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Project Approach

Huron

CONSULTING GROUP

We approached the project as a as collaborative set of activities in which participation of the university project team
was committed and essential.

Key Activities

Key Deliverables

Design &

« Confirm Vision

Review Project Scope
Refine Project Objectives
Develop Project Work Plan
Define Roles and
Responsibilities

Conduct Planning Meeting

* Conduct Interviews
Develop straw-man survey

Iterative design process of
survey and content structure

Subject Matter Expert review

Technical development of
survey

« Survey distribution

* Survey monitoring and
technical support

* Develop data analysis /
modeling tool

« Consolidate data sets and
import into analysis tool

Develop gaps and trend
reports based on results
Develop findings and
observations report

Develop draft
recommendations and

« Finalize findings and
recommendations

« Finalize action plan
 Present Final Report

Progress Status Report
Process

Project Meeting Schedules
Kickoff Presentation

Data Request

Online Survey

Pilot Survey Results
Survey Communications
Survey Participant List

« Data Analysis Tool

 Draft Recommendations

« Conduct Kick-Off Meetin Conduct pilot survey & pilot o
. participant debrief session supporting action plan
Develop communications
* Project Plan * Survey Design « Survey Support * Findings and Observations * Final Report
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Project Scope

The following table highlights the scope of the

In-Scope Out-of-Scope *

Targeted survey and analysis for the identification of
functional and operational training areas for both staff
and supervisors

Work with UAF to clarify specific objectives and desired
outcomes from the surveys

Recommend a communications plan for how the survey
should be introduced and positioned to the UAF
Administrative community

Technical development of the online administrative
surveys

High level gap analysis based on survey results

Actionable recommendations for critical path / next steps
(e.g. support for shared services)

Highly detailed taxonomy for training areas (e.qg.
technology specific, business process specific, detailed
process structures

Interpretation / translation of all open-ended questions
(will sample results, UAF to consolidate)

Business case development for investment of resources

Defining a learning and performance management
strategy

Defining broader institutional training needs based on
strategy, or other factors

Implementation support for recommendations

Mapping of training needs to specific systems or training
programs

Validate findings and more granular needs with
department heads / supervisors
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The following key themes emerged from the employee survey which will be examined in greater detail in the

subsequent slides.

Respondents believe that a centralized training and development department would illustrate senior
leadership’s commitment to employee learning. Many respondents commented on the “less than ideal” user
experience, particularly with online learning and course registration. Forty percent of respondents did not
agree that training opportunities are available to them. Having a dedicated training department will allow the
university to take a more strategic approach at learning and performance.

Employees who have participated in the training are appreciative of the opportunities. However, many feel the
offerings are “too general” for all employees and/or supervisors. A significant percentage of employees are
requesting training to support their specific job and career goals. Conducting a comprehensive training
assessment with each specific department/division that addresses their strategic goals while designing
courses that are tailored to the challenges employees face are what must follow.

Employee performance evaluations do not appear to be an institutional priority as only three in five employees
said they have had a performance appraisal within the past 12 months. Beyond the time commitment,
supervisors point to a “lack of incentive or penalty” for not completing the appraisals. Establishing a
mandatory requirement (e.g. negative performance evaluation for non-compliance) should assist in capturing
development needs to support employee goals while increasing overall accountability.

Only four percent of the respondents said they follow an approved career development plan (CPD). Of the 96
percent who do not, two out of every three were interested in participating. Sixty percent of supervisors said
they would be interested in having their employees follow a CPD. Based on the responses, it does not appear
that this tool and its benefits are widely known across the institution. Nearly 2/3rds of all respondents who
have changed positions within UAF indicated an opportunity for a promotion for the reason to request career
development.
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Bridging the Gaps
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Current State Characteristics

Impact

A comprehensive approach to employee training currently does

not exist.

Many respondents don’t see training and development as an
institutional priority.

No centralized or decentralized training strategy.

Training offerings are not coordinated and appear
haphazard.

Employees may feel the institution is not willing to
invest in its human resources.

Training needs not defined by departments.

There was mixed feedback for the Supervising for Success
workshop. Many believed it was too basic to be truly effective.
Online training is difficult to navigate and may not be an
effective learning method as deployed.

Institution is unaware of the training needs to
support the divisions/departments.

New supervisors can have difficulty adjusting to
position.

Individual learning is impacted when the online
experience is not positive.

While required, supervisors are not held accountable for
conducting performance evaluations on an annual basis.
Employees are unaware how the institutional goals align with
their individual goals.

Support not being offered to supervisors or employees to
conduct evaluations.

Employee morale can decrease.
Lack of employee accountability.
Lack of a clear focus to attain institutional goals.

Evaluations that do occur have limited effectiveness.

30% of staff that have change jobs within UA/UAF indicated a
lack of supervisor guidance as a driver for change.

Only 27% “strongly agree” or “agree” they understand how to
advance their career.

A career development plan is not followed with consistency.
Departments are operationally-focused “doing more with less”
and not geared towards the future.

Recruitment and retention of key talent can be
impacted.

Lack of employee engagement.

A deficiency in practical training

Less than ideal performance.

Perception of limited upward mobility.
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Observations
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General

» Only 11 of the 34 (32%) locations responded; of the 11 that responded, nine locations had between
one and four responses.

» Vice Chancellor for Research - Geophysical Institute had the highest number of responses by 50%.
o 77 0f 239 (32%) respondents expressed interested in doing more/growing skills.

» More individuals moved within UAF or UA due to promotion (69 responses) vs. lack of supervisory
guidance/mentoring (32 responses).

» Most respondents either “Strongly Agree" or "Agree" (48%) with institutional onboarding processes.
However, 35% responded "Neutral" to institutional onboarding. This may reflect that many are not
familiar with the term “onboarding”. Instead they may be more familiar with orientation.

» More than half (56%) agree there are training opportunities available; however, 40% either are

"Neutral" or "Disagree”. In this case, "Neutral" may simply mean that they are not sure what is
available to them.
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Observations

General

Most indicated "Neutral" (38%) or "Disagree" (26%) that the processes and systems are in place to
help manage their development.

* Only 27% “Strongly Agree" or "Agree" they understand how to advance their career while 44%
"Disagree" or "Strongly Disagree®.

» 17 of the 68 (25%) who have not received a performance evaluation in the last year also have not
received an evaluation in the last five years.

» 3outof every 5 (60%) supervisors want employees to follow a career development plan (CDP).
Although only 3% currently follow one.

» 2 outof 3 (64%) respondents said they completed Supervising for Success.
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Respondent Feedback: Centralized Training &

Development Function B
= “Training should be endless, and we should = “Allthe risk management training is = “Overall, training seems ad hoc and not
always be trying to better ourselves.” painful. There is too much required commuﬁicated centrally.”
= “We need to train, manage and retain skilled training that has nothing to do with = “Send reminders out to staff about upcoming
employees, especially in this budget e L opportunities or just email reminders about
environment.” = “Training is generally viewed as an trainings.”
= There is absolutely no support for training of unnecessary expense.”
grant funded employees.
\ y
Opportunity Resources Communication &
Support
= ‘| would have higher job satisfaction to feel = “We lack effective training resources . - :
that | was improving myself and getting better here at UAF and with ourg current - Ié{g%“?g;;ﬁgﬂgii;gg L,fld be
at my job with more opportunities for training.” budget climate we are all in a position . - iy
= “Training should be held in one place, of doing more with less manpower.” = "Better advertising of avalable
physically and virtually, so everyone knows = “Stop using third party websites to COUrses thrf)ughout UAF
where the trainings are at all times.” provide training.” CAmpUSEs.

2015 Huron Consulting Group. All Rights Reserved. Proprietary & Confidential.



CONSULTING GROUP

Respondent Feedback: Training Assessment & Design

: — = “As a faculty member, | feel rather isolated. Itis unclear to me
= “We have on-line training butall my = “Very basic. Was great to have that whom it is safe to seek advice from, or how much advice is
employees report it is painful or impossible knowledge, but | want more.” acceptable to seek. My official "mentor” does not mentor me.”
to find.” S _ _ = The supervisor training covers basic legal = “Colleges should have on their website a 'how to' page.
= “Too much training is offered online which requirements, but does not actually Learning how to navigate through the myriad of UAF systems
simply results in staff and faculty checking provide tips and tricks for being a "good can be brutal for the new employee to UAF.”
boxes and going away with the idea that supervisor" vs. "bad supervisor".
they have had their time wasted.”
\ 4
. : Onboarding &
Online Learning Supervisory Training ng
Mentoring
N\ /AN

N\

= ‘| think proper training of new employees is critical to

= “When [ first started my employment at retention and employee satisfaction.”

UAF, | was directed to an online training | | ® “Good training. | do feel that follow-up sessions on = | think more mentoring of supervisors needs to occur,

system, but | have yet to figure out how employee development, performance evaluations, or especially in regards to performance evaluations and

to take courses.” other specialized topics would benefit all supervisors how to deliver a verbal, and really what should be on a
= ‘| was directed to an online training at UAF. written one beyond just filling in the form..”

system, but | have yet to figure out how = | wish that there was a more formal way of teaching

to take courses, or even find ones that practical skills to new supervisors.”

are pertinent to my job field.
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Respondent Feedback: Performance Management

CONSULTING GROUP
_ U = “Poor documentation records on file

= “The biggest problem with training is my for staff.”

:E(I:“l?r/a?: ;fsolfnea?{fr? ;LOng\tNrﬁg-ttrlgsi’n s = “Supervisors should not be eligible = “Training should be more of a benefit of the job

v faculty and staff have comoleted.” J for increases (merit or market) if rather than something | need to request. It
. yia t{] e P 0 employees performance reviews should be encouraged and supported by the

One "mothership™ training site for a are not completed.” institution and the supervisors.”

trainings

N
Learning Performance Supenvisory Support
Management Evaluations

N

. L = “My current responsibilities are not reflected by my = “| believe that one's supervisors should give
mT Qr?yctL:;riﬁ?r: é;alg::jg ;i ct)?gfl?r?gﬁqto position description. Attempts to update my PD have you this infor_m_ation apd encourage you to
have nothing té do with my job.” been blocked.’ attend all tralnlng_ avallable._”

= One location to register, take and = I'venot had a problem doing reviews anq any = “| have a supportive supervisor here whc_) has
track my trainings. supervisor on campus_should have_ the time since ) helped me as much as she can buy she is not

managing employees is part of their job description. always knowledgeable on the details of my
tasks.”
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Respondent Feedback: Career Development

= “Aclear career path would be most = “It would be nice to have a class list
?elpful. _ defined for each job.” = “Receive consideration for advancement
= “Not sure why we are talking about = “Perhaps some sort of certification, (promotion/raise) and additional responsibilities
Career Development Plans. What endorsement or other recognition of as appropriate.”
f)" - H HY " .
are they" completing certain trainings. = “Better understanding of my department so | can
increase my effectiveness and be an asset.”

B\ / Ve

V4

Development Plan Motivators

= “l am research staff. | have no career path.
There is no communication to me regarding
training opportunities.”

= ‘| would like to see recognition from my
supervisor for my commitment to completing
training to support the work | do.”

= “Self-confidence that I'm doing the
best job | can at what | do.”

= “The ability to do my job better and
the resources to become an
effective mentor.”
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Huron Client Case Study

Huron has worked with the University of Kansas (KU) Human Resources department to select a Learning

Management System (LMS) software product that would be the cornerstone for all employee training. The [< ! l
existing roadmap includes HR engagement with both the academic and non-academic units to identify training e universiTy oF
needs, coordinate getting the content added to the LMS and then supporting training delivery as needed. HR has KANSA
historically had a number of trainers, but they were limiting their classes to organizational and management

improvement types of classes.

KU chose Success Factors (owned by SAP and hosted in the cloud, Huron utilizes the same package for our Huron University). A
sister product (which KU also chose) supports employee Performance Management — i.e. automating the process of setting
employee goals and having supervisors evaluate them on a predefined schedule. By having the two products tightly integrated,
employee goals related to improving skills by taking specific training can be connected and automatically included with training and
development plans. The LMS system tracks enroliment, classes completed, generates transcripts, and supports compliance
training reporting. For compliance training, different groups can own the content and policy but utilize a single system for tracking
the training. With this functionality a distributed model can be supported such as HR having the ability to require all employees to
complete Sexual Harassment training, while Academic Affairs can require students to take a required course in lab safety before
starting their first science lab class, and Research can require training of PIs on compliance issues related to federal research.

In all cases, HR manages the core product and works with each group to load content and identify target audiences.

“In reality, professional development of the
workforce should belong to HR. *

- Huron Strategy & Operations KU Team Lead
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Training vs. Organizational Development

e Immediate need
» Addresses performance gaps
 Short-term solutions

» Skills focused

Organizational Development

* Ongoing need

» Addresses employee engagement
 Long-term solutions

» Career focused
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Based on respondent feedback, interviews and our understanding of UAF's current operating environment, Huron'’s
recommendation is for UAF to formalize the employee training function and organizational development function
within the existing Human Resources area.

Beyond skills training, this would also encompass critical components including career development areas such as coaching and
mentoring. This function would also work directly with institutional departments in a collaborative nature to address leadership and
team development needs, conduct organizational assessments, and align departmental goals and strategy with those of the
organizations.

(Recommended)

In most large institutions, organizational development and training is
housed within Human Resources because they are so closely aligned.

Institutions that separate organizational development and training do so
for strategic purposes. Leadership makes a statement to the institution in
elevating this function as a separate department in which the director (or
similar title) serves in a senior leadership role.

Given the current organizational structure in Human Resources, the
person overseeing this function would be at the associate director level
(as a minimum) with a director title being the recommended.

The disadvantage of this model is the silos that are created between HR
and an office of development and training (OD&T. )

The organizational development and training team would work closely
with the senior consultants to identify opportunities across UAF and
propose solutions to address the needs.

While it is expected that each entity work together to meet the needs of
the institution, many times there are uncertain or ill defined roles and
responsibilities.

Currently, a dedicated training resource is highly focused on the research
functions of the university. HR must determine if the incumbent is the
appropriate individual to lead this expanded service to the community.

If determined to be a separate entity, this would require more resources
including administrative support if initially compared to centralizing the
function within Human Resources.

Regardless of the model selected by UAF, the individuals who were identified as the “go to experts” across UAF should be engaged to further
understand how their skills and interests will help to address the campus training and development needs.
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The responsibility for overseeing the definition of policy, enforcement, compliance, and training delivery for Title IX
coordinators and investigators falls predominantly under an Office of Equity/Diversity/Inclusion. The following table
outlines the delegation of authority for UAF's identified Equivalent Peers.

|daho State University - Pocatello
Montana State University - Bozeman

New Mexico State University *

North Dakota State University - Fargo
Oregon State University
University of ldaho
University of Maine
University of Montana - Missoula
University of Nevada - Reno

University of Wyoming

Utah State University

Source: Peer Institution Websites. Research performed by Huron June 2015
2015 Huron Consulting Group. All Rights Reserved. Proprietary & Confidential.

Office of Equal Opportunity, Office of Equal Opportunity,
Affirmative Action and Diversity  Affirmative Action and Diversity
Office of Institutional Equity Office of Institutional Equity
Training | The Center for Learning
& Professional Development
Division of Equity, Diversity and ~ Human Resources and Payroll /

Office of Institutional Equity

Global Outreach Training Site
Office of Equity and Inclusion Office of Equity and Inclusion
Office of Human Rights, Access  Office of Human Rights, Access
and Inclusion and Inclusion

Office of Equal Opportunity Office of Equal Opportunity
Office of Equal Opportunity and  Office of Equal Opportunity and
Affirmative Action Affirmative Action
Equal Opportunity and Office Equal Opportunity and Office

Office of Diversity and Employment Office of Diversity and Employment

Practices Practices
Affirmative Action/Equal Affirmative Action/Equal
Opportunity Office Opportunity Office
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Title IX Comparison | Aspirational Peers

The responsibility for overseeing the definition of policy, enforcement, compliance, and training delivery for Title IX
coordinators and investigators falls predominantly under an Office of Equity/Diversity/Inclusion. The table below
outlines the delegation of authority for UAF's Aspirational Peers.

Academic Institution Policy / Procedure / Training Delivery
Compliance

Clemson University Office of Access and Equity Office of Access and Equity
Georgia Institute of Technology Office of Human Resources Office of Human Resources
o Human Resources / Office of Human Resources / Office of
Kansas State University _ : o :
Institutional Equity Institutional Equity
Michigan Technological University Office of Institutional Equity Office of Institutional Equity
Missouri University of Science and Technology il Resource_zs, S Eme | Resourcgs, SR e
Inclusion Inclusion
SUNY Stony Brook Office of D|ver5|ty and Affirmative  Office of DlverS|ty and Affirmative
Action Action
SUNY at Binghamton Office of DlverS|t_y, Equity and Office of DlverS|t_y, Equity and
Inclusion Inclusion
University of Delaware Office of Equity & Inclusion Office of Equity & Inclusion
University of Oklahoma - Norman Instltutlonacljﬁﬂ:lgiy SIS0 Human Resources

87% of peers and aspirational peers have compliance ownership of Title IX located within an Office of Equity / Diversity / Inclusion. 75% of
these peers have the training delivery component under the same organization with the remaining ownership under HR (12%), HR & Equity

(8%) and a dedicated training and performance center of excellence (1 Org *).

Source: Peer Institution Websites. Research performed by Huron June 2015 * Note: http://training.nmsu.edu/
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Huron Notes: Title IX Ownership

Huron has seen some universities put Title IX under HR, but that can present some challenges. In particular, at many institutions,
the complaints only involve students (not employees). HR may not have the focus or bandwidth to handle those activities. Student
Affairs is another area in which we feel this function can successfully reside.

A good argument for having this function under the General Counsel could be made (e.g. many Title IX investigators have law
degree backgrounds), but this group is usually a direct report to the President and the Title IX area is heavily related to Student
Affairs. The area is getting bigger and more complex. We have seen them under a Compliance office, under EEO/Diversity, and
under HR. The one at KU presented training to students at fraternities, sororities, dorms, orientation classes, etc. Ideally that
material could be put under and LMS and have required student completion of it on an annual basis.

Wherever the function resides, there are a few keys to supporting it including its need for a dedicated coordinator and available
investigatory resources. An investigation for a routine complaint can take 80 hours or more. For more complex investigations, the
hour investments can grow exponentially. While outside counsel can be used, it’s often easier for internal resources to navigate the
organization.

In terms of “training,” in many organization HR can help with

instructional design, content management, and electronic “At XYU, there was a group within HR responsible

delivery but may not be best suited for the actual training for the Title IX compliance area, yet it has moved

delivery function if not appropriately staff. around quite a bit as nobody knows where to put
them.”

- Huron Strategy & Operations Sr. Director
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Recommendations
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General

» Define detailed requirements and evaluate the fit for both learning and performance management
platforms. Robust workflow enabled solutions can scale to the needs of most organizations.

* Inventory departments that work outside of "normal hours" (e.g. dining, facilities, campus safety) and
identify training sessions for this population.

» Further define options for a centralized resource center employees can go to for advice or content
related to training and performance / career development. Further consider if Human Resources
should be viewed to provide a broad mix of services including career development and conflict
management support.

» Consider launching the survey to additional locations since only 32% of the campuses are
represented in the responses. This can be done in house by UAF utilizing the existing survey design.

» Employees who responded to the survey have an expectation that the institution is going to act on the
results. Therefore, UAF should address the following questions:
» How are we going to communicate the results?
» What are we going to do based on the responses received?
e What are the immediate needs?
» What are the needs that we can act on in the short term (one year of less)?
» Whatis our long term (1 — 3 year) training strategy?
» What resources can we dedicate to meet the needs and interests of the institution?
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Recommendations
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Centralized Training & Development Function

Strateqic

» Determine how training and development aligns with the institution’s strategic direction. Is the institution
committed to investing the resources despite challenging economic times?

» Training needs should be defined by division/department as much as the institution as a whole. Human
Resources should identify a liaison in each core area to develop a curriculum for each functional area.
Communication

» Human Resources should partner with UAF Marketing and Communications to advertise training and
development services and capabilities.

» Develop a training and development catalog (currently in progress) promoting offerings throughout the
institution.

» Human Resources and the Training & Employee Development team should build upon the survey results by
visiting the locations/divisions to discuss and answer questions or facilitate focus group sessions.

» Continue to promote the tuition waiver benefit to help recruit and retain top talent.
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Recommendations
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Training Assessment and Design

Assessment

» There were several comments related to the effectiveness of many of the training offerings. It is suggested that
a detailed assessment of needs are completed before designing and delivering future workshops.

Design

» Recommend offering sessions each day of the week with an emphasis being placed on Tuesdays,
Wednesdays, and Thursdays.

» Similar to the days of the week, you can have the majority of the sessions in the morning and afternoon with
some included at lunch and after working hours.

Supervisor Training

» Suggest discussion to determine if this training should be mandatory or at least strongly encouraged by
administration/senior leadership. Many mentioned moving from one position to another was the result of their
relationship with their immediate supervisor.

» The curriculum for Supervising for Success should be reviewed more closely. This may include having a focus
group of past participants to receive more feedback about the program. Supervisors are looking for offerings
beyond the basic fundamentals.
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Performance Management

» Set expectations with supervisors that performance evaluations must be conducted on an annual basis.
Some institutions make this a performance expectation and/or list as a function in position descriptions for
supervisors.

» Supervisors feel that the current performance management process is cumbersome. This reinforces the
need to offer support including in-class training, online tutorials, and reference materials to support this key
process area. It is also suggested that the current format of performance evaluations be assessed to
determine if it is meeting the needs of the institution.

* Anumber of respondents mentioned the need for updated position descriptions. Before determining the
training needs for each position, it is necessary to be sure that each supervisor, in collaboration with each
employee, update these high dependency descriptions.

» Develop a template for position descriptions to ensure consistency across the institution. Be sure the
description is crafted for the position and not the incumbent in the position.
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Recommendations
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Career Development

» Itis recommended that the organization create a professional development or training policy
(append those already in place) that sets the expectation in which employees are allowed to
attend training, especially when there is a direct correlation with their current or future positions.

» Offering career advancement can be difficult, particularly in a flat organizational environment.
However, career advancement is individual-specific. While someone wishes to be promoted,
someone else wishes to be challenged in their role but not receive a promotion (or greater
responsibility).

» Recommend discussions with senior leadership to determine if the institution should implement a
career development plan to focus on further developing and enabling employees.

» Several listed a need for more recognition for completing training. This may speak to a larger
issue of recognition and appreciation for their work, in general.

» More than 130 individuals were identified as “go to experts”. This group can serve as the

foundation for an enterprise training team providing for an exciting career opportunity. Develop
“train-the-trainer” workshop for those interested and available.
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Define requirements and evaluate LMS and Employee Performance High Medium Mid
Management
General — —
Develop a communications plan for communicating survey results to UAF ,
High Low Short
stakeholders and staff
Centralized Define clear lines of ownership for training and development functions High Low Short
Training and De_\/(_elop a strategic training plan based on the results and analysis of the Low Low Mid
Development training survey and staff requests.
Function: Once _defl_ned, market training and development capabilities within the High Medium Long
organization
Further define training priorities based on survey results Low Medium Short
Develop a comprehensive needs assessment to include each of the UAF High Medium Short
- campuses.
Training ) : : : : : :
Assessment & Assess current online offerings to determine level of effectiveness. Medium Medium Mid
Design Design a comprehensive list of training offerings that will need the scheduling .
. Low Low Mid
challenges of participants and UAF departments.
Assess the current state of the Supervising for Success program and determine Medium Low Mid
what additional modules should be offered beyond this foundations course.
Performance Set expectations with supervisors that performance evaluations must be Low Low Short
completed annually.
Management Develop tools and resources to support supervisors and employees to complete
P . PP P ploy P Medium Medium Mid
the annual review process.
Careet _Dec_lde_ if Career Development Plans (CDPs) should be implemented across the High Medium Mid
sl institution.
evelopment o i . : .
P Identify internal facilitators to support training and development goals. Medium Low Mid
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Implementation Accountability

UAF should develop a formal communication and accountability mechanism to monitor the progress and impact

of formalizing and operationalizing training and performance management efforts. The four primary audiences for
consideration are:

Senior Leadership Group Steering Committee

= Audience: Senior Leadership Group = Audience: Subset of Senior Leadership Group

= Frequency: As requested, quarterly = Frequency: Biweekly

= Information Needs: Implementation progress & = |Information Needs: Detailed implementation
mlles_tones, investment business case and plans, formal status reports, financial status of
requirements initiatives, project dependencies requiring attention

Training
Transformation
IT Governance Implementation Department Heads
Team

= Audience: IT Governance Committees = Audience: Departments with affected processes

= Frequency: Monthly during regular meetings = Frequency: As necessary

= |Information Needs: Implementation progress & » |nformation Needs: Implementation progress,
milestones impact to business continuity, requirements

requests / review
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Top Training Categories

Based on Need and Interest for Current Job and Professional Growth

1. Conflict Management

2. Effective Presentations

3. Supervisory Skills

4. Effective Meeting Management
5. Team Motivation

6. Time Management

2015 Huron Consulting Group. All Rights Reserved. Proprietary & Confidential.
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Top Requested Training Resources

1. Acenter employees can go to for advice
2. Aschedule for employees to follow

3. Aroadmap to follow my career path

4. Better resources available online

5. Mandated supervisory training required to conduct performance reviews

2015 Huron Consulting Group. All Rights Reserved. Proprietary & Confidential.
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Staff and Supervisor Training Needs

Supervisors and non-supervisor staff which completed the survey identified soft / common training needs as their highest priority
training needs. When aligning the top requested areas, it is notable that both supervisors and staff appear to be fairly aligned in
key areas such as effective communications, conflict management, cultural diversity , team motivation and others.

Supervisors identified Information Technology, Procurement and Research and Grants as their top areas of training needs for
their staff when excluding the "soft skills / All Common Staff" training areas. These needs were requested across a range of units.

Need training for Job: IT - Program and Project Management Need training for Job: Research & Grants Proposal Development
Primary Division Primary Unit Primary Division Primary Unit
Primary Division Primary Unit Provost School of Nat Res & Extension
Chancellor eLearning and Distance Education VC for Research Institute of Arctic Biology
Provost School of Fisheries & Ocean Science Provost School of Nat Res & Extension
Provost Rasmuson Library VC Rural, Community & Native Educ. Rural College
Provost School of Nat Res & Extension \V/C for Admin. Services Grants & Contracts Admin
UAF Office IT Office Information Technology
VC for Admin. Services Financial Services Top Training Areas for Supervisors — non - All Common
VC for Research Geophysical Institute o
VC Univ. & Stdt. Advancement ~ VCUSA Admin & Central Support ) B - ﬁgﬁ
supervisor Requested Training - Excludes "All Staff Common" T F &
Research & Grants - Proposal Developrment 15
Need training for Job: Procurement Requisitions [ Dot anagenent ans Reoortiog o
Prlmary DIVISIOn Prlmary Unlt IT - Project and Program Management 13
. . . IT - Technological Training and Delivery 13
Provost School of Fisheries & Ocean Science Prasurement - Purchsse Orders T
PrOVOSt SChOO| Of Educatlon :: Lﬁj!;:?;:w?a?fir:sr;:inm Technology ﬁ
Provost Provost oﬁlce OperatlonS IT - Flanning, Administration, and Management of 1T 11
B Research & Grants - Compliance Management 11
PrOVOSt Rasmuson lel'al'y Research & Grants - Reporting 11
VC for Admin. Services Financial Services o e (o) m
VC for Research Institute of Arctic Biology LoCodlu oy e u
VC fOI‘ Research Intl ArCth Research Center Frocurement - Formal Procurement/Salicitation (RFP) Frocess 9
VC Rural, Community & Native Educ. ~  Interior Aleutians Campus Procurement 5.2 3ource/Brand, Restnctive Speofications .
VC Rural, Community & Native Educ. Community and Technical College IR s2arehiTechnolDgH : 2
IT - Systems / Enterprise Architecture and Integration El
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CONSULTING GROUP

Staff and Supervisor Training Needs

Need training for Job: IT - Program and Project Management

Staff identified Research and Grants and Information Technology Primary Division Primary Unit
as their top areas of training needs for them to be effective in their Chancellor eLearning and Distance Education
jobs when excluding the "soft skills / All Common Staff" training IMARVIS ST almayn
Provost Rasmuson Library
areas. Provost School of Nat Res & Extension
Provost UA Museum of the North
Staff tended to branch out into other training areas including HR UAF Office Information Technology  Office Information Technology
. u e i VC for Admin. Services AVC for Facilities Services
and Finance for both “need for my job” or “want for my job VC for Admin. Services Financial Services
classifications. VC for Research Geophysical Institute
VC for Research Institute of Arctic Biology
VC for Research Vice Chancellor for Research
Top Training Areas for Staff — non - All Common VC Rural, Community & Native Educ.  Rural College
VC University & Student Advancement Student Advancement
fi ;j’ VC Univ. Stdt. Advancement VCUSA Admin & Central Support
staff Requested Training - Excludes "All Staff Common" & Need training for Job: Research & Grants Proposal Development
Research & Grants - Proposal Development 77 : [ . ’
IT- Project and Program Management 33 P”mary Division P”mary Unit
IT- D;““*ﬂﬁifﬁ;ﬂfﬂ* and Henﬂ:mls 65 Chancellor eLearning and Distance Education
IT - Educational / Classroom Technology 62 . . .
SO T % Provost College of Englngerlng & Mines .
IT - Information Security 53 Provost College of Nat Sciences&Mathematics
IT - Application Management & Administration (Programming) 51 Provost Rasmuson Library
Finance - Budget Forecasting / Projections (Labor and End-of -Ye 50 ;
Research & Grants - Sub-awards and Subcontracts 50 Provost School of Education
IT - Web Software Development 4 Provost School of Fisheries & Ocean Science
Academics - elLearning 49
- strudtion Design " Provost School of Management
Academics - Instructional Design 2% Provost School of Nat Res & Extension
::s-esaL:::glér?;:ts:-llllnstellectual Propert :: S UA Museum of the North
Exeautive - Culture Setting a = UAF Office Information Technology  Office Information Technology
Research & Grants - Peer Review and Publications 45 \/C for Admin. Services Grants & Contracts Admin
Sasearch § St Repariog 2 VC for Research Geophysical Institute
xecutive - Change Management 44 :
Research & Grants - Research Integrity 44 VC for Research Vice Chancellor for Research

VC Rural, Community & Native Educ. Community and Technical College
VC Rural, Community & Native Educ. Interior Aleutians Campus
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Staff & Supervisors: Top 25 Training Needs
Comparisons

120 l
¥ 100 Fa /
: - 7\ 7\ /
m 7\ 7\ /
o 7\ /N A /
20
o _.—¢
Al staff Al Staff Al Staff All Staff 0 Pn:z;‘;rf
Allstaff | C All staff C Allstaff | All staff Allstaff All staff m- C IT - Dat m- C R
ait) tomme | Al staff | Allstaff | OO 2 2| all staff 2| all staff | All staff 2 ) omme =@ omme | RESERC g 5 catio allstaff| Sole
Commo n- Commao n- Commo | Commo Commo Commo | Procure | Project n- Procure | Manage | Technol n- h & m-
Commo | Commo ) Commo Commo | Commo ) ) nal / Commo | Source/
n- |Custome n- n-Time n- Effective n- n- n- n- n- |n-Team n- ment - and Career | ment- | ment ogical |Organiza|Grants- Classroo Informat n- frand
Effective| r Service| Conflict ~ Meeting | Professi |Effective Records _, .|Organiza|Requisiti| Program | Develop| Purchas| and |Training| tional |Proposal ion _ .
Manage |Confiden Cultural FERPA |Motivati| |- ) m . |Supervis| Restricti
Commu & Manage L & onal |Presenta| . | Manage o tional ons |Manage| ment |e Orders|Reportin| and Change |Develop Security )
o ment | tiality . ) Diversity Training on _ ) Technol ory Skills|  ve
nications Follow-| ment Committ| Conduct| tions ment Behavior ment |and Goal 4 Delivery | Manage | ment Speci
through ees Setting ment o8 p‘.ec -
tions
=@=Supervisor Ranking 1 2 3 4 5 3 7 8 9 10 11 12 13 14 15 16 17 18 19 20 21 22 23 24 25
=m=5taff Ranking 1 3 2 10 5 3 20 7 11 13 14 9 23 101 24 15 119 17 53 19 12 26 36 4 167
100
S0
80
70
Ba 60
£
= 50
& 40
30
20
10
o -
Al staff Al Staff Al staff Al staff Al Staff 2:::3 Fé”ua dr::t_
Allstaff | All Staff | C C All staff C R All staff C IT - Data| All Staff | C All staff All staff m-
2 2T =OMMO | ol staff | Allstaff | O 21 alistatf| O™ | all staff | Allstaff| oo AT i stadt | "™ All staff =@ att | tommo BT o | Allstaff 2 . |Forecasti
Commo | Commo n- n- Commo n- h & Commo n- Manage | Commo n- Commo Commeo | Project
. |Commo | Commo Commo . | Commo | Commo Commo Commo B Employe| Commo ng/
n- n- Effective n- n- Custome n- n-Team Effective n-Time n- Grants- n- - FER- Career n- ment n- Organiza n- R n- n- and Projectio
Effective| Conflict | Meeting B ~ r Service |[Effective ~ .| Training Proposal| Records Develop B and |Universit| tional |Professi B Organiza|Program e
Supervis|Confiden Motivati ) Manage | Cultural PA Strategic ) . Perform | Business| - ns
Commu | Manage | s& ory Skills| tialit & Presenta on Delivery ment | Diversity Develop | Manage Trainin ment Plannin Reportin| y Credit | Change | onal Analysis tional |Manage Lab
nications ment |Committ Y ¥ Follow- | tions (How to ment ment e and Goal 2 g Card Use| Manage | Conduct Mance Behavior| ment ( :ED;
. 3 anage and End-
ees through deliver) Setting ment ment of-Year]
=—5taff Ranking 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 19 20 21 22 23 24 25
===Supervisor Ranking 1 3 3 24 5 2 8 12 39 4 9 21 10 11 16 40 18 50 20 7 29 49 13 15 86
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Survey Responses

Survey Responses

42, 11%
4, 2%
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= Named
1 Abandoned
Anonymous
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Primary Reporting Area & Work Location

0Q4: Primary Reporting Area

Response - | %

Ans

VC for Research ~ Geophysical Institute 24 Fairbanks (Fairbanks Ca 87%
VC Universily & Student Advancement ~ Stugent Advancement 16 56 | Fairbanks (Community and Technical College 3 5%
Provost ~ School of Nat Res & Extension 16 15 | Dillingham (Bristel Bay) i l 2t
WC for Admin. Services ~ AVC for Facilities Services 13 55 | Eairbanks (Interior Alewfians Camous ! 3 %
N . N . . 21 | Juneau 2 1%
VC for Admin. Services ~ Financial Services 12
i ) 11 | Anchorage 2 1%
UAF Office Information Technol ~ Oiffice Information Technol 12
30 | Palmer 2 1%
Provost ~ College of Liberal Arts 11
32 | Seldovia 1 0%
WC Rural, Community & Mafive Educ. ~ Community and Technical College 11
— 12 | Bethel (Kuskokwim! 1 0%
= e i s&Mathematics 10
Provost ~ College of Nat Science 10 13 | Seward 1 %
Provost ~ College of Engineering & Mines 10 (Northwest)
Provost ~ College of Engineering & Mines 10 28 | Mome (Na 1 %
Provost ~ Resmuson Libary 1o 34 | Shishmaref 0 0%
VC for Admin. Services ~ Grants & Contracts Admin ] 35 | Sitka 0 0%
VC for Research ~ Vice Chancellor for Research 9 40 | Unalazka 0 0%
Provost ~ School of Fisheries & Ocean Science ] 42 | Unalakieet 0 0%
WG for Research ~ Institute of Arctic Biology 92 51| Tok 0 0%
Chancellor ~ eLeaming and Distance Education T 41 | Toolik Lake 0 0%
Provost ~ Provost Office Operafions T 38 | Togiak o 0%
VC Rural, Community & Mafive Educ. ~ Rural College 7 37 | Throne Bay 0 0%
VC for Admin. Services ~ Human Resources 4 36 | Soldotna/ienai 0 0%
VC Rural, Community & Mative Educ. ~ Bristol Ba s 4 27 | Nenana 0 0%
VC for Admin. Services ~ Safety Services & EHSRM 4 1% | Fort Yukon 0 0%
Provost ~ School of Education 4 19| Galena L Lel
VC for R h ~ Infl Arctic Research Genter 4 16 | Eielson Air Force Base o 0%
. . . 14 | Delia Junction 0 0%
VC for Admin. Services ~ Procurement & Cendral Receiving 3
13 | Cordova o 0%
VC Uni ity & Student Advancement ~ University Advancement 3
20 | Homer o 0%
WC for Admin. Services ~ VCAS Operations 2
22 | Ketchikan o 0%
VC University & Student Advancement ~ VCUSA Admin & Central Support 2
26 | McGrath o 0%
Frovost ~ >Chool of vianagement <
Provost ~ School of Management 2 28 | Mew Stuyahok 0 0%
; . _ ) _ 2 EHLSIEnot
VG Rural, Community & Native Educ. ~ Interior Aleutians Campus 2 25 | Kolzebue 0 0%
VC Rural, Community & Native Educ. ~ Kuskokwim S 1 24 | Kodiak 0 0%
VC Rural, Community & Native Educ. ~ Morthwest Campus 1 23 | King Salmon 0 0%
Provost ~ UA Museum of the Morih 1 31 | Petersburg 0 0%
Total 239 Total 238 100%
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By Primary Position & Employment Type

0 6:Primary Position

Staff (Supenvisor

Staff (Mon-supervisor)
Executive [ Sr. Administrator
Student

Total

(=T 4 B N L R S

Rezponse

239

23%

100%
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Full Time Salary
Full Time Hourly
Part Time

0 7: Type of Employment

123
i
36

239

91%
33%
15%
1%
100%
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Years of Professional Experience and & Years within

UA or UAF

0 8: Years of Professional Experience

# Response %o
1 | 0-2 Years 14 6%
2 | 3-5Years 16 T
3 | 610 Years 36 15%
4 | 11-15 Years 42 18%
5 | 16-20 Years 43 20%
6 | 21 + Years a3 35%
Total 239 100%

0 9: Total Years with UA or UAF

# Response %
1 | 1-2 Years 24 10%
2 | 3-5Years i} 16%
3 | 6-10 Years 45 19%
4 | 11-15 Years 54 23%
5 | 16-20 Years 28 12%
6 | 21 +Years 25 10%
7 | 0-12 Months 23 10%
Total 239 100%
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CONSULTING GROUP

Job Changes within UA or UAF

0 10: Have you moved within UA or UAF? 0 11: If Moves, how many jobs within UA or UAF

0 12: Factors Contributing to Moves

Responze | %

Lack of fraining
2 | Lack of supenvisor guidance/mentorship 3z 3%
3 | Lack of other work-related resources T [
4 | Interested in doing more/growing skills T T2%
& | Opportunity for Promotion 6 G4%
6 | Other 21 20%

Q 13: Other Factors Contributing to Moves

While a few staff mentioned promotion or a new opportunity, a number of respondents said their move(s) were supervisory
related, due to a layoff/job elimination, or structural change within the institution.
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On-boarding Processes & Supervisors

0 14: Well Organized Institutional on-boarding process

Strongly Disagree
Meutiral
Total

35%
23 100%

0 15: Well Organized departmental on-boarding process

Response e

0 16: Do you supervise others?

Response

2015 Huron Consulting Group. All Rights Reserved. Proprietary & Confidential.
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Training Opportunities, Registration, Cross

0 17: | understand Training Opportunities available 0 18: | know where to register and receive training

Strongly Disagree a 3% Strongly Disagree
Neutral 41 179% Mewtral 56 23%
Total 239 100% Total 239 100%

0 19: Suggestions for improving how you identify or reqister for training

One person commented that UAF needs a “Mothership Training Site” which sums up many of the comments made in this section.
Phrases like haphazard process, lack of a single source platform, lack of a centralized LMS (a centralized list of training offerings)
were used.

0 20: Cross training encouraged inside or outside of department

Strongly Disagree
Neuiral
Total

a9 3%
239 100%
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Tuition Walver

0 21: Taken advantage of the tuition waiver program?

Response o

| am not curre eligible 21 9%
Total 2349 100%

0 22: Future plans to take advantage of the tuition waiver program?

1 |lam ing to in the future

2 | Lam not planning o in the future 19 &%
3 | Lam not sure G4 27T%
4 | | need to learm more about the program 18 &%
5 | Lam currently in the tuition waier rarm 47 20%
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Training Delivery

0 23: Rank preferences for the method of training delivery.

# | Answer 1 & T & | Total Responses

2 3 4 5

1 | Cne-on-One Tutorial / Personal Coaching 18 | 22 | 30 | 33 | 49
2 | Conference Break Oui Sessions 12 (19 | 29 | 21 | 37
3 | On Campus Classroom Instruction 91 | 42 | 39| 33 | 14
4 | On-line / E-Learning Bazed Training - With Instructor | 20 | 40 | 38 | 41 | 34
5 | Off Campus Classroom Instruction 6 | 36 | 39 | 44 | 39
6 | Informal Leciures / Demonsirations 36 | 38| 43 | 37 | A7
7 | On-line / E-Learning Based Training - Self Paced 49 | 42 | 21 | 30 | 28

10 | First: please move me to the bottomn T 0 0 o 1
Total 239 239|239 239 239

fed
2o |2 RSB IE M

50 | 0 239
B8 | 5 239
7|0 239
21| 2 239
4|1 239
131 239
7|1 239
0 | 229 239
239 239 -

0 24: Typically available to attend training sessions?

Rezponzse %

Monday
155
168
175

G53%
7%
T3%

Tuesday
Wednesday
Thursday

L B

147 G2%

Friday

2015 Huron Consulting Group. All Rights Reserved. Proprietary & Confidential.

025: Times typically available to attend training sessions

Response e

Morning

Lunch

Afternoon
After Mormal Hours

39



Professional Development Feedback

CONSULTING GROUP
0 26: | receive feedback from my supervisor that is useful 0 27: The institution has the appropriate processes and
in my development systems in place to help manage my development

S e

Strongly Disagree
56 23% Neutral
239 100% Total

Strongly Disagree
Meuiral
Total

a0 38%
239 100%

028: | have a clear understanding of what is required to
advance in my career at UAF

Responsze %%

Strongly Disagree
Meuiral
Total

liti] 28%
239 100%
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Career Development Plan

0:29 In your current position do you follow an approved
Career Development Plan (CPD)?

0 30: If no, are you interested in following an approved

Career Development Plan (CDP)?

Rezponse e
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Annual Performance Evaluation

0:31 Have you received an annual performance evaluation in the last 12 months?

Response %

Yes
No

3 | | have not been here 12 months 28 12%
Total 239 100%

Responsze e

Verbal Review Only

Written Review Only

3 | Both Verbal and Written Review

Total

033: Please indicate the number of years it has been since

you received a formal performance review.

2Vears
2 | 3 Years 10 153
3 | 4 Years 5 7%
4 | 5 Years 4 5%
3 | More than 5 Years 17 25%
6 [ 13 - 23 Months 14 28%
Total G& 100%
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Training and Skill Development Areas

034: Please select the training and skill development areas that are most interesting to you.

# | Answer Reszsponse = | %%
10 | Al Stafi f Other Common Needs (Checked by Default) 205 di6%
5 | Information Technology 106 44%
14 | Research & Granis Q9 41%
9 | Academics " 3%
1 | Finance 82 345
2 | University & Student Advancement T2 30%
3 | Human Resources T 2a%
12 | Execufive G4 27%
16 | Student Senvices & Enrollment Management =T 24%
13 | Procurement 41 1%
7 | Environmental Health, S and Risk Management 40 17%
& | Facilifies 27 11%
11 | Awndliaries & Recharge 24 10%

** 35 & 36 other views
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Huron

035: Please select the training and skill development areas that are most interesting to you.

Staff Requested Training

All Staff Common - Effective Communications

All Staff Common - Conflict Managzement

&l Staff Common - Effective Meetings & Committees

All Staff Common - Supervisory Skills

Al Staff Common - Confidentiality

Al Staff Common - Custormer Service & Follow-through

Al Staff Common - Effective Presentations

Al staff Comrmon - Team Motivation

&)l Staff Comman - Effective Training Delivery (How to deliver)

&)1 Staff Commaon - Time Management

Staff Requested Training

All Staff Common - Career Development and Goal Setting

All Staff Common - Supervisory Skills

All Staff Common - Effective Presentations

&)1 5taff Commaon - Effective Meetings & Committees

All Staff Cammon - Team Motivation

&)l 5taff Commaon - Strategic Planning

&)l 5taff Commaon - Organizational Behavior

&)1 5taff Commaon - Conflict Management

&l Staff Common - Organizational Change hManagement

All Staff Common - Time Management

&,
9 .
¥ 5
', &
W £ o 5
g & § &
& & -.? staff Requested Training 2§ 3..;
47 All Staff Common - Effective Communications 51
43 All Staff Common - Effective Presentations 47
37 &)l Staff Commaon - Time Management 42
25 &)1 Staff Commaon - Conflict Management 41
35 &l Staff Common - Career Development and Goal Setting 40
34 All Staff Common - Supervisory Skills 40
37 Al staff Comrmon - Team Motivation 40
37 Al Staff Common - Effective Meetings & Committees 38
31 Al Staff Common - Effective Training Delivery (How to deliver) 31
a0 Al Staff Common - Records Management 28
5.
o o
[r1} &
&4
I FLF
§5 8
8% §
67 . .
w Top 10 list of Staff Select
Z op 10 list of Staff Selections
a2
a1
a1
a1
an
li]
33
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Huron

035: Please select the training and skill development areas that are most interesting to you.

Y g
8 ¥
& &
Staff Requested Training - BExcludes "All $taff Common" F oF
Research & Grants - Proposal Development 77
IT- Project and Program Management BE
IT - Data hanagement and Reporting E3
IT - Educational / Classroom Technology 62
Executive - Leadership 54
IT- Infarmation Security 53
IT - &pplication Management & Administration (Programming) 51
Finance - Budget Forecasting / Projections (Labor and End-of -¥ed 50
Research & Grants - Sub-awards and Subcontracts 50
IT-Web Software Development 49
Academics - eLearning 43
IT- Instructional Design 43
Academics - Instructional Design 46
HR - Supervisory Skills 46
Research & Grants - Intellectual Property 46
Executive - Culture Setting 45
Research & Grants - Peer Review and Publications 45
Research & Grants - Reporting 45
Executive - Change Management 44
Research & Grants - Research Integrity 44
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Top 20 list of Staff
Selections — Excludes “All
Staff Common” options
and includes all categories
(e.g. need, like, growth)



Systems and Tool Training

037: | feel | would benefit most from having training in the
following systems or tools.

# | Answer Responge = | %

36 | Google Apps 94 47%
52 | Toad 71 35%
56 | Eanner - General 61 3%
34 | Banner - Finance 57 28%
33 | Desl Productivity Suite (Microsoft, e, othe 53 26%
45 | Remote Access 52 26%
30 | Blackboard 51 25%
44 | Q-Menu 49 24%
28 | Audio / Video Conferencing 43 24%
5 le: Operati stem 48 23%
40 | Mobile | Tablet Wireless Connectivity 45 22%
31 | Data Storage & Backup 43 21%
41 | Onbase 38 19%
51 | Windows Deskiop © ing System w 18%
43 | Q-Ad Hoc 37 18%
42 | Public Web Content Management 3] 18%
50 | UA Online 36 18%
46 | Travel lem 33 16%
39 | ListServs 32 16%
38 | Banner - Student Kl 15%
48 | Technical Support | Self Service 3 15%
47 | Secure Storage | Sharing 28 14%
35 | Eanner - HR 28 14%
37 | End User Information Security Tools and Practices 22 11%
49 | Telecommunicafions / Voice Mail 20 10%
32 | Data Warehouse in 17 3%
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CONSULTING GROUP

Training Resources and Outcomes

040: What training resource do you believe would make UAF more effective? Please list in order of
priority.

1 | A center employees can go to for advice 28 | 47 41 |40 | 22| 29| 2 239
2 | Mandated supervisor requirement to conduct performance reviews | 25 | 34 | 32 | 37 | 56 | 51 | 4 239
3 | Better resources available online 33 133 |60 |55 | FF |21 0 239
4 | More effective trainers for delivering the fraining content 26 |30 M |45 M| 47| 4 239
10 | A roadmap to follow for my career path 41 (49 | 32 |31 | 42 43 ) 1 239
11 | A schedule for new employees to fiollow 46 | 46 | 43 |29 | 27 | 46 | 2 239
12 | First: please move me to the bottom E] 1] o 2 1 2 | 226 239
Total 239239 239 239 | 239 | 239 | 239

041: What results would you like to see as an outcome for the completion of the professional
development training items you have identified within this survey?

Response Yo

1 | Promotion

2 | Performance Review a7 41%
3 | Addifional resonsibility / delegated awthority 114 45%
4 | Time Off 73 3%
5 | Raize 156 B5%
9 | Other 35 15%
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Training Resources

0Q41: What results would you like to see as an outcome for the completion of the professional
development training items you have identified within this survey?

Response | %

1 | Promotion

2 | Perfformance Review a7 1%
3 | Addifional resonsibility [ delegated awihorify 114 45%
4 | Time Off 73 3%
5 | Raise 158 B5%
9 | Other 35 15%
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Supervisor Only Section — Staff, CDP and Cross

Training

044: How many individuals do you supervise?

046: If no, are you interested in having your
employees follow an approved Career Development
Plan (CDP)?

2015 Huron Consulting Group. All Rights Reserved. Proprietary & Confidential.

CONSULTING GROUP

045: Do your employees currently follow an approved
Career Development Plan (CDP)?

047: Do you need assistance in developing cross-

training plans for your area of supervisory
responsibilities?)?

49



Supervising for Success

048: Have you completed the Supervising for
Success program offered by HR?

049: The Supervising for Success program provided
helpful training and met my needs as a supervisor. *

Response o
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Performance Evaluations

051: Have you provided your staff with performance reviews in the past 12 months?

Rezponse = B

All of the staff
10 | 1 am a new supervizor and have not completed a review cycle vet 13 18%
53 | None of the staff 11%
2 | Some of the staff 8%
3 | Most of the staff 3 %
6 | Only for promotion or disciplinary purposes 1 1%
Total 74 100%

052: The appropriate tools are in place to support an
effective performance management process

# Rezponse = %
& | Heuiral 24 46%
2 | Agree 16 31%
3 | Disagree 11 21%
1 | Strongl ree 1 2%
4 | Strongly Disagree o 0%
Total 52 100%
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Performance Evaluations

053: What do you see as the biggest obstacle to conducting performance reviews?

1 | Limited availability of fime {o conduct reviews
6 | There is no incentive or penalty for completion/non-completion
4 | | could use more formal fraining on this process area
5 | Other
2 | Not clear on the reguirements for conducti MMENCEe reviews
3 | The proper tools are not available to me
Total

Responze =

23
20
13
10

74

%
T
18%
14%
d%
3%
100%
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Supervisor Identified Training and Skills

055: lease select the top level areas you feel your staff requires for training and skills
development.

# | Answer Response = | %%

All Staff / Other Common Meeds (Checked by Default)

3 | Information Technology 24 2%
14 | Research & Granis 22 30%
13 | Procurement 17 23%

3 | Human Resources 18 22%

1 | Finance 16 22%

9 | Academics 1 15%

7 | Environmental Heaith, 5 and Risk Management i 11%
16 | Student Services & Enrollment Management il 1%

2 | University & Student Advancement 8 1%

& | Facilifies G &%
12 | Execuiive 4 2%
11 | Auxiliaries & Recharge 4 5%
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Supervisor |dentified Training and Skills

CONSULTING GROUP
Q56: Please select the areas you feel your staff requires for training and skills development
e
5 é
Supervisor Requested Training £ g -?
All §taff Common - Effective Communications 32
All staff Common - Custormer Service & Follow-through 30 . .
Al Staff Common - Conflict Management 24 Top 10 ||St Of SuperVISor
Al Staff Common - Time Managem ent 21 .
&l Staff Common - Professional Conduct 18 SElectlonS
Al staff Common - Confidentiality 17
Al Staff Common - Effective Meetings & Committees 16
Al Staff Common - Cultural Diversity 13
All Staff Commaon - Records Management 15
All staff Common - Effective Presentations 14
5§
SFEE
4 "65" & &
Supervisor Requested Training Fédg \
&l Staff Common - Career Development and Goal Setting 17
Al Staff Common - Conflict Management 16
All Staff Cammon - Effective Cammunications 15
Al Staff Common - Time Management 15
Al Staff Common - Custorner Service & Follow-through 13
All Staff Comrmon - Professional Conduct 13
&l Staff Commaon - Effective Meetings & Committees 10
Al Staff Comrmon - Cultural Diversity
&l Staff Common - Supervisory Skills
All 5taff Comrmon - Effective Presentations
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Huron

056: Please select the areas you feel your staff requires for training and skills development

&

Supervisor Requested Training - Bcludes "All $taff Common" é’h F &
Research & Grants - Proposal Development 15
IT - Data Management and Reporting 14
Procurement - Requisitions 13
IT - Project and Program Management 13
IT - Technological Training and Delivery 13
Procurement - Purchase Orders 12
IT - Information Security 12
IT - Educational / Classroom Technology 11
IT - Planning, &dministration, and hanagement of IT 11
Research & Grants - Compliance Management 11
Research & Grants - Reporting 11
IT - Application Management & Administration (Programming) 11
Research & Grants - Award Management 11
IT - Desktop Support and Provisioning 10
HR - Canflict Resolution 10
Procurement - Formal Procurement/Solicitation (RFP) Process 9

Procurement - Sole Source/Brand, Restrictive Specifications 9

IT - Server Administration 9

IT - Research Technology 9

IT - Systems / Enterprise Architecture and Integration 9

2015 Huron Consulting Group. All Rights Reserved. Proprietary & Confidential.

Top 20 list of Supervisor
Selections — Excludes “All
Staff Common” options
and includes all categories
(e.g. need, like, growth)
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