Annual Report to Chancellor Hastad

Chancellor’s Women’s Advisory Council

June, 2005
Saundy Selness and Jodi Vandenberg-Daves (Co-Chairs), Sharie Brunk, Enilda Delgado, Kerrie Hoar, Ingrid Iverson, Carol Oyster, Sandy Suchla, Becky Yoshizumi, and ex-officio members:  Sandi Krajewski, Al Thompson, Jennifer Wilson
The first part of this year, members of the CWAC discussed, narrowed, and ranked a working list of major recommendations based on the “What if” questions the Council had formed in 2003-2004.  The top five recommendations are listed here, in rank order.

1. Improve Human Resources’ communication about resources for and need to promote work-life balance for all employees.
· HR staff should train supervisors about the importance of flexibility for employees.  At the very least, regular e-mails on related topics could serve department chairs and other supervisors.

· HR should develop procedures, in conjunction with the Work/Life Advocate, for negotiating flexible arrangements rather than forcing employees to turn their proposals for flexibility into grievances.

· Work/Life Advocate should be a permanent position, with continued funding from the Provost’s office.

· HR should maintain a list of people willing to share information about work-life concerns for new employees and ask each new employee to check a box if they are interested in being contacted about campus or community resources for balancing work and personal lives.

2. Improve Human Resources’ communication with the three employment categories that are numerically female dominated:  classified, non-instructional academic staff, and instructional academic staff, with the goal of developing the human resources that are our UW-L employees.

· HR should train supervisors about promoting career progression opportunities for these employment categories

· HR should improve its website to provide more clear information regarding promotion for classified and instructional staff.

3. Improve flexibility for all employees, which will especially benefit women, who are disproportionately responsible for care-giving of children and elders.

· HR should provide supervisor training about work-life balance. Such training should encourage flexibility of hours for classified staff and non-instructional academic staff.

4. Improve retention rates of women faculty.
· UW-L should use the model being developed by UW-System regarding administrator accountability for a racially and ethnically diverse faculty (to further Plan 2008 goals) to apply to gender equity as well. 
· HR should provide training of deans and chairs regarding work-life balance, legal rights to tenure clock stoppage, maternity leaves, etc.

· UW-L should institute Work/Life Advocate as permanent position, with continued funding from the Provost’s Office.

5. Reverse pattern of minimal job security for instructional and non-instructional academic staff, and inadequate governance for instructional academic staff, both of which are disproportionately female job categories.

Clearly our recommendations became increasingly focused on broadening the possibilities of Human Resources.  Jennifer Wilson provided a response to these goals, which is included as Appendix A in this report.  In short, she reported that, although she agreed with most of the recommendations, HR does not have staff, resources, or mandate to address most of these concerns, especially with regard to supervisor training.  Jennifer did believe it was possible to maintain the list of people willing to share information about work/life resources.
We were also disappointed to learn that the Provost’s office had discontinued funding for the innovative position of Work/Life advocate.  As is evident from this list, our key goals depended in part on the continuation of that position. We met regularly with Donna Anderson, who held that position this past year, and we felt we were beginning to make progress in understanding how we could use the disappointments of several employees on campus related to flexibility to create a more flexible and open academic workplace.  Our model on this topic comes from the Chronicle of Higher Education article in Appendix B, “We Must Make the Academic Workplace More Humane and Equitable,” by historian Linda K. Kerber.  Discontinuing the funding for this relatively inexpensive overload position held by a faculty member is, we believe, short sighted, and profoundly discouraging for those of us who have been working on these issues for many years.  Although we understand that the work/life advocacy work will now be undertaken by a Campus Climate Coordinator, we are very concerned that there are too many issues for one person to undertake.
We are pleased to report that one of our recommendations from last year, the creation of an Academic Staff Task Force, was put into place by the Faculty Senate.  So our recommendation #5 was taken up by another committee.  The Task Force, chaired by Carmin Wilson, was also informed by the participation of two CWAC members (Kerrie Hoar and Jodi Vandenberg-Daves), and almost all of its recommendations were adopted by Faculty Senate.  We urge senior administrators to work with the Senate as it seeks to improve morale and job security for valued colleagues who teach here on short-term contracts with little voice in their workplace.

During the second part of the academic year, the CWAC engaged in more detailed work with the purpose of better understanding how data is collected about women and under-represented groups on campus, how such collection can be improved, and how policies affecting women on campus can be improved.  In the course of this work the CWAC:

· Met with Donna Anderson for reports on Work/Life issues
· Sought data and information from Al Thompson and Jennifer Wilson concerning the hiring and retention of women.   
· Met twice with Teri Thill (Institutional Research) to begin formulating a plan for further data collection, especially as related to salary equity.

· Reviewed and offered suggestions on a draft Telecommuting Policy created by Human Resources

· Offered to work with Al Thompson to revise the exit interview tool to develop a better understanding of why women employees are leaving the university.

Based on these meetings, we have four more end-of-the-year recommendations:

1) We recommend that UW-L conduct salary equity studies for faculty and academic staff within the next two years.  Our current studies are dated.  We realize that such studies will involve significant planning and design, some of which needs to be undertaken by subcommittees.  Since Academic Staff Council is making a recommendation for a study for these employees, the work will have momentum.  We have already begun to work with Teri Thill on these questions, and will continue to do so next year.  Next year we will also consider how to accurately address salary equity issues among classified staff, where gender segregation is the norm in positions.

2) We recommend that the Chancellor support the work of Institutional Research (and Human Resources?) to compile an online resource of studies related to equity (not only for gender but for other areas) so that groups working on equity issues across campus can easily access the data and use previous reports to develop new and up-to-date tools to assess the campus climate.

3) We recommend that HR continue to refine a workable telecommuting policy for employees and implement this policy at the beginning of academic year 2005-2006.

4) We strongly recommend that UW-L senior administrators reconsider the decision to discontinue funding for the Work/Life advocate position. 
5) We recommend that the Chancellor make possible the resources and mandate Human Resources would need to implement our recommendations on page 1. 

Appendices:

· WAC Narrowed Goals—Notes from HR 3/25/2005

· Linda K. Kerber, “We Must Make the Academic Workplace More Humane and Equitable,” Chronicle of Higher Education, 3/18/05
