarding flextime and employee input with regard to working smarter would probably have the greatest positive impact on morale for the least investment. Finally, if Coker offered childcare to its employees this would do much to add to the positive work environment for those with small children. This benefit extended to students would have a significant impact on retention in both the evening and day programs.

Communication: Make improvements in all areas so staff and faculty members are encouraged to have input regarding ways of improving their performance.

Workloads: To effectively address workload disparities, an audit must be conducted for each faculty and staff position. Such a review is necessary if we intend to compensate employees for what they REALLY do for the college. For staff the audit must examine current job descriptions compared to the actual hours required to perform the job effectively. The audit must assess the demands of committee assignments and their effect on job performance. The faculty audit must examine course load, advising, committee work, administrative responsibilities, contact hours for each faculty member. We have reached a point where many faculty members feel that their workload is not only affecting their own professional development, but their performance in the classroom as well.
