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INTRODUCTION 

At an institution of our size, the issues surrounding employee benefits 
are broad and complex. The sc~'e and diversity of the topic demanded an 
approach .wA+c'tr focused only on specifically attainable goals. 
Consequently, from the onset t e Benefits Advisory Committee identified 
five major categories of concern regarding the delivery of benefits to 
Civil Service employees. These categories then became the basis for 
research and discussion. As a result~f discussion within the committee 
as well as input from other 11 Big TenuJ schools and the local business 
community, the following recommendations emerged. The recommendations 
are listed in order of priority, based on a rank ordering by committee 
members. 

In addition to the categories considered above, two general themes were 
addressed: FLEXIBLE BENEFITS; COMMUNICATION ABOUT BENEFITS. The first 
issue, flexible benefits, was of unanimous interest to the group. 
Committee members were fortunate in having the opportunity to review a 
proposal prepared by the Employee Benefits Department, in response to a 
request by the University administration (University of Minnesota 
Flexible Benefits for Academic and Civil Service Em loyees, Swanson, Jan. 

, • n a 1t1on to pr1or1t1z1ng t e comm1ttee s recommendations, 
the final survey asked members to respond to both PHASE ONE and PHASE TWO 
of the Swanson proposal. Eleven out of twelve members responding 
supported PHASE ONE. Eight out of twelve responding members supported 
PHASE TWO of the proposal. All responding members supported efforts by 
the Employee Benefits Department toward improved communication with Civil 
Service employees. 

Recommendations follow, in order of importance. Supporting documentation 
follows each recommendation. 
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GENERAL THEMES 

1. Communication about existing benefits 
2. Flexible benefit plans 

CATEGORIES 

1. a. Flex-Time and Job Sharing 
b. Part-time Employee Benefits (Health-Dental) 

2. a. Vacation/Sick Leave (Sick Leave Converted to Vacation Time) 
b. Wellness: Incentives to Stay Healthy 
c. Merit Time Off (Benefits) 
d. Rule Changes for Sick Time 

3. Child Care 

4. a. Investment Opportunities - Existing and Possible 
b. Job Security/Tenured Staff 
c. Retirement Issues 

5. a. Regents Scholarship 
b. Taxation of Graduate Credits 
c. Partial Reimbursement of Dependent•s Tuition 
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PRIORITY # 

1. 

2. 

3. 

4. 

5. 

6. 

RECOMMENDATION: 
To allow dependent care expense, (Section 129 of the Internal 
Revenue Code), to be set aside on a "before-tax" basis. Our 
committee endorses the Phase I recommendation of a report entitled 
University of MN Flexible Benefits for Academic and Civil Service 
Employees prepared by David Swanson (1/1/87). The information 
attached is contained within that report, exclusive of the last 
section "Implementation Analysis" which has been developed by the 
Childcare Committee. 

RECOMMENDATION: 
The University of Minnesota provide benefits for employees who work 
50 to 74 percent time at the percentage of appointment. 

RECOMI~ENDATION: 
Request lobbying by the University in favor of a permanent "Rule of 
85." Recommend that the "Rule of 85" be established as a permanent 
rule for University employees. (Rule states age and years of 
service must equal 85 to be eligible for full retirement benefits.) 
We further support lowering the early retirement reduction factor 
to a flat 3% per year (1/4 of 1% per month). We further support 
the MSRS recommendation to increase formula percentage earned for 
each of the first 10 years from 1% to 1.5% (this would increase 
retirees benefit by 5% over the 5 high-year average salary.) 

RECOMMENDATION: 
A maternity/paternity or adoption paid two-week leave of absence 
shall be granted to a University staff natural or adoptive parent 
when requested in conjunction with the birth or adoption of a child 
and the use of up to 20 additional sick days (if accumulated) and 
the use of additional vacation days. 

RECOMMENDATION: 
That at the time of retirement the employee•s accumulated sick 
leave time be converted to a flat fee payment in support of health 
care insurance. This payment shall be payable on a monthly basis 
and shall be made for no fewer than 18 (eighteen) months following 
the retirement to the retired employee, or to said employee•s 
estate. Factored into the payment formula are years of service 
(not years of continuous service), total amount of sick time 
accumulated and age at the time of retirement. 

RECOMMENDATION: 
That the Employee Benefits Department present the equitable retire
ment packages(s) in draft form to the Civil Service Committee, or 
its designee. Further recommend that the Civil Service Committee 
hold open forum (or hearings) on these drafts before such plans 
are in the final stages. 
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7. 

8. 

9. 

1 o. 

11. 

12. 

13. 

RECOMMENDATION: 
Regents• scholarship program should be treated as any other 
University employment benefit with equal access to all eligible 
employees. 

RECOMMENDATION: 
The following classes and programs should be added to the Regents• 
scholarship program: Continuing Education and Extension (CEE) 
Independent Study classes; television, radio, video cassette, and 
correspondence courses offered by CEE Independent Study; 
Professional Development and Conference Services seminars and 
Improvement courses; Continuing Education for Women (CEW) courses; 
non-credit courses; and MacPhail Center courses. 

RECOt4MENDATION: 
That the Personnel Department continues to lend its support to 
the Civil Service Wellness Subcommittee by becoming actively and 
financially involved. 

RECOMMENDATION: 
Implement a change in Civil Service rules allowing employees to use 
accrued sick time to enhance their own physical and mental 
we 11 ness. 

RECOMMENDATION: 
The Benefits Advisory Committee recommends that the Personnel 
Department develop reference materials in two areas: job-sharing; 
flex-time. These reference materials would cite recent research 
and corresponding literature regarding these options, documenting 
possible benefits/risks to both the employer and the employee. 
These reference materials, once developed, should be made available 
University-wide to assist supervisors in making informed decisions. 

RECOM~1ENDA TI ON: 
To support the ongoing efforts of the Civil Service Wellness 
Subcommittee in their efforts to establish wellness and health 
related programs which would be available to all employees. 

RECOMMENDATION: 
The University Employee Benefits department, with the assistance of 
the Personnel department, should perform a feasibility study for a 
tuition reimbursement program for employees• spouses and children 
and a program for tuition assistance for employees attending other 
educational institutions. Attachment B outlines the dependent 
tuition reimbursement programs currently in place at five other Big 
Ten universities and the costs of those programs. 
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CIVIL SERVICE BENEFITS ADVISORY COMMITTEE 
FINAL RECOMMENDATIONS 

PRIORITY #1 

CHILDCARE 

II MEMBERS: Karen Borchardt, Tom Eggenberger, Joan Vindedahl 
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Recommendation: 
To allow dependent care expense, (Section 129 of the Internal Revenue 
Code), to be set aside on a "before-tax" basis. Our committee endorses 
the Phase I recommendation of a report entitled University of MN 
Flexible Benefits for Academic and Civil Service Em loyees prepared by 

av1 wanson e 1n ormat1on e ow 1s conta1ned within that 
report, exclusive of the last section "Implementation Analysis" which has 
been developed by the Childcare Committee. 

Rationale: 
The establishment of pre-tax dollar reimbursement accounts would: 

1. not i~pact the State Plan relationship with the State of 
Minnesota; 

2. allow employees to derive benefits from the programs with 
minimal administrative costs and 

3. allow significant benefits to University employees regardless of 
a future decision to further expand to a flexible benefits 
program. 

Benefit to the University: 
(money, time, human resources) 

A program covering dependent care expenses can be accomplished by 
developing the required data base fairly easily. 

Because the University would provide the expense of administration but 
not the direct cost, it is reasonable to assume that exclusive bargaining 
representatives would be amenable to such a benefit to their employees. 

Pre-tax dollar reimbursement accounts would permit employees to allocate 
before-tax dollars to pay dependent expenses. Social Security is payable 
on the net pay after the reduction. To the extent that one•s salary is 
reduced below the maximum salary covered under Social Security, both the 
University and the employee would reduce cash outlay. During the period 
between the date of the salary reduction and reimbursement to the 
employee, any interest that is earned will be retained by the University. 

Cost to the University: 
(of implementat1on: money, time, human resources) 

$166,000 for implementation; $36,500 for maintenance if only one full 
time staff member is hired to administer the program. Our committee 
believes it is more realistic to plan for two staff members, raising the 
yearly maintenance cost to $52,500. NOTE: These figures were developed 
for the implementation and maintenance of both medical and child care 
reimbursement accounts. 
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CIVIL SERVICE BENEFITS ADVISORY COMMITTEE 
FINAL RECOMMENDATIONS 

PRIORITY #2 

SUB-COMf•1ITTEE: FLEX TIME/PART TIME BENEFITS 

MEMBERS: Julie Gfrerer and Mary Stafford 

Recommendation: 
The University of Minnesota provide benefits for employees who work 50 to 
74 percent time at the percentage of appointment. 

Rationale: 
To provide benefits for employees presently working 50 to 74 percent 
time. After a survey of Big 10 schools, eight schools provide benefits 
for employees in 50 to 74% appointments. Some even provide full benefits 
for part-time employees. We ask that the University of Minnesota be equal 
to the State of Minnesota in their treatment of benefits to part-time 
employees. The State of Minnesota will pay, at the employee•s option, 
one-half (1/2) the State contribution to hospital, medical and dental 
coverage for permanent employees. 

Benefit to the University: 
(money, time, human resources) 

Adding this benefit will allow for easier recruitment of qualified 
candidates for positions that become open in the 50 to 74 percent 
appointment range, especially since many metro area employers provide at 
least partial coverage for their part-time employees. 

Cost to the University: 
(of implementation: money, time, human resources) 

We are unable to cost out the proposal at the present time. A computer 
printout from payroll must be obtained to have an accurate count of how 
many employees would be eligible. A survey would have to be done of those 
people to determine how many wish to waive these benefits because they may 
be covered under another family member•s plan or wish to purchase outside 
the University. 

Imtlementation Analysis and Strategies: 
Who or what has to change and in what order to meet these goals? What 

are the internal/external forces that help/hinder?) 

The Employees Benefits Department would have to add the 50 to 74 percent 
employees to the group presently eligible for benefits. In addition, a 
survey would have to be done of these employees giving them the option to 
take these benefits or sign a waiver. 

Most importantly, funding would have to be obtained to pay for the added 
cost in benefits. 

List Appendices: 
Big Ten Survey of Benefits 

Metro area survey of 10 leading employers 
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Institution --~P~u~r~d~u~e~U ____________________ __ 

Do employees less than 75% receive the following benefits? 

1. a) Health care? - b) Do employees pay? 
Clerical staff 50% or more, all benefits 

2. Vacation and sick leave 

3. 

Part time staff accrues vacation and sick leave at same rate as 75% 
and 100%, prorated level. 

Dental 
None for 100% or 50% 

4. Holidays 
Part time employees are paid for regularly scheduled hours that 
fall on holiday, plus time and half if they actually work said 
holiday 

5. Life Insurance 
50% and up, same package, same rate. 49% and less, not elibible 
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Institution U-Michigan, Ann Arbor 

Do employees less than 75% receive the following benefits? 

1. a) Health care? - b) Do employees pay? 
50%. Less than 50%, no coverage 

2. Vacation and Sick Leave 
20% and up accrued at same rate - prorated 

3. Dental 
50% and up, full coverage, same rate 
50% and less, no coverage 

4. Holidays 
20% and up, receive pay for hours normally scheduled 

5. Life Insurance 
50% and up, full coverage, same rate 



I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 

Institution --~u_-~I~l~l~i~n~o=i=s __________________ __ 

Do employees less than 75% receive the following benefits? 

1. a) Health care? - b) Do employees pay? 
50% and up with co-payment 

2. Vacation and sick leave 
Is accrued according to how many hours worked, all permanent 
employees accrue time based on hours actually worked. 

3. Dental 
SO% and up with co-payment 

4. Holidays 
All permanent, part time staff receive holiday pay for hours 
normally scheduled 

5. Life Insurance 
50% and up with co-payment 
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Institution U - Iowa 
--~--~~----------------------

Do employees less than 75% receive the following benefits? 

1. a) Health care? - b) Do employees pay? 
50% and up full coverage 

2. Vacation aand sick leave 
50% and up accrue at a pro-rated percentage. 50% and less, nothing 

3. Dental 
50% and up full coverage 

4. Holidays 
All permanent staff are paid for scheduled hours when holiday falls 
on a work day. 

5. Life Insurance 
50% and up full coverage 
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Institution Indiana U 
--~~~~~--------------------

Do employees less than 75% receive the following benefits? 

1. a) Health care? - b) Do employees pay? 
Less than 100%, not eligible 

2. Vacation and sick leave 

3. 

Sick 75% and up, earn a pro-rated amount 
Vacation 50% and up, earn a pro-rated amount 

Dental 
Less than 100%, not eligible 

4. Holidays 
50% and up, earn at a pro-rated amount 

5. Life insurance 
Less than 100%, not eligible 
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Institution --~M~i~c~h~i~g~a~n~S~ta~te~U~n~1~·v~e~r~s~i~t~y~----

Do employees less than 75% receive the following benefits? 

1. a)Health care? - b) Do employees pay? 
50% to 75%, 1/2 contribution toward benefits, less than 50% nothing 

2. Vacation and sick leave 
75% time or more accrues 4 hours for every completed 2 weeks (40 
hrs/wk), 8 hrs per month 7th-60th months. 12 hours per month from 
6lst-120th months. 15 hours per month after 120 months. 

3. Dental 
50% contribution by employee ($11.43 per month) 

4. Holidays 
If a 50% time employee is normally sscheduled to work a holiday, 
then s/he is paid regular rate, if employee is not normally scheduled 
to work the day holiday falls on, s/he is not paid. 

5. Life Insurance 
No life insurance 
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Institution --~N~o~r~t~h~w~e~s~t~e~r~n~U~n~iv~e~r~si~t~y~------

Do employees less than 75% receive the following benefits? 

1. a) Health care? - b) Do employees pay? 
Employees who work less than 100% time pay 50% of premium. 
18 hours per week and up are eligible for all benefits. 

2. Vacation and sick leave 
18 hours per week and up accrue at a pro-rated percentage 

3. Dental 
18 hours per week and up are eligible for all benefits 

4. Holidays 
All staff are given holiday pay based on total number of regularly 
scheduled hours in a two week period divided by 10. All staff who 
work at least 18 hours per week. 

5. Life Insurance 
All permanent staff (18 hours per week and up) are given free life 
insurance based on their annual salary. 
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Institution --~U~W~i~s~c~o~n~s~i~n~S~y~s~t~em~--~M~a~d~i~s~o~n~-

Do employees less than 75% receive the following benefits? 

1. a) Health care? - b) Do employees pay? 
Classified employees 1/3 time or more - yes. 
Under 50% get 50% of what full time employees get. 

2. Vacation and sick leave 
Yes 

3. Dental 
All employees pay for dental benefits 

4. Holidays 
Yes - pro-rated 

5. Life insurance 
Yes 
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Institution --~O~h~i~o~S~t=a~t~e~Un==iv~e~r~s~it~y~--------

Do employees less than 75% receive the following benefits? 

1. a) Health care? - b) Do employees pay? 
50% and up no co-payment 
49% and less available with % co-payment 

2. Vacation and sick leave 
50% and up, accrue sick and vacation leave at the pro-rated 
percentage of time worked 

3. Dental 
50% and up receive dental at the same rates as 100% time employees 
* one year before eligible 

4; Holidays 
50% and up, same policy as for 100% time 

5. Life Insurance 
50% and up, same policy as for 100% time. Less than 50% may purchase 
insurance pro-rated to the employee's actual time worked 
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CIVIL SERVICE BENEFITS ADVISORY COMMITTEE 
FINAL RECOMMENDATIONS 

PRIORITY #3 

SUB-COMMITTEE: RETIREMENT 

MEMBERS: Jeanine Stage, Kathleen Olson, Lois Blum 

Recommendation: 
Request lobbying by the University in favor of a permanent .. Rule of 85 ... 
Recommend that the 11 Rule of 85 11 be established as a permanent rule for 
University employees. (Rule states age and years of service must equal 85 
to be eligible for full retirement benefits.) We further support lowering 
the early retirement reduction factor to a flat 3% per year (1/4 of 1% per 
month). We further support the ~1SRS recommendation to increase formu 1 a 
percentage earned for each of the first 10 years from 1% to 1.5%. (This 
would increase retirees benefits by 5% over the 5 high-year average 
salary.) 

Rationale: 
This "Rule of 85 11 benefits both the individual and the University. 
Individuals may choose to retire at an earlier age without being 
penalized. Most often the open position would be filled at 11 beginning 11 or 
lower wages, saving the University and the departments $. Employees would 
retire before their productivity becomes limited due to age. In addition 
to this, MSRS would be in line with the other public retirement systems. 

Benefit to the University: 
(money, time, human resources) 

Wages to a replacement employee will be less. An employee may decide when 
their productivity is such that they would wish to retire. Currently, 
such employees quite often must endure indignity or humiliation to 
continue working. 

Cost to the University: 
(of implementation: money, time, human resources) 

Resources not available to determine monetary savings or costs. 

Im~lementation Analysis and Strategies: 
Who or what has to change and in what order to meet these goals? What 

are the internal/external forces that help/hinder?) 

1. The University must invest equitably into all the retirement systems 
at the U on an annual basis. 

2. The employee must be willing to invest more for his/her future. 
3. Employees need to be better informed on a regular basis. Departments 

need to continuously update employees on retirement changes, annuity 
opportunities and be given time off to learn about these things. 

List Appendices: 
18-20 bills in committee at legislature now pertaining to Rule of 85 

MSRS Messenger, December 1986 issue 
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1987 Legislative Proposals 
A plan improvement strongly sup
ported by the Minnesota State Re
tirement System Board of Directors 
is to increase the formula percent
age earned for each of the first 1 0 
years from the current 1 % to a 
higher percentage. This would bene
fit both long and short service em
ployees. If it were raised to 1. 5% per 
year, an employee who retires or be
comes disabled or the spouse of a 
deceased employee would have a 
benefit that is higher by 5% of the 
five-high year average salary. An im
proved formula also helps those who 
wish to retire early. Everyone whore
ceives an annuity would benefit 
from this type of improvement. 

The "Rule of 85" window ends on 
June 30, 1987. The legislature ex
tended the window only through 
June 1987 for those eligible by De
cember 31, 1 986. The issue of im
proved early retirement provisions 
for our plan is still very much alive. 

December 1986 

There remains an inequity in the level 
of early retirement benefits among 
the three major public· employee re
tirement plans in Minnesota. Theta
ble below points out the differences. 

In the past, the legislature had made 
a point of maintaining equity among 
the three funds. However, that 
changed during the 1982 legislative 
session when only PERA law was 
changed to include a "Rule of 90" 
and a flat 3% per year early retire
ment reduction factor. 

The Board of Directors of the Minne
sota State Retirement System 
wants equity restored between the 
plans. Therefore, they support es
tablishing a permanent "Rule of 90" 
for MSRS covered employees to 
start July 1, 1987. They further sup
port lowering the early retirement re
duction factor to a flat 3% per year 
( 1 /4 of 1% for each month). 

Has 
Permanent 
Rule of 90 Early Retirement Reduction 

Actuarial equivalent - aver
ages about 5. 2% per year of 
early retirement 

Minnesota State Retirement 
System (MSRS) 

Public Employees Retirement 
Association (PER~) 

Teachers Retirement Associ
ation (TRA) 

No 

Yes 

No 

Flat 3~/o per year 

Flat 6% per year down 
through age 60, and 3% per 
year below age 60 

"""".,.1!"'-1'-"1!1""-"'B!!"' 

J 
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CIVIL SERVICE BENEFITS ADVISORY COMMITTEE 
FINAL RECOMMENDATIONS 

PRIORITY #4 

SUB-COMMITTEE: CHILDCARE 

MEMBERS: Karen Borchardt, Tom Eggenberger, Joan Vindedahl 

Recommendation: 
A maternity/paternity or adoption paid two-week leave of absence shall be 
granted to a University staff natural or adoptive parent when requested in 
conjunction with the birth or adoption of a child and the use of up to 20 
additional sick days (if accumulated) and the use of additional vacation 
days. 

Rationale: 
To make civil service policy consistent with minimum academic benefits. 

Benefit to the University: 
(money, time, human resources) 

The policy would result in benefit to both the University and the 
employee. The University would retain experienced employees without the 
added expense of training new permanent employees and would be seen as a 
more desirable place to work. The employee receives financial benefit and 
increased job satisfaction through being recognized as a valued member of 
the University community. 

Cost to the University: 
(of implementation: money, time, human resources) 

Actual dollar costs cannot be determined. Maternity/paternity/adoption 
leave does not have to be approved beyond the departmental level. 
Vacation/sick leave records are not monitored by Personnel any longer and, 
even when monitored, it was not possible to distinguish between leave for 
maternity/paternity/adoption or other purposes. Because of this, it is 
not possible to say how many employees have taken such leave in the past. 
Nor is it possible to determine what informal arrangements were made 
within departments to cover the duties of an employee on leave. This 
recommendation does not ask for central administrative funds. 

Implementation Analysis and Strategies: 
(Who or what has to change and in what order to meet these goals? What 

are the internal/external forces that help/hinder?) 

Implementing this policy would be a matter of departmental personnel 
monitoring the leave record and processing payroll documents as needed. A 
greater consideration for the department would be in paying two weeks 
leave and therefore having reduced funds to pay a replacement. This 
problem has been solved informally up to this point, since departments do 
pay employees with accrued benefits six to eight weeks of leave and also 
deal with temporary hire replacement costs. Many departments shift work 
load to accomodate temporary leaves and implementation of the two week 
leave policy would not change this widespread practice. 
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The attitude stated in the academic leave policy must be transferred to 
the non-academic employees in order for this policy goal to be met. "To 
be supportive and accommodating as regards the special circumstances 
surrounding maternity and pregnancy" must be set as University policy for 
all employees. External forces do not hinder this policy as there is 
growing recognition of the dual role of both men and women as wage-earner 
and parent in today•s society. 

The University assures job security through its parental leave policy and 
we recommend it also be a leader in the area of equalization of benefits 
for all permanent employees. 

List Aepend ices: 
Academ1c Leave Policy Statement 

Humphrey Institute Petition 
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AppendixF 

Academic Staff Policies 

A. Sick Leave and Disability Leave 
B. Maternity and Adoption Leave 

C. Family and Personal Leaves Without Pay 

A. Sick Leave and Disability Leave 
Eligibility. This policy applies to all full-time (100%) academic em
ployees appointed for nine months or longer, including those who 
have received an approved partial leave without pay, e.g., persons on 
sabbatical leave. This policy does not apply to those in the Student or 
Professional Training category. 

An academic employee who is sick or otherwise disabled may be ab
sent with pay for up to two weeks by informally notifying his or her de
partment head or appropriate academic administrator. If the individual 
is sick or disabled beyond this two-week period, he or she should sub
mit a health provider's certificate to the department head. The depart
ment head should prepare a leave of absence request, attach a copy of 
the health care provider's certificate and forward through the Dean to 
the Vice President for Academic Affairs for review and action. If the 
academic employee adequately documents inability to work, he or she 
should be entitled to leave with pay for the period of disability as de
scribed in the following tables: 

A (12-month) Appointments 

Period of First Next l Next Next I More than I 
Service 0-3months 3 months 6 months 12 months 24 months . 

Less than Full FGID 
2years Salary only 

I 

Between Full I 
2/3 FGID 

2& 10 yrs. Salary Salary only 

More than Full 2/J I FGID 
10 years Salary Salary only 
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B (9-month) Appointments 

During Academic Year Only 
Period During 

of Summer First 0-3 Next3 Next3 
Service Periods months months months 

Less than FGID Full FGID 
2 years only Salary only 
Between FGID Full 2/3 

2& lOyears only Salary Salary 
More than FGID Full 

10 years only Salary 

Notes: FGID =Faculty Group Income Disability 
Full Salary= Base Salary 

More 
Next9 than 18 

months months 

FGID 
only 

21J l FGID 
Salary only -

The first payments from the FGID Insurance Plan are received at 
the end of the fourth month of disability. The disability pay
ments are figured on the base salary in effect at the time when 
disability payments begin. For eligible persons who become dis
abled while on partial leave of absence without pay, the 
monthly sick leave salary payment during the period of that par
tial leave will be limited to the larger of (1) the reduced monthly 
salary payment or (2) the disability payments through the dis
ability insurance plan. 

These leave periods begin on the business day that the employee is first 
unable to fulfill his/her normal University duties and they include. the· 
two-week informal leave. 

An academic employee who takes a leave of two weeks or less shall 
make reasonable efforts to ensure that classes are taught by others or 
made up later. In cases of longer leaves, the department or college is 
responsible for making other arrangements to make up classes and to 
cover other duties. 

Academic employees with long-term disabilities must apply as soon 
as they are eligible for benefits under the Faculty Group Income Disabil
ity Insurance Plan, under Social Security, and under other specified 
disability programs whose benefits are deducted under the Disability 
Insurance Plan. Salary paid under this policy will be reduced by the 
amount of the benefits paid under those programs. The periodic pay
ments from these programs will be prorated over the various Univer
sity pay periods. If the individual fails to apply for these other disability 
benefits, payments under this policy will be reduced by the benefits 
that would have been received with proper application. 

For academic employees who are on sick or disability leave for more 
than three months and who have at least two years' service, beginning 
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with the fourth month the Central Administration will pay half the cost 
of that portion of the leave with pay which is not covered by insurance 
and to which the individual is entitled under this policy. The depart
ment or college will provide the remaining portion. 

The time limits in this policy are maximums for each separate dis
ability. An academic employee will be entitled to more than one period 
of paid leave only upon proof that the sickness or disability which re
quires a subsequent leave is separate from and not a continuation of an 
earlier sickness or disability for which the academic employee took a 
paid leave. The Vice President for Academic Affairs may determine in 
the interest of fairness that the person who suffers a recurring disability 
after returning to work should be allowed a subsequent paid leave. 

B. Maternity and Adoption Leave 

Eligibility. This policy applies to all academic employees appointed for 
nine months or longer, except those in the Student or Professional 
Training category. (Note: Those female employees not eligible forma
ternity leave shall be entitled to a two-week leave with pay.) 

The intent of this policy is to be supportive and accommodating as 
regards the special circumstances surrounding maternity and preg
nancy. 

A female academic employee is entitled upon request for six weeks' 
maternity leave with pay and need not prove actual disability during 
this six-week period. The six weeks shall be counted from the delivery 
date. The informal two-week leave may be accessed before delivery. 
The paid maternity leave must fall within the term of appointment. 

Disabilities associated with pregnancy and childbirth will be treated 
like any other disability under this policy. The informal two-week pe
riod and the six-week maternity leave shall be included in the time lim
its described in tables in the Sick Leave and Disability Leave section. 

A male employee is entitled to a two-week informal leave with pay 
during the term of appointment following the birth or adoption of a 
child. A female employee is entitled to a two- week informal leave with 
pay during the term-of appointment following adoption of a child. Both 
male and female employees are entitled to an additional two-week in
formal leave without pay following the adoption of a child. Such a leave 
shall begin before, or at the time of, the child's placement in the adop
tive parent's home, and shall be for the purpose of arranging the child's 
placement or caring for the child after placement. 

C. Family and Personal Leaves Without Pay 

Eligibility. This policy applies to all academic employees appointed for 
nine months or longer, except those in the Student and Professional 
Training category, and those on date- specific appointments, i.e., an
nual or fixed term appointments. However, this policy shall apply lo 
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those on date-specific appointments who have been employed in the 
same position at the University for at least seven years. 

An academic employee is entitled upon request to leave of absence 
without pay for up to twleve months following birth or adoption of a 
child or in the case of a child or spouse with a serious health problem. 
An academic employee is entitled under the same circumstances to an 
additional unpaid leave of up to twelve months unless the Vice Presi
dent for Academic Affairs determines after consultation with the em
ployee, the department head, and the dean that the leave will create 
substantial and exceptional hardships for students and other faculty. 
With the exception of unforeseen situations, wherever possible an indi
vidual requesting leave under this policy should file the request with 
the department head at least four months prior to the expected begin
ning date of the leave. This leave may start immediately following a dis
ability leave related to childbirth or at the end of the six-week maternity leave. 

If a family or personal leave ends during an academic term, a faculty 
member must adjust the leave end to coincide with the beginning of a 
quarter or semester. A department head and the individual may agree 
to shorten or lengthen the duration of the leave or make such a leave part-time. 

Approved by the Board of Regents June 10, 1983 
Amended May 1985 
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CIVIL SERVICE BENEFITS ADVISORY COMMITTEE 
FINAL RECOMMENDATIONS 

PRIORITY #5 

SUB-COMMITTEE: RETIREMENT 

MEMBERS: Lois Blum, Kathleen Olson, and Jeanine Stage 

Recommendation: 
That at the time of retirement, the employee's accumulated sick leave time 
be converted to a flat fee payment in support of health care insurance. 
This payment shall be payable on a monthly basis and shall be made for no 
fewer than 18 (eighteen) months following the retirement to the retired 
employee, or to said employee's estate. Factored into the payment formula 
are years of service (not years of continuous service), total amount of 
sick time accumulated and age at the time of retirement. 

Rationale: 
Promoting WELLNESS is productively done where some positive outcome 
results from accumulating unused sick leave. Tying unused sick time to 
financial support for health insurance is to make a direct connection of 
reward for wellness. 

Benefit to the University: 
(money, t1me, human resources) 

Potential for less sick time taken by full-time employees (and those with 
FTE of 0.75 or more) and the attendant convenience to working units. In 
some cases dollars are directly saved where the employee must have 
virtually all absences covered by temporary employees, or other staff 
•stopping all projects• in order to cover for the sick/absent employee. 
Yet another stabilizing factor in the work force. 

Cost to the University: 
(of implementation: money, time, human resources) 

To be established once an effective date is targeted. Employee Benefits 
may be able to accumulate relevant information if termination documents 
begin to show sick time accumulated. With such information the projected 
cost could be computed. 

Gain in productive work time is one view; expense is direct outlay to 
qualifying retirees. 

Im~lementation Analysis and Strategies: 
Who or what has to change and in what order to meet these goals? What 

are the internal/external forces that help/hinder?) 
Revise rules and await establishment of policy and implementation via a 
close communication process involving Employee Benefits Office, Civ Serv 
Cmte and MSRS. 

List Appendices: 
No data collection is currently being done in preparation for appropriate 
analyses of projcted costs. 
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CIVIL SERVICE BENEFITS ADVISORY COMMITTEE 
FINAL RECOMMENDATIONS 

PRIORITY #6 

SUB-COMMITTEE: RETIREMENT 

MEMBERS: Lois Blum, Kathleen Olson, and Jeanine Stage 

Recommendation: 
That the Employee Benefits Department present the equitable retirement 
package(s) in draft form to the Civil Service Committee, or its designee. 
Further recommend that the Civil Service Committee hold open forum (or 
hearings) on these drafts before such plans are in the final stages. 

Rationale: 
Because legislation mandates such changes, procedures are well underway to 
produce equitable retirement plans for all University employees. 

Benefit to the University: 
(money, time, human resources) 

Expanding dialogue and participation causes more thorough examination of 
problems, concerns, and questions at a point where revisions can be 
considered. Benefit where wider consensus is established early in the 
development of policy. 

Cost to the University: 
(of implementation: money, time, human resources) 

Time away from regular duties for both the Civil Service Committee and any 
active participants in assessing, reviewing drafts of the retirement 
plans. Additional time and effort to participate in an open forum on the 
subject. 

Imtlementation Analysis and Strategies: 
Who or what has to change and in what order to meet these goals? What 

are the internal/external forces that help/hinder?) 

Decision within the upper ranks of the Employee Benefits Office to present 
drafts to the Civil Service Committee for discussion and review. 

List Aptendices: 
Any dra ts would have to be made available by Employee Benefits Office. 
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CIVIL SERVICE BENEFITS ADVISORY COMMITTEE 
FINAL RECOMMENDATIONS 

PRIORITY #7 

SUB-COMMITTEE: REGENTS• SCHOLARSHIP PROGRAM 

MEMBERS: Barbara Gallo, Lynda Wilson, Laurie Fitch 

Recommendation: 
Regents' scholarship program should be treated as any other University 
employement benefit with equal access to all eligible employees. 

Rationale: 
Every department within the University of Minnesota is currently 
contributing 0.5% of the personnel budget for Civil Service employees 
working 75-100% time to the tuition reimbursement fund. A benefit for 
which is paid should be equally accessible to all eligible employees. 
Denial of equal access to Regents• scholarships is akin to denial of 
health care coverage, dental coverage, or life insurance coverage, all of 
which are also funded from departmental fees and included in the fringe 
benefit rate. 

Cost/Benefit to the University: 
(money, time, human resources) 

The cost is already established at 0.5% of the personnel budget for Civil 
Service employees working 75-100% time. The benefit to the University 
would be a better educated and better skilled work force. In addition, 
legitimate employee complaints about the current unfairness of the system 
would be significantly reduced. 

these goals? What 

The Employee Benefits department should administer the program. All 
employees should be fully informed of the benefit. All departments should 
be required to implement the benefit as dictated by the Employee Benefits 
department. 

A set of policies for administration of Regents• scholarship by 
departments should be prepared by the Employee Benefits department. This 
will help other departments in understanding the purpose of the benefit 
and in allotting time off during the normal working hours for class 
attendance. Currently, departments have differing policies governing 
Regents• scholarships and their use by employees. Often the program is 
used as a disciplinary tool or a reward. This set of policies would 
explain the employee benefit and its proper execution. 

It is also recommended that a brochure be prepared by the Employee 
Benefits department which explains the Regents• scholarship program. This 
brochure would clearly outline the benefits and policies of the program 
and would include the steps and employee would follow to apply for the 
program, eligible classes, program restrictions, and the grievance 
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procedures if the employee felt the benefit was being improperly applied. 
This brochure would be given to all current Civil Service employees and to 
all interested prospective Civil Service employees. The brochure should 
be designed and distributed in a manner similar to that of the recent 
University of Minnesota brochure on Sexual Harassment (attachment A). 
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SUMMARY 

DRAFT OF THE CIVIL SERVICE SUBCOMMITTEE 
ON REGENTS'SCHOLARSHIP 

2/9/87 

The Regents' scholarship program for University of Minnesota Civil 
Service employees allows employees to take University classes 
tuition-free. In addition to tuition waiver, an employee may receive 
up to four hours per week of paid educational leave, with the 
approval of the employee's supervisor and department head, for the 
purpose of attending classes on a Regents' scholarship. Prior to July 
1, 1986, this program was administered with no specifically allocated 
funds. As of July 1, 1986, a charge is being made to all University 
departments for the stated purpose of tuition reimbursement. This 
fee, assessed as part of the fringe benefit rate, is o. 5% of the 
personnel budget for Civil Service employees employed 75%-100% time 
and 1.8% of the personnel budget for faculty employees. An estimate 
of the amount of funding derived from Civil Service sources in the 
tuition reimbursement account is in excess of 1.1 million dollars. 

Despite the meritorious and well --:-funded nature of the Regents' 
scholarship program, several seriou~\problems exsist with its actual 
execution. As the program for Civil Service employees is now 
administered, each department may set its own policies regarding the 
number of classes an employee may take, the hours during which the 
classes may be taken, the nature of the class taken and, · most 
importantly, who may or may not take classes. Our recent 
investigation has revealed that policies vary widely both among and 
within departments. Some departments andjor supervisors allow any 
class to be taken under the Regents ' scholarship program; other 
departments and/or supervisors require that the class be 
"job-related". Some departments and/or supervisors allow an employee 
to take up to four hours a week of paid educational leave to attend a 
class under the Regents' scholarship program; other departments 
and/or supervisors require that classes be taken only after the 
workday is completed. In addition, access to the program has been 
used as both a reward and a disciplinary tool for an employee by the 
department andjor supervisor. 

It is our firm belief that the Regents' scholarship program should be 
treated as any other funded employee benefit with equal access 
guaranteed to all eligible employees. Supervisors and departments are 
not allowed to determine if or how much health coverage an employee 
is entitled to and neither should supervisors or departments be 
allowed to determine entitlement to Regents' scholarships. A 
centralized policy, well administered and well communicated, should 
be instituted as quickly as possible. The committee's specific 
recommendations are detailed on the following pages and it is our 
sincere wish that the University seriously consider the issues, enact 
a policy which is fair, and implement that policy in a timely manner. 
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SUB-COMMITTEE: 

CIVIL SERVICE BENEFITS ADVISORY COMMITTEE 
FINAL RECOMMENDATIONS 

PRIORITY #8 

REGENTS' SCHOLARSHIP PROGRAM 

MEMBERS: Barbara Gallo, Lynda Wilson, Laurie Fitch 

Recommendation: 
The following classes and programs should be added to the Regents• 
scholarship program: Continuing Education and Extension (CEE) Independent 
Study classes; television, radio, video cassette, and correspondence 
courses offered by CEE Independent Study; Professional Development and 
Conference Services seminars and workshops; CME seminars; CEU courses and 
workshops; Professional Improvement courses; Continuing Education for 
Women (CEW) courses; non-credit courses; and MacPhail Center courses. 

Rationale: 
Every department within the University of Minnesota is currently 
contributing 0.5% of the personnel budget for Civil Service employees 
working 75-100% time to the tuition reimbursed to the departments for the 
Regents• scholarship students enrolled from the tuition reimbursement 
fund. 

Cost/Benefit to the University: 
(money, time, human resources) 

It is difficult to estimate the cost of adding the above programs and 
courses to the Regents• scholarship program as no data are available 
regarding utilization of these courses by University of Minnesota Civil 
Service employees. Even if the data were available, the frequency with 
which employees take the courses may change if no tuition payment is 
required. It is suggested that a trial period of one or two semesters or 
quarters be instituted and the costs closely monitored. At the end of the 
trial period, the program should be reassessed and adjustments made to 
bring any excessive costs into balance by increasing the monies 
contributed by the departments, requiring employees to pay a portion of 
the costs, or limiting the scope of the program if necessary. 

Imtlementation Analysis and Strategies: 
Who or what has to change and in what order to meet these goals? What 

are the internal/external forces that help/hinder?) 

Again, the program should be well publicized in the brochure prepared by 
Employee Benefits. Departments could prepare journal vouchers allocating 
funds from the tuition reimbursement fund to pay for the ilasses. The 
administrative costs for each department and central administration would 
increase but this cost would be outweighed by the benefit to the 
University of the increased knowledge and skill of its employees. 
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SUB-COMMITTEE: 

CIVIL SERVICE BENEIFTS ADVISORY COMMITTEE 
FINAL RECOMMENDATIONS 

PRIORITIES #9 & #10 

WELLNESS 

MEMBERS: Carol Larson, Lois Norby 

Recommendation: 
That the Personnel Department continues to lend its support by becoming 
actively and financially involved. 
Implement a change in Civil Service Rules allowing employees to use 
accrued sick time to enhance their own physical and mental wellness. 

Rationale: 
The attached copies of letters, documents and studies show that employees 
who are physically and mentally fit increase job productivity which will 
reduce the University•s annual health care cost. 

Benefit to the University: 
(money, time, human resources) 

A communication link would be established between the Civil Service 
Wellness Subcommittee and the Employee Benefits Department. 
The University will reduce the annual loss in health care costs by 
promoting employee wellnes. 
The implementation of a "wellness day" will provide an incentive for 
employees to use sick time wisely. 

Cost to the University: 
(of implementation: money, time, human resources) 

Employee Benefits Department should include funding in their annual budget 
to support the Wellness Committee Programs.· 
A representative from Employee Benefits should be designated as a member 
of the Wellness Subcommittee. 
At this time, it is impossible to project the actual cost in dollars for 
additional time off for employees because sick leave records are not 
compiled. 

What 

The implementation of additional vacation time would be incorporated into 
the present vacation/sick leave records and administered at the department 
1 eve 1. 

List Ap~endices: 
Lifesty e Enhancement Report to Civil Service Committee, August 28, 1986 

Miscellaneous published articles regarding the merits of Employee Wellness 

Results of Big Ten telephone survey, January 1987 
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February 27, 1987 

TO: Chris Olsen 1 

FROM: Carol Larso~ 

Boynton Health Service 
410 Church Street S.E. 
Minneapolis. Minnesota 55455-0346 

RE: Information gathered about "Wellness" in Big Ten Universities. 

Following is the question used in our telephone survey that was 
conducted in January 1987: 

"Is employee wellness promoted actively throvghout your 
campus?" 

Michigan State: None offered formally; employees have free access 
to athletic facilities. 

University of Illinois: No programs, can use athletic facilities 
without cost. 

Northwestern: Offer several classes: weight loss classes, aero
bics, smoking cessation, free screenings; but no paid time 
off. 

Wisconsin: offers most programs, can use athletic facilities 
at no fee. 

Iowa: Hospital offers classes, no fees for athletic facilities. 

Indiana: No classes, user fee for athletic facilities. 

Michigan: No formal classes, a fee exists for athletic facility 
use, no time off. 

Purdue: No classes, no time off for activities. 

Ohio: No classes, no time off for activities. 
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THE COST 

1. Health care costs to private industry in 1982 were $77 billion. 
Alcohol and Drug Abuse annually cost $143 billion (Dept. of 
Health and Human Services 1986). 

2. The American Health Association (1978) estimates lost output 
due to disability from cardio-vascular diseases at $8.1 
billion yearly. 

3. Twenty-nine million work days are lost each year due to 
coronary heart disease, hypertension disease and stroke. 
(National Heart, Lung and Blood Demonstration Projects in 
the Workplace: High Blood Pressure Control, Draft paper 
prepared May 1983) . 

4. A typical recreational alcohol/drug.user is late three 
times more often than the average employee, uses three times 
the normal level of sick leave benefits, is five times more 
likely to file work compensation claims, and 3.6 times more 
l~kely to be involved in an accident. (U.S. Department of 
Health and Human Services, 1983). 

5. Thirty percent of the work force is overweight, sixteen. 
percent is obese and over one-third smoke cigarettes, these 
conditions increase the risk of coronary heart disease, 
hypertension, lung cancer and stroke. 

6. One smoking employee is estimated to cost employers between 
$624 and $4,611 more annually than a non-smoking employee 
in employee medical costs, absenteeism, replacement costs, 
maintenance, property damage, other insurance increases and 
lowered productivity. (~ristein, 1980). 

7. Control Data states that poor health habits are 86 percent 
more likely to miss work and 100 percent more likely to 
limit the amount of work they do. (1982 Health Claims Data 
and 1982 Corporate Wide Employee Health Survey). 

8. Firestone Tire and Rubber Company Study 1985 found that drug 
users have cost the company four times as many accidents, 
2.5 times as many absences, three times as many sick bene
fits used, five times as many worker's compensation claims, 
and sixty-six percent as productive as other worke~s. 
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The following benefits have been found to result from corporate wellness 
programs: 

1) The Canadian Employee Fitness and Lifestyle Project study concluded 
that general fitness improved, absenteeism and turnover 
substantially decreased and there was an improvement in employee 
attitudes in regard to both work environment and personal health. 

2) The New York 
participants 
utilization. 

Board of 
experienced 

Education 
a 55 

reports that fi'tness program 
percent drop in sick leave 

3) Goodyear Rubber found reduced absenteeism by 50 percent. 

4) 

5) 

Evaluation data of Johnson & Johnson's Live for Life programs shows 
significant benefits in caloric reduction, smoking reduction, 
decreases in number of hypertensives and self reported sick days. 
Small improvements were reported on job satisfaction measures. 

New York Telephone Company estimates the following savings: 

$ 663,000 
1,565,000 

269,000 
302,000 
268,000 

: Hypertension Program 
Alcohol Program 
Breast Cancer Screening Program 
Back Treatment Program 
Stress Management Program 

6) NASA reports a 52% improvement on the job performance for fitness 
program participants. 

7) General Motor's alcoholism program reports a 49% reduction in lost 
work hours and a 29% reduction in disability costs. 

JSO:wlm 
9/30/86 



I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 

1) Health care costs to private industry in 1982 were $77 billion. 

2) The American Heart Association (1978) estimates lost output due to 
disability from cardio-vascular diseases at $8.1 billion yearly. 

3) Twenty-nine million work days are lost each year due to coronary heart 
disease, hypertension disease and stroke. (National Heart, Lung and 
Blood Demonstration Projects in the Workplace: High Blood Pressure 
Control, Draft paper prepared May,; 1983). 

4) A typical recreational alcohol/drug user is late three times more often 
than the average employee, uses three times the normal level of sick 
leave benefits, is five times more likely to file work compensation 
claims, and 3.6 times more likely to be involved in an accident. (U.S. 
Department of Health and Human Services, 1983). 

5) Thirty percent of the work force is overweight, sixteen percent is obese 
and over one-third smoke ci.l!arettes; these conditions inc::-~ase the risk 
of coronary heart disease, hypertension, lung cancer and stroke. 

6) One smoking employee is estimated to cost employers between $624 and 
$4,611 more annually than a non-smoking employee in employee medical 
costs, absenteeism, replacement costs, maintenance, property damage, 
other insurance increases and lowered productivity. (Kristein, 1980). 

7) Control Data states that poor health habits are 86 percent more likely 
to miss work and 100 percent more likely to limit the amount of work 
they do. (1982 Health Claims Data and 1982 Corporate Wide Employee 
Health Survey). 

JSO:wlm 
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WHAT'S NEW IN 'WELLNESS' PROGRAMS. 

C
ORPORATIONS Increasingly are focus
ing on kooping empl6yoes henllhy, 
rolher thon helping them gel woll. Thoy 

are lnvesling In wollnoss programs at record 
rates. 

Their ollerlngs range I rom tho choop and 
simple. like lreo raisins lor morning snacks 
and scales In the bathrooms. to tho expen
sive and technological, like corporate gym
nasiums and computerized hoallh-risk analy
ses. Thoro are classes lor quiHing smoking, 
losing wolghl, eating bollor, exorcising and 
managing stress. There oro seatboll and 
drug-awareness campaigns, and tests for 
high blood pressure or diabotos. · 

Port of the reason is spiraling costs of hos
pllalizatlon, and ol health Insurance. "The 
bottom line for business Is thalli'& be on los
Ing money on health core," &aid Ben no 
Isaacs, o spokesman lor the Health Insur
ance Association of America. 

Studios Indicate that abOut holf of work
sitos with more than 50 employees of!er 
some form of wellness program. This yoor 
I.B.M., one oltho leaders in works lie health 
core, sponsored -1,800 wellness-orientod 

courses for 36,000 employees, tholr lamllles 
and retirees. Another loader, Rockwolllnlor
natlonal, uses over 50 acres of land for swim~ 
mlng pools,)ogglng tracks and other health 
facilities at seven Calllornla workslles. 

No one has yotlound a way to quantify 
how much money company wollnoss pro
grams save,thqugh. Tho: moy be one reason 
they oro not universally accepted, suggesls 
Neil Sol, president of the Association of Fit
ness In Business, a group ol Illness profes
sionals working for corporations. 

"They're a slow llx, and componlos usually 
wont something thot wlll5how up In tho cur
rent fiscal year," he sold. 

Nonolholess, health analyllt&lnslr;t thot 
workslle programs are cost-ollectlvo. For 
one thing. many employers offer full-retiree 
health benefits, and getting wor1<ors to adopt 
healthful ha~ts could save big money In the 
future. For another, Ill workers are generally 
more productive. 

And fitness programs con be a recruitment 
tool, In that workers may prefer a place with 
an on-site gym or the like. That workers like 
them boars no argument: According to D.W. 

By Jim Hirsch 

Edington, director of tho Fitness Rosoarch 
Conlor at lhe University ol Michigan. volun· 
tary wollness programs hove o 25 percanl 
employee participation role. 

Wollnoss programs can oven onhanco in· 
tornal communications. "II not for our firnoss 
center, many people would only know each 
other by talking on tho telephone," soid Budd 
Coates, corporate Illness administrator lor 
Aodale Pross Inc. In Emmaus. Pa. 

The fitness lad has spawned a lucrollvo 
consulting &poclolly In corporal a wellnoss 
programs, and consullonls are compeling 
furiously for market shore. "As soon os it's 
known that you'ro lnlorestod In o wollness 
campaign, you're virtually flooded wilh infor
mation," said Maryonne Flchlor, vice presi
dent of human resources at Providontln
demnlly Llfolnsuroncoln Norristown, Pa., 
who handles Provident's wollness progroms. 

Consultants readily concede that thoy ln
nundote corporations with pitches. "Tho em
phasis now," says Donald W. Kemper, oxoc
ullvo director of Hoollhwiso Inc., n Boise, 
Idaho-based consulling firm, "Is moro on 
marketing than on program development." 

Jowly lnlemi onto an ev~n pia~~: 
"They're all tqual In shoru and 
T-shlrt.s," observed Mr. Collies of 
Rodale. 

employees to quit amoktni" 
Programs to get employees to 

cut down on aalt coruumpllon and 
manage llftla beHer also prof>-

Mlchlglln. "The psycholo&ical 
benefits are there. Prople say they 
feel bcller,lhey hllve more energy, 
and lha~ Is jusltrlCJIIIon enough." • 
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Prizes for Healthy Habits \ 

M
ANY companies segregate 
amollers In the workpl11ce. 
Dut t.he Safeway Dakery 

Division, In Clackamas, Ore., has 
added a twist. It hu put a color 
television set In t.he non-smokers' 
section of t.he lunchroom - paid 
for by re"enues from the clg11relle 
machine In t.he smokers' section. 

Safeway also oilers "llallow«n 
aerobics," where employees tx· 
cerche In couumea, and a "laugh 
clinic," where a consultan\ helps 
employee• manage stress by look
Ing at t.he Iunny aide of life. 

Why all the bells and whistles at
lllched to lhe wellness program? 
"People tend to take life too serl
omly," aald Robert Jacobson, t.he 
division'• prealdenl 

Safeway Ia by no means the only 
company to t.hrow creativity 
rather than big bucks at Its health 
promotion programs. Many com
panies are trying to bring employ
eel Into their wellness programs 
by appealing-to their aense ol nov
elty and playfulness. 

Bankers Firat In Augusta, Ga., 
. lor example, has encouraged over-

!~V(/ ~1Jf-P,~;""\.>:fi~~, .:'·. 
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weight employees to form diet 
teams. Members of the team that 
loses the most total weight In a 
specified time receive Jogging 
suits and T-shlrts. 

At Stevens Real E'tate In Law· 
renee, Kan., lralnlng program& do 
double duty: Employee.s get to 
work out on trampolines while they 
llaten to ules training lllpea. 

And according to the Waahlngton 
Duslness Group on Jteallh, a bml· 
ness-funded group that doea' re
search on employee health, numer
ous companies let employee• tack 
an extra 15 mlnute.s on to their 
lunch hour•lf they •pend ll at a 
company excerche clau. 

"You can Invest any amount you 
want and give employee~ a mean
Ingful program," uld Ma. Fichter 
of Provident Indemnity. 

In fact, many companlea prefer 
to give the money to their employ
ees rather than to conaullanll or 
Nautilus aaleamen. The Central 
State I Health and Life Company of 
Omaha callaiU wellneu campaign 
"Health For Wealth." Employoe• 
receive points lor · attending 

~~-1-~::.l"
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•making ceuallon, and the more '' · '"':-~_...-- · · !.··'·-
polnta workers accumulate, the . . . -:··~;~ ·. : ·~ 
mon~ money they receive. The . · )'! • ·- . 

maximum they can ~elve Ia ··~,_.~-• ' ! 
about $1~ a year. ~-~:,.•1<. ~·"-' . . . 

Rodale Preu off en a one-year r-~r,.t:~~'·. ' .. JJ._ . ~ 
weight-lou program. During the • ~- ,.,. ·. · ... '·' · )J. ·.· 
flrat alx months, management · ... ,.., · J 

paya worken $5 per pound losL 
Durlng the next alx months, em-

chanty for each pound regained. .• \ ·. · -
Alter aeveral yean of the pro- : · : , 

ployee• must pay $10 to a local · - :1''·· · 
gram: leaner employ~•. U,OOO, J(,; ·.:· . : t~ 
local d>u11y, $<00. • , • ~ ) l-" 

~~g~- ~~-·. ~~-. ~;: Jfi~y ~'t~'! '' ..... 
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Going for Non-Cash Benefits 
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WORKSITE wtllness pro
grams do mo~ than lower 
m~lcal coua. llere are 

Jual a ltw or the claims that well· 
ness consultants make: 

• Exercise perks up lethargic 
employees. 

• Communlly sarety campaigns 
polish a corporation'• "&ood<IU· 
zen" Image. 

• Seminars and classes that In· 
elude spouses and chlld~n help 
promote a "lamlly environment" 
In the workplace. 

• locker rooms and exercise 
classes bring top man11gement and 
lowly Interns onto an evtn plane. 
"They're 1111 equal In shoru and 
T-shlrts," observed Mr. Coates or 
Rod ale. 

And, health analyst. note, those 
a~ Just the beoetllJ or setting ll 
program up. When employee 
health habits are act~ally chang~ 
by wellneu programs, more bene
rita kick ln. "Management Is more 
enlightened now, and they ~al11e 
that there Is a ~lallonshlp between 
healthy employee• and perform· 
ance," said Cam Starnu_ vice 
p~sldent of human ~aource1 for 
Avon Product• Inc. 

That relaUonahlp Ia particularly 
noticeable In '"'oklng<e&sallon 
programs. ReportJ cited by the 
Waahlngton Dualneu Group on 
Health ahow thatab•enleeum and 
hoepltalluUon are 50 perttnl 
higher for 1moken... Other re
seardlen have noted that pipe 
smoken apend M mlnutea a work· 
day attending their habiL 

Moreover, leu amblanl amoke 
meAn~ leu erotlon to wall~per 
and palnt, lower cle.a.nlllJ coat._ 
and lower property Insurance. The 
Provident Indemnity Ufe Inrur
ance Company notes that Ill In
surer reduced Ill property 1.MUr· 
ance premium• by $5,000 a year 
after It stArt~ a campaign to get 
employees to qull smoking. 

Programs to get employees to 
cut down on ult consumption and 
manage st~SJ better also prob-

ably have a good effect on work· 
place productivity. Studies show 
that people with high bl~ pres· 
ru~ have a 17 percent higher ab
senteeism rate.· 

Even programs to gel employees 
·to wear sealbelts on their own time 
have a workpla~ errect. The Na· 

. llonil Highway TraUJc Safety Ad· 
mlnlslrallon ~poru that motor 
vehlcle accldenlJ cost employers 
14 million lost workdays. TraUic 
salety experu say thBI many ol 
lhoae lost workdaya could have 
been avoided II the drlvera and 
pauengers had been wearing Still· 
bel~ And, In ract, the Southwest· 
em Dell Telephone Company re
poru that lost workdays due to 
auto accldeni.J decreas~ H per
cent alter It loalltule<l a safety belt 
campaign. 

Sllll, conrultanta and health ex
pert• atres1 that companies that 
cannot demonstrate conclusive re
rullJ from their wellness pro
grams should not reel they are 
wullng money. "WellneS!I pro
grams need not ~ Juslllled solely 
on the basis of cost uvlngs," said 

. Mr. Edington of the University of 
Michigan. "The psychological 
beneflu a~ there. People say they 
feel better, they have more energy, 
and tha~ Is jusllrlcatlon enough." • 
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Selling in a Buyers' Market 
SEVERAL yean ago, Smoke 

Enders charged $450 to help 
a smoker kick the habiL 

Now, becauJe of competition from 
Smoke Stoppers, Smoking a.nd 
Health Consultants, and hundreds 
of other anti-smoking groups, It 
charges between $200 and UOO. 

The competition among health 
consultants has grown fierce. 
"There Is an Interest In wellneu 
that a lot or pwple are capltalltlng 
on," said Woody Thelin, a Smoke 
Enders lnslrllctor. 

Health consulting WIIS never ac
tulllly a wide open field. Mr. 
Kemper or llealthwlse uys that In 
1976, ,when his company w::.s 
formed, (ewer than 100 consultant I 
oHered workslle wellne.u pro
grams. Even then, "llwu tough to 
get sales," he uld. "Only a few 
corporations were willing to risk" 
Investing In these programa. 

Now the number of companlu 
willing to invest hu grown, but the 

., . • . .¥J;ii\~~· ;f!.'-'1.: .• . .~d}(~IW,~ 
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number or conrultant.s chasing 
their money hu grown even fast· 
er. Some 7,500 private vendors, 
nonp{'t)llt organll.aUona, and trade 
groups oller workalte health pro
grams and Information. 

Even groups \hat started orr as 
servl~s for Individuals are chas
Ing corporate buslneas. For eum· 
pie, the Increased number or 
women In \he workplace has 
caused Weight Watchen lntema
tJonal, which has a disproportion· 
ate share or female clientele, to 
beef up Its marketing to corpora· 
!Ions. "Weight Watchers has gone 
to corporations because \hat's 
where a lot or our clients have 
gone," aald Pamela Todd, market
Ing manager (or Weight Watchen' 
At-Work Program.· 

Moat consullanll, Including 
Weight Watchers, charge betw~n 
$50 to l500 per enrolled employee, 
depending upon \he number of aes
llons and on \he prognm'a ~puta
Uon. But \hey mwl compete with 
free reaour~•. auch as pollee de. 
partmenu thai ahow aaf!Hirlvlng 
rnms; local heart. lung, and dla-

. betea uaoclallon• that provide ln

. formation on prt~Uve health 

. care: and medical clinics that lest 
blood pressure. 

Still, no al11rm t><:lls are sounding 
for tht consultants yel. "Demond 
Is still exploding, and there won't 
be a shakeout lor several yurs," 
uld Ma. Todd of Weight Watchers. 

Health care analysiS say lillie 
r;ubstantlve dillercnce exists 
among consullants and thnt mnny 
are winning corporaiC~ clients on 
the basis of their salesmanship. 

Indeed, corporate heallh dlrec· 
·tors concede they are swayed 111 

least a bit by promotional materi· 
als. "You don't want to look at 
something thnt's unappealing." 
said LRurel Mlnakan. monuger ol 
health promotions at the Southero 
New Engl11nd Telephone Company. 

"This area is still new," said Mr 
Edington. "At this stage a gooe 
marketer can sell the product, re 
gardless of credibility." 
· Many corporations overcomr 
th111 problem by turning to loca 
hospll&ls. Studies Indicate that onr 
hosplt&l out or three supplies work 
site wellness programs for a lee 
"Hospitals have credibility as 1 

ttntral medlc11l resource," Slllt 
Lynn Jones, manager or worksltc 
health promotion ol \he Amerlcar 
Hospital Assodallon. "And hospl 
l&la are looking for alternatives tt 
\heir In-take services." • 

I 
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Health promotiOrfis well worth the cost 
. , ' _. I . . , . • • 

An expression I orten use Is,. "Take 
care of yourself." H's sad to see so 
many smart people wltlt destructive 
hnblt.s- smoking, overeating, drink
Ing to excess - that negole their 
chances lor success. 

That's why I advocate heollh promo· 
lion progroms. People are too Impor
tant to be wasted. And If healthier 
people ore better employees, It 
stands to reason that healthier peo
ple provide real, bottom-line gains 
for the organization. 

Industry pays nearly 30 percent or 
notional health-core bills that now 
exceed $300 billion annually. Corpo: 
rate heallh expenses range from. 
$800 to $5,000 per employee per 
year, averaging S2,200. 

."-! .~ 

Kenneth. Blanchard 
'· 

The One-Minute t:Aartager 

Moreover, smoldng-relnled lllness 
and alcoholism cost employers In the 
U.S. an estimated HO billion and $65 
bllllqn respectively. -Absenteeism Is 
40 percent greater among smokers.' .. 

; 

Now, what are the benefits or Indi
vidual and company-sponsored 
heallh programs to promote the 
quality of life? The Fitness Research 
Center nl the University or Michigan 
found lhls Information for a compo-

ny program thai has been In opera-
tion ror three years: . 

• Jlenllh-<are expenditures as a re: 
suit of hearl disease are now averag
\ng 80 percent of those experienced 
before the lr.!roduction or exercise, 
smoking cessollon, and weight- and 
blood-pressure control progr~ms. 

• Employees are using one-filth few
er slck-leove days. 

I ln_inn~-~Attlina fOf SlnaiJ_er_:· .. Hage 

• There Is a tangible Improvement 
In morale and . commitment to the 
orgoniwtlon, beller communication 
among employees, and far lower 
turnover rate. 

• Employees are making one-third 
fewer visits to the doctor. 

• Esllmaled returns ovewge $136 
for every $100 Involved In lite quali
ty-of-life program and an even be!ler 
return Is expected In five to seven 
years Into the progrnm. 

The reasons why h1divlduols ns well 
as organlzallons should lake serious
ly the Interest In hcnllh seem obvi
ous. 

Kenneth Dlanchard Is a columnist 
for News America Syndicate. 
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R E P 0 R T T 0 C I V I L S E R V I C E C 0 M M I T T E E 

U N I V E R S I T Y D F M I N N E S 0 T A 

AUGUST 28, 1986 
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THE CIVIL SERVICE HELLNESS SUBCOMMITIEE 
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********************************* 

REPORT TO THE CIVIL SERVICE COMMITTEE 
AUGUST 28, 1986 

SECTION I. RE-CONSTITUTION OF SUBCOMMITTEE 

SECTION II. MAILING TO NEW MEMBERS RESPONDING TO BRIEF 

SECTION III. MAILING TO FORMER MEMBERS OF SUBCOMMITTEE 

SECTION IV. FIRST MEETING: SEPTEMBER 3, 1986 3:00 PM, 300 Morrill Hall 

SECTION V. SUMMARY OF RESPONSES TO 1986-1987 QUESTIONNAIRE TO MEMBERS 

SECTION VI. SEVEN RECOMMENDATIONS FROM 1983 FINAL REPORT 

SECTION VII. CIVIL SERVICE WELLNESS CONFERENCE REPORT STEVENS POINT, WI 

SECTION VIII. SUBCOMMITTEE'S DEFINITION OF WELLNESS 

SECTION IX. QUESTIONS TO THE CIVIL SERVICE CO~~ITTEE 

APPENDIX I WELLNESS SURVEY OF CIVIL SERVICE EMPLOYEES 

APPENDIX II PROJECT LIFESAVER JULY 1986 

APPENDIX III BACKGROUND READING ON SUBJECT OF WELLNESS: 
THE HISTORY AND FUTURE OF NELLNESS, BY DONALD B. ARDELL, 
1984 

APPENDIX IV 1986-1987 QUESTIONNAIRE TO MEMBERS OF SUBCOMMITTEE 

APPENDIX V. LIST OF NEW MEMBERS 1986-1987 
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REPORT TO THE CIVIL SERVICE COMMITTEE 

SECTION I. RE-CONSTITUTION OF THE SUBCOMMITTEE 

Deanna Smith advertised in the Brief dated July 30, 1986 (ATTACHED) 

to solicit new Civil Service members to serve on the Subco~~ittee. 

I received phone calls from 21 civil service employees. 

All 21 were very enthusiastic and excited are anxious to attend 

the first September 3, 1986 meeting. 
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REPORT TO THE CIVIL SERVICE COMMITTEE 

. II. ~;ILING TO NEW MEMBERS 

APPENDED TO THIS REPORT IS THE MAILING TO NEW MEMBERS WELCOMING THEM 

TO THE CIVIL SERVICE WELLNESS SUBCOMMITTE. 
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cIVIL SERVICE WELLNESS SUBCOW1ITTEE D:C:k\~A S~ITH I CEAIR 

UNIVERSITY OF MINNESOTA 

August 12, 1986 

Dear Civil Service Employee: 

5130 Health Sciences t.Jnit E 

624 0632 

Thank you for volunteering your t.irre and effort to work on the CIVIL 
SERVICE WELINESS St:BCI:M1ITI'EE for 1986-1987. 

I sent you copies of the Lifestyle Directory and Final Report fran the 
Subcommittee's work in 1980-1983. 

I have written a letter (copy attached) to the fonner rrernl:ers of the 
Sur::cammittee to aSK them to cont:inue to serve this year. 

I have scheduled our first rreeting: 

WEDNESDAY, SEPI'EMBER 3, 1986 
3:00 PM - 5:00 PM 300 Morrill Hall Mpls. Ca.rrpus 

I am writing to you at this t.ilre to invite you to this rreeting, and to 
invite your input and critique of Recamendations One - Six on the attached. 

I also invite you to send rre information atout any t-Jellness activity which 
has taken place in your depa.rbrent in the last three years since our 
Ca:rr.ti. ttee di.s.b:mded. I am anxio'"J.S for our Sub::;cmni. ttee to re up-dated 
arout the kinds of lifestyle enhancem:nt activities which are now being 
carried on on this carrpus , as well as the coordinate carrpuses. We had 
rrenbers fran three of the coordinate carrpuses - Duluth, Waseca, Morris -
on our previous committee: 

If I can provide additional background information to you before our first 
meeting, please call me on 624 0632. 

Many of you have inqu..ired about the tiJre carmi 'brent wtlich this CcmTli ttee 
work will require. I have responded that we will be rreeting only once 
a rronth for a short tirre in the late afternoon, and that rrost of our carrni.ttee 
work will consist of responding to questionnaires between the ccmnittee. 
rrenbers and the Civil Service Ccmni ttee, and the depa.rt:rrents on carrpus 
which are inst.rurrental in Wellness programning. This carmi ttee should not 
require a great deal of your t.irre , but it will require your corrmi trrent 
to promote a healthy lifestyle for all Civil Service employees on all 
campuses of the University. 

We have unlimited wellness resources on these campuses. Let • s challenge 
all Depa.rt::rrents and ~lleges to attain the healthiest possible work envirorment. 

sT.:ly-~ 
De~ 
Enclosure: August 8, 1986 rrerro to fonrer rrembe.rs of Wellness Camri.ttee 
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CIVIL SERVICE WELLNESS SUBCOMMITTEE DEA.NNA S~1ITH, CR.UR 

UNIVERSITY OF MINNESOTA 

August 8, 1JC:6 

TO: 

FROM: 

Former 1983 Members of the Civil Service ~cllness Subcommittee: 
Altemeier, Benson, Darling, Stratton-Rusch, Fahnhorst, 
Battenfeld, Oatey, Numerich, Anderson, Skradski, Eidem, 
Schaefer, Rains, Matross, Seim •' ~ 

I \ , j' "-·,/"L .. A J /.._ /_! Deanna Smith, College of Pharmacy ~E24-0632) .fi'J.../-el-k::'- ::;.rr~-r,_r;:.._ .. 

A copy of the July 30, 1986 BRIEF is attached in which I solicited new 
members to serve on a re-constituted 1986 Civil Service Wellness 
Committee. I have been contacted by 17 new members, all very 
enthusiastic and excited to work. The names of the new Wellness 
Committee members are attached. 

The Civil Service Committee has approved the re-constitution of the 
subcommittee. I will be making a report to the full Civil Service 
Committee on August 28, 1986 at their regular Civil Service-meeting, 
on the 11th Annual National Wellness Conference, July 20-25, 1986 at 
Stevens Point, WI. 

I am planning our first meeting on Wednesday, Sept. 3, 1986, 3:00-5:00 pm 
in 300 Morrill Hall, Minnea~olis campus. 

I am hoping that you will agree to continue to serve on the Wellness 
Committee and give us your valuable input. If you agree, please 
attend the first meeting on Sept. 3, 1986. _ 

The Wellness Committee's objectives will be to re-examine the 
recommendations made i'n 1983 and determine whether those-recommendations 
are still valid in 1986. 

If the recommendations are valid, we will continue to. refine them, 
polish them, and promote them throughout the University system using 
the advice and counsel of the Civil Service Committee. 

:::f the recommendations are not valid at the present time, we will 
re-write them, up date them, and promote them. 
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.....-------uNIVERSITY OF MINNESOTA 

Vol. XVI No. 21 
Juiy 30, 1986 

·Editor: Maureen Smith (612) 624-2801 
A ,.,eekly inter1.2:: cutiE~\i: ser\t:r:g .;;i ~..:T:CLises j 

' I 
Governor Perpich pledged to support several efforts tied to President Keller's Commitment; 
to Focus plan. He said his 1987 budget will allow the U greater flexibility in allocation! 
of state funds, increase funding for faculty salaries and programs designed to improve the/ 
U'• national ranking, continue to support increased funding for student financial aid, andl 
support a plan to allow the U to retain additional funds for research. ' 

i 
Perpich told U officials that he al•o supports plana for several building•: a new buildingi 
for earth sciences, a 1,000-seat performance addition to Ferguson Hall for the School of! 
Music, new facilities for recreational sport• and physical education, and remodeled labora-! 
tory spaces for health sciences. · I 
Jury in Madison acquitted foraer Gopher baaketball players Mitchell Lee, ~vin Smith?. and~· 
George Williams of charge• of sexual a11ault July 24. Defense attorneys said President·(· 
~eller had prejudged the guilt of their client• at a Jan. 2.5 news conference and dam~~ded · 
an apology, but VP Wildetson aaid at a July 24 newa conference that neither the U nor ita 
president had "done anything which would call for an apology." 

Legal guilt or innocence of the 3 men was for- the jury to decide, Keller said in a ~itten ~ 
statement, and it was never hia intent to make a judgment. He aaid the men were in Madisonj 
representing the U on a trip paid for by the U, and there ia no room in any U-aponaored i 
activity .. for the kind of behavior that occurred in Madiaon." 

Financially troubled farmera and. their famili .. will be eligible to take classes free at 1 

the U starting this fall. Regents' .Farm Family Scholarships will enable recipients to I 
talte up to 6 credits a quarter, for a maximu11 of 3 quarters over 2 years. Chancellor 
Frederick of Waseca proposed the idea to U administrator• aa a way of helping financially 
stressed farmers who want to pursue their education. Regents approved the proposal July 1 

11. Scholarship applicants must be able to document that they are in imainent danger of! 
1'0sing their farms, that they face debt restructuring, or that they have lost their farms. i 

I 
Institutional identity system, ineluding new stationery and business cards, will not be! 

.announced in August as planned earlier: more time ia needed for consultation with faculty,! 
,staff, and regents. Units with immediate needs for stationery. publications, foraa, and 
,.,.ignage are advi lies if pouible. 

. I 
l'aculty exchange progr8Jil of the Ch1na Center will provide partial grants for travel to I 
tn• People' a Republic of China for lecture/research only (Office of International Programs I 
doe'a not fund China travel). Application deadline is Auc. 15 for activities from. Oct. l! 
thro~h Dec. 31. Call the China Center at (612) 624-1002 for application guidelines. ! 
Immediate recruiting for 2 faculty positions in MUCIA/World !ank Project in Indonuia: 1 

physics/tuteriala science professor, U of Indonesia, 5t months; biopharmacy, Andalaa U, 6: 
I 

month•. Call Sally Flax at Office of International Proarama, (612) 624-5580. 

lhe Un1vers1ty of Minnesota JS an equal oopcrtuni!y educator and empioyer. 
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If the recommendations are clearly out of date in terms of wellness 
and lifestyle programming over the past 3 years, we will have to 
start all over and re-create the "wheel". 

The 1983 recommendations follow: 

Recommendation Number One 

The Civil Service Wellness Subcommittee recommends the establishment 
of an on-going University of Minnesota Wellness Lifestyle Health 
Committee, to develop a U of M Lifestyle Health System. The Committee 
will meet at least once a quarter (fall, winter and spring). The 
objective of this committee will be to publicly promote, encourage and 
reward employees to utilize available programs for maintaining good 
health and lifestyle habits within the U of M community. 

Recommendation Number Two 

The Civil Service Wellness Subcommittee recommends that the Standing 
Committee (e5tablished in recomrv::ndation #1) annually '.lpdate the 
Lifestyle Enhancement Directory, and distribute it annually to civil 
service staff and make available as well to faculty members and·students 
on all campuses. (Arrangements could be made for the Directory to be 
updated on Boynton Health Service word processing equipment.) 

Recommendation Number Three 

The Civil Service Wellness Subcommittee recommends that the University 
of Minnesota develop a wellness benefits package for employees. It is 
essential to the function of this concept that the Department of 
Employee Benefits address this issue of health and lifestyle and be 
involved in the Standing Committee. The benefits package would 
establish a closer liasion with existing wellness resources on campus. 
The benefits package would make those health activities more available 
to employees {i.e., flexible time available to employees). 

Recommendation Number Four 

The Civil Service Wellness Subcommittee recommends that the University 
of Minnesota continuously monitor the level of wellness for employees 
engaged in a Wellness Program. The purpose shall be to measure the 
effectiveness of the program and to measure improvement in the individual 
employee's lifestyle as it may relate to either increased productivity 
or increased job satisfaction. 

Recommendation Number Five 

The Civil Service Wellness ·subcommittee recommends that the University 
of Minnesota establish and promote the concept of wellness days and 
encourage the employee to utilize this time in lieu of sick days. (The 
intent is to reward employees for staying well rather than being sick.) 
This will allow appropriate scheduling for the advantage of each 
department to maximize the productivity of each department: 
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Recor.~endation Number Six 

The Civil Service Well Subcommittee recommends that each departmental 
worksite be challenged (recognizing their uniqueness) to attain the 
healthiest possible work environment for maximum productivity and 
efficiency. For measurement purposes, competition will be held 
between department worksites. 

The Recreational Sports Department Staff has developed a "Rec Sports 
Employee Wellness Incentive Program". This was developed with the idea 
that it could be used by other University departments. It is being 
implemented with Recreational Sports staff atthe present time. 

If you have suggestions as to how the Wellness Subcommittee should 
proceed, please fill out the enclosed questionnaire and return it to: 
Deanna Smith, College of Pharmacy, 5-130 Health Sciences, .Unit F. 
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REPORT TO THE CIVIL SERVICE. CO~~ITTEE 

III. ~.ILING TO FO~~R MEMBERS OF CIVIL SERVICE WELLNESS SUBCO~~ITTEE 

APPENDED TO THIS REPORT IS THE MAILING TO FORMER MEMBERS WELCOMING 
THEM BACK TO THE CO~~ITTEE AND INVITING THEM TO CONTINUE TO SERVE. 

THE FORMER Y£MBERS ?RE LISTED BELOW: 

THOMAS ALTEMEIER, FAMILY PRACTICE CLINIC 
KAREN BENSON, PRESIDENT'S OFFICE 
MARY DARLING, FOOD SCIENCE AND NUTRITION 
SANDY STRATTON-RUSCH, OFFICE OF RECREATIONAL SPORTS 
ROBERT FAHNHORST, EMPLOYEE BENEFITS 
DANIEL HALVORSEN, FOOD SCIENCE AND NUTRITION 
MYRA BATTENFELD, UNIV. OF MINNESOTA WASECA 
SUE OATEY, RECREATIONAL SPORTS 
ELIZABETH NUMERICH, GROUP HEALTH PLAN 
JAMES ANDERSON, HEALTH SERVICE U OF M DULUTH 
BEN Au~E, MN COUNCIL ON HEALTH PROMOTION AND WELLNESS STATE OF MN 
TOM SKRADSKI, BLUE CROSS/BLUE SHIELD OF MINNESOTA 
MARCE HEMMING, BOYNTON HEALTH SERVICE 
BONNI~ EIDEM, U or M MORRIS CAMPUS 
DIANE MAGRATH, MN COUNCIL ON HEALTH PROMOTION AND WELLNESS STATE OF MN 
JIM SCHAEFER, ALCOHOL AND OTHER DRUG ABUSE PROGRAMMING 
DONNA RAINS, LAB OF PHYSIOLOGICAL HYGIENE 
RONALD MATROSS, OFFICE OF ADMISSIONS AND RECORDS 
ELIZABETH ROBBINS, HEALTH SCIENCES AND LEARNING RESOURCES 
HAL SEIM, M.D. SMILEY'S POINT CLINIC 
DEANNA SMITH, VOC. TECH. EDUCATION 
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SUMMARY OF RESPONSES TO WELLNESS QUESTIONNAIRE SENT TO FORMER 
M(t'oS.(RS-OF CIVIL SERVICE WELLNESS SUBCOMMITTEE 

Question 1: In reconst·"i tuting the~ Wellne s s Corruni t tee, I would suggest 
that you think about.the following: 

. 
Responses: Challenge Faculty Affairs Committee to consider forming a 

similar subcommittee and follow as many of the CSWS recom
mendations. 
Review the no smoking policy across campus 
Review Project Lifesaver (pledge and intent re seat belts/ 
drinking & driving, choices re office parties, etc.) 

Strengthing the wellness network at the University. 
Endorsement/support/investment of top administrators. 
PR, visibility. · 
A discussion of the power of the committee. 
What are current needs of the University. 

Offering services/wellness programs at Boynton or with 
Boynton staff 
Coordination of all wellness programs on campus for 
promotion of, consideration of, etc. 

. 
Question 2: I suggest that you take into consideration the following 
new lifestyle and wellness progress which has occurred: 

Responses: Actually the Project Lifesaver model could be considered 
a "new" health promo strategy in that "pledging" to do 
certain behaviors becomes a challenge. 
New weightwatcher·s meetings on campus •... 

Stress management 
Relaxation techniques 
Walk-a-thon or fun run 
Seat belt safety campaign 
Financial "welJness" classes (investments, savings, etc.) 
Aerobics classes 
Swimnastics 

New studies in the corporate sector have strengthened 
the case for organizational wellness programs. 
Earl Hipp has developed a new wellness group 
The Gov. Council on Wellness & Health Promotion is no 
longer in operation. . . 

Question 3: I advise you to do the following: 

Responses: Involve health professionals from various fields as 
"advisors" on standards and to evaluate experiments 
initiated by your group. 

Redefine the committee•s charge. 
Develop goals and objectives 
Enlist the support of key administrators and groups. 
Determine if resources listed in 83-84 are still in operation 
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Recommendation Number One 

The Civil Service Wellness Subcommittee recommends the establishment 
of an on-going University of Minnesota Wellness Lifestyle Health 
Co~~ittee, to develop a u of M Lifestyle Health System. The Co~oittee 
will meet at least once a quarter (fall, winter and spr~ng). The 
objective of this committee will be to publicly promote, encourage and 
reward employees to utilize available programs for maintaining good 
health and lifestyle habits within the U of M community. 

Recommendation Number Two 

The Civil Service Wellness Subcommittee recommends that the Standing 
Committee (established in recommendation #l) annually update the 
Lifestyle Enhancement Directory, and distribute it annually to civil 
service staff and make available as well to faculty members and students 
on all campuses. (Arrangements could be made for the Directory to be 
updated on Boynton Health Service word processing equipment.) 

Recommendation Number Three 

The Civil Service Wellness Subcommittee reco~~ends that the University 
of Minnesota develop a wellness benefits package for employees. It is 
essential to the function of this concept that the Department of 
Employee Benefits address this issue of health and lifestyle and be 
involved in the Standing Committee. The benefits package would 
establish a closer liasion with existing wellness resources on campus. 
The benefits package would make those health activities more available 
to employees (i.e., flexible time available to employees). 

Recommendation Number Four 

The Civil Service Wellness Subcommittee recommends that the University 
of Minnesota continuously monitor the level of wellness for employees 
engaged in a Wellness Program. The purpose shall be to measure the 
effectiveness of the program and to measure improvement in the individual 
employee's lifestyle as it may relate to either increased productivity 
or increased job satisfactiQn. 

Recommendation N~~ber Five 

The Civil Service Wellness Subcommittee recommends that the University 
of Minnesota establish and promote the concept of wellness days and 
encourage the employee to utilize this time in lieu of sick days. (The 
intent is to reward employees for staying well rather than being sick.) 
This will allow appropriate scheduling for the advantage of each 
department to maximize the productivity of each department. 

Recommendation NUmber Six 

The Civil Service Well Subcommittee recommends that each departmental· 
worksi~e be challenged (recognizing their uniqueness) to attain the 
hea~t~~est possible work environment for maximum productivity and 
eff~c~ency. For measurement purposes, competition will be held 
between department worksites. · 

The Recreational Sports Department Staff has developed a "Rec Sports 
Emplo~ee Wellness Incentive Program". This was developed with the idea 
~hat ~t could.be used by other University departments. It is bein 
~mplemented w~ th Recreational Sports staff at the present time. g 



I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 

SECTION VII. CIVIL SERVICE ~v"'ELLNESS CONFERE);C~ 

11TH ANNUAL 

NATIONAL 
\VELLNESS 
CONFERENCE 

JULY 20-25,1986 

UNIVERSITY OF \VISCONSIN 
STEVENS POINT 
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RE?ORT TO THE CIVIL SERVICE COMMITTEE 

VII. CIVIL SERVICE WELLNESS CONFERENCE: 

"11TH ANNUAL NATIONAL w"'ELLNESS CONFERENCE, JULY 20-25, 1986, UNIVERSITY 
OF WISCONSIN, STEVENS POINT, WISCONSIN. 

UNIVERSITY OF MINNESOTA REPRESENTED BY DE~.NNA SMITH." 

FIRST DAY: MONDAY JULY 21, 1986: CORPORATE EMPHASIS 

8:30 - 9:30A.M. KEYNOTE ADDRESS: BILL HETTLER, M.D. 
"THE 'W"'ELLNESS WAY OF LIFE II 

The keynote address included wellness issues relevant to our lives: 
identifying truly important issues and changing cultural norms 
in both families, institutions, and communities. · 

10:00 - 12:00 Noon WORKSHOP: MARK J. TAGER, M.D. 
"WORKING WELL: MANAGING FOR HEALTH AND HIGH PERFORMANC 

Mark Tager's wor.teshop discussed "What makes people work hard?" "How 
can we maximize commitment, enthusiasm, and creativity?" It provided 
participants with tools to create healthier organizations. Content 
areas included leadership style, the dynamics of stress management, 
and organizational culture. 

1:30- 2:45 MARVALENE STYLES HUGHES, Ph.D. 
"PEACE AND WELLNESS IN THE WORKPLACE" 

Dr. Hughes noted that career persons devote at least 50% of their 
waking hours to the workplace; therefore, it is critical that the 
work setting is peaceful and conducive to wellness. Her presenta
tion highlighted practices and principles of building a working 
climate of trust to promote peaceful ~nd healthy functioning on 
the job by applying person-centered theory to management principles. 

Hughes promoted a new way of being in management. Hughes com
pared the amount of working time (59 hrs, 49.57%) with total 
waking hours: In Hughes' new model of management both the 
manager and the employee have power and influence in relation 
to the problem or need. Management has the oower, but the 
employee has the power of influence. Manage~ent is a process 
of trying to facilitate the needs of the employee and the · 
organization and orchestrate those needs for the besi of both. 
Too often in management the emphasis is on the needs of produc
tion, needs of the organization and the profit margin. The 
organization then looses a great deal. The challenge Hughes 
gave us is to "humanize·~ the work environment and management. 

3:00 - 3:45 JOHN F. BUNKER, Sc.D., M.H.S. 
"DEVELOPING SMOKE-FREE ENVIRONMENTS: 
COMMUNITY AND WORKS ITE STRATEGIES!' 

~his work~hop reviewed successful strategies needed to ~lan~ 
aevel~p, ~mplemer.t, .and evaluate smoke-free policies for the 
wor~s~te and commun~~y ~s well as economic, health, and leaal 
rat~onale for establ~sh~ng smoke-free environments. 
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Deanna Smith 
currently serves on the Health Sciences Non-Smoking Committee ao
pointed ~y Vice-President Neal Vanselow. She represents the univer
sity of Minnesota College of Pharmacy on this corr~ittee. The 
Health Sciences has instituted a new non-smoking policy effective 
September 1, ~986, a.s follows: Smoking will not be oermitted in 
any of the health sciences buildingswith the following exceoted 
areas: 2-163 HS Unit F; 4-217B owre Hall; 4-254B Millard Hail, 
3-136 Jackson Hall! 3-127 Jackson/Owre Addition; 100 Variety 
Research Center, f~rst floor vending room in Mayo; first floor 
lounge near escalators in Phillips-Wangensteen; 104/114 conference 
room on main floor of KE building. 

3:45 - 5:00 LARRY CHAPMAN, M.P.R. 
"EVALUATION STRATEGIES FOR WORKPLACE HEALTH 
PROMOTION PROGRAMS: WHAT MAKES SENSE'?" 

The workshop provided a full spectrum of evaluation methods for 
assessing workplace health promotion programs. 

SECOND DAY: TUE.~DAY JULY 22, 1986: CORPORATE EMPHASIS 

8:30 - 9:30 BERNARD S. SIEGEL, M.D. 
"LOVE, MEDICINE, AND MIRACLES!' 

Dr. Siegel is the author of THE ART OF HEALING and is a surgeon 
and professor at the YaleUniversity School of Medicine. He 
presented a new approach for those dealing with a threatening 
illness of any type. Dr. Siegel shared experiences from his 
new book entitled LOVE,-MEDICINE AND MIRACLES. 

10:00 - 12:00 KATHLEEN J. ZAVELA, M.P.H., Ph.D. 
"HEALTH CHARACTERISTICS OF EMPLOYEES AND 
INTENT TO PARTICIPATE IN A WORKSI7E hLALTH 
PROMOTION PROGRAM" 

This workshop compared the health-related characteristics of 
employees (n=523) who intend to participate in a worksite well
ness program with disinterested employees, an often neglected group 
in program planning, using a health assessment questionnaire.* We 
discussed assessing employee health needs and determining health 
promotion priorities in the workplace. 

1:30 - 2:45 KENT BEELER, ED.D. 
"INITIATING WELLNESS PROGRAMS IN HIGHER 
EDUCATION: OUTCOMES AND POSSIBILITIES" 

We discussed the history and current status of wellness on campus, 
research on campus-wide and residence life changes occurring with 
wellness programming, and outcome benefits. 

*The Health Assessment Questionnaire discussed in this workshop was 
modeled after The U of M Civil Service Wellness Survey - Finding 
Out About Emoloyees' Health and Wellness Needs appended to this report. 
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CREATI'V'E APPROACHES FOR BEF..AVIOR CHANGE" 

The focus was basic concepts and techniques for designing and 
imDlementing effective employee incentive systems. Three types 
of. incentive systems were used to_i~lustrate the application of key 
princioles from incentive system ~e~i~n, including a core incentive 
rebate. system, a participation incentive, and a behavioral adherence 
incentive. 
2:45- 5:00 SALLY D. CHESTER, R.N., B.S.N. 

"HEALTH PROMOTION: ENHANCING LIMITED RESOURCES 
VIA NETWORKING" 

We discussed strategies for expanding and enhancing health promo
tion by networking with hospital departments and community organ
izations and agencies. Participants learned how to develop, 
market, implement, and evaluate health promotion programs. 

THIRD DAY: WEDNESDAY JULY 23, 1986: HOSPITAL EMPHASIS 

8:30- 9:30A.M. KEYNOTE ADDRESS: TERRY ALLEN, M.S., R.N. 
"HEALTH FOCUS OF CONTROL: HOW TO CHANGE BELIEF 

SYSTEMS TO SUPPORT A WELLNESS LIFESTYLE" 

This workshop provided assessment to change belief systems that 
will support a wellness lifestyle. The emphasis was on educational 
change approaches that include using beliefs in planning individualized 
wellness programs, tailoring programs to individual existing beliefs, 
or matching individuals to programs. 

10:00-12:00 PATRICK SALASKI, B.S. 
"MARKETING AND ITS APPLICATION IN HEALTH PROMOTION" 

This workshop integrated the fundamental marketing principles into 
the health promotion field. The development and implementation of 
a marketing plan, including marketing objectives, research, and 
sales techniques were discussed. 

1:00 - 2:45 P.M. TERRANCE L. PETERSON, PH.D. 
"HEALTH PROMOTION MANAGER AS BEHAVIOR CHANGE AGENT?" 

In this workshop Peterson presented a new model of the health pro
motion manager based upon scientific principles of behavior change. 
Advantages, disadvantages and implementation of a new role were 
considered. 

2:45 - 3:45P.M. MICHAEL P. O'DONNELL, M.B.A., M.P.H. 
"DESIGN OF WORKPLACE HEALTH PROMOTION PROGRAMS 
FOR BEGINNERS" 

O'Donnell outlined a management approach to designin~ a workplace 
health promotion program; 1) preparing for the design process·, 
2) conducting research, and 3) designing the program. Issues 
which were covered include goal clarification, cbst/benefit 
questionnaires, program content options, management structure 
options, financing options, political issues and group process 
issues. · · 

3:45 - 4:45P.M. DONALD B. ARDELL, PH.D~ 
"HISTORY AND FUTURE OF WELLNESS: '8'6 EDITION" 

Ardell provided a general overview of how and why the wellness move
ment grew, discussion of critical variables affecting its future, 

* ,,.;'"'"' u.;e ... ,....,.., "''"'~ ~,;-,r~ nf Wellness, Diablo Press, 1984. 
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and a summary of opinions and advice from notables in the field. 
Ardell discussed qualities of healthy people and pointed out that 
independent studies by Maslow, Otto, Rogers, and others, of people 
who almost nev~r become ill and/or who recover quickly when they do 
reveal strikingly similar profiles. In summary, healthy people 
have high self esteem, a strong sense of purpose, an acceptance 
of themselves and others, are affectionate and expressive, have 
"peak experiences" on a regular basis, possess integrity as well 
as competence, have "democratic" personalities, a sense of humor 

• I 

are creat1ve and committed to excellence in what they do, are highly 
conditioned physically. 

4:45 -5:45P.M. TERRANCE L. PETERSON, PH.D. 
"HELP! THIS JOB IS DRIVING ME CRAZY: PROMOTING 
EMOTIONAL HEALTH IN THE WORKPLACE" 

This workshop covered the health promotion program "Taking Charge 
of Your Life" which provides a theoretical framework and a keystone 
from which a total health promotion program can be developed. 

In our active discussion period we discussed the "Celebra
tion of Aging" and selected President Ronald Reagan as an example. 
The National Institute of Aging has found that dis~ase-free older 
people don't have dramatic intellectual and physical losses as 
they age. · 

Experts now tend to blame disease for the declines we used 
to ascribe to aging. We can often prevent disease even as we age. 
Reagan's accomplishment is that he has largely avoided disease. 
His lifestyle is a prescription for health; he avoids rich, fatty 
foods and eats in moderaiion. He exercises daily, usually 40-45 
minutes in the evening. Reagan sleeps eight hours a day and 
limits himself to one occasional drink. He is not a worrier. 
He diffuses tension with humor; he is optimistic. This probably 
accounts for his a£tonishing recovery from a gunshot wound in 
1981 - within three weeks he had resumed exercising. 

F0vRTH DAY: THURSDAY J~L~ 24, 1986: COLLEGES A~D C~IVERS:TIES EMPHASIS 

8:30- 9:30A.M. KEYNOTE ADDRESS by BARBARA R. LA~'iSON, Ed.D. 
"WELLNESS PROGRAMS IN EDUCATIONAL INSTITUTIONS" 

Lawson overviewed her study which identifies and examines employee 
wellness programs in public schools, co~~unity colleges and 
universities. Wellness was defined as it pertains to the individuals, 
the institutions, and communities. 

10:00 - 12:00 KATHRYN JEFFERS, M.A. 
"CREATING HEALTHY WORKSITES: MANAGING 

ORGANIZATIONAL CONFLICT" 

Jeffers maintained that conflict is a normal part of the worksite 
environment and can be viewed as functional when it serves as a 
catalyst for making ch~nges. We discussed the causes of organi
zational conflict and discussed strategies for managing producti
vely, and determine what to do when it seems unresolvable. 

-
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1:30- 2:30P.M. W. RAY WILLI~~S, M.ED., WORKSHOP 
"WORKSITE EEALTH PROMOTION ?l<.RTICIPATION: HOW 
TO GET IT AND KEEP IT" 

This session was focused on the experience of Control Data Corporation's 
Stay Well Program: getting and keepin~ high participation in a 
health promotion program at the works~te. 

2:45- 3:45P.M. JOSEPH P. OPATZ, PH.D., WORKSHOP 
"ORGANIZATIONAL HEALTH PROMOTION - A MODEL 
FOR PROGRAM DESIGN" 

An overview of the key ingredients to a successful comprehensive 
health promotion program. Special attention was given to plan
ning, assessment, implementation, evaluation, and marketing. 

4:00 - 5:00P.M. ~~K J. TAGER, M.D. 
"THE MISSING LINK: GETTING MANAGERS INVOL\i'ED 
IN HEALTH PROMOTION" 

For health promotion to become more than just "a good idea" it 
requires the support of management at all levels. ~y defining 
wellness within a management context, health promot1or becomes 
part of the job description - ~eading to ~he establishment of 
definable goals, outcomes and ~rnplementat1on plans. 

FIFTH DAY: FRIDAY Ju~Y 25, 1986: COMML~ITY EMPHASIS 

8:30 - 9:30AM KEYNOTE ADDRESS: KENT BEELER, Ed.D. 
"HIGHER EDUCATION ADMINISTRATORS A.'JD PRACTITIONERS MODEL:NG 

FOR PERSONAL WELL BEING" 

Beeler explored the geometric benefits of wellness role modeling for faculty, 
staff, and students, plus the integration of wellness programming in staff 
development. 

9:45- 11:00 AM RON HAGER, Ph.D. 
"PROMOTING COOPERATION: A NEW LEADERSHIP STYLE" 

Hager discussed his theories that cooperation is a profound change in leadership, 
focusing on promoting participation and cooperation among employees to achieve 
goals. This leadership style encourages shared responsibilities and mutual 
support. 

11:00 - 12:00 NOON DON W. CHESTER, B.A. 
"GAIIUNG ADMINISTRATIVE AND BOARD SUPPORT FOR HEALTH 
PROMOTION PROGRAMS" 

Chester identified critical components necessary for marketing wellness to 
the administration. Discussion of current issues in healthcare, what the 
consultants are telling your administrators about wellness, and utilizing 
wellness programs to achieve organizational mission and goals. 
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1:00 - 2:00 PM MICHAEL P. O'DO~~ELL, M.B.A., M.P.H. 
"DE.SIG~ OF WORKPLACE HEALTH PROMOTION PROGRA.l1S" 

This workshop was a management approach to designing a workplace health 
promotion program: 
1) preparing for.the design process; 2) conducting research, 3) designing 
the program. 
Issues covered were: goals clarification, cost/benefit analysis, measurement 
of support through interviews and questionnaires, program content options, 
management structure options, financing options, political issues and group 
process issues. 

2:15 - 3:15 PM JULIET. LUSK, M.S. 
"HOW TO MAKE A COLLEGE WELLNESS PROGRAM COME ALIVE USING 
LIMITED RESOURCES" 

"SPICES" for life" is a campus-wide wellness program at Roanoke College. 
SPICES stands for social, physical, intellectual, career, emotional, and 
spiritual health. The program includes activities in each area throughout 
the year and a Health and Wellness Fair. 

3:30- 4:30 PM RICHARD BELLINGHAM, Ed.D. 
"HE.U.Tii PROMOTION LEADERSHIP SKILL:>" 

Bellingham overviewed 21 critical skills required for implementation of 
health promotion. We had the opportunity to assess health promotion 
programs and identify skills needed to accomplish goals. 

4:30 - 5:00 PM DAVID A. EMMERLING, Ed.D. 
"WELL~ESS AT THE UNIVERSITY OF WISCO~S I~-STEVENS POINT" 

The workshop focused on issues and strategies in developing wellness 
pro~r~s on the college and university campus. Included were campus· 
polltlCS an~ power structures, rules for making change in existing 
structure, lnvolvement of key people, steering committee ideas, and 
program evaluation. 
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SECTION VIII. 

REPORT TO THE CIVIL SERVICE COMMITTEE 

THE WELLNESS COMMITTEE'S DEFINITION OF THE TER.l-1 "WELLNESS" 

APPROVED AUGUST 13, 1981 by Civil Service Wel1ness Subcommittee: 

AN ACTIVE PROCESS THROUGH wniCH THE INDIVIDUAL BECOMES AWARE OF, AND· 

MAKE CHOICES TOWARD, A MORE SATISFYING EXISTENCE. THESE CHOICES ARE 

GREATLY INFLL~NCED BY ONE'S OWN SELF-CONCEPT AND THE P~~TERS OF ONE'S 

CULTURE AND ENVIRONMENT. EAQi INDIVIDUAL DEVELOPS A UNIQUE LIFESTYLE 

WHICH CHANGES DAILY IN THEIR INTELLECTUAL, EMOTIONAL, PHYSICAL, SOCIAL, 

OCCUPATIONAL, ~ND SPIRITUAL DIMENSIONS. 
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SECTION IX. QUESTIONS TO THE CIVIL SERVICE CO~~ITTEE 

THE U OF M CIVIL SERVICE WELLNESS SURVEY AND COVER LETTER (3/10/82) 

(ATTACHED) FROM C. PETER MAGRATH, PRESIDENT, UNIVERSITY OF 

MINNESOTA, 1982. 

PLEASE NOTE PRESIDENT MAGRATH'S COVER LETTER: 

"THE RESULTS OF THIS RANDOM SURVEY WILL BE USED TO COMPILE 

A REPORT ABOUT THE HEALTHY LIFESTYLE STATUS OF UNIVERSITY 

OF MINNESOTA EMPLOYEES; YOUR NEEDS, CONCERNS, OBSERVATIONS, 

AND RECOMMENDATIONS WILL BE TAKEN INTO CONSIDERATION IN 

PLANNING FUTURE PROGRAMS." 

THEREFORE, THE CIVIL SERVICE WELLNESS SUBCOMMITTEE WOULD LIKE 

&~SWERS TO THE FOLLOWING QUESTIONS AND WOULD RESPECTFULLY ASK 

THE DISPOSITION OF THE SEVEN 1983 RECO~~NDATIONS. 

SPECIFICALLY, OUR QUESTIONS ARE: 

1) WHAT IS THE CURRENT STATUS OF THE 1983 WELLNESS 

COMMITTEE RECOMMENDATIONS??? 

2) WERE THE RECOMMENDATIONS SUBMITTED TO PRESIDENT MAGFATH 

AND THE UNIVERSITY OF MINNESOTA BOARD OF REGENTS??? 

3) DID THE SEVEN RECOMMENDATIONS "DIE" OR "FADE AWAY" 

SOMEWHERE IN CENTRAL ADMINISTRATION, IN MORRILL HALL??? 

4) WHAT IS PRESIDENT KELLER'S POSITION ON CIVIL SERVICE 

WELLNESS ACTIVITY??? WILL PRESIDENT KELLER SUPPORT OUR 

WELLNESS COMMITTEE DURING 1986-1987??? 

5) PLEASE IDENTI·FY MEMBERS OF THE CIVIL SERVICE COMMITTEE 

AND STAFF MEMBERS IN CENTRAL ADMINISTRATION WHO CAN BE 

HELPFUL AND INSTRUMENTAL .TO SERVE ON THE SUBCOMMITTEE, P.ELP US TO 

GAIN SUPPORT FROM CENTRAL ~~MINISTRATION. (OUR FORMER 

~~MBER, KAREN BENSON, WAS WORKING IN THE PRESIDENT'S OFFICE 

~~D STILL IS WORKING IN THE PRESIDENT'S OFFICE.) 
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SECTION IX. (CONTINUED) 

6) THE WLLLNESS SUBCOMMITTEE DEFINITELY NEEDS SUPPORT FROM 

CENTRAL ADMINISTRATION. IF THE COM}1ITTEE DOES NOT HAVE 

ACKNOWLEDGEMENT, SUPPORT, ~~D ASSISTANCE FROM PRESIDENT KELLER, 

CENTRAL ADMINISTRATION, AND THE BOARD OF REGENTS, OUR RECOMMENDATIONS 

AND DILIGENT WORK WILL NEVER BE IMPLEMENTED. THE FINAL REPORTS, 

TF£ WELLNESS QUESTIONNAIRES RESULTS, THE U OF M LIFESTYLE PROGRAM 

DIRECTORY WILL MERELY BE FILED AWAY IN VICE PRESIDENT'S OFFICES, 

DEAN'S OFFICES, AND DEPARTMENT FILES -NEVER TO BE RETRIEVED OR 

UTILIZED. 

7) THE FIRST GOAl OF THE COMMITTEE,W"lEN WE MEET NEXT WEDNESDAY, 

SEPT~~BER 3, 1986~ IS TO ASCERTAIN THE RELEVANCE OF THE COMMITTEE'S 

1983 RECOMMENDATIONS. 

8) THE COMMITTEE WILL RE-EXAMINE THOSE RECOMMENDATIONS IN 

DETAIL AND STUDY THEM. 

9) FINANCES FOR COMMITTEE: 

TP~ CIVIL SERVICE COMMITTEE SHOULD BE INFORMED THAT THE 

SUBCOMMITTEE WAS EXTREMELY PRODUCTIVE IN CARRYING OUT THE 

SURVEY OF WLLLNESS OF CIVIL SERVICE, ~~D IN DEVELOPING THE 

LIFESTYLE ENHANCEMENT PROGRAM DIRECTORY OF ALL WLLLNESS RELATED 

PROGRAMS AT THE UNIVERSITY OF MI~~ESOTA ALL CAMPUSES. 

WE WERE ABLE TO SECURE A GREAT DEAL OF FINANCIAL SUPPORT FROM 

THE U OF M DEPARTMENTS AND COLLEGES, AND FROM BLUE ~ROSS BLUE 

SHIELD OF MINNESOTA, AND FROM GROUP HEALTH INC. 

WE ALSO SECURED A GREAT DEAL OF VOLUNTEER ASSIST~~CE (EXTERNAL 

AND INTERNAL TO THE UNIVERSITY) AND FREE PRINTING, WORD PROCESSING, & 

DUPLICATING FOR THE COMMITTEE'S PUBLICATIONS. 

lO)CURRENTLY THE VARIOUS PUBLICATIONS AND STATISTICAL SURVEYS 

OF THE COMMITTEE A..'R.E BEING USED NATIONALLY AS ~-S "MODEL" FOR 

\offiLLNESS FROG~.MING. THIS ~~AS OBVIOUS TO ME WHEN I ATTENDED THE 
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SECTION IX. · (CONTINUED). 

WELLNESS CONFERENCE IN 1982 AND 1986 AT STEVENS POINT, WI. 

11) PLEASE NOTE SECTION V. SUMY~Y OF RESPONSES TO WELLNESS 

QUESTIONNAIRE 1986-1987: 

QUESTION ASKED: 

1) IN RECONSTITUTING THE WELLNESS COMMITTEE, I WOULD 

SUGGEST THAT YOU THINK ABOUT THE FOLLOWING: 

RESPONSE RECEIVED: 

"STRENGTHENING THE WELLNESS NETWORK AT THE UNIVERSITY 

OF MINNESOTA." 

ENDORSEMENT/SUPPORT/INVESTMENT OF TOP ADMINISTRATORS. 

PUBLIC RELATIONS, VISIBILITY. 

A DISCUSSION OF THE POWER OF THE COMMITTEE. 

WHAT ARE THE CURRENT NEEDS OF THE UNIVERSITY?" 

12) RESOURCE DIRECTORY OF WELLNESS LIFESTYLE PROGRAMS 

THE CIVIL SERVICE WELLNESS SUBCOMMITTEE MUST MAKE ARRANGEMENTS 

FOR PRINTING A 1986 EDITION OF THE RESOURCE DIRECTORY, SO THAT THIS 

DIRECTORY CAN ONCE AGAIN BE DISTRIBUTED TO ALL CIVIL SERVICE STAFF 

ON CAMPUS. 

DOES THE CIVIL SERVICE COMMITTEE WANT TO ENDORSE THIS PROJECT? 

AND SUPPORT IT? THE FIRST RESOURCE DIRECTORY WAS COMPILED BY THE 
r-. 

WELLNESS COMMITTEE IN APRIL, 1982, COMPOSED OF WELLNESS PROGRAMS FROM 

15 DEPARTMENTS ON CAMPUS. THIS RESOURCE DIRECTORY IS APPENDED 

TO THIS REPORT. 
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l5'il· UNIVERSITY OF MINNESOTA Office of the P~esident 
202 Morr111 Hall 
100 Church Street S.E. 
Mmneapo11s. Minnesota 55455 

11arch 10, 1982 

Cear Civil Service Eirployee a.'"ld Colletti ve Bargaining Unit Enployee: 

'The Civil Service Ccrrrnittee of the University of Minnesota is concerned 
about what you feel and think is important to ~ for a healthy-lifestyle 
WCJrk environrrent. Health is defined by the t'brld Healt.h Organization as 
11 
••• not only the absence of disease but our physical, social, aT1d rrental 

well-being." 'I'he e.T1closed questionnaire allcws you the opportunity to 
contribute and express your perceptions of the University of Hinnesota 
environrrent. 

Your ~letion of this questionnaire is important for the following reasons: 

1. The rerul ts of this rmdan survey wj ll be used +..o r:c:rpile 
a ret:ert al:x:>ut the healthy lifestyle status of University 
of Minnesota errployees; 

2. Your needs, concei:ns, observations, aT1d reccrnrendations 
will be taken into consideration in plc~~ing future 
pro;r-:-arns. 

Although filling out questionnaires takes a little time and effort, those o~ 
us signing this letter, and th~ University's Civil Service Ccmnittee, 
oenuinelv believe it is en effort well \>JOrth making. As human beings, all 
~f us ultimately de:t=end on the healt_lj -- the "'1.·1elLT1ess" if you vr.ill - of 
our bodies and J'Tl.i.nd.s -- and we all will be better off as rren aT1d 'vorren if we 
think al:x:>ut this subject a."'ld try to address it intelligen.tly. G::x:>d health 
is a great blessing and adva'"ltage to us all, a.T1d yet it does not oorre auto
IT'e.tically, nor should we take if for granted. Please help us 1 and yourself 1 

by taking approximately fifteen minutes on thi3 questio~T1aire 1 thereby con
tributing to this i.n;:ortant project. v'le all t."lan.k you in advance. 

(' ({c_~ 1-~v}no..L.t-
c. Peter Magrath 
President 

CPI>1:kb 

Enc: cuestionnaire 

Cordially, 

r~· 
Jerome Larson 
Chair 
Civil Service Carmi ttee 

A-u~ ~it-
Deanna sriri. th 
Chair 
Civil Service 

VJellness SUbo:::mni ttee 
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APPENDIX I 

U OF M CIVIL SERVICE WELLNESS SURVEY 

Finding Out About Employees' 
Health and Wellness Needs 

Instructions 

• 

• 

• 

• 

Please answer all the questions by circl.ing or writing in an answer . 

Your responses will be kept stricfly confidential. The number on this survey is for follow-up 
purposes only. Individuals will not be identified in any report. 

Questions about the survey? Call (612) 373-7781 or 373-4862 . 

Return the questionnaire.in the enclosed envelope to: 

Civil Service Wellness Survey 
University of Minnesota 
145 Peik Hall 
159 Pillsbury Drive, Southeast 
Minneapolis, MN 55455 

THANK YOU. 
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0-25 These days many people are feeling more stress from their jobs, families, and the 
economy. 

In general, how satisfied are you with your ability to cope with the stress in your life? 
(Circle number) 

1 Not at all satisfied 

2 Only slightly satisfied 

3 Moderately satisfied 

4 Quite satisfied 

5 Very satisfied 

0-26 Do you have any comments about psychological health/self improvement or University 

(1.) 

programs in these areas? (If so, write in below.) 1!5-!6J 

!>f 

GENERAL HEALTH AND PREVENTIVE CARE 

Another part of welfness is health care. 

0-27 . During the past year have you: (Circle one number for each.) 

I Yes No I 
A. Had a physical check-up? ............. 1 2 (17) 

8. Had a dental check-up? .............. 1 2 

c. Been told your blood-pressure reading? . 1 2 

D. Been told your cholesterol level?· ....... 1 2 

I 0-28 Which health insurance plan do you have? (Circle number) 

I 
I 
I 
I 
I 
I 

1 Blue Cross/Blue Shield regular coverage 

2 Blue Cross/Blue Shield Health Maintenance 
Organization 

3 Group Health 

4 Other~~~~-------------------
(write in) 

0-29 Do you currently smoke? (cigarettes, cigars, or pipe) (Circle number) 

1 Yes 

2 No 

0-30 When you drive or ride in a car, do you usually wear a seat belt? (Circle number) 

1 Yes 

2 No 

(21) 
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Q-34 If you wanted to improve your health or fitness, what would be the one or two most 
important things that you would do that you are not doing now? (Write in.)----- l33-:>&1 

Q-35 If you wanted to do things to improve your health, do you think the following people 
would encourage or discourage your efforts? (Circle one number for each question.) 

Q-36 

Q-37 

Encourage 
Neither Encourage 

Discourage Nor Discourage 

A. Your supervisor? . . . . . . . . . . . . . . . . . . . . 1 2 3 

B. Your co-workers? . . . . . . . . . . . . . . . . . . . . 1 2 3 

C. Your family? . . . . . . . . . . . . . . . . . . . . . . . . 1 2 3 

One idea for encouraging employees to be concerned about their health would be to 
offer "wellness days" to employees who don't use their sick days-time off from work 
as a reward for staying healthy. 

Do you think the University should offer employees wellness days, or should it not do 
tltis? (Circ/6 numiJer) 

1 Should 

2 Should _not 

3 Don't know 

The University might offer employees on each campus some wellness services for free 
or at tow cost. 

Do you think you would use the services below? (Circle one number for each question.) 

Yes, even 
If I had Yes, but No, 
to pay a only if it probably 

small fee was free Maybe not 

A. An assessment of your eating habits 
and advice on your diet? .• ............. 1 2 3 4 

B. An assessment of your physical fitness 
and advice on a personalized 
fitness program? .................... 1 2 3 4 

c. A total assessment of your health and 
advice on how to improve your health? .. 1 2 3 4 

Q-38 Do you have any comments about health care and programs to improve employee 
health? (If so, write them below.) 

(3~) 

(38) 

(39) 

----------------------------------142-'3) 

BACKGROUND 
Finally, we need to know some things about yourself so that we can better understand your 
needs and interests. 

Q-39 What was your age at your last birthday? (Write in) (44-451 
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APPENDIX II PROJECT LIFESAVER JULY 1986 

THIS FOURTH OF JULY WEEKEND, 
FLY A YELLOW RIBBON! 

This Fourth of July, millions of Minnesotans will take to the open road in search of 
holiday fun. 

We urge you and your family to return home safely. We urge all our 
customers to take the Lifesaver Pledge; 

LIFESAVER PLEDGE -------- --------
I promise to: 

1. wear my seat belt at all times. 
2. insist that everyone in my vehicle 

wear seat belts. 
3. never drive while intoxicated or 

ride with an intoxicated driver. 
4. take reasonable action to prevent 

any intoxicated driver from driving. 
5. . not to speed or ride with drivers who 

speed. 
6. to wear a helmet when riding a 

motorcycle. 

. As a symbol of your pledge and as a reminder to 

your fellow Minnesotans, fly a yellow ribbon . 

I from your vehicle this holiday wee~end. 

I 
I 
I 

HAVEASAFEANDHAPPY 
4rH OF JULY WEEKEND! 
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FAMILY D£SCUSSION GUIDE 

To aid your family's_discussion, here are some ideas to consider: 

James Schaefer. Ph.D., Director, Alcohol and Other Drug Abuse Programming at 
the University of Minnesota, has developed a "Drink Smart" checklist with tive 
simple rules: 

l. Plan social events so that drinking is not the focus of the event. 

2. Limit the number of drinks. 

For a person over 130 pounds: · 
• Two drinks the first hour, then one drink per hour 
• After that, a limit of five drinks on any one occasion 
• No more than eight drinks per week 

Remember 2-1-5-8 

For a person under 130 pounds: 
• One drink per hour 
• A limit Of four drinks on any one occasion 
• No more than seven drinks per week 

Remember 1-4-7 

3. Eat before and during any drinking. The best foods are 
high protein for delaying alcohol effects and keeping the rate 
of intoxication low. But any food is better than no food if 
you are going to drink. 

4. Driving is out if you drink. Have a non-drinking friend drive. 

5. Drinking should not be combined with studying, cramming for 
tests or attending lectures, seminars, workshops. or laboratory 
work. Drinking and working are incompatible. 

Drinking and transportation to and from parties has become a sensitive issue. Try 
to develop a family policy on how you will handle a situation before it arises. · 
Some families have made an agreement that if a child calls for a ride home from a 
party, the parent will unconditionally come and provide transportation. Other 
families have agreed on a policy whereby parents prearrange a car pool for 
transportation. Still other families have developed a "designated driver" program 
for special events. 

Discuss how you want your family to handle drinking and transportation issues. 
Remember the goal: No drinking and driving, and no riding with 
someone who has been drinking. 
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SOCIAL RESPONSIBILITY CODE FOR 
FAMILIES 

1. We support a standard of behavior that affirms those who abstain or 
use alcohol in moderation. 

2. We pledge to lead by example -- becoming role models for our 
peers, parents, and chlldren. 

3. We pledge to develop a family policy on becoming a responsible 
host or chaperone. 

4. We agree to listen when someone discusses with us our alcohol use 
and to talk to someone who concerns us. 

5. We will risk the friendship of those close to us whose alcohol use 
impairs their ability to drive .. 

1){\ """h ll!h \J .. ,.... \!; ... "~'""': .. "'' == .111 
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Author, lecturer, and nationally-acclaimed wellness advocate 

APPENDIX III 

---- ·-----·----
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APPENDIX IV. 

( .. 
r: 

L 
cIvIL SERVICE WELLNESS SUBCOMMITTEE DE.~-~ A S~!ITH I C!LUR 

UNIVERSITY OF MINNESOTA College of Phamacy 

624 0632 

WELLNESS SUBCOMMITTEE QUESTIONNAIRE 

1. In reconstituting the Wellness Committee, I would suggest that 
you think about the following: 

• 

·2. I suggest that you take into consideration the following new 
lifestyle and wellness progress which has occurred: 

3. I advise you to do the following: 

Return in campus mail to: D. Smith, 5-130 HSUF, College of Pharmacy. 
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APPENDIX V. LIST OF NEW ~~MBERS 1986-1987 

AUGUST 28, 1986 

NEW WELLNESS SUBCOMMITTEE MEMBERS - CIVIL SERVICE EMPLOYEES 
u~IVERSITY OF MINNESOTA 

TOTAL NUMBER: 21 

Hary Tate 
30 Johnston Hall 
East Bank 624-9006 

George Laskaris 
240 Williamson Hall 
East Bank 625-9392 

Lori Gilbertson 
1035 Management & Economics 
West Bank 625-6353 

Linda Schissel 
230 Bierman Field Ath~ Bldg. 
East Bank 624-4044 

Kathy Forseide 
200 Shops Bldg. 
East Bank 625-5074 · 

Pat Solstad 
109 Northrcp Aud. 
East Bank 625-6600 

Karen Pylda 
260 Williamson Hall 
East Bank 645-2344 

Caroline Schenz 
240 McNeal Hall 
St. Paul Campus 624-2289 

Jim Banister 
423 Johnston Hall 
East Bank 

David Renner 
Box 702 UMHC 
East Bank 626-3663 

Peggy Ross 
107 Akerman Hall 
East Bank 

David Johnson 
Employee Assistance Program 
1313 Fifth Street S.E. 
Hinneapolis, ~ 55414 627-4242 

Vicki Berg 
2642 University Ave. 
St. Paul, MN 626-1544 

Sally Nereson 
421 Law Center 
West Bank 5-3419 

Karen Angst 
443 Boynton Health Service 
East Bank 6-0614 

Linda Littrell 
218 Cla Off Bldg. 
St. Paul Campus 5-8779 

Lynr. Olson 
Box 202 UMHC 
East Bank 6-5525 

Robin Maxwell 
S-69 Morrill Hall 
East Bank 624-7897 

Pat Snyder 
Minn. Hearth Health Program 
School of Public Health 
Stadium Gate 20 
East Bank 4-3518 

Sue Oatey, Assistant Director 
Student Activities Bureau 
340 CMU 
East Bank 

Susan Hoffman 
210 CMU 
East Bank 
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FOR QUESTIONS ABOUT THE CIVIL 

SERVICE WELLNE.SS SUBCOMMITTEE 

CJ..LL: 

DEANNA SMITH 

624 0632 

COLLEGE OF PHARMACY 

HSUF ROOM 5130 

MPLS. C.~US EAST BANK 



I 
I 0·17 Think about the past 7 days. On how many days in the past week did you: (Circle one 

number for each question.) 

I I DAYS l 
A. Eat vegetables? ..................... 0 1 2 3 4 5 6 7 (35) 

B. Add salt to your food at the table? ...... 0 1 2 3 4 5 6 7 

I c. Eat fruit? ........................... 0 1 2 3 4 5 6 7 
D. Eat cake/cookies/candy? ............. 0 1 2 3 4 5 6 7 

I 
E. Eat dessert? ........................ 0 1 2 3 4 5 6 7 

F. Eat most of your day's calories 
after work? ......................... 0 1 2 3 4 5 6 7 (CO) 

I G. Eat a salty snack (chips, pretzels, 
popcorn, etc.)? ...................... 0 1 2 3 4 .5 6 7 

I 
H. Drink 1·3 {but no more) cups of coffee? 

(not decaffeinated) .................. 0 1 2 3 4 5 6 7 

I. Drink 4 or more cups of coffee? 
(not decaffeinated) •................. 0 1 2 3 4 5 6 7 

I ,J. Have 1·3 (but r.,:, more) ser. ings of 
alcoholic beverages (beer, wine, or 
mixed drink)? ....................... 0 1 2 3 4 5 6 7 

I K. Drink 4 or more servings of alcoholic 
beverages? ......................... 0 1 2 3 4 5 6 7 (45) 

I L. Have breakfast? ..................... 0 1 2 3 4 5 6 7 
M. Eat milk, cheese; yogurt, i~e cream? .... 0 1 2 3 4 5 6 7 

N. Eat beef or pork? ...... -..... : ........ 0 1 2 3 4 5 6 7 

I 0. Eat bread or cereal? .................. 0 , 2 3 4 5 6 7 

0·18 Do you have any comments about nutrition and University programs on nutrition? (If 

I you do, write them below.) (~51) 

I 
I SELF-IMPROVEMENT/PSYCHOLOGICAL HEALTH 

Another aspect of wellness is coping with problems and improving yourself. 

I 0·19 Below are some psychology and self-improvement topics. Please circle all those that 
you would personally like to know more about. 

I 
A. Coping with job stress (S2) 

B. Managing your time 

c. Becoming more assertive 

I D. Learning how to relax 

E. Improving communication with other people 

I 
F. Coping with children (51) 

G. Child birth and pregnancy 
H. Arranging child care 

I r. Dealing with marital problems 
J. Career planning/development 
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SUB-COMMITTEE: 

CIVIL SERVICE BENEFITS ADVISORY COMMITTEE 
FINAL RECOMMENDATIONS 

PRIORITY #11 

FLEX TIME/PART TIME BENEFITS 

MEMBERS: Julie Gfrerer and f~ary Stafford 

RecoMmendation: 
The Benefits Advisory Committee recommends that the Personnel Department 
develop reference materials in two areas: job-sharing; flex-time. These 
reference materials would cite recent research and corresponding 
literature regarding these options, documenting possible benefits/risks to 
both the employer and the employee. These reference materials, once 
developed, should be made available University-wide to assist supervisors 
in making informed decisions. 

Rationale: 
Availability of well documented research regarding flex-time and job 
sharing would enable supervisors of civil service employees to respond 
with well informed decisions when presented with such requests. 
Information in this area would hopefully promote creative staffing options 
for both the employer and the employee. 

Benefit to the University: 
{money, time, human resources) 

Access to such reference materials would provide managers/supervisors with 
information vital to making cost effective decisions in terms of staffing 
and human resources planning. 

Cost to the University: 
(of implementation: money, time, human resources) 

Costs related to this recommendation would include staff time for research 
and documentation as well as production costs of reference materials. 
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CIVIL SERVICE BENEFITS ADVISORY COMMITTEE 
FINAL RECOMMENDATIONS 

PRIORITY #12 

SUB-COMMITTEE: WELLNESS 

MEMBERS: Carol Larson, Lois Norby 

Recommendation: 
That the Civil Service Committee support the ongoing efforts of the Civil 
Service Wellness Sub-Committee in their efforts to establish wellness and 
health related programs which would be available to all employees. 

Rationale: 
The attached copies (see recommendations 9 and 10) of letters, documents 
and studies show that employees who are physically and mentally fit 
increase job productivity which will reduce the University•s annual health 
care cost. 

Benefit to the University: 
(money, time, human resources) 

The University will reduce the annual loss in health care costs by 
promoting employee wellness. 

List Appendices: 
(see recommendations (9 and 10) 

Lifestyle Enhancement Report to Civil Service Committee, August 28, 1986 

Miscellaneous published articles regarding the merits of Employee Wellness 

Results of Big Ten telephone survey, January 1987 
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SUB-COMMITTEE: 

CIVIL SERVICE BENEFITS ADVISORY COMMITTEE 
FINAL RECOMMENDATIONS 

PRIORITY #13 

REGENTS• SCHOLARSHIP PROGRAM 

MEMBERS: Barbara Gallo, Lynda Wilson, Laurie Fitch 

Recommendation: 
The University Employee Benefits department, with the assistance of the 
Personnel department, should perform a feasibility study for a tuition 
reimbursement program for employees• spouses and children and a program 
for tuition assistance for employees attending other educational 
institutions. Attachment B outlines the dependent tuition reimbursment 
programs currently in place at five other Big Ten universities and the 
costs of those programs. 

Cost/Benefit to the University: 
(money, time, human resources) 

The costs, based on the data obtained in the survey of other Big Ten 
universities, would not significantly increase the amount of monies needed 
above the current $1.1 million contained in the tuition reimbursement 
fund. The program may influence dependents of employees to obtain an 
education at the University of Minnesota rather than at other 
institutions, may decrease employee turnover for those employees with 
spouses or other dependents who wish to attend a college or university, 
and would allow employees whose educational needs are not met at the 
University of Minnesota to fill that need. 

If the feasibility study is positive, a program could be designed wherein 
each employee is allocated a specific dollar amount per year for 
educational purposes. The employee could be given the options of using 
the money for tuition reimbursement for himself/herself at institutions 
other than the University of Minnesota, using the money for dependent 
tuition reimbursement at the University of Minnesota, or using the money 
for a combination of self and dependent tuition reimbursement up to the 
set dollar amount. Any unused funds would revert to the tuition 
reimbursement fund at the end of the year. If the program is implemented, 
the details should be included in the brochure prepared by Employee 
Benefits. 
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UNIVERSITY OF MINNESOTA 
TWIN CITIES 

DATE: APRIL 20, 1987 

Office of Student Financial Aid 
Student Support Services 
21 0 Fraser Hall 
106 Pleasant Street S.E. 
Minneapolis, Minnesota 55455-0422 
197 Coffey Hall 
1420 Eckles Avenue 
St. Paul. Minnesota 55108-1030 

TO: EMPLOYEE BENEFITS ADVISORY COMMITTEE MEMBERS 

FROM: MARY STAFFORD 

RE: FINAL REPORT 

Attached is a summary of recommendations that we now need to prioritize. 
Please complete the Final Recommendation Priority Worksheet and return it 
to me as soon as possible. I will provide each of you with a copy of our 
final report once it is completed. Thank you for your participation and 
effort during the last several months. I enjoyed working with all of you. 
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(Please check statements you agree with) 

I do support Phase I of the UNIVERSITY OF MINNESOTA FLEXIBLE 
BENEFITS FOR ACADEMIC AND CIVIL SERIVCE EMPLOYEES (January 1, 1987) 
proposal 

I do NOT support Phase I of the UNIVERSITY OF MINNESOTA FLEXIBLE 
BENEFITS FOR ACADEMIC AND CIVIL SERVICE EMPLOYEES {January 1, 1987) 
proposal 

I do support Phase II of the UNIVERSITY OF MINNESOTA FLEXIBLE 
BENEFITS FOR ACADEMIC AND CIVIL SERVICE EMPLOYEES (January 1, 1987) 
proposal 

I do NOT support Phase II of the UNIVERSITY OF MINNESOTA FLEXIBLE 
BENEFITS FOR ACADEMIC AND CIVIL SERVICE EMPLOYEES (January 1, 1987) 
proposal 

I do support efforts by the Employee Benefits Department toward 
improved communication with Civil Service Employees 

Please rank the following (1-13) in priority order (of importance). 

RECOMMENDATION: 
To support the ongoing efforts of the Civil Service Wellness 
Subcommittee in their efforts to establish wellness and health 
related programs which would be available to all employees. 

RECOMMENDATION: 
That the Personnel Department continues to lend its support to 
the Civil Service Wellness Subcommittee by becoming actively and 
financially involved. 

RECOMMENDATION: 
Implement a change in Civil Service rules allowing employees to use 
accrued sick time to enhance their own physical and mental 
we 11 ness. 

RECOMMENDATION: 
Request lobbying by the University ir. favor of a permanent "Rule of 
85." Recommend that the "Rule of 85" be established as a permanent 
rule for University employees. (Rule states age and years of 
service must equal 85 to be eligible for full retirement benefits.) 
We further support lowering the early retirement reduction factor 
to a flat 3% per year (1/4 of 1% per month). We further support 
the MSRS recommendation to increase formula percentage earned for 
each of .the first 10 years from 1% to 1.5% (this would increase 
retirees benefit by 5% over the 5 high-year average salary.) 
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RECOMMENDATION: 
The following classes and programs should be added to the Regents' 
scholarship program: Continuing Education and Extension (CEE) 
Independent Study classes; television, radio, video cassette, and 
correspondence courses offered by CEE Independent Study; 
Professional Development and Conference Services seminars and 
Improvement courses; Continuing Education for Women (CEW) courses; 
non-credit courses; and MacPhail Center courses. 

RECOMMENDATION: 
The University Employee Benefits department, with the assistance of 
the Personnel department, should perform a feasibility study for a 
tuition reimbursement program for employees' spouses and children 
and a program for tuition assistance for employees attending other 
educational institutions. Attachment B outlines the dependent 
tuition reimbursement programs currently in place at five other Big 
Ten universities and the costs of those programs. 
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RECOMMENDATION: 
That the Employee Benefits Department present the equitable retire
ment packages(s) in draft form to the Civil Service Committee, or 
its designee. Further recommend that the Civil Service Committee 
hold open forum (or hearings) on these drafts before such plans 
are in the final stages. 

RECOMMENDATION: 
That at the time of retirement the employee's accumulated sick 
leave time be converted to a flat fee payment in support of health 
care insurance. This payment shall be payable on a monthly basis 
and shall be made for no fewer than 18 (eighteen) months following 
the retirement to the retired employee, or to said employee's 
estate. Factored into the payment formula are years of service 
(not years of continuous service), total amount of sick time 
accumulated and age at the time of retirement. 

RECOMMENDATION: 
A maternity/paternity or adoption paid two-week leave of absence 
shall be granted to a university staff natural or adoptive parent 
when requested in conjunction with the birth or adoption of a child 
and the use of up to 20 additional sick days (if accumulated) and 
the use of additional vacation days. 

RECOMMENDATION: 
To allow dependent care expense, (Section 129 of the Internal 
Revenue Code), to be set aside on a "before-tax" basis. Our 
committee endorses the Phase I recommendation of a report entitled 
University of MN Flexible Benefits for Academic and Civil Service 
Employees prepared by David Swanson {1/1/87). The information 
attached is contained within that report, exclusive of the last 
section "Implementation Analysis" which has been developed by the 
Childcare Committee. 

RECOMMENDATION: 
The University of Minnesota provide benefits for employees who work 
50 to 74 percent time at the percentage of appointment. 

RECOMMENDATION: 
The Benefits Advisory Committee recommends that the Personnel 
Department develop reference materials in two areas: job-sharing; 
flex-time. These reference materials would cite recent research 
and corresponding· literature regarding these options, documenting 
possible benefits/risks to both the employer and the employee. 
These reference materials once developed, should be made available 
University-wide to assist supervisors in making informed decisions. 

RECOMMENDATION: 
Regents .. scholarship program should be treated as any other 
University employment benefit with equal access to all eligible 
employees. 
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The intent of this report 1s to provide information to make an infonmed 
decision as to the need for flexible benefits at the University of Minnesota. 

Included after the caveat, are objectives, concerns, explanations of various 
types of flex benefit program~ and a plan implementation in two phase~. Ir 
addition, practical and regulatory exclusions are explained. Advantages and 
disadvantages are listed along with possible plan implementation timing, cost 
considerations, and some examples of suggested timetables. 

Concerns are the ultimate effect of Federal tax law revision, the 
coordination with or separation from the State Plan benefit system, political 
considerations of such action, effect on collective bargaining coordination, 
implementation before the new State Plan system has been completed, and the need 
for a sophisticated data base system. 

Phase I would maintain current benefits and implement unreimbursed medical 
expenses and dependent care with pre-tax dollars. This can be a stand alone 
program or integrated as part of a broader flexible benefits plan. 

Phase II is a flex benefit plan including health, life, dental, short term 
disability insurance, and cash, as well as dependent care and unreimbursed 
medical expenses. -

Certain benefits could be added at a later date such as vision, legal, or 
other life plans. Certain benefits have been excluded from flex benefits such 
as sick and vacation pay, and long term disability plans because of substantial 
d-ifferences in programs and need for further· study. Other benefits are excluded 
because of Federal regulations such as tuition, retirement, automobile and 
homeowners insurance. 

Without inflationary increases, the initial costs for development plus the 
annual costs for operation are estimated as follows: 

Implementation 

Annual Operating - recurring 

Phase I 

$166,000 

s 34,500 

Phase II 

$699,000 

$203,000 

It is proposed that the University contribution toward the cost of benefits 
be determined without regard to an election for single or dependent health and 
dental coverage. To increase the contribution for those with single coverage to 
the level of those with dependent coverage would increase the University annual 
cost by $8,500,000 of which $4,400,000 would represent the Support Funds (0100) 
portion. 

If the decision is made to implement flex benefits, it is suggested that 
Phase I be implemented on January 1, 1988. The second phase should then be 
~mplemente~ on January 1, 1990, or whenever the State of Minnesota might 
1mplement 1ts• program. The January dates were selected because of the logical 
relationship and effect upon the tax deferred annuity, union negotiations, and 
active employment of most employees on those dates. 
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1. To control and possibly prevent increased benefit costs to the 

University. 

2. To meet the diverse needs of employees as those needs change during the 

employment cycle. 

3. To provide minimum levels of coverage in certain areas with broad 

flexibility in other areas. 

4. To maximize the tax-free status of options available under the program. 

5. To increase employee awareness of the cost of various benefits which 

should result in a more appropriate allocation of benefit expenditures. 



I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 
I 

Tax law Revision 

Congress has passed (signed by President Reagan on October 22, 1986) a sweeping 

revision of the Internal Revenue Code which includes a number of provisions that 

will impact Employee Benefit programs. At this point, the details are unclear 

but it is reasonable to expect that there will be significant changes in all 

areas of Employee Benefits. It is anticipated that the code and subsequent 

regulations will require very broad eligibility and participation encompassing a 

larger segment of the employee population than is currently covered by the 

University of Minnesota. It is possible that the University may be permitted to 

have more than one program, provided that the separate programs are of approxi

mately Pequal• value. 

State Plan 

The University currently participates in the •state Plan• which includes health 

insurance, dental insurance, life insurance, and a number of additional optional 

coverages. By State Statute, only the Commissioner of Employee Relations for 

the State of Minnesota has contracting authority with the various insurance 

providers. For us to design a plan different from that which the state uses, it 

would be necessary to convince the commissioner to adopt our program as a part 

of the State Plan and make the necessary contractual modifications with the 

various insurance providers. Up to this time, the State has been successful in 

achieving one of its objectives, which is to maintain a single program for all 

covered employees. If for any reason, the commissioner would not or could not 

accomplish those contractual changes, it would be necessary for us to withdraw 

from the State Plan in order to have our own plan design. 

FB.7 
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If it becomes necessary for the Uni~ersity to withdraw from the State Plan in 

order to establish its own flexible benefits program, would this create adverse 

reactions from members of either the State Legislature or of the State 

Administrators? If so, would such reactions have a carry-over effect to other 

areas where the University must deal with the legislature and/or State 

Administrators? 

Collective Bargaining 

It is still not clear what effect the revision of the Internal Revenue Code, as 

passed by Congress, will have on the collective bargaining situation relative to 

benefits. We do not know if it will be possible to design one program for 

non-union employees and a totally separate program, possibly of unequal value, 

for those employees who are covered under Collective Bargaining Contracts. 

With respect to the University of Minnesota, it would appear reasonable that the 

UEA would not present a major stumbling block. Even though the UEA has not been 
' 

in existence for a long period of time, there is a historical pattern of 

bargaining for essentially those benefits which are available to other faculty 

members. 

The AFSCME and teamsters bargaining units may present a different situation. 

Historically, the AFSCME Union has demanded the same benefit package at the 

University that AFSCME at the State of Minnesota agrees to for its employees. 

So far, the Teamsters Union has been amenable to getting the same benefit 

package that is provided to other University employees. If the University 

designs a flexible benefit program for its employees who are not part of a 

collective bargaining unit, it may have to have two separate flexible benefits 

programs. 
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No program should be put into place until such time as the database and systems 

to operate the program have been thoroughly tested and installed. This is a 

very substantial task which should not be started until such time as the design 

of the database for the State Plan Self-Billing System has been completed. 

A key factor in the success or failure of any flexible program is communication. 

While a thorough communication program will not guarantee success, anything less 

will guarantee failure. A good communication program should include written 

material plus a series of meetings, with each eligible employee being given an 

opportunity to attend one of the meetings. A hot-line staffed by knowledgeable 

employees should be made available. 

The written materials would have to be comprehensive in explaining each of the 

various benefits available. In addition, worksheets would have to be provided 

so that employees could figure the net financial impact of alternative benefit 

choices. 

Administration 

The administration of a program requires a very thorough and sophisticated data

base to provide for the annual elections by each employee eligible for the 

program along with a history of the various coverage changes made by employees. 

To date, such a database and systems have not been designed. A good start is in 

process with respect to a database. The basic elements are being included in 

the self-billing system for the State Plan administration. The current time

table calls for that database and system to be in operation by July 1 or October 

1, 1987. 
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There are a number of types of flex benefit plans from which to choose. 

They may vary from total employee control to optional packages designed to most 

best fit the employee's needs. It is suggested that certain benefits such as 

retirement, disability, and tax deferred annuities be continued in their present 

form. The benefits available under the flex plan would have few restrictions. 

Health insurance coverage would be required in the University plan or elsewhere 

and perhaps a minimal life insurance benefit. Certain coverages are excluded 

for practical or regulatory reasons. 

PLAN IMPLEMENTATION 

It is suggested that if the decision is made to implement flex benefits, it 

should be considered in two phases. Phase I would include medical care 

reimbursement and dependent care. Phase I could be implemented and operate 

without Phase II. These benefits would be added to the current benefit package. 

Phase II would be a basic flex benefit plan. Additional flex benefits could 

be added at a later date • 

Phase I - Medical reimbursement and dependent care expense 

Medical reimbursement expense (Section 125 of the Internal Revenue Code) 

would cover all eligible unreimbursed medical expenses, including the employees' 

contribution toward the cost of health and dental coverage. These costs are 

incurred for items such as deductibles, co-payments (ie, prescription drugs), 

and non-covered medical services (ie, eyeglasses). Currently, these expenses 

must be paid from after tax income. 
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for these items with before-tax dollars. 

Dependent care expense, (Section 129 of the Internal Revenue Code), not to 

exceed $5,000 per year, could be set aside on a •before-tax" basis. 

Rationale for Phase I implementation. The following points illustrate the 

rationale for Phase I. 

1) With the implementation of the new State Plan benefit program, plans 

have been made to incorporate Phase I shortly after implementation. 

2) It would not impact the State Plan relationship with the State of 

Minnesota. 

3) Employees would derive benefits from the programs with minimal 

administrative costs. 

4) Even if a flex benefit program were not incorporated in the future, 

employees would have the advantages provided by Phase I. 

Salary reduction. In these programs, employees reduce their taxable income 

by executing a salary reduction agreement. The amount of the reduction is held 

in an allocated account with the employee being later reimbursed for allowable 

expenses. 

1) Salary is reduced not only for Federal and State income taxes, but also 

for Social Security. 

2) IRS regulations include a •use it or lose it• provision. Any salary 

reduction in excess of allowable expenses is forfeited at the end of the 

year. 

3) Further, funds cannot be transferred from one account to another. 

4) Salary reductions would work to reduce maximums otherwise available 

under the Optional Tax-Deferred Annuity Plan, (Mills II). 
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only exceptions being: 

1) An employee without dependents acquires dependents. 

2) A participant with dependents loses all dependents. 

Eligibility. Both full-time and part-time employees (of 17-i hours per week 

or more) who are paid on a regular recurring basis and who are appointed for a 

period of not less than six months per year are eligible. New employees may 

join during the year provided they do so within the first month of employment. 

Reimbursement. The salary reduction funds shall be held in allocated 

accounts, without payment of interest, and be disbursed to the employee upon 

proof of payment by the employee. Reimbursements shall be available on a 

quarterly basis for medical expenses and on a bi-monthly basis for dependent 

care expenses. 

Employer contributions. When Phase II is initiated, employees would be 

permitted to allocate •flex dollars" to either or both of these accounts in 

addition to, or in lieu of, salary reduction amounts. 

Phase II - Basic Flex Benefit Plan 

Phase II is the implementation of the flex plan by making flex dollars 

available to employees, continuing the Phase I benefits and permitting each 

employee to elect the benefits that best suit them from the available choices. 

Plan choices. Employees may choose from the following benefits: 

1) Health insurance is a primary choice. The choices would include HMO(s), 

fee for service (Blue Cross/Blue Shield) at varying levels of coverage 

from the comprehensive Gold Aware plans to large front end deductibles. 

If an employee certifies that adequate coverage is available elsewhere, they 

could elect not to choose a health insurance option. 
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less for each employee. Employees could then use flex dollars to 

purchase additional coverage in units of $25,000 or less, unit size to 

be determined in planning. Considerations are anti-selection (those 

with impaired health present greater risk and will elect coverage), need 

for some kind of guaranteed issue, and resulting affects on premiums. 

3) Dental insurance expenses are normally within levels that can be 

contained in one's budget. Dental insurance will be offered on a 

totally optional basis to both st~ff and faculty. 

4) Short term disability would be made available in units of coverage with 

a upper limit tied to salary. This coverage will also be offered on a 

totally optional basis. 

5) Cash may be elected in lieu of using flex dollars for the purchase of 

benefits. Any amount so designated would become payable over the 

employees• term of appointment and become taxable the same as regular 

salary payments. 

Standard default. For various reasons, some employees will be unable or 

unwilling to make the various choices required under a flexible benefits 

program. A standard package including health, life, and dental insurance will 

be established and assigned to any employee who does not complete the election 

forms that are required annually. 

Future choices. There are additional benefits which should be considered 

for future inclusion in the program. The benefits would include vision 

insurance, legal insurance, and more sophisticated forms of life insurance such 

as paid-up life at retirement. 
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The following benefits would not be a part of the flex benefit program, but 

would be continued in their current form or studied as separate issues. 

1) Sick leave -continue the different programs for civl service and 

faculty. 

2) Vacation - continue the different programs for civil service and faculty. 

3) Long term disability in~urance - continue separate programs, but should 

be studied as a separate issue. 

Regulatory Exclusions 

Certain benefits have been excluded for the following reasons: 

1) Tuition for dependents was excluded because Federal regulations mandate 

that such a plan be separate from a flex benefit program. It cannot be 

included as an option. 

2) Retirement was excluded because the only type of deferred compensation 

that may be included under flexible benefits is a 40l(k) program. The 

new tax legislation will not allow the University to adopt a 40l(k) 

plan. 

3) Automobile and homeowners insurance are excluded because Federal 

regulations do not permit the inclusion of these benefits in a flexible 

benefit plan. 

ADVANTAGES AND DISADVANTAGES 

Advantaaes 

1. The University's benefit plan· contribution would be spent more efficiently 

when employees are given an opportunity to select, with certain limitations, 

those benefits which are most relevant to their own individual needs both 

initially and as those needs change over the employee's life cycle. 
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adoption of new or improved benefit plans or permit the University to 

improve the total benefit package without necessarily increasing the 

University's cost. 
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3. A flexible benefits plan includes the potential for control of future 

benefit cost increases because it allows such increases to be shifted from 

the University to the participants. 

4. Benefits represent an important part of total compensation cost but rela-

tively few employees are aware of the University's expenditure for benefits. 

The increased flexibility of choice will increase the awareness of cost and 

may result in greater appreciation of these plans by the employee. 

5. The direction by employees of the expenditure of benefit dollars should 

increase employee satisfaction. 

6. By remaining competitive with other institutions, the University should 

enhance its ability to recruit and retain employees. 

Disadvantages 

1. The adoption of a flexible benefits plan, in effect, creates a separate 

program for each employee. The complexity of benefit plan administration is 

greatly increased which results in a substantial increase in the cost of 

administration. 

2. Some employees may be unable or unwilling to make proper benefit choices. 

This creates potentia 1 charges of lega 1 1i ability on the part of the 

University for providing inadequate, inaccurate, or incomplete information 

to employees. There is an additional potential even where full, complete, 

and accurate information is given when the selections by employees are 

either poorly monitored or not monitored at all. 
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time it is done, such selection may later turn out to be inadequate 

resulting in employee morale problems and possibly community public 

relations problems. 

4. Employee selection tends to increase the cost of benefits due to the 

likelihood that employees selecting a particular benefit would be a higher 

risk and higher claim group. They tend to select the benefits they are most 

likely to use. 

5. Whatever method is used to ultimately allocate •flex-dollars• will be 

perceived by many employees-as unfair or result in significant additional 

University contributions. 

6. Because the employee becomes the •purchaser• of benefits, pressure to select 

and maintain the lowest cost coverage possible will be exerted, possibly at 

the expense of quality. 

7. The adoption of a flexible benefits plan will require satisfying Federal 

regulations for eligibility and participation requirements resulting in 

extending the coverage to employees not now currently covered under benefit 

programs with a significant increase in University cost. 
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Funds required for the payment of the various benefit options will derive 

partially from the University and partially from the employee. Those funds to 

be provided by the University will be referred to as flex-dollars. How will the 

amounts available for each employee be determined? 

Because the program can not include the retirement program, it appears 

inappropriate to base the contribution on level of salary. The current benefit 

program for health and dental coverage relates the University contribution to 

single or family coverage. A desirable goal would be to base the contribution 

on factors other than the election for dependent coverage. 

It is recommended that the ultimate goal be determined as a stipulated 

amount for all employees. One possible method that can be used is to divide the 

number of participants into the total University cost for the current program. 

This would have the effect of increasing the contribution for those employees 

who do not have dependent coverage while decreasing it for those who do. There 

are other methods available to achieve the same goal, such as: 

1) Increase the contribution for all employees to the level required for 

those who have dependent coverage. This would increase the cost of the 

plan by approximately $8,500,000 per year with the Support Funds portion 

(0100) of the total cost approximately $4,400,000 per year. 

2) Freeze the contribution for those with dependent coverage and phase-in 

an increase for those who do not currently have dependent coverage. 

3) Phase-in a decrease for those who currently have dependent coverage with 

a corresponding increase for those who do not have dependent coverage. 
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The reason for suggesting a two phase implementation have been briefly 

described in previous sections of the proposal. The following, reviews and 

expands on those considerations. 

Phase I could be deferred and the plan could be implemented in its' 

entirety. However, the following points should be considered. 

1) A program covering only unreimbursed medical expenses and dependent care 

expenses can be accomplished with considerably less effort than a \ 

program which provides choices among different benefits because the 

required database and systems are not as complex. 

2) It is not necessary to negotiate with insurance providers. 

3) Because the University would provide the expense of administration but 

not the direct cost, it is reasonable to assume that exclusive bargain

ing representatives would be amenable to extending such a benefit to 

their employees whenever the University is ready to offer it. This is 

in contrast to the programs where both benefit design and University 

contributions have been negotiated. 

4) The staff of the Employee Benefits department is currently committed to 

a series of projects involving the need for substantial blocks of time. 

The time involved does not leave room for a project of this magnitude 

until the latter part of 1987. 

5) It is reasonable to expect clarification of the current tax legislation 

by the middle of 1987 sufficient to put together some reasonable ground 

rules. It is highly doubtful that such clarification will be available 

any earlier. 
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The total cost of a benefits program includes both the cash expenditures for 

the benefits and the cost to administer the programs. This report will ignore 

the intangible elements that, at best, are very difficult, if not impossible to 

measure. These would include such things as time spent in working for changes 

by dissatisfi~d employees or increased work productivity from satisfied 

employees. 

Decrease 

Phase I would permit employees to allocate before-tax dollars to pay for 

medical and dependent care expenses. Social Security is payable on the net pay 

after the reduction. To the extent that an individual salary is reduced below 

the maximum salary covered under Social Security, both the University and 

employee would reduce cash outlay. During the period between the date of the 

salary reduction and reimbursement to. the employee, any interest that is earned 

will be retained by the University. 

To the extent that the University would elect to control future benefit 

costs by limiting its' contribution to the cost of benefits and thereby shifting 

such costs to the employee, there is a potential for future cost savings. 

Obviously, this potential could result in no decrease, or in very substantial 

decreases. 

The reduced cost of Social Security plus interst earned would not be 

significant enough to affect the decisio~ to implement a program. Any · 

substantive cost savings would come from future policy decisions relative to the 

University contribution for benefits. 
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The adoption of Phase I and/or Phase II would create the non-recurring costs 

of implementation plus the recurring costs of administration. 

The implementation costs would be incurred to develop the required database 

and systems to operate the program. The University payroll division is planning 

the development of a new payroll system. Depending on the timing of that 

project and the flexible benefits program, it may be necessary for them to 

modify their current system and also revise their plans for the proposed system. 

Additional costs would be required for developing, printing, and mailing the 

various items of explanatory material. Consultants fees would be incurred for 

assistance on certain aspects during the development of the program. There will 

be additional costs for lost production while employees attend explanatory 

meetings, no attempt will be made to quantify such costs. 
. 

Estimated Increases - Non-recurring 

Phase I Phase II Total 

Systems development $150,000 $500,000 $650,000 
Printing Communications 2,000 120,000 122,000 
Postage 9,000 54,000 63,000 
Consultants 5,000 25,000 30!000 

$166,000 $699,000 SB65,000 

The recurring costs would include maintainance and operation of the systems 

that are charged by AIS. Because individual elections are required each year, 

there would be annual printing and postage costs. A decision will have to be 

made to determine if a flexible benefits program can be operated with the 

current employee benefits staff. Preliminary thoughts suggest the need for one 

or two additional full-time staff members. In any event, additional temporary 

help will be required during the enrollment periods. 
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Systems Maintenance and Operation 
Printing Communications 
Postage 
Staff 

Phase I 

$10,000 
2,000 
4,500 

18,000 
$34,500 

- "' : 

Phase II 

s 30,000 
100,000 
37,000 
36,000 

$203,000 

Total * 

s 35,000 
100,000 
37,000 
54,000 

S226,ooo 

* The combining of Phase I and Phase II would permit coordinated operation, 

printing, and mailing. 

Only a minimal amount of effort was devoted to the cost estimates. If the 

concept of a flexible benefits plan is deemed to be desirable, a considerably 

greater amount of time should be devoted to cost estimates before approval to 

proceed is granted. 
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The following timetables are contingent upon receiving an assurance that AlS 

can accomplish all necessary systems design within the required time. 

In part, the time tables have been developed on a premise that, to the 

extent possible, both academic and civil service employees would be covered 

under the same program. Because benefits (excluding pensions) are eligible 

items for collective bargaining, it appears to be appropriate to include 

flexible benefits in the package planned for the two year contracts covering the 

period from July 1, 1989 through June 30, 1991. Accordingly, the implementation 

is proposed to be effective January 1, 1990. 

A January 1 implementation date would be more desirable from the standpoints 

of not having to complete negotiations with the exclusive bargaining represen

tatives so early and having nine month appointees on the payroll. An October 1 

date would be undesirable because it would place the enrollment process in the 

summer months when 9 month faculty are away from campus. If a January 1 date is 

chosen, it is strongly recommended that implementation of Phase II be on January 

1, 1990. 

There are indications that the State will be considering flexible benefits 

1n negotiations for the two year period beginning July 1, 1987. Because of our 

close tie-in to the State, we must be prepared to implement whatever is 

negotiated in the way of both benefits and timing. 
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April - July 
1987 

August 
1987 

September 
1987 

October 
1987 

November -
December 

1987 

I 
Jan. 1 ~ 1988 
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PHASE I 

Formulate and Develop Communication needs 

Finalize program details. Working with communication prJ

fessionals, formulate and develop the communication program. 

Test the communications for clarity and understanding by a 

few selected focus groups. 

Train area spokespersons 

With the use of training sessions, train area representatives 

(who will conduct employee meetings) in the program and how 

they should communicate it. Objective: To develop credible 

•local• contacts. 

Build understanding 

Mail two newsletters to the employees• home. The first letter 

would explain the concept and the second would explain the 

individual benefits. 

Employee Meetings 

Area spokespersons would conduct employee meetings utilizing 

an audio-visual presentation followed by a question and 

answer session. Each leader would then lead the group through 

the enrollment process and collect the enrollment forms. 

Confirmation 

Each individual is sent a statement confirming their indivi

dual elections. This would provide the final opportunity for 

an employee to make corrections. 

The program begins officially. 
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I Jan ~ March 

1988 

PHASE II 

Employee attitude survey 

Prepare, distribute, collect, and ana1yze survey form 

Objective: To assess receptivity of concept and specific 

needs 

March 31, 1988 Decide to abandon concept or proceed 
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April - May 
1988 

June-July 
1988 

August, 1988 

September, 
1989 
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Formulate Communication needs 

Form Communication Task Force to work with communication 

professionals to formulate the communication program that will 

work best at the University. 

Objective: To develop a true assessment of the communication 

needs of the total University employee group. 

Develop the communication program 

Finalize the benefit program design plus the total 

communication program. Test the communication for clarity and 

understanding by a few selected focus groups. 

Train area spokespersons 

With the use of two day training sessions, train area repre-

sentatives (who will conduct employee meetings) in the program 

and how they should communicate it. 

Objective: To develop credible "localn contacts 

Build understanding 

M6il a series of newsletters to the employees' home. The 

first letter would explain the concept and the balance would 

explain the individual benefits. 
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Provide a personalized workbook containing the flex-dollars 

available to each employee. 

October. 1989 Employee Meetings 

Area spokespersons would conduct employee meetings utilizing 

an audio-visual presentation followed by a question and answer 

session. Each leader would then lead the group through the 

enrollment process and collect the enrollment forms. 

Nov-Dec. 1989 Confirmation 

Each individual is sent a statement confirming their indivi

dual elections. This would provide the final opportunity for 

an employee to make corrections. 

January 1, 1990 Flexible Benefit Plan begins officially. 

March, 1990 

FB.25 

Follow-up 

Follow the enrollment process with a final newsletter 

reporting the results of the enrollment which will also 

reinforce the basic messages of the program. 
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ENPLOYEE BENEFITS COMMITTEE 
Minutes 

September 29, 1986 
Campus Club, Dale Sheppard Room 

The purpose of the Empl·oyee Benefits Committee of the Civil Service Staff 
is to examine issues relating to employee benefits. There has been no 
guarantee given that suggestions and recommendations made by this committee 
will be implemented, but it has been agreed that all input by the committee 
will be considered. To facilitate researching issues and act as advisor to 
the Employee Benefits Committee, I Fahnhorst has offered his services. 
There is currently a deadline of April 30, 1987 for recommendations to be 
made by this committee. 

It was agreed that the agenda for the day would be to develop procedures upon 
which the committee can make decisions and research areas of interest. Therefore 
a timetable, schedule, list of concerns, and breakdown of subcommittees were 
developed. It was also agreed that the use of subcommittees would facilitate 
research and presentation of major issues to the committee and also address 
individual concerns within the committee. 

Procedures: The committee would be broken down into four major subcommittees 
each of which would research a given area(s) and present its findings to the 
larger committee. Voting procedure on recommendations would be as follows: 
1) The information would be presented at one committee meeting by the sub
committee and then voted on by the entire committee at the next meeting. 
Should a member of the committee be absent during a vote, a proxy vote may 
be submitted to the Chair, Mary Stafford. 2) A majority rule will be adopted 
by the committee in making recommendations. Should a vote be very close, 
a minority decision will be included with the recommendation of the majority. 
3) The Chair is recognized to have voting privileges but the special advisor 
will not. 4) The first three meetings will be devoted to the four major 
subdivisions of concerns. The last two meetings will address, if there is time, 
the larger divisions of a) Communication about existing benefits and b) Cafeteria 
style benefit plans. ' 

Schedule: The Employee Benefits Committee will meet 12:30 - 3:30 on the 
second Wednesday of each month at the Campus Club. Should the 
Campus Club not be available then Morrill Hall will be an 
alternate site. 

Dates: November 12, 1986 
December 10, 1986 
January 14, 1987 ·· 
February 11, 1987 
March 11, 1987 

(I 

An alternate date in case of an emergency or for subcommittee 
meetings will be the fourth Wednesday of each month. Members 
are advised to keep this day free of commitments as well. 
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Employee Benefits Committee 
Minutes 
September 29, 1986 page two 

Liaison persons: The following members will appear in Brief as representatives 
of the Employee Benefits Committee. They will relay outside concerns and issues 
that may be addressed. (Joan Vindedahl, Karen Borchardt, Julie Gfrerer) 
Barbara Gallo will look into having their names and phone numbers published 
in Brief. Internal Newsletters may also carry committee members names and 
phone numbers. 
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Employee Benefits Committee Meeting 
Minutes of 11/12/86 meeting, 12:30 pm 

Members present: Mary Stafford· (Chair), Julie Gfrerer, Tom Eggenberger, Carol 
Larson, Barbara Gallo, Lois Blum, Laurie Fitch, Joan Vindedahl, Jeanine Stage, 
David Smith and Robert Fahnhorst (special advisor). 

Mary Stafford began the meeting by relaying messages from those who were unable 
to attend this meeting and announcing the resignations of Steve Carnes, Sharon 
Folk, Katherine Sarkanen. Ms. Sarkanen will remain affiliated with the Committee 
to take minutes if the Committee would like. There was general agreement that 
this would be helpful. 

The first item discussed was the telephone comments received from university 
employees since publication in the Brief of three committee members names. The 
comments received by Karen Borchardt and.Joan Vindedahl were distributed to all 
members, the comments from Julie Gfrerer were presented verbally. Joan 
Vindedahl stated that the area of most concern as demonatrated by the calls was 
the existing health care coverage. This is an area not being looked into by the 
Benefits committee. Mary Stafford asked Bob Fahnhorst if this was an 
appropriate area of input for the Committee. Followed a discussion of the 
history of the health care package in relation to university and state 
employees. Since 1 67 the University has followed the state plan benefits 
without much direct input by university employees. Unput is now being solicited 
by the State from the University before health care plans are negotiated but Mr. 
Fahnhorst indicated that the input had not been shown to have a substantial 
effect to date. 

In the area of mental health coverage, the University purchased a separate one year 
extension of mental health benefits when the Blue Cross/Blue Shield coverage was 
discontinued. It was asked if the University could purchase separate areas of 
coverage to supplement the State package. Mr. fahnhorst did not believe this 
could be negotiated. 

Mr. Fahnhorst also mentioned the history of the Flex Benefits idea. It or~g~
nated as a cost saving measure for employers, even though it is perceived by 
employees as a desireable benefit. It was also stated that that the Director of 
Personnel has requested to have, by the end of December, a feasibility study on 
the flex benefits issue. Mr. Fahnhorst stated that a major factor in the imple
mentation of the flex benefits package is the data base development costs. Due 
to the costs, Personnel may consider the implementation of flex benefits in sta
ges with medical and child care reimbursement accounts being the first stage. 
This was presented as a possibility only. He also stated that certain "core 
benefits" may have to be made mandatory, such as life insurance. 

Regarding the comments on MSRS, Mr. Fahnh~rst stated that the retirement program 
is handled by the legislators and it cannot be changed by civil service or the 
Personnel department. A discussion.of the value of a fixed benefit type pension 
program such as MSRS versus faculty program followed. Mary Stafford stated that 
any changes in vacation accrual rates, as suggested by employee input, would 
have to be made by the Civil Service Committee. The CS Committee is now working 
on a set of changes, introduction of new rule changes would have to be made in 
the next set of changes. 

A report of the subcommittees followed: 

Flex time/part time:. Julie Gfrerer reported that she had called 10 of the 
largest local companies and rec'd information on the benefits given to part time 
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(50% or more) permanent employees. Several reported that they paid half of the 
benefit package for these employees. In the University, there are roughly 16,000 
on 75% or more (full benefits) and approximately 10-15,000 part time Bob 
Fahnhorst estimated. Mary Stafford mentioned that students would not be eli
gible for additional benefits since their employment is considered financial 
aid. 

Child Care : Joan Vindedahl reported on the background of information already 
developed by the university Child Care Committee. She stated the main option 
being considered by the subcommittee was the reimbursement account pre-tax 
dollar benefit for child care. Suggestions were solicited regarding the feasi
bility of pursuing sick child card benefits considering the potential costs 
involved. The reimbursement account'a main cost to the University would be admi
nistrative. 

Wellness: Carol Larson reported that contact had been made with the existing CS 
Wellness committee. A copy of that committee's 1983 report as well as several 
articles on the benefits of wellness programs were offered to the Employee bene
fits committee. A discussion followed concerning the possible support our sub~ 
committee could lend to the CS Wellness Committee and the support the CS 
Wellness Committee could lend to our committee. 

Regents Scholarship: Barb Gallo reported that since the initial committee 
meeting the policy of taxing regents scholarship had been reversed. The issue 
of departmental consistancy in applying CS rules on regents scholarship is being 
looked into. Some departments allow employees to take. off work time for non 
work related courses, others will not allow work time to be used for any cour
ses. The question of tuition for dependents is also being looked into. Ms. 
Gallo has written to other big 10 personnel departments to determine policy in 
other schools. 

Retirement: Jeanine Stage reported that her committee had met with 
Barry Melcher of the Employee Benefits Dept. Changes that will be mandated by 
the new tax law were discussed. The possiblity of converting unused sick time 
into payment of some post-retirement benefit (health insurance for example) was 
discussed as well as a possible formula for the conversion. 

David Smith mentioned, during the subcommittee discussions, the need to utilize 
the existing university committees and information (such as child care and 
wellness) already developed. Also during the discussions it was determined that 
a comparative survey covering the issues being discussed would be useful. This 
survey would compare university benefits with those of other TC companies and/or 
big ten schools. David Smith offered to draft a survey and send it to committee 
members prior to the next meeting. 

It was determined by the Committee that the December 3rd meeting was not needed. 
Since the Personnel Committee was looking into the flex benefits issue and 
would have a report by the end of December this "Cafeteria Style" issue would be 
discussed at a later meeting, not Dec. 3. 

Agenda of the Dec. 10 meeting: 
Draft of survey to be considered 
Additional informal reports from the subcommittees 

Minutes submitted by Joan Vindedahl 
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EMPLOYEE BENEFITS COMMITTEE 
Minutes 

December 10, 1986 
Campus Club, Room 606 

Present: Mary Stafford (Chair), Julie Gfrerer, Carol Larson, Lynda Wilson, 
Barbara Gallo, David Smith, Joan Vindedahl, Karen Borchardt, and Kathy Sarkanen. 

Mary Stafford began the meeting by relaying messages from those who were unable 
to attend and by stating that the purpose of this meeting was to hear from the 
subcommittees and address any comments received by members of the Employee 
Benefits Committee regarding topics that should be addressed by our group. 
The first of the concerns addressed was that of the Wellness Subcommittee. 
We were informed that the Wellness Subcommittee would be addressing issues 
already being addressed by the Civil Service Committee and that Roger Benjamin 
will be meeting with this_ committee in the near future. It was noted that the 
Civil Service Commi~tee expressed great interest in our incorporating their 
findings into our recommendations since their committee does not have a time 
table for recommendations and our committee might be able to suggest implementation 
of some of their recommendations at an earlier stage. The second concern 
raised was that of maternity leave. This issue, it was decided, did fall within 
the jurisdiction of our committee and the issue was incorporated under the issues 
delegated the the Child Care Subcommittee. The issue raised was the discrepancy 
between the paid vs. unpaid leave given to academic vs. non-academic employees. 

A report of the subcommittees followed: 

Child Care: Joan Vindedahl reported that many of the indirect issues raised by 
the possibility of implementing a child care program are currently being looked 
at by the University although the direct issues (such as the actual establishment 
of an employer sponsored child center) are still very much in the future. 
The indirect issues currently underway are the establishment of a family and 
workplace task force which the University currently has; the University is 
working on formalizing family oriented personnel policies; and in the first 
year budget included are a resource person to provide in-house assistance with 
child care information & a person to provide community information and referral 
services. (Please see handout for listing of the child care program spectrum.) 

Flex Time/Part Time: Julie Gfrerer provided committee members with a handout 
which outlined part-time benefits offered by the private industry sector. A 
similar comparison will be done with the big ten schools. The current 
University policy for part-time job offerings is that positions ofZ' hrs/wk 
or less must be reserved for students unless a waiver is obtained. Currently 
no figure exists for the number of employees at the University who are employed 

under hrs/wk and such a survey would be expensive. Therefore cost 
effectiveness of part-time employee benefits cannot be determined at this time. 
According to the comparison made between the University and the private industry 
sector, however, the University is far behind in supplying its part-time employees 
with benefits. 

Regents: Barb Galle reported on her poll of five of the big ten schools and 
their policies of tuition reimbursement. Apparently none of these five schools 
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offer full fee waiver and therefore the University of Minnesota appears to 
be well-advanced in offering this as an employee benefit. Mike McGlynn, 
who used to administer Regents Scholarships, stated that the 1983 memo is 
the most recent document in force. It was suggested by this subcommittee 
that a new document be requested by our committee and that the policy for 
issuing Regents be examined. The other University Regents Committee is 
currently examining training program through Regents Scholarship. Therefore 
this subcommittee appears not to overlap since policies and not training 
programs are being examined. The possibility of a University-wide survey 
regarding the uniformity of the administration of Regents Scholarships may 
be pursued; pending appropriate approval. The question of why TV and 
independent study courses are not covered was answered. If a department 
incurs cost by offering a course then a department may decide not to allow 
Regents Scholarships for that course since fees are collected and are used to 
pay instructors. The question of whether auditing may be covered by Regents 
Scholarship may be reexamined because the original policy was established on 
the belief that students who audit were thought not to take courses as 
seriously. This policy may be considered outdated after further study. 

David Smith distributed the draft of the questionnaire prepared to solicit 
information regarding other universities and companies policies on select 
issues. This draft was then revised during the meeting and will be re-drafted 
and submitted for approval before the next committee meeting. 

Next meeting: January 14, 1987 
12:30 - 3:30 p.m. 
Campus Club, Room 608 

Minutes submitted by Katherine Sarkanen 

MS:ks 
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BIG 10 PERSONNEL DIRECTORS 

Robert Alesch 
Senior Personnel Officer 
University of Madison System 
P.O. Box 8010 
Madison, WI 53708 

Fred 0. Bjorl i ng 
Assoc. VP for Personnel 
Northwestern U 
720 University Place 
Evanston, IL 60201 

Roger D. Forrester 
Acting Director, Personnel 
University of Minnesota 
150 Admin. Services Center 
1919 University Avenue 
St. Paul, MN 55104 

C. Keith Groty 
Asst. VP for Personnel 
Michigan State U 
140 Nisbet Bldg. 
1407 South Harrison 
East Lansing, MI 48824 

Stan McKnight 
Director of Personnel 
Purdue Univ. 
Freahafer Hall 
401 South Grant 
West Lafayette, IN 47907 

Madison Scott 
V.P. for Personnel 
Ohio State 
Room 113 Archer House 
2130 Neil Ave. 
Columbus, OH 43210 

October, 1986 

608/263-4391 (Personnel) 

312/491-3741 (Personnel) 

612/624-7360 (Personnel) 

517/355-5510 (labor Relations) 
517/355-1855 (General Information) 

317/494-7400 (Employee Relations) 
317/494-4600 (General Information) 

614/422-6446 (General Information) 
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BIG 10 PERSONNEL DIRECTORS 

October, 1986 

Mary Jo Sma 11 
Assoc. VP for Fin. & Univ. Services 
University of Iowa 
105 Jessup Hall 
Iowa City, IA 52242 

Jim Stratton 
Director of Personnel 
U of Wisconsin 
750 University Ave. 
Madison, WI 53706 

Jim Thiry 
Director of Personnel 
U of Michigan, Ann Arbor 
4044 Administration Bldg. 
503 Thompson Street 
Ann Arbor, MI. 48109 

Jim Urton 
Director of Personnel Admin. 
Indiana University 
Poplar's Building, Room 111 
400 E. 7th St. 
Bloomington, IN 47405 

Don Ward 
Director of Personnel Services 
Univ. of Illinois 
Room 201 
505 E. Green St. 
Champaign, IL 61820 

319/353-3050 (Personnel) 
319/353-2121 (General Information) 

608/262-3068 (Personnel) 

313/764-1817 (General Information) 

812/332-0211 (General Information) 

217/333-1000 (General Information) 
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EMPLOYEE BENEFITS COMMITTEE 
REVISED 12/86 

LOIS BLUM 
MENS INTER. ATHLETICS 
226 BFAB 
625-3839 

KAREN BORCHARDT 
EXTENSION CLASSES 
201 WESBROOK HALL 
624-1598 

THOMAS EGGE~13ERGER 
DEPARTMENT OF AUDITS 
290 A.s.c. 
1919 UNIVERSITY AVE. 
625-9561 

LAURIE FITCH 
SURGERY 
2829 UNIVERSITY AVE. #408 
376-4550 

BARBARA GALLO 
UNIVERSITY RELATIONS 
6 MORRILL HALL 
624-7018 

JULIE GFRERER 
UNIVERSITY POLICE DEPT. 
2030 UNIVERSITY AVE S.E. 
624-2575 

CAROL LARSON 
BOYNTON HEALTH SERVICE 
410 CHURCH STREET 
625-7943 

LYNDA WILSON 
HHH INSTITUTE 
230 HUMPHREY CENTER 
625-0701 

LOIS NORBY 
BUSINESS OFFICE 
UNIVERSITY OF MINNESOTA 
MORRIS, MN 56267 
1-589-2211 X 6000 

KATHLEEN OLSON 
DERMATOLOGY 
BOX 98 MAYO 
625-5622 

KATHERINE SAR.KANEN 
PSYCHIATRY 
BOX 393 MAYO 
626-5148 

DAVID SMITH 
STUDENT ACTIVITIES 
3RD FLOOR, HEALTH 

SERVICE BLDG. 
ST. PAUL CAMPUS 
624-2211 

JEANINE STAGE 
SCHOOL OF ARCHITECTURE 

AND LANDSCAPE ARCH. 
110 ARCHITECTURE BLDr.. 
624-0277 

JOAN VINDEDAHL 
GEOLOGY AND GEOPHYSI• ·s 
108 PILLSBURY HALL 
624-2012 

CHAIR: 
MARY STAFFORD 
OFFICE OF STUDENT 

FINANCIAL AID 
120 FRASER HALL 
624-8070 

SPECIAL ADVISOR 
ROBERT FAHNHORST 
EMPLOYEE BENEFITS 
1919 UNIVERSITY AVENUE 
624-5887 
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Employee Benefits Committee Meeting 
Minutes of January 14, 1987 meeting, 12:30 p.m. 

Members present: Julie Gfrere~ (Acting Chair), Tom ·Eggenberger, Karen 
Borchardt, Barbara Gallo, Lynda Wilson, Kathleen Olson, Joan Vindedahl, 
Carol Larson, Laurie Fitch, Lois Blum, Jeanine Stage, Robert Fahnhorst 
(Special Advisor) 

David Smith is no longer a member of the University staff. He was unable 
to reach the "survey specialist". It was agreed by everyone at the 
meeting that the time was getting too short to send the survey out. 
Therefore, we went over the survey one more time and clarified a few 
questions and omitted one question. If approval for the telephone 
expenses can be obtained from Raleigh Kamisky, the survey will be 
carried out in this manner. Available members of the committee will 
meet in Room Bl2 Morrill Hall on Wednesday, January 21 at 11:30 a.m. 
to divide up the call responsibilities. 

The following Wednesday, January 29, the committee will again meet 
but in Room 608 of the Campus Club. The purpose of this meeting is 
to disseminate the information received in the phone survey. After a 
brief meeting together, the committee will. divide into their respective 
subcommittees to work on the draft of their final recommendation and 
supporting documentation. 

Sub-committee Update: 

The Regents Scholarship Subcommittee reported that departmental budgets 
are having .5 percent fo~ Civil Service and 1.8 percent for Faculty 
taken from their total salary budget for regents scholarships. The 
committee is seeking further information on how this money is utilized. 
The committee would also like to have more uniformity on the minimum 
amount of rules and regulations regarding the approval of regents 
scholarships by supervisors and department heads. Some departments 
are requiring their employees to take courses which will further them 
in the field of their department in order to gain approval even if · 
the course is after hours or on weekends. Other departments are much, 
much more liberal. 

The Wellness Subcommittee reported that the University Wellness Committee 
has done extensive work in this area. The committee will ee going 
over their report to further emphasize the important points as related 
to this subcommittee. 

The Child Care Subcommittee reported that the University Child care 
Committee has done extensive work in this area. The committee will 
be supporting the findings of this committee also. 

The Flextime/Parttime Subcommittee didn't have any additional informa
tion. Mary Stafford has received further information from the state 
on their policies and will share them at the next meeting. 

The Retirement Subcommittee reported that employees are disgruntled over 
the low interest rate given to employees who terminate and take their 
money out of MSRS. However, this is a statewide plan, not a University 
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Minutes of Employee Benefits Committee Meeting 
January 14, 1987 
Page 2 

policy. Another possibility is asking the state to lower the number of 
years of service prior to receiving interest on MSRS investments. 
Julie Gfrerer added that she received another response from the "Brief" 
solicitation. The individual was hoping that the University would 
provide more information regarding the various funds that employees 
can invest in. She felt that she could make a better choice if she were 
more informed. 

Robert Fahnhorst reported on cafeteria style benefits research which 
he has been working on. A report will be sent to Vice President Lilly 
and President Ken Keller with the recommendations of that group. There 
is a possibility of a two phase introductory system with the first 
phase being easier to accomplish, while the second phase would be a 
more extensive, costly undertaking. Again, it should be noted that 
this is only a possibility at this stage. 

I The committee members went over the calendar one more time, which is: 

I 
I 
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January 21, Bl2 Morrill Hall, 11:30 a.m. phone distribution 

January 28, 608 Campus Club, 12:30 p.m. distribute information 
break into subcommittees 

February 11, 606 Campus Club, 12:30 p.m. regular meeting of entire 
committee 

Final Report Format information sheets were distributed. 

jg 
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Does your university allow flexible work hours? (Yes or No). (Example
non-academic employees must be at work between 10:00 a.m. and 2:00 p.m. 
but starting and stopping times are variable as long as the employee 
works the required number of hours per day.) If yes, describe the 
system. 

University of Iowa - Iowa City: 
Yes. Each department arranges. 7:30-4:30, 8-5. 1 hr. before or after. 
40 hours. (Reduced hours). - 4 hour days x 5. 

varies Can use 2.5 days to work 20 hours. 

Northwestern University: 
No. Experimental last summer in flex-time are still evaluating. Only 
300 employees took part. Have yet to decide to offer this every sum~er. 
Unwritten policy but do require coverage for all offices between 8:30-5pm 
daily. 

Michigan State University: 
No. No formal polity, flexible hours are done on a departmental informal 
basis only. 

University of Illinois: 
Yes. All0\'1 flex-ti~e. E~ployees must be at work for core hours but have 
a 2 hour flexibility in the mornings and afternoons. This is a written 
policy but is at a departments discretion whether to take advantage of it 
or not. Employees are not automatically entitled to it. 

Ohio State University: 
Yes and No. No, may be some departments that do this on a limited basis. 

Purdue University: 
Yes. Not written. Varies within departments. {No comp time}. F.L.S.A. 
guidelines. 

University of Wisconsin: 
Yes. Public Service Office- has specific hours (must remain open). 
This is at the discretion of the office ~anager or department. 
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Does your university have any programs which allow non-academic part-time 
employees to share a full-time position? (Yes or No). 
If yes, describe how the program is administered and monitored. 

University of Iowa - Iowa City: 
Yes. Department d1scret1on - used on clerical level more often than 
administrative. 50%-time is entitled to full benefits. 

Northwestern University: 
Yes. Have no policy governing this. They just don't have any policy 
prohibiting it. Job sharing is done informally as cases arise by the 
individual departments. 

Michigan State University: 
Yes. Job sharing is done informally on departmental level. 

University of Illinois: 
Yes. The University allows job sharing. It is an informal policy. 
Arrangements are made ·at the request of departments. Is generally used 
to keep staff members who do not want full time. 

Ohio State University: 
No. It may be happening, but there is no written policy. 

Purdue University: 
No. No JOb sharing. 

University of Wisconsin: 
Yes. Job share - employing unit discretion encourage this practice -
very broad understanding. 50% time each - has full benefits. 
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a. Does your university provide paid leave for non-academic personnel 
for maternity, paternity, or adoption purposes? (Yes or No). If yes, 
what is the number of paid weeks or months allowed? 
b. Does your university provide paid leave for academic personnel for 
maternity, paternity, or adoption purposes? (Yes or No). If yes, what 
is the number of paid weeks or months allowed? 
Comments: 

University of Iowa - Iowa City: 
a. No. 
b. No. 
A person nay use their sick and vacation time for leave purposes - their 
job is guaranteed only as long as the sick and vacation leave is 
available. 

Northwestern University: 
a. No. 
b. No. 
Paid leave is allowed for maternity only if a medical disability arises. 

Michigan State University: 
a. No. Can use sick and vacation time. 
b. No. Same as for non-academic employees. 

University of Illinois: 
a. No. 
b. No. 

Ohio State University: 
a. Yes and No. Maternity - is disability leave ( 6 weeks). Adoption 

relates to needs of baby. 
b. Yes and No. Maternity - is disability leave (6 weeks). Adoption -

relates to needs of baby. 

Purdue University: 
a. No. 
b. Yes. For all cases. 
The number of paid weeks or months allowed is based on seniority. 

University of Wisconsin: 
a. Yes. 6 months. 
b. No. 
6 months employment leave without pay - may use sick and vacation accrued 
for this period. 
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a. Does your university subsidize on-campus or off-campus day care 
facilities for non-academic personnel? (Yes or No). If yes, explain how 
the program is run. 
b. Does your university administer pre-tax dollar reimbursement accounts 
for non-academic employees for child care expenses? (Yes or No). 
Cor.1ments: 

University of Iowa - Iowa City: 
a. No. Rave a day care facility on campus. Student Senate gives 
funding. All may use it so many slots for each. Faculty, students, 
non-academic. 
b. No. Retirement account is only pre-taxed dollars. 

Northwestern University: 
a. No. But, Northwestern makes annual contribution to the Evanston 
Child Care Coordinating Committe. This committee distributes day care 
subsidies to low income families. 
b. Yes. 

Michigan State University: 
a. No. 
b. No. They are in the process of studying the feasibility of setting 
up this system. 

University of Illinois 
a. No. 
b. No. 

Ohio State University: 
a. Yes. Subs1d1zed rates, based on on-campus sliding income scale. 
Long waiting list. 
b. Yes. Starting 7/1/87. 

Purdue University: 
a. No. Oay-care facility within "Child Development" department 
available to all employees. Not necessarily subsidized. 
b. No. 

University of Wisconsin: 
a. No. 1 day care facility on campus. Graduated pay scale - no other 
subsidies. 
b. No. 
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Does your university offer any of the following classes or programs to 
promote employee health and fitness? Please indicate if a fee is charged. 

University of Iowa - Iowa City: 
Stop smoking classes/programs 
Weight loss classes/programs 
Physical fitness programs 
Access to gymnasium 
Access to swimming pool 
Access to outdoor track 
Access to indoor track 
Access to physical education classes 
Paid time off for fitness activities 
Any other programs? (list) 

Staff Dev Class, Tech. Leadership 

Northwestern University: 

No - hope to offer 
No - hope to offer 
No - hope to offer 

Yes 
Yes 
Yes 

Paid 

Stop smoking classes/programs Yes 
Weight loss classes/programs Yes 
Physical fitness programs Yes 
Access to gymnasium Yes 
Access to swimming pool Yes 
Access to outdoor track Yes 
Access to indoor track Yes 
Access to physical education classes Yes 
Paid time off for fitness activities No 
Comments: University periodically offers free health screening/ 

assessment for employees. Recommendations on what classes to 
take are made. 
Physical Education Classes are held just for faculty and staff 
members by training division 
Only aerobics classes charge a fee, but it is a nominal one. 

Michigan State University: 
Stop smoking classes/programs No 
Weight loss classes/programs No 
Physical fitness programs No 
Access to gymnasium Yes 
Access to swimming pool Yes 
Access to outdoor track No 
Access to indoor track Yes 
Access to physical education classes No 
Paid time off for fitness activities No 
Any other programs No 
Comments: No health & fitness programs/classes are offered. Employees 

have access free of charge to the intermural building. 
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University of Illinois: 
Stop smoking classes/progra~s 
Weight loss classes/programs 
Physical fitness programs 
Access to gymnasium .. 
Access to swim~ing pool 
Access to outdoor track 
Access to indoor track 
Access to physical education classes 
Paid time off for fitness activities 
Any other programs? (list) 

Alcohol/Drug Abuse Programs 

Ohio State University: 
Stop smoking classes/programs 
Weight loss classes/programs 
Physical fitness programs 
Access to gymnasium 
Access to swimming pool 
Access to outdoor track 
Access to indoor track 
Access to physical education classes 
Paid time off for fitness activities 

Purdue University: 
Stop smoking classes/programs 
Weight loss classes/programs 
Physical fitness programs 
Access to gymnasium 
Access to swimming pool 
Access to outdoor track 
Access to indoor track 
Access to physical education classes 
Paid time off for fitness activities 
Any other programs? (list) 

Employee counseling .. mental health 11 

University of Wisconsin: 

No 
No 
Yes - nominal fee 
Yes 
Yes 
Yes 
Yes 
No 

No/Yes - no cost 

Yes - soon - unknown 
No 
No 
Yes - no fee 
Yes - no fee 
Yes - no fee 
Yes - no fee 
Yes - yes,·on CEE basis 
No 

No 
Yes - no fee 
Yes - fee involved 
Yes - fee involved 
Yes - fee involved 
Yes - fee involved 
Yes - fee involved 
Yes - fee involved 
No 

Yes - no fee 

Stop smoking classes/programs Yes - no fee 
\~eight loss classes/programs Yes - no fee 
Physical fitness programs Yes - no fee 
Access to gymnasium Yes - no fee 
Access to swim~ing pool Yes - no fee 
Access to outdoor track Yes - no fee 
Access to indoor track Yes - no fee 
Access to physical education classes Yes - no fee 
Paid time off for fitness activities No 
Comments: Staff newspaper - announces the clases and/or activities 

- if money involved it varies - no set$ (as in a policy). 
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Does your university allow non-academic employees to convert accrued sick 
leave to vacation leave? (Yes or No). 
(Example - at the University of Minnesota, employees who have accrued 
more than 50 days of sick leave may convert l/4th of each additional 
accrued sick day to their accrued vacation leave.) 
If yes, explain how the program works. 

University of Iowa - Iowa City: 
Yes. Must have 240 hours minimum. 12 hours of sick leave converts to 4 
hours of vacation. 

Northwestern University: 
No. Allow sick leave to accrue without limitations. 

Michigan State University: 
No. But said our policy sounded like a good idea. 

University of Illinois: 
No. Employees are limited in the amount of vacation they can accrue, so 
they can opt to use vacation days instead of sick days. This way they do 
not have to forfeit the vacation time. 

Ohio State University: 
No. 

Purdue University: 
No. 

University of Wisconsin: 
No. 
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Does your university offer cafeteria style benefits to non-academic 
employees? (Yes or No). 
If yes, explain the program. 

University of Iowa - Iowa City: 
No. Exploring this option. 

Northwestern University: 
Yes. In the form of pre-tax reimbursement accounts. Employee pays 1/3 
for benefits. 

Michigan State University: 
No. Will be looking into it. 

University of Illinois: 
No. 

Ohio State University: 
No. 

Purdue University: . 
Yes. Rather limited choices. Just beginning to expand the options. 
Handbook is not current. Adding S-Term Disability. Adding Dependent 
Life Insurance. Adding H.M.O.'s. 

University of Wisconsin: 
No. 


