EDUCAUSE 2007 - Professional Development/Staff Management Constituent Group 


Meeting minutes

About 60 people were present

Topics of interest raised during introductions:

recruitment & retention

succession planning

student workers

best practices

higher ed 101: learning the higher ed environment

metrics

soft skill development: people skills for techies

alternative methods of professional development

dealing with reorganization

evaluation

rewards

budget for professional development

programming professional development: formal and informal

mentoring

professional development resources: what’s out there?

Long term staff development

Discussion topics

Successes in recruitment/retention: Ideas
· Retention: created a lateral promotion model, recognizes growth, provides new title and challenges (plus small base pay increase) without necessarily requiring management responsibilities.

· Made office very social: people look forward to coming to work

· Don’t micromanage what goes on in the office—it’s ok if people appear to be sitting around and chatting, as long as the work is getting done.

· Created a positive image for the IT organization: known for innovation, people want to work there

· Got all IT offices physically co-located, which really changed the interpersonal dynamic for the better

· Created dual promotion paths: technical path and managerial path.  Work with HR on new models
· Working with HR not always easy to do, need to educate HR staff on differences with IT recruiting/retention
· may not fit existing models, need to explain why # of people managed may not be an appropriate metric for measuring seniority

· Keep in mind that HR staff is constrained too

· People had had success with creative promotion models in both private and public institutions

· Created 12 month “test’ opportunities – almost like apprenticeships.  Allowed staff (or management) to decide that staff member would return to old job after 12 months testing new one, if it wasn’t successful
· Created “feeder” positions (e.g., student workers) to promote growth

Question: how do you attract students right out of school to work for you?  Salary doesn’t compete with industry, how to market to this group?

· Recruit student employees: keep them when they graduate

· Accept that this type of employee won’t stay for lifetime—it’s ok if they leave after 2-3 years

· Look at students from all types of backgrounds—not just IT track.  Many people reported successes with students from humanities and other majors.

· Learn from your student workers: seek out what appeals to them, have them help you market to potential employees.

Question: how do you recruit student workers in the first place?

· Talk on their level: use new media, podcasts, etc

· Recruit to parents: advertise “student jobs” in mailings to parents (who may be interested in the money-earning and responsibility-gaining potential)

· Let them “play” on the job – good use for your old servers as a playground for them to learn and experiment.  

Question: and what if your institution has no undergraduates?
· Hire other schools’ undergrads!  

· Create internship opportunities, even for students from non-tech fields

Question: Confronting culture shock: how do you deal with “higher ed 101”, helping staff who enter from corporate sector to understand the higher ed environment?

· Let people bring their own experience to the job, don’t make them assimilate (immediately) to your culture

· Recognize that staff turnover really changes things, and that’s ok

· Offered in-service training on “adapting to change”

· Recognize that there is different work ethic in different generations

· Don’t neglect the longtimers: leadership needs to value them too.  In attempting to recruit and retain the new folks, the “lifers” may be forgotten.  They have a lot of good institutional knowledge!

Succession planning ideas:

· Conducted a formal skills modeling exercise with “future leaders” – selected a handful of key people within organization; hoping to roll out this activity for entire dept

· Keep in mind—it’s ok to lose people who are recruited internally, ie., elsewhere in the institution.  Recognize that this is probably good career planning for them.

· Brought in external HR consultant to help with long term planning; internal HR wasn’t equipped to help.

