UNC Tomorrow Response Phase Planning Process –  PHASE II

Summary Campus Guidelines

General Guidelines:  In Phase II of the UNC Tomorrow Response Phase process, campuses continue their efforts to respond to the UNC Tomorrow Commission’s Report identifying the needs of North Carolina to which UNC can and should respond consistent with its three-pronged mission of teaching, research and scholarship, and public service.  Outlined below are the general guidelines for Phase II.  In responding to the specific areas identified below, campuses are asked to consider the following:

1. Where appropriate, please identify clear timelines for implementation, cost estimates and proposed internal/external sources of funding, assessment methods, and accountability measures.  
2. Where appropriate, please identify administrative and policy changes that are needed to successfully implement response plans in ways that ensure UNC’s efficiency, effectiveness, and relevance to both current and future challenges.  
3. Recognizing that each campus has its own unique strengths that should be maximized, that no one campus, by itself, can completely and effectively meet every need of our state identified by the UNC Tomorrow Commission, the need to strategically prioritize and focus existing resources, and the goals of achieving stronger inter-institutional collaboration and less duplication of programs and resources, campuses are asked to consider the following questions in focusing their UNC Tomorrow Response Phase efforts
:
a. Which proposals are best addressed on your campus because of your distinctive mission, resources, and regional needs and considerations?

b. Which proposals cannot be addressed effectively by your campus?

c. Which proposals are best addressed in collaboration with another (or other) institution(s) or best addressed independently by another institution?

Areas of Focus:  Campuses are asked to address the following areas of focus during Phase II.

A. Review of Existing Degree Programs (including Recently-Approved Degree Programs) for alignment with UNC Tomorrow

B. Review of proposed New Degree Programs (if any) with special attention to high-need areas, consistent with UNC Tomorrow recommendations

C. Review of Inter-institutional Centers and Institutes (NA to UNCP)

D. Faculty and Staff Recruitment and Retention

E.  Review of Tenure and Reward System in relation to integration of UNC Tomorrow Recommendations and other findings and goal setting by the campus 

F.  Mission Review-Implications for campus mission based on overall UNC Tomorrow review

UNC Tomorrow, Phase II:   

Faculty Recruitment and Retention Planning

UNCP Questions for Academic Departments and Faculty:

1. Do you currently have, or anticipate, faculty, staff, and/or administrative vacancies over the next 5 years?

2. Have you begun to identify the staffing levels and skill sets or competencies needed over the next 5 to 10 years?

3. Does your department face barriers with respect to recruiting and retaining high potential talent?

a. Have candidates declined offered positions?  If so, please indicate their reasons.

b. If you began fall semester with unfilled tenure-track positions, advertised 2007-08, list the positions advertised and the length of time you have been searching.

c. What search strategies have you employed for securing a strong pool of applicants?  

d. What additional resources/flexibilities would be helpful to help you address these challenges, e.g., policies, programs, compensation, benefits, etc.? 

4. Have you implemented, or do you have plans to implement, a proactive recruitment strategy designed to attract top talent and identify candidates for hard-to-fill positions?

5. The impending retirement wave could provide an opportunity to increase racial, ethnic, and gender diversity.

a. What do you consider your area(s) of need in terms of diversity?  

a. Have you set goals for achieving increased diversity among faculty and staff?  

b. Do you have policies and activities to support (retain) diverse hires?  

c. Have you found them to be effective?  If so, how do you measure effectiveness?  

d. How might campus leadership or UNC system policies ensure that diversity increases?

5. Suggest collaborative initiatives among UNC campuses to enhance programs that increase the pool of doctoral graduates for the professorate, especially in high-need areas

6. What professional development programs have your department members found most useful/attractive?  

7. Identify resources that would enhance the research and scholarship opportunities on campus.  Please be as specific as possible about your discipline-specific areas of need.

8. Has the availability of phased retirement been helpful in addressing faculty recruitment, retention, and retirement issues?  Given the increasing numbers of non-tenured and non-tenure track faculty on UNC campuses, should phased retirement be extended to these faculty?

9. What additional accommodations should be made for staff and faculty with disabilities? What would be required to put them in place?

10. What level of professional management and leadership development programs are available for senior and mid-level academic administrators?  Have you or any of your department members participated?
If not, why not?  If so, what was the most positive outcome for participants or the department or unit?

After all data are gathered, we will need to use the information to respond to the following questions:

1. Is UNCP engaged in a thoughtful and deliberate planning process to address our campus’ workforce needs now and for the future?

· Do you believe you have a thorough understanding of your current workforce and the changes that will be occurring over the next 5 years?

· Have you begun to identify the staffing levels and skill sets or competencies needed over the next 5 to 10 years?

· Do you have the analytical tools you need to conduct a workforce planning process?

· Is Human Resources included in your organization’s solution strategies to enable your organization to accomplish its mission, goals, and objectives?

2. With respect to critical talent issues, have you begun to identify gaps and surpluses between the present and the future with respect to leader and worker shortages?

· Have you implemented or do you have plans to implement a proactive recruitment strategy designed to attract top talent and identify candidates to target hard-to-fill positions?

· Have you developed or do you have plans to develop a strategy to retrain, redeploy or reduce-in-force employees where functions are not needed in the future?

3. With respect to the aging workforce and attrition, have you evaluated the percentage of employees who will be eligible for retirement over the next 5-, 10-, 15-, 20-year period and the impact this will have on your campus’ workforce?  

· Have you addressed how you can improve recruitment and retention of employees and reduce turnover in your organization? 

· Are there policies or programs that General Administration should consider implementing that would help to improve your campus’ recruitment and retention efforts?

· Has the availability of phased retirement been helpful in addressing faculty recruitment, retention, and retirement issues?  Given the increasing numbers of non-tenured and non-tenure track faculty on UNC campuses, should phased retirement be extended to these faculty?

4. With respect to worldwide demographic shifts in age and ethnicity/race, what challenges have you identified for your university at the present time, or within the next 5 years, as a result of demographic shifts?

5. What are some of the barriers that your University is facing with respect to recruiting and retaining high potential talent?  What additional resources/flexibilities would be helpful to help you address these challenges, e.g., policies, programs, compensation, benefits, etc.?  

6. With respect to managing a diverse multi-generational workforce, how are you defining diversity in your university?  

· Are you setting goals for achieving increased diversity among faculty and staff?  

· Have you implemented programs, policies and activities to support diversity in your university?  If so, describe those diversity initiatives?  Have you found them to be effective, and if so, how do you measure effectiveness?

7. With respect to succession planning, has your campus engaged in a systematic process to identify key employees and the critical competencies that these employees possess to prepare for their replacement?  What level of professional management and leadership development programs are available for your senior and mid-level managers?  Please describe.

UNC Tomorrow Commission Phase II Response 
Review of Faculty Promotion, Tenure, and Reward System
UNC Pembroke 
Current Policies and Procedures 

The UNC Pembroke Faculty Evaluation Model, Section 4 of the Faculty Handbook, guides the University tenure, promotion, and incentive system. It specifies that, for purposes of evaluation, all faculty responsibilities are divided into three general areas: teaching, research, and service. Teaching is the single most important responsibility of regular fulltime faculty members. Although teaching is the fundamental responsibility of all full‐time tenured and tenure‐track faculty members, they are also expected to engage in scholarship and service. Scholarship or scholarly research is defined to include the application of existing basic knowledge to the solution of practical problems. Service is divided into three categories: University service, professional service, and external and community service. Professional service consists of activities that benefit a faculty member’s field of professional expertise. External and community service connotes activities that are (a) UNC Pembroke charitable or (b) performed for the benefit of individuals or groups separate from the University and the wider profession. 

Similarly, UNCP Tenure Policies and Regulations, Section 5 of the Faculty Handbook, state that candidates for tenure and/or promotion will be evaluated using the criteria of scholarship and professional growth, university and community service, and most importantly, excellence and effectiveness in teaching. In the area of service, candidates must show evidence of participation and leadership in projects on and off campus that contribute to advancing the mission of the University, of service to one’s discipline, and of community involvement. Promotion standards also include the requirement that the candidate show evidence of university and community service. For purposes of promotion, indicators/categories of scholarship accomplishment include scholarship related to service or the use of professional expertise—the scholarship of engagement or application. 

Although not as part of the formal tenure, promotion, and reward system, UNC Pembroke offers recognition to faculty who have achieved a distinguished record in the areas of community service and scholarship/creative work. As outlined in Section 9 of the Faculty Handbook, the Faculty Awards Committee solicits nominations and votes for the recipients of the Adolph L. Dial Endowed Faculty Awards. The Committee makes up to two awards each year, one for the Dial Award of Scholarship/Creative Work and the other for the Dial Award for Community Service. The award for scholarship encompasses the scholarship of engagement or application, and the award for community service includes significant accomplishments/activities that make use of the faculty member’s professional skills to benefit the community and region served by the University. 

UNC Pembroke has had a process for review of the tenure and promotion system since 

2003. Section 5‐13 of the Faculty Handbook, entitled “Periodic Promotion and Tenure 

Review Process,” (available at http://www.uncp.edu/aa/handbook ), outlines this process. 

It provides that, at intervals of not more than five years, the Chancellor and/or the Faculty 

Senate will initiate a review of the University Promotion and Tenure policies. An Ad Hoc 

Promotion and Tenure Review Committee will be formed to carry out the review. The Chair of the Faculty Senate will appoint the members of this committee and will be an ex‐officio member. The other five committee members will be full‐time tenured or tenure track faculty, one from each of the University’s divisions. If possible, at least one of the committee members should have served one term on the University Promotion and Tenure Committee. Section 5‐13 further provides that the committee will submit a report to the Senate chair and the Chancellor upon the completion of the review. 

The Ad Hoc Promotion and Tenure Review Committee has been in continuous operation since 2003. It has considered issues related to the promotion and tenure system that have 

UNC Pembroke 15 been referred to it by the faculty or administration. Following its review, the Committee has made recommendations for the revision of the tenure and promotion policies to the Faculty Senate. The Committee has proposed revisions in the system of contract renewal for tenure‐track faculty, criteria for promotion, and policy on the granting of early tenure and promotion. 

Additionally, as provided by the By‐Laws for the Faculty Senate, the Faculty Evaluation 

Review Subcommittee of the Faculty and Institutional Affairs Committee of the Faculty 

Senate reviews the Faculty Evaluation Model regularly and strives to clarify the existing document. The Subcommittee consists of seven members, including five representatives of the Senate divisions and two at‐large members. It meets once a month during the academic year. The Subcommittee makes recommendations to the Faculty and Institutional Affairs 

Committee regarding any changes to the Faculty Evaluation Model and responds to requests for changes to the document or its underlying philosophy. 

Proposal for Further Review 
Evaluation can be a positive incentive when used to encourage faculty members to continue their professional growth, improve the delivery of their professional services, and increase involvement and engagement in applied research, outreach, and public service. To this end, institutional resources must be committed to incentive programs that support faculty development in the areas of teaching (to include traditional and distance), service, and research, both applied and theoretical. 

The faculty at UNC Pembroke will continue to review the tenure, promotion and incentive system, with a view towards determining whether or not faculty involvement in applied research, outreach, and public service is valued appropriately. It will consider ways to refine and adjust the system to increase faculty participation in these areas without decreasing support for teaching and basic research and scholarship. The Ad Hoc Tenure and Promotion Committee will carry out this review in collaboration with the Faculty Evaluation Review Subcommittee of the Faculty Senate. Faculty at UNC Pembroke will be encouraged to be involved through open meetings. Minutes of these meetings will be distributed to the faculty and posted on a Blackboard site. Feedback will also be encouraged through the Blackboard site. During the review period, the Faculty and 

Institutional Affairs Committee and the Faculty Senate will be updated about the process. 

The review process will begin in fall 2009 and will be completed by spring 2010. The report will be submitted to the Faculty and Institutional Affairs Committee and the Faculty Senate for approval. The review process will culminate in a report that includes needed changes and a time‐line for implementation that would begin in fall 2010.
� Questions in this section recommended by the UNC Faculty Assembly.
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