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University of Minnesota 
2003 Work/Life Report and Action Plan 

Executive Summary 

Although the University of Minnesota is confronted by an unprecedented budget 
challenge, we can turn this challenge into an opportunity to rethink how we do our work. 
Driven by demographic changes in our workforce and external pressures, we can seize 
this moment to examine what, how, when, and where work gets done. We can reduce 
workplace stress by developing a balanced work/life vision to guide the development of 
policies and practices that may improve morale during a period of austerity. It is possible 
to realize measurable cost savings from improved retention, recruitment, and productivity 
by supporting employees' efforts to balance work and family responsibilities. 

Compared to our peer institutions, the University of Minnesota lags behind in 
implementing a comprehensive work/life strategy. All other Big 10 institutions have 
developed or are in the process of developing work/life centers or coordinated programs 
to provide work/life support for their faculty, staff, and students. We can improve our 
competitive position with a more forward-looking work/life commitment at all levels of 
the institution. 

The Work/Life Steering Committee consulted with work/life researchers, experts, and 
practitioners; read numerous studies and publications; and gathered information from 
focus groups conducted on the Twin Cities, Morris, Duluth, and Crookston campuses. 
Our conclusions from this research support a comprehensive approach to addressing 
work/life issues. This approach calls for action at the organizational, group, and 
individual levels with specific reference to: 

1) Implementation across a decentralized organizational structure; 
2) Supportive supervisory practices and training; 
3) Work/life-oriented benefits that promote balance. 

Within these levels, there was widespread consensus amongst the diverse constituencies 
we consulted, that the priorities should be focused on: 

• 
• 

• 

Training and Accountability for Supervisors 
Flexible Work Arrangement Policies and Implementation 
Targeted Policy Review: Parental, Vacation, and Sick Leave 

-focusing on equity across employee groups 
Elder Care Resources 
Economical and Accessible Child Care 
Enhanced Career Development 

Ill 
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History/Context 

Academic institutions across the United States are beginning to address the complexities 
confronting employees as they attempt to manage their work, family, and personal 
responsibilities. Dramatic social and demographic changes have altered families, gender 
roles, and the workplace while technology has blurred the boundaries between work and 
personal life. Workplace and family stress are leading causes for absenteeism and health
related problems. Many business and non-profit organizations have found that the 
integration of work/life supportive programs into the workplace is effective in attracting 
and retaining high quality employees. Prompted by dramatic changes in the workplace 
and in family life, organizations have discovered cost savings from improved retention, 
recruitment, and productivity when they support an employee's efforts to balance work 
and family responsibilities. 

Our employees report that the University has excellent benefits and a generally flexible 
and supportive environment. However, the policies and programs are not always known 
or understood and not always applied ·consistently across or within employee groups. 
There is room for improvement. And there is a lot of evidence that a comprehensive 
work/life philosophy across the University can significantly improve morale and 
productivity especially in the austere budget times anticipated during the next few years. 
Indeed, the action plan we propose could become a major component of President 
Bruinink's Children, Youth, and Family Initiative. It could utilize research conducted by 
leading university scholars to enhance human relations within the organization during 
difficult times. By conceptualizing work/life issues for faculty and staff in a 
comprehensive way, the University of Minnesota may be able to maintain or enhance 
morale amidst major budget cuts and rescissions. 1 

Demographic Changes in the workforce and family life are prompting wide attention to 
work/life issues. In the last thirty years, women have increased their participation and 
now represent half the workforce. Minnesota has the highest percentage of working 
women compared to other states (70.3%)2

. Only 16% of all families are composed of a 
husband as wage earner and wife as homemaker. No longer can we assume that there is 
someone at home taking care of our personal lives, children, or aging parents. 

1 
The 2003 Work/Life Steering Committee feels strongly that work/life issues should also be addressed for 

students at the University of Minnesota. All University students do not fit the traditional mold of 18-22 

year-olds, who have no family commitments. Many of our students are commuter students with families. 

Because the committee did not have the time or resources to adequately address student work/life needs in 

this report, we recommend that a student work/life task force be formed in the future. We do, however, 

include students in our proposed vision statement. 
2 U.S. Department of Labor 



Developmental psychologists remind us of the importance of a lifespan approach to 
understanding individuals in the context of their family and work lives. As University 
employees move through life and career stages, their needs and responsibilities change 
both at work and at home. Regardless of gender or stage of life, 85% ofU. S. employees 
live with family members and have immediate day-to-day responsibilities for them. In 
particular, 46% of workers are parents with children under the age of 18, while another 
42% of full-time workers provide care to an aging parent or relative.3 As the population 
ages during the next several decades and government sponsored health and service 
programs for elders become more expensive, the responsibilities for caregiving of frail 
elders will have a growing impact at home and in the workplace. 

For most U.S. families, time available for non-work or family responsibilities has 
decreased in recent decades. Employees are pulled in many directions, facing competing 
demands for their time. Between work duties, family responsibilities, household 
obligations, continuing education, and community responsibilities, employees often feel 
overwhelmed. The University mirrors this national picture. Perhaps the high achievement 
orientation of individuals attracted to work in a university environment makes the 
problem worse than in other work settings. In a series of focus groups conducted system
wide in January 2003, we heard these statements from our faculty and staff: 

"I'm being pulled in all directions, because of family, teaching, and 
administrative responsibilities. The trick is to keep it balanced and keep it 
from being so full. I think about it daily. I think our society is unhappier 
and more stressed [because of increasing work and family 
responsibilities]" -faculty member 

"I put in a lot of extra hours and that infringes on my personal life. The job 
demands it ofme."-PA staffmember 

" ... for me it's just being pulled. No one really knows what I do, besides 
me. Even my husband doesn't understand the pressures of my job or 
caring for my [aging] parents." -bargaining unit employee 

"It's very hard to have a balanced personal life with the demands of being 
a faculty member." -faculty member 

"I need to deal with the expectation that I should serve on multiple 
community committees in the evening, because of my [healthcare] 
position at the University. But I want to spend time with my children in 
the evening, rather than spend it working on community health and 
wellness committees." -civil service employee 

2 U.S. Bureau of Labor Statistics 1999, :woo 
Minnesota Legislative Commission on the Economic Status of Women 
Families & Work Institute, 1997 
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" ... life will get more complicated when my son gets older and has 
baseball games. I want to be there .. .I want to see his baseball games, but 
I'll probably have to miss a few, because of work. We have a small staff 
and I can't be in two places at once." ------civil service employee 

"People look exhausted all the time and these are people in their 30s. This 
really concerns me." -faculty member 

"The responsibilities of [caring for] grandchildren are becoming a bigger 
stressor for many people. My son-in-law was just sent to Iraq, and I'll 
have to take a more active role in helping my daughter, who has a toddler 
at home and is expecting a baby soon." -faculty member 

These competing demands on our faculty and staff create work/life conflicts 
which impact our organization. According to work/life researcher Linda Duxbury 
and others, the decade of the 1990s brought on increased work/life conflicts for 
employees, causing them to be: 

• less committed to the employer 
• experiencing higher stress levels 
• more often absent 
• utilizing EAPs at a higher rate 
• more likely to consider quitting 
• less likely to say this is a good place to work4 

Higher levels of stress due to work-life conflict, can result in increased health care 
costs, due to negative mental or physical health outcomes. 5 In terms of health care 
costs, stress is the most costly risk factor to organizations, which can be 
modified.6 

Women in the Academic Workplace. Work/life balance was identified as one of four key 
areas that need to be addressed if we intend to improve the campus climate for women 
and help them advance in their careers according to the 2000 National Teleconference for 
Women in Higher Education, hosted by the University ofMinnesota. 7 Complicating this 
picture in the academy are the demands on women faculty. Robert Drago, a leading 

4 
Higgins, C. A., Duxbury. L. E., & Irving, R. H. ( 1992). Work-family conflict in the dual-career family. 

Organizational Behm•ior and Human Decision Processes, 5 I, 51-75. 

5 
Boles, J. S., Johnston, M. W., Hair, J. F. (1997). Role stress, work-family conflict and emotional 

exhaustion: Inter-relationships and effects on some work-related consequences. Journal of Personal Selling 
& Sales Management, 1, 17-28. 

Frane, M. R., Russell, M., & Cooper, M. L. (1992). Antecedents and outcomes of work-family conflict: 
Testing a model of the work-family interface. Journal of Applied Psychology, 77, 65-78 
6 

American Journal of Health Promotion (200 I). vol. 15 no 5 May/June 

7 
Rios, Anita; Longnion, Jennifer. (2000) Agenda for the 21" Century Executive Summary: National 

Initiative for Women in Higher Education. University of Minnesota 
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figure in work/family research, says: "The unwritten rule on campus has been that it's 
OK to be a female academic as long as you don't have kids."8 We heard similar 
comments in focus groups at the University of Minnesota: 

"There are few women in the tenure track that have young kids and many women 
opt not to have kids, because they feel it doesn't work with the demands of being 
a professor." -faculty member 

"We still have a conventional 1950s model of what a faculty looks like. We need 
to change the model in order to recruit and retain other faculty members." 
-faculty member 

The Association of American University Professors has tackled this issue head on, by 
articulating a Statement of Principles on Family Responsibilities and Academic Work9 

which promotes academic and personnel policies that enable the healthy integration of 
work responsibilities with family life. The statement asserts that 

" ... American women, who still do the vast majority of child care, will not 
achieve equality in academia so long as the ideal academic is defined as 
someone who takes no time off for child-rearing. With teaching, research, 
committee assignments, and other responsibilities, pre-tenure academics 
commonly work many hours of overtime. Defining job requirements in 
this way tends to eliminate virtually all mothers, so it is not surprising the 
percentage of tenured women in U.S. colleges and universities has 
climbed so slowly [in the last thirty years]." 

Without work/life supports, working women are at a great disadvantage in the workplace 
because women still bear the greatest family caregiving responsibilities for dependent 
children and elders in our society. In a 1998 BWLS study 10

, the number of women in top 
executive positions was proportional to the work/life assistance provided in an 
organization. One of the key findings revealed that 82% of companies with women in 
half or more of their top executive positions provide traditional flextime, compared with 
56% of companies with no women in top positions. Linda Tarr-Whelan, UN Ambassador 
on the Status of Women and President of the Center for Policy Alternatives says, 
"Research done by the Center ... shows that women are very proud of doing both jobs: 
doing a very good job at home and doing a very good job in the workplace. They're not 
interested in giving up either one ... they want the systems to change ... they want 
employers to step up to the fact that the world has changed." 11 

s Drago, Robert. (2002) "Outdated 'Norms' Hinder Integration of Job and Family Life" in Women in 

Higher Education. April issue. 
9 for complete AAUP statement. see Appendix II 
10 1998 Business Work-Life Study (BWLS), Family and Work Institute. 
11 Linda Tarr-Whelan quoted in Agenda for the 21" Century Executive Summary (2000) University of 

Minnesota. 
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Men in Families. With more women in the workplace and a sharp decrease of 
"traditional" households, men are increasingly taking on more caregiving responsibilities 
in the home, both with dependent children and aging parents. Feedback from focus 
groups mirrored this societal trend, with men reporting that they provided care for 
dependents and were greatly affected in the workplace by work/life "friendly" policies 
and practices. Here are some comments from male faculty and staff at the University: 

"I actually took family leave last year (smile) .... I have preschool children and I 
took the leave to care for my elderly parents." -male faculty member 

"Attending appointments with caregivers (nurses, administrators, etc.) for aging 
parents is important and those are usually scheduled during the day." -male PIA 
employee 

"Time is the greatest stressor. There are not enough hours in the day. We're 
short-staffed at work. Then I get home at 5:30 and throw together dinner. By the 
time you get dinner cleaned up, and the little boy read to, there is not enough 
parent-child time in the evening." -male civil service employee 

"I often took my son to doctor's appointments [during the day] ... I prefer 
reporting to someone who is understanding ... I had a father with cancer and I 
wanted to visit him 600 miles away and my supervisor said 'no'." -male civil 
service employee 

"I parent my little brother, but I can't get insurance for my brother. His back is 
hurt and I have to pay out of pocket for his medical expenses." -male PIA 
employee 

The Budgetary Case for Strengthening the Commitment to Work/Life 

In a period of budget crisis for the University of Minnesota and the state, it may seem like 
the wrong time to propose work/life supports and enact strategies to improve the work 
environment for faculty and staff. Deep program cuts and layoffs throughout the next 
biennium can make this seem like a nice "extra" but not central to the new work era we 
are entering. Because work/life supports improve productivity and produce a return on 
investment for organizations, now is exactly the right time to implement a 
comprehensive plan to address important work/life issues for faculty and staff. It is also a 
forward-thinking personnel and management approach that demonstrates our 
commitment to organizational effectiveness in austere times. Budget crises also lead to 
increased stress for individuals and departmental work groups and make it more critical 
that the University provide work/life supports to help employees manage during difficult 
times. 

5 



The steering committee examined evidence from other organizations and reviewed 
extensive research literature-some of it conducted here by our faculty-on the 
importance of work/life balance to healthy organizations. A few examples are illustrative. 

There is a growing body of research suggesting that employees are more motivated, 
productive, committed, and loyal when organizations support their work and life needs. 
Cost-saving benefits for the organization from work/life initiatives include: recruitment, 
reduced health care costs, reduced absenteeism, and greater employee commitment. 
Organizations with comprehensive work/life programs are viewed by their employees as 
having a supportive culture. This picture is also reflected globally. In a poll of 10,339 
employees, conducted by Gemini Consulting, employees worldwide indicated that 
"balance the needs of work and family or personal life" was either the most or second 
most important attribute in a job." 12 

A 2002 Hewitt study 13 of945 major U.S. employers found that despite the recent 
economic downturn, nearly all forms ofwork/life programs in Fortune 500 companies 
grew in prevalence from 2001 to 2002. "The fact that these programs have continued to 
grow through a period of deep budget cuts and belt tightening suggests that employers 
recognize their impact on the bottom line," says Carol Sladek of Hewitt. This translates 
into improved employee loyalty and morale which will be needed during this budget 
CflSlS. 

It is also possible for the University to realize actual cost savings, if units begin to 
address work redesign with faculty and staff. During this budget period, it is important 
for us to rethink not only what work gets done, but also how, when, and where it gets 
done. Work redesign may involve implementing more flexible work arrangements, 
including voluntary reduced-time appointments and job-share opportunities, where 
feasible. 

The cost savings that are generated from retaining great employees should not be 
underestimated. Retention remains the primary reason why organizations commit to 
work/life initiatives. The U.S. Department of Labor estimates that the cost of turnover 
ranges from 113 to 1-112 times the new hire's salary. 14 A 1993 Families and Work 
Institute study stated, "Women don't leave companies with four or more supportive 
policies." They return to work in very high numbers after receiving parentalleave-94% 
returned to work, compared with 43% of those who did not have parentalleave. 15 A 
University of Notre Dame study found that women are more likely to return to work 
when they have flexible work options and/or child care assistance available in the 
workplace. 16 

12 Rose, Karol (2000) Work-Life Effectiveness Kubu Communications: Darien, CT 
13 Hewitt Associates. (2002) Work/Life Benefits Provided by Major U.S. Employers in 200 l-2002e 
14 U.S. Department of Labor 1999-
15 Families and Work Institute, 1993 
16 Rose, Karol (2000) Work-Life Effectiveness. Kubu Communications: Darien, CT 

6 

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



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

As the previous examples illustrate, work/life supports can have a high return on 
investment for the University of Minnesota. 

Challenges to Work/Life Integration at the University of Minnesota 
Beyond the short- and long-term budget crisis and the restructuring of higher education in 
the state, there are other issues that must be addressed to accomplish a successful 
integration of a Work/Life philosophy at the University of Minnesota. 

Decentralized Organizational Structure. The large and decentralized structure of a 
comprehensive research institution presents several challenges to implementing a 
comprehensive work/life program. Culture, norms, and practices can vary widely 
between colleges, departments, and support units, with some work groups experiencing a 
supportive work/life environn1ent and others not. Change occurs more slowly in large, 
decentralized organizations and local cultures sometimes change reluctantly. To ensure 
improvement, our organization's work/life philosophy must be effectively built into all of 
our systems at every level with accountability measures. 

Uneven supervisory practices pose one of the largest challenges to the institution and 
result partly from our decentralized structure. Because supervisors are primarily 
responsible for defining the work experience for their employees, they are key to creating 
a supportive work/life environment. Through focus groups conducted in January 2003 on 
all University campuses, we found that the primary concern of PI A, civil service, and 
bargaining unit staff is supportive supervisors, who understand and implement University 
policies consistently. 

Flexible Work Arrangements. One of the challenges for supervisors who implement 
flexible work arrangements is making the transition from supervising employees based 
on "face time" toward managing for results. Supervisors need additional training for 
managing performance. They need to develop and practice skills for managing 
workplaces where some employees are using flexible work arrangements. According to 
"Work/Life Effectiveness" author Karol Rose, "Managers need to feel control over 
employees. Employees need to feel control over their lives. These two are often at odds 
and create resistance when implementing flexible work options." 17 

Flexible work arrangements, such as telecommuting, compressed work weeks, voluntary 
reduced-time appointments, and job shares are the no-cost, low cost strategies most 
often used by organizations to improve productivity and employee morale. In fact, a 2001 
study of 24,000 employees conducted by William M. Mercer, an HR consulting firm, 
found that 74% want to take advantage of flexible work arrangements. 18 In University 
focus groups, we heard similar interest in such arrangements. Faculty and PIA staff 

17 
Rose, Karol. (2000) Work-Life Effectiveness. Kubu Communications: Darien, CT 

18 Mercer/Bright Horizons, 2000 Survey of Work/Life Initiatives 
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seemed to enjoy more flexibility in their positions, whereas civil service and bargaining 
unit employees reported less flexibility. Oftentimes, union rules create an obstacle for 
those wanting to implement flexible work arrangements. Where employees had 
implemented flexible work arrangements, it seemed to work well, although in many cases 
these arrangements were very informal. 

"Many employees could do their job at home by telecommuting." This is 
increasingly true, now that PeopleSoft is web-based. -civil service 
employee 

"I would like to learn about flextime, how to do it. Are there instructions 
on the internet? I want to talk to others about their experiences with 
flextime." -civil service employee 

"I want to know about [flextime] policies, instead of figuring it out on my 
own. I don't want to re-invent it if its already been done." -civil service 
employee 

Technology and the New "Workplace." Technology has changed the way we work today 
and provides more options for how, when, and where we work. Technology can provide 
opportunities for telecommuting which can save money in the long term through the 
decreased need for real estate, buildings, energy, commuting and parking costs for 
employees, and congestion of highways for metropolitan areas. 

Technology creates another kind of work/life challenge as the boundaries for employees 
and the organizations for which they work are blurred by instant access via cell phone, 
pagers, internet, and laptops. According to J. Randall Mac Donald of GTE, and 
Jacqueline Gates of Bell Atlantic, " ... work/life boundaries are blurred, impacting 
recruitment, retention, as well as productivity and morale. Technology now allows us to 
work "on demand" from any location, a dynamic that has added a layer of complexity 
I I b . . d d" 19 t 1at we are on y egmnmg to un erstan . 

A Crookston employee remarked, "We have a unique situation, with our 
laptop environment. If we need to be away, we can still work in remote 
locations. It is part of the bleedover, but it helps in getting the work done. 
Our technology gives us more freedom." 

A Twin Cities employee reported that multiple sources of information 
now available, with e-mail, pager, cell phone and University voicemail 
can be stress producing. 

While another said, "I will check my email on vacation, because it makes 
me feel better." 

19 J. Randall MacDonald and Jacqueline Gates quoted in Rose, Karol (2000) Work-Life Effectiveness 
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As more telecommuting options are exercised at the University and more sophisticated 
technologies emerge in the future, it will be important to train supervisors and their staff 
how to negotiate work/life boundaries in a way that promotes productivity and reduces 
stress. 

Work/Life Supports Provided By Large Employers 

According to a survey conducted by Hewitt & Associates in fall 2002, large employers 
provide an array of work/life supports. Here's a sampling of what 945 major U.S. 
employers offer: 

Child Care-
94% of companies offer some form of assistance. 
91% offer dependent care spending accounts; 
43% offer resource and referral services 

Elder Care-
50% offer some form of assistance 
38% offer dependent care spending accounts 
33% offer resource/referral programs 
23% offer long-term care insurance 

Flexible Work Arrangements-
59% flextime, 48% part-time employment, 30% telecommute, 28% job share 
21% compressed work weeks, 12% summer hours 

Personal Professional Growth-
79% tuition reimbursement 

Onsite Personal Services-
39% ATM, 24% banking services, 19% credit union, 19% dry cleaners, 
18% travel services 

Peer Institution Success Stories 

Compared to our peer institutions, the University of Minnesota lags behind in 
implementing a comprehensive work/life strategy. All other Big 10 institutions have 
developed or are in the process of developing work/life centers or coordinated programs 
to provide work/life support for their faculty, staff, and students. As a result of their 
progress, we have many models from which to draw. The most successful institutions 
have addressed not only benefits and programs, but have worked to integrate a work/life 
philosophy into the institution's systems. The University of Minnesota can also benefit 
from adapting successful programs tested at neighboring institutions, such as: 
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Child Care Partnerships. The University of Wisconsin-Madison has created numerous 
partnerships with area child care providers to increase both the quality of child-care and 
access for its faculty, staff, and students. They have six University-affiliated facilities, 
which provide choices for employees and students. A full-time staff member is 
responsible for creating and maintaining these partnerships, resulting in increased 
satisfaction among faculty, staff, and students. 

Back-up Child Care. The University of Michigan provides back-up child care on campus 
to assist faculty and staff whose regular child care arrangements break down. In its first 
year of operation, the University of Michigan realized a strong return on investment, 
gaining $3.00 for every $1.00 spent, in reduced absenteeism. 

Organization Development Interventions. The University of Texas at Houston has 
recently begun working individually with troubled departments (those with multiple 
grievances, high turnover, conflict, and absenteeism) to create more supportive work 
environments. This targeted organizational development approach has proven effective 
in improving problem work environments. 

Recognition for Supportive Supervisors. Michigan State University has implemented an 
annual award which recognizes several supervisors each year who create a work/life 
supportive workplace. Staff are given the opportunity to nominate their supervisor for the 
award. Conducted much like a prize patrol, supervisors are visited by the work/life "prize 
patrol", surprised by their staffs, and presented with a certificate, cake, balloons, and 
flowers. Prize winners have been featured in local newspapers. This is a low-cost 
incentive, which has provided recognition and satisfaction to supportive supervisors. 

The University of Minnesota generates important work/life research and has numerous 
resources which could be tapped to improve the work environment for our faculty and 
staff. In fact, with the comprehensive strategy recommended, the Work/Life Steering 
Committee believes that the University could become a leader in this area. 

University's Progress on Work/Life Issues 

Progressive Programs. Several recent initiatives, study groups, and task forces have 
examined work/life integration at the University of Minnesota and there is a remarkable 
overlap and consistency in the reports and recommendation made by previous groups. 
Our steering committee has incorporated many of the low cost/no cost recommendations 
from these groups into our action plan report. Several groups have studied the issues, 
consulted with experts, and examined the policies and programs, however, none of the 
previous groups operated within the constraints of the current budget environment. It is 
clear from every study and source that there is room for growth at the University of 
Minnesota and some very real opportunities to move forward with progressive work/life 
initiatives even in the face of potential rescissions and freezes. 
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When we examine the University's track record through a Work/Life lens, the University 
is doing some things well. We offer domestic partner benefits to our employees. We fund 
and staff an office for Multicultural Affairs, within which many programs and centers 
support the diverse faculty, staff, and students who live and work on our campuses. On 
the Minneapolis campus, we have a top-notch child care center. We offer economical 
student housing for families, complete with on-site child care. We have an in-house EAP 
service. We expect our new supervisors to attend a seminar orienting them to their 
responsibilities and roles as supervisors. For a more complete picture of University of 
Minnesota work/life programs, services, and policies, see Appendix III. 

In focus groups, we heard appreciation for the things the University is doing well, with 
most employees expressing great satisfaction with their jobs and extolling the benefits of 
working at the University. Here are some comments: 

"Overall, working at the University has many advantages." -Twin Cities 
employee 

"My supervisor is a great role model for balance of work/life." -Twin 
Cities employee 

"It's a really good place to work ... people around you really care about 
what is happening with you." -Crookston employee 

Previous studies and groups organized during the past few years have already addressed 
improvements in the work/life arena. This steering committee incorporates many of the 
recommendation of these groups into its action plan. 

The Office for University Women's (OUW) 2000-2001 Work/Life Task Force, which 
grew out of the University of Minnesota's effort to implement the National Agenda for 
Women in Higher Education locally, completed a gap analysis and developed a set of 
recommendations and areas for action in 2001.20 The three critical areas for action at the 
University of Minnesota identified by this group include: 

1.) Evaluate the University's parental leave policies and practices. 
2.) Review dependent care access and resources (child care and elder care). 
3) Develop a strategy for communicating and promoting a work/life agenda. 

2001 Work/Life Center Proposal. Following the report developed by the OUW 
Work/Life Task Force, Associate Vice President Kathy Brown and Vice President Carol 
Carrier commissioned a task force to develop a proposal for a Work/Life Center on the 
University of Minnesota Twin Cities campus. The center would serve as a central 
identifiable source for coordinating work/life efforts on campus, helping employees 
clarify their personal and work issues and access the appropriate services. According to 
the work/life task force, 

20 
See Appendix IV, for 200! Work/Life Task Force Executive Summary of Recommendations 
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"A critical appraisal of work/life efforts at the University of Minnesota 
revealed many excellent programs and policies, but no formal work/life 
agenda or coordinated strategy. Programs currently operate independently 
and have a limited impact on the organization as a whole. Faculty and staff 
have difficulty locating the information and services they need, and are not 
well-served in their attempts to contribute to the teaching, research, and 
service missions ofthe University while simultaneously meeting their 
family and personal obligations. In sum, the lack of a concentrated 
work/life focus means that the University and its employees fail to realize 
the full benefits of existing programs, policies, and services." 

2002-2003 Work/Life Steering Committee. In fall of 2002, Robert Jones, Executive 
Vice President and Vice Provost for Faculty and Academic Personnel partnered with 
Carol Carrier, Vice President for Human Resources to appoint a work/life steering 
committee. The charge to the committee was to assess work/life needs on all campuses 
and make recommendations to strengthen the University's commitment to work/life. 21 

Information Gathering Process and Findings 

The Steering Committee consulted with work/life researchers, experts, and practitioners 
in both the private and public sector; we read numerous studies, articles, and publications 
on work/life issues; and we gathered information from focus groups conducted on the 
Twin Cities, Morris, Duluth, and Crookston campuses. Our conclusions from this 
research support a comprehensive approach to addressing work/life issues. 

Work/Life Consortium 
Composed of work/life-related program and/or service providers at the University, the 
Work/Life Consortium has met monthly to facilitate information sharing, work/life web 
site development, and partnership building. They have also provided information and 
feedback to the steering committee in the development of this report. 

Findings from Focus Group Process 
In January 2003, the steering committee conducted 23 focus groups on four campuses of 
the University of Minnesota system. More than 150 participants came to these meetings 
for a two-hour, focused discussion of work/life issues at the Twin Cities Campus (1 0 
groups), Morris Campus (3 groups), Crookston Campus (4 groups), and Duluth (6 
groups). 

General Themes of Focus Groups 
Overall, the University is a good place to work. There is a high level of commitment 
and loyalty on the part of University employees. While the University offers less pay than 

21 See Appendix V for the charge letter to the committee. 
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the private sector in some categories of employment, it provides a generous mix of 
benefits to its employees. 

Faculty and staff are faced with multiple demands on their time; it is increasingly difficult 
for faculty and staff to separate their work and their personal/family lives. This is most 
common on the smaller campuses where employees are visible ambassadors for the 
University in the community and are called at all hours for work reasons. Flexible work 
arrangements can help employees manage these multiple demands better. 

Supportive supervisors are essential for creating a supportive work environment where 
employees can be productive. For the most part, University employees have supportive 
supervisors; but for those who don't, the work environment can be toxic. Supervisory 
practice is uneven across the University. Staff emphasized the need for adequate training 
and coaching for supervisors, as well as accountability measures. Not all supervisors 
have attended training provided through the University, and some are not knowledgeable 
ofUniversity policies, resulting in inaccurate or inconsistent interpretations of policy. 

Elder care is a responsibility that is increasingly experienced by University employees, 
especially those in their 40s and 50s, (57% of the University's workforce). Issues such as 
health care, health crises, finances, assisted living, etc. for aging parents can be 
consuming and sometimes incapacitating for employees. Employer-provided assistance 
could be valuable for faculty and staff, especially those dealing with long-distance 
eldercare issues. 

Employees wish to see an expansion of opportunities and services for career 
development and professional growth. A clear promotion process, with career paths, 
professional development and/or continuing education is desired. Access to continuing 
education is especially an issue for employees wanting to attain masters or doctorate 
degrees on the Crookston and Morris campuses. For tenure-track faculty, some expressed 
the need for clarifying the promotion and tenure process. 

The current budget crisis is prompting much fear about potential layoffs, and program 
cuts. Employees are concerned about personal job security and the effects upon their 
programs/departments/units. There is fear of job loss, benefits rescission, and more work, 
adding stress to already busy agendas. In focus groups, employees reported experiencing 
higher levels of anxiety both at work and at home as a result of budget concerns. 

For a complete focus group summary, see Appendix VI. 

The Perspective of Relevant University Governance Groups. 
A presentation on University Work/Life issues was made to several University 
governance and other related groups by Nan Kalke, an ex officio member of the steering 
committee and a leadership fellow assigned to this project. Each group responded to the 
issues, programs, and policies they determined were important for the Work/Life Steering 
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Committee to consider. The four most important needs identified by governance groups 
were: 

• Flexible work arrangements 
• Expanding leaves to be more inclusive and equitable across all groups and to 

include elder care (parental and sick leave) 
• More economical and accessible child care 
• Enhanced professional development opportunities 

Other issues identified were more distinct to the individual governance group. 

Academic Health Center Deans would like to see a central place to find support and 
resources for elder care and support for supervisors and managers to help employees 
manage time and stress. 

The Senate Committee on Faculty Affairs stated that child care is problematic for many 
families and current University resources do not meet the need. Additionally, committee 
members would like to see information access for all faculty, staff and students. It would 
be helpful to look beyond what work/life programs the University provides, to other 
work/life programs available in the larger community. 

The AFSCME Executive Board's primary work/life issue is a livable wage. This group 
stated, "without a livable wage, an employee can't pay for retirement, can't afford to send 
children to the University, and child-care and health care takes up most wages.'' They 
would also like the University to audit supervisory practices and provide training and 
enforce good supervisory practice and equity across units. 

The Benefits Advisory Committee identified a need for assistance to employees for 
locating and evaluating work/life resources. Also needed is an education and support 
network for employees. 

The University Labor Management Committee stated that economically disadvantaged 
employees (for example, those having to work two jobs) do not have the option of 
flexibility in their jobs. In office settings with only one support person there is difficulty 
allowing the employee to take time off, much less offer flexibility in the position. 

The Council of Academic Professionals and Administrators Benefits and 
Compensation Committee identified a restrictive definition of sick leave as a barrier to 
employees struggling with dependent care issues. An employee's flexibility within this 
policy or ability to accrue more vacation time would be helpful. 

AREAS OF GREATEST NEED 

Given the feedback from experts, focus groups, and governance groups, our findings 
suggest the following areas of greatest need for the University: 
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1. Training and Accountability for Supervisors 
According to focus group participants across the University system and across 
classifications, the need for supportive supervisors is universal. This was the most often 
repeated need on all campuses in twenty-two focus groups. Apart from supportive 
policies and generous benefits, supervisors truly determine whether an employee 
experiences the workplace as supportive or toxic. 

Many faculty and staff talked about cultivating workplace "respect." Others focused on 
training for supervisors and the uneven supervisory practices across the University's 
complex, decentralized, organizational structure. 

Here are a few comments from focus groups, which illustrate our findings: 

"We're so short staffed that when my mother was ill, my supervisor didn't 
have time to understand. There was no one to fill in, which hampered me 
being able to spend time with my dying mother and take care of my 
health." -female bargaining unit employee 

"My past supervisor was okay with my mother's illness. Then, when she 
was ill for two weeks, he called every day. There must be a 
misunderstanding about FMLA." -female bargaining unit employee 

"Supervisors often don't have the proper training as they "fell" into their 
job and don't understand the work flow, people, training, and big picture." 
-bargaining unit employee 

"My supervisor delayed an employment contract until the day I was in 
delivery (with baby). He had six months to do this. It just wasn't a priority 
for him." -female faculty member 

"My old supervisor was amazing. He didn't question leaves. It made me 
nervous when my old supervisor left, because I wasn't sure that the new 
supervisor was going to be as supportive." -civil service employee 

"It really depends on what kind of supervisor you have ... most flexibility 
can be done informally." -civil service employee 

"Job satisfaction: It really comes down to a supervisor. .. It's a matter of 
sitting down some supervisors and helping them to become more flexible, 
more understanding." -civil service employee 

"A number of years ago, we had a flood in Grand Forks, and my 
supervisor gave me time to work with flood clean up. He never came back 
later and asked how I was going to make up the time." -PIA employee 
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2. Flexible Work Arrangement Policies and Implementation 
Across all campuses ofthe University, flexible work arrangements (FWAs) were cited as 
one of the most desired work/life support needed in the workplace. FW As help 
employees better manage their time and reduce stress around work and life conflicts. 
Both supervisors and employees will need training to manage these arrangements and 
establish boundaries. A formal policy for flexible work arrangements should be 
developed to guide and inform employers and employees. 

In the Twin Cities area, commuting causes much stress for employees, which could be 
eased by implementing flexible work arrangements, especially differential start and stop 
time for work and telecommuting. Here are some comments from University Twin Cities 
employees: 

"Increasing volume of traffic is an issue ... you can't predict crashes, flow, 
weather conditions, etc. There needs to be an awareness of this increasing 
problem and impact this has on start times." -bargaining unit employee 

"Getting in on the dot on time to work makes me nervous. If ten or fifteen 
minutes leeway were allowed, it'd take the pressure off." -bargaining unit 
employee 

"Between the work hours and the commute, what's really left for people's 
personal lives?'' -faculty member 

"I commute an hour to work every day; in summer I can telecommute 
once a week. That relieves the stress." -P/ A employee 

3. Targeted Policy Review: Parental, Vacation, and Sick Leave 
The way in which policies have been developed for each employee group at the 
University has led to inconsistency and inequity. Governance groups pointed out 
concerns with the current P/ A sick leave policy which does not allow use for ill parents. 
Other issues include the differing length of paid parental leaves for each employee group 
and the difficulty for women faculty to incorporate a 14-week teaching semester with a 
six-week paid leave. Language for domestic partners has not been consistently integrated 
into existing contracts. In focus groups, we heard that a bereavement leave policy would 
be helpful for some employees. 

4. Elder Care Resources 
Consistently throughout the focus groups and meetings with governance groups, we 
heard how faculty and staff are increasingly responsible for caring for aging and/or ill 
parents. Caregiving responsibilities can include: 

Personal needs: washing, dressing, eating 
Financial needs: paying bills, bank deposits 
Household needs: shopping, cooking, cleaning, laundry 
Transportation needs: rides to and from the doctor and/or hospital 
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With community resources scarce and/or expensive, working adults often are left fully 
responsible for providing assistance and care before and after work, weekends, and 
d 

. . 22 
unng vacatiOn. 

Given the demographics of the University's workforce, 57% of whom are in their 40s and 
50s, it should present no surprise that so many of our faculty and staff are engaged in 
eldercare. Often, eldercare comes up suddenly for employees and is unpredictable, 
causing much stress in the workplace. This can translate into lost productivity. 

According to a 1996 elder care survey by AARP, the aggregate cost of elder caregiving in 
lost productivity alone was $11.4 billion dollars per year. The costs included replacing 
employees, absenteeism, workday interruptions, elder care crises and supervisors' time. 
For these factors alone, the annual cost to U.S. businesses exceeds $1,140 per employed 

. 23 caregiver. 

Providing access to elder care resources and referral would relieve a great portion of this 
productivity drain each year and would provide a valuable support for employees at a 
relatively low cost. For instance, if the University expands the current child care resource 
and referral contract to include elder care resource and referral, this would alleviate much 
of the productivity drain and lost time in searching for appropriate resources. 

5. Child Care Resources 
Consistently, the need for child care has been identified as one of the critical areas to 
address for faculty and staff. It was identified by the 2000 Office for University Women's 
Work/Life Task Force as a key issue, and has been repeated by focus group participants 
and governance groups. According to a faculty member on SCF A: "child care is what is 
needed in all institutions. The University does not need more data." 

This issue affects both male and female faculty and staff. According to Netsy Firestein, 
Director of the Labor Project for Working Families, "Child care is one of the biggest 
challenges for working families. Quality child care has become both scarce and 
expensive." Finding high-quality, reliable, affordable care can be difficult for working 
parents. 

Complicating this issue is the fact that financial support for child care on the Twin Cities 
campus is eroding, rather than increasing. Child Care Resource and Referral, which was 
funded annually out of the University of Minnesota Child Care Center for the last decade, 
was cut from their budget. And the HESO (Minnesota Higher Education Services Office) 
grant funding which provides child care subsidies to student parents, administered 
through General College's Student Parent Help Center, was cut as well. Central 

22 
Firestein, Netsy, (2002) Bargaining Fact Sheet. Labor Project for Working Families: Berkeley, California 

23 1996 National Alliance for Caregiving/AARP Survey 
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administration temporarily provides bridge funding to keep these services running this 
year. There is no permanent commitment for funding. 

A Comprehensive Work/Life Action Plan 

Changing the work environment for faculty and staff at the University requires a shift in 
our values and priorities. A comprehensive approach is not about spending more money 
on programs, but about changing the organization's culture. A common mistake when 
work/life programs are initiated is to focus solely on the more costly work/life-oriented 
benefits while neglecting the key roles supervisors and the organization's culture have on 
a supportive workplace. The work/life steering committee recommends a comprehensive 
approach that addresses three levels of the institution: organization, group, and 
individual. Based on the model developed by Phyllis Johnson and Jennifer Warren (1995) 
in "The impact of workplace support on work-family role strain,"24 the plan focuses on 
actions that can be taken during the next five years in: 

1) organizational structure; 
2) supportive supervisory practices; 
3) work/life-oriented benefits designed to help employees coordinate work and 

family responsibilities. 

The Work/Life Steering Committee has envisioned this model as a three-legged stool. 
Each leg mentioned above must be well developed to effectively create a supportive 
environment where faculty and staff can thrive. 

-----~----............. 

/ Workii.M~ ·",. 

~~~~~· These recommendations relate to each of the leg of the work/life 
stool: organization, supervisors, and work/life benefits. (In 
Appendix I, recommendations are organized by years of 
implementation, ·with low cost strategies implemented in thefirst 
several years, and more cost-intensive strategies added in years 
three, four, andfive. The recommendations are followed by a 
timeline and budget projections.) 

ORGANIZATION STRUCTURE 
Plzilosoplry/Vision 

org .. iutionAI 
Structuno 

The Work/Life Steering Committee urges the University of 
Minnesota Board of Regents to adopt a work/life philosophy or 

SUprn·isory 
Pra.:ticH 

vision statement that sets the tone for a supportive workplace and can be 
integrated into University systems. Such a statement might include the following 
language: 

Work!Uf• 
&atfib 

24 Warren, Jennifer and Phyllis Johnson. ( 1995) "The impact of workplace support on work
family role strain." Family Relations. 
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"The University of Minnesota is committed to policies, practices, 
and programs which are supportive of its diverse faculty, staff, and 
students as they manage the multiple demands of work, family, and 
the community. The University encourages, at all levels, an 
environment which is supportive of and sensitive to the needs and 
mutual dependence of the workplace and working families." 

Guiding principles can flow from this statement, which can be drawn from 
those first articulated in Vice President Kathryn Brown's March 2002 
presentation to the University of Minnesota Board of Regents: 

•!• We value our employees as people and recognize that they have complex lives 
and multiple demands outside of work that include family, personal and 
community responsibilities. 

•!• We appreciate the diversity of our employees' families, including single 
parents, gay and lesbian partnerships, blended families, and long-distance 
commuter relationships. 

•!• We recognize that supporting employees with their work/life responsibilities 
increases productivity, recruitment, retention, and morale and reduces 
institutional costs of replacement hiring, absenteeism, workday interruptions 
and caregiving crises. 

•!• We acknowledge that a supportive work/life culture contributes to a healthy 
work environment and impacts employee well-being and productivity. 

•!• We recognize that evolving technology forces us to examine traditional 
boundaries between work and life and rethink how and when work gets done. 

For examples of other institutions' work/life statements, see Appendix VII. 

Communications 
The University's work/life philosophy and principles should be communicated broadly to 
all University faculty and staff. Conduct regular reports on the status of work/life at the 
University to the regents, governance groups, and deans. Centralize work/life-related 
program, service, and policy information on the Human Resources Self-Service web site 
(HRSS) for easy access. 

Policies 
The policies of our institution explicitly state our values and establish appropriate means 
of conduct. With that in mind, the Work/Life Steering Committee recommends that all 
leave policies should be equitable across employee classifications. Vacation, sick, and 
parental leave should be reviewed for consistency and equity. Language for domestic 
partners should be included in all policies. And a formal policy for flexible work 
arrangements should be articulated to guide implementation of workplace flexibility. 
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New University policies related to personnel should be cognizant of work/life issues and 
include a work/life impact statement. 

Budget Compacts 
Deans, Heads, or VPs should be asked to report on the practices and initiatives in their 
unit that support work/life. Examples could include: 1) appointing a work/life point 
person; 2) providing incentives to supervisors; 3) requiring all supervisors, managers, and 
department heads to attend University training; 4) conducting a work-life unit 
assessment. 

For Deans and VPs the following questions can guide a discussion about their work/life 
implementation: 1) Is there someone at the unit level who has work/life responsibility to 
set the tone and review policy and practice? 2) Do work/life conversations take place in 
formal meetings with deans and department heads?; 3) How is the unit evaluating its 
success in managing work/life issues? 

Performance Reviews 
Work-life measures should be included in performance reviews for management at all 
levels of the organization. Supervisors/managers can be evaluated by measuring the 
following supportive behaviors: 1) engages in two-way communication; 2) mentors 
employees; 3) provides positive feedback; 4) allows employee autonomy; 5) creates 
organizational flexibility through work redesign and ~.;mployee involvement; and 6) 
facilitates the completion of job tasks. The use of 360 degree feedback can also be helpful 
in providing information to a supervisor regarding their management skills. 

Supervisors should be encouraged to include work/life as a part of the performance 
review conversation with their subordinates, much in the same way that departments 
include professional development or personal growth in performance review 
conversations. 

Incentives for Providing Work/Life Support 
Initiate a supervisor award modeled after Michigan State University, which recognizes 
supervisors for creating a supportive workplace. Implement an in-depth nomination and 
selection process, and reward those who are modeling the University's work/life 
philosophy. Adopt a workplace excellence award, which recognizes exemplary units. 
This is based upon the Montgomery Work-Life Alliance Workplace Excellence Award. 
Provide attractive incentives for this award, such as University-wide publicity and 
recognition, and a coding system within Human Resources, so that job applicants know 
which departments have won the "workplace excellence award." 

Organization Development (OD) 
Conduct departmental work/life assessments, using a survey tool, followed by 
conversations with supervisors and employees. This can begin as a pilot project, 
responding to individual department requests. In addition, adopt the OD model from the 
University of Texas-Houston, which has worked individually with departments that have 
high turnover, multiple grievances filed, and decreased productivity. 
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Baseline Measurement 
Conduct ongoing assessments to measure progress. Initial recommendations include: 
adding work/life measurements on University's new exit survey and on the proposed 
biannual campus climate survey. 

SUPPORTIVE SUPERVISORY PRACTICES 
Supervisors are primarily responsible for defining the working experience of their 
employees. They interpret and apply University policy and set the tone for their 
immediate work environment. According to research conducted by Linda Duxbury and 
others, supportive supervisors and managers have more impact than all work/life 
programs and policies combined. The Work/Life Steering Committee feels strongly that 
this leg of the stool is critical to ensuring that all faculty and staff are supported in 
working to their full potential. 

Training for managers, supervisors, and department chairs 
Integrate work/life into current supervisory training and administrative development 
programs offered through the Center for Human Resource Development (CHRD). This 
will require staff (subject matter expert) for content development and actual training. For 
the Crookston and Morris campuses, send UMTC trainers to conduct two-day 
supervisory training sessions at least once per year. This should be supplemented by 
periodic training via alternate delivery methods (lTV, train-the-trainer, and web 
tutorials). 

Training for human resource professionals 
Provide work/life resources and training for HR professionals at the University, so that 
they can better provide immediate technical support to supervisors at the local level. 
These individuals should be knowledgeable about work/life policies and implementation 
procedures. 

Training and support for human resource consultants 
Provide work/life resources and training for human resource consultants and support 
when encountering work/life issues in a unit where intervention may be needed. 
Employee Assistance counselors and University Counseling Services staff should be 
included as resources. 

Incentives for supportive supervisors 
Recognize supportive management styles as a criteria in performance reviews. Establish a 
supervisory award to honor supportive supervisors at the University. Publicize winners 
through University publications. (See cross-reference in organization structure.) 

Implementing these supervisory supports will require appropriate staffing in the Office of 
Human Resources for additional training needs, OD interventions, and technical 
assistance. 
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WORK/LIFE BENEFITS (Programs, Services, Resources) 
The Work/Life Steering Committee supports an approach of providing programs, 
services, and resources for faculty and staff that address issues across the life span. With 
this approach it is important to consider the demographics of our workforce, most of 
whom are over 40 years old. Access to these programs, services, and resources should be 
improved by centralizing information on the University's HRSS web site. 

With the exception of child care and elder care, the Work/Life Steering Committee 
recommends delaying most cost-intensive work/life benefits until years three, four, and 
five due to budgetary constraints. Because of the urgent need for more child care 
assistance, the committee recommends continuing funding on the Twin Cities campus for 
child care resource and referral. Child care resource and referral helps faculty, staff, and 
students find child care facilities in the area they choose. This is an important service to 
continue due to the many faculty, staff, and students who are unable to use the University 
Child Care Center because of cost or access issues. 

The committee also recommends expanding the current contract with CareQuest to 
include elder care resource and referral for all University campuses. Elder care resource 
and referral through CareQuest gives faculty and staff access to a registered nurse and 
gerontologist, who can provide individual consultation and link them to appropriate 
resources nationwide. 

Additional work/life benefits which should be added in following years include: 

I. Form partnerships with area child care providers in the UMTC area, based upon the 
University of Wisconsin-Madison model, and provide technical assistance, 
curriculum materials to child care facilities. 

2. Provide life-span programming, with monthly workshops/discussions on topics such 
as: eldercare, parenting, finances, retirement planning, implementing flexible work 
arrangements 

3. Develop back-up child care for faculty and staff, which provides a strong return on 
investment, $3.00 for every $1.00 spent, in reduced absenteeism. (There has been a 
rise in employer subsidizing back-up child care, because they can reduce absenteeism 
by helping their employees resolve child care conflicts.) 

Because it is cost prohibitive, the committee does not recommend building another on
site child care center as a realistic strategy. 

Recommended Structure for Implementation 

The Work/Life Steering Committee supports establishing a Work/Life Center within the 
Office of Human Resources to better coordinate existing resources, develop and manage 
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new programs, and to inform policy development. Because of budget limitations, the 
committee recommends that staffing for the Center be phased in over a five-year 
planning period. Activities slated for the first two years can be supported by 1.5 FTE in 
the Work/Life Center. As funds are available, programming and staffing can expand to 
offer appropriate work/life benefits for faculty and staff. 

Funding sources will need to be established for the center. At other institutions, funding 
for work/life initiatives often come from several funding streams: an institution's fringe 
pool, provost's office, human resources, minority or multicultural affairs, and the 
president's office. For more details, see the "Proposal for a Work/Life Center at the 
University of Minnesota Twin Cities Campus-December 2001." 

CONCLUSION 

Although the University ofMinnesota is confronted by an unprecedented budget 
challenge, we can turn this challenge into an opportunity to rethink how we do our work 
in this large organization. Driven by demographic changes in our workforce and external 
pressures, we can seize this moment to address important issues about how our 
employees balance their work, family, and life responsibilities and examine what, how, 
when, and where work gets done. The University of Minnesota can reduce workplace 
stress by developing a balanced work/life vision to guide the development of policies and 
practices that may improve morale even during a period of austerity. It is possible to 
realize measurable cost savings from improved retention, recruitment, and productivity 
by supporting employee's efforts to balance work and family responsibilities. 

Compared to our peer institutions, the University of Minnesota lags behind in 
implementing a comprehensive work/life strategy. All other Big I 0 institutions have 
developed or are in the process of developing work/life centers or coordinated programs 
to provide work/life support for their faculty, staff, and students. We can improve our 
competitive position with a forward-looking work/life commitment at all levels of the 
institution. 

Changing workforce demographics and new technologies create opportunities to 
construct a more humane workplace. Several university committees and groups have 
examined these issues in recent years and the conclusions and recommendations are 
clear. The University of Minnesota can improve on its progressive policies by making an 
institution-wide commitment to work/life integration; strengthening its supervisory 
training and practices; and focusing on work/life benefits that enhance productivity and 
balance. Perhaps more than at any other time, the current period is an opportune time to 
begin meeting the challenges of the new workplace. 
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2003-2008 RECOMMENDED ACTION PLAN AND TIME LINE 

The 2003 Work/Life Steering Committee proposes a 5-year phased plan, with minimal 

initial costs. We recommend delaying more cost-intensive work/life benefits and staffing 

to years three, four, and five. 

YEAR ONE-Work/Life Comprehensive Plan 
The focus of year one is to concentrate efforts on organization structure and training and 

support for supervisors, which are low cost to the University. 

Organization Structure 

1. Philosophy-Articulate a work/life philosophy which will set the tone for how the 

University will address work/life issues (President, VPs, Regents). 

2. Policies (Flexible Work Arrangements, Parental Leave) 

a. Develop and promote policy guidelines for flexible work arrangements, with 

technical assistance provided by human resource consultants and professionals. 

Promote voluntary reduced-time appointments and job-shares as possible strategy 

for departments to deal with budget cuts. (VP HR, Work/Life Director) 

b. Form small task force to conduct feasibility study of equalizing parental leave for 

all new parents-birth mothers, fathers, domestic pmtners, and adoptive parents, 

regardless of employment category. (VP HR) 

c. Form small task force to conduct a feasibility study to explore ways to adjust the 

cun·ent parental leave policy to better accommodate the semester system (for 

teaching faculty). (VP HR) 

3. Performance Reviews 
Develop measures for evaluating all University supervisors on their ability to create a 

work/life supportive environment. (VP HR, HR Director, Work/Life Director) 

4. Budget Compacts 
Request each University dean, director, or VP to report on the practices and initiatives 

in their unit that support work/life. This should require no additional budget requests 

at the unit level. Examples could include: 1) appoint a work/life point person in the 

unit; 2) provide incentives to supervisors; 3) require all supervisors, both faculty and 

staff to attend University supervisory or department chair training (EVPP, VP HR) 
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Provide work/life resources and training for HR consultants and support when 

encountering work/life issues in a unit where intervention may be needed. at the 

University .. (HR Director, CHRD-OD consultant, Work/Life Director) 

4. Incentives for Supportive Supervisors 

Supervisory Award: Develop an award which recognizes supportive supervisors at 

the University, based on the model used at Michigan State University. Develop 

nomination criteria, nomination process. Publicize and implement in year one. (Low 

cost: recognition includes article in KIOSK (work/life section), cake, balloons, 

flowers, and certificate for each recipient. The recognition is carried out much like the 

Readers Digest Prize Patrol. (Work/Life Director) 

Work/Life Benefits 

1. Provide better access to work/life benefit resources via HRSS (cross-referenced in 

communication) 

2. Provide critical resources for employees along their life span 

a. Continue funding Child Care Resource and Referral Contract on the Twin Cities 

campus ($21 ,000) 

b. Provide Eldercarc Resource and RefeiTal systemwide, by expanding current 

contract with CareQuest ($20,000) 

YEAR TWO- Work/Life Comprehensive Plan 

Organization Structure 

1. Philosophy-Continue to incorporate work/life philosophy into University systems. 

(President, VPs, Regents).\ 

2. Policies (Flexible Work Arrangements, Parental Leave) 

a. Continue to promote policy guidelines for flexible work arrangements, with 

technical assistance provided by human resource consultants and professionals. 

b. Implement recommendations from parental leave feasibility study on equalizing 

parental leaves. (VP HR) 

c. Implement recommendations from feasibility study on parental leaves and 

accommodations for teaching faculty. (VP HR) 

d. Standardize language in all employee agreements and contracts to reflect parental 

leave opportunities for same-sex domestic pa1tners. (HR Director) 
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e. Clarify the language in the parental leave policy to distinguish parental leave from 

other paid leave. (HR Director) 

f. Form task force to address vacation and sick leave equity issues across 

classifications. In particular, examine sick leave policies for PI A staff that cannot 

use sick leave to care for ill parents. (VP HR) 

3. Performance Reviews 

Implement measures for evaluating all University supervisors on their ability to create 

a work/life supportive environment. Educate all employees about these measures. (VP 

HR, HR Director, Work/Life Director) 

4. Budget Compacts 
Continue work/life requirements in budget compacts from University deans, 

directors. This should require no additional budget requests at the unit level. 

Examples could include: 1) appoint a work/life point person in the unit; 2) provide 

incentives to supervisors; 3) require all supervisors, both faculty and staff to attend 

University supervisory or department chair training (EVPP, VP HR) 

5. Incentives 
Launch the "Workplace Excellence Award" developed in year one, which recognizes 

units which are excellent places to work. (EVPP, VP HR, Work/Life Director) 

Provide attractive incentives for this award, such as University-wide publicity and 

recognition, coding system within HR, so that job applicants know which 

depm1ments have won the "workplace excellence award." 

6. Communications 
a. Continue to publicize work/life philosophy and all work/life efforts through all 

University publications and communications. (President, VP HR, Work/Life 

Director) 

b. Continue to conduct regular reports on the status of work/life at the University to 

the regents, and governance groups. (VP HR, Work/Life Director) 

c. Continue to update and maintain all work/life information on HRSS one stop for 

easy access to programs, services, policies, and other resources for faculty and 

staff (Work/Life Director, HRSS staff, in cooperation with Work/Life 

Consortium) 
d. Continue to convene Work/Life Consortium to share information among work/life 

service and program providers (Work/Life Director) 

7. Baseline Measurement 
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a. Report on work/life findings from campus climate survey. (VP HR, EEO 

Director, Work/Life Director) 

b. Report on work/life findings from University's exit survey (VP HR, Work/Life 

Director) 

c. Propose improvements based upon findings from surveys 

Supportive Supervisory Practices 

1. Training for managers, supervisors and department chairs 

Continue to conduct work/life training modules in existing supervisory and dept. 

chair training offered through the Center for Human Resource Development (CHRD) 

(CHRD Director, Supervisory Training Directand or, Work/Life Director) 

For Crookston and Morris campuses, send UMTC trainers to conduct two-day 

supervisory training session, at least once per year. (Supervisory Tmg Director) 

2. Training for HR professionals 

Continue to provide work/life resources and training for HR professionals at the 

University, so that they can better provide immediate technical support to supervisors 

at the local level. (HR Director, Work/Life Director) 

3. Training and Support for HR consultants 

Continue to provide work/life resources and training for HR consultants and support 

when encountering work/life issues in a unit where intervention may be needed. at the 

University .. (HR Director, CHRD-OD consultant, Work/Life Director) 

4. Incentives for Supportive Supervisors 

Continue Supervisory Award that recognizes supportive supervisors at the University. 

Publicize winners through University publications. (Work/Life Director) 

Work/Life Benefits 
1. Continue to provide better access to work/life benefit resources via HRSS (cross

referenced in communication). 

2. Continue to provide the following critical resources for employees along their life 
span 

a. Continue funding Child Care Resource and Referral Contract ($21 ,000) 
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5. Incentives 

Develop a "Workplace Excellence Award" which recognizes units which are 

excellent places to work. 

6. Communications 

a. Publicize work/life philosophy and all work/life efforts through all University 

publications and communications. (President, VP HR, Work/Life Director) 

b. Conduct regular reports on the status of work/life at the University to the regents, 

and governance groups. (VP HR, Work/Life Director) 

c. Centralize all work/life information on HRSS one stop for easy access to 

programs, services, policies, and other resources for faculty and staff (Work/Life 

Director, HRSS staff, in cooperation with Work/Life Consortium) 

d. Continue to convene Work/Life Consortium to share information among work/life 

service and program providers (Work/Life Director) 

7. Baseline Measurement 

a. Incorporate work/life measures into biannual campus climate survey (VP HR, 

EEO Director, Work/Life Director) 

b. Develop and include work/life questions on the University's new exit survey (VP 

HR, Work/Life Director 

Supportive Supervisory Practices 

1. Training for managers, supervisors and department chairs 

Develop work/life training modules and incorporate into existing supervisory and 

dept. chair training offered through the Center for Human Resource Development 

(CHRD) (CHRD Director, Supervisory Training Director, Work/Life Director) 

For Crookston and MmTis campuses, send UMTC trainers to conduct two-day 

supervisory training session, at least once per year. 

2. Training for HR professionals 
Provide work/life resources and training for HR professionals at the University, so 

that they can better provide immediate technical support to supervisors at the local 

level. (HR Director, Work/Life Director) 

3. Training and Support for HR consultants 
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b. Continue to provide Eldercare Resource and Referral through contract with 

CareQuest ($20,000) 

3. Form a grant-writing committee to apply for the CCAMPIS (federal child care) grant. 

Draft and submit proposal for increasing child care options in the Twin Cities campus 

area. 

YEAR THREE- Work/Life Comprehensive Plan 

Organization Structure 

I. Philosophy-Continue to incorporate work/life philosophy into University systems. 

(President, VPs, Regents). 

2. Policies (Flexible Work An·angements, Parental Leave) 

a. Continue to promote policy guidelines for flexible work arrangements, with 

technical assistance provided by human resource consultants and professionals. 

b. Implement recommendations from parental leave feasibility study on equalizing 

parental leaves. (VP HR) 

c. Implement recommendations from feasibility study on parental leaves and 

accommodations for teaching faculty. (VP HR) 

d. Implement recommendations from vacation/sick leave task force. (VP HR) 

3. Performance Reviews 

Implement measures for evaluating all University supervisors on their ability to create 

a work/life supportive environment. Educate all employees about these measures. (VP 

HR, HR Director, Work/Life Director) 

4. Budget Compacts 

Continue work/life requirements in budget compacts from University deans, 

directors. This should require no additional budget requests at the unit level. 

Examples could include: 1) appoint a work/life point person in the unit; 2) provide 

incentives to supervisors; 3) require all supervisors, both faculty and staff to attend 

University supervisory or department chair training (EVPP, VP HR) 

5. Incentives 

Continue the "Workplace Excellence Award" developed in year one, which 

recognizes units which are excellent places to work. (EVPP, VP HR, Work/Life 

Director) Provide attractive incentives for this award, such as University-wide 
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publicity and recognition, coding system within HR, so that job applicants know 

which departments have won the "workplace excellence award." 

6. Communications 

a. Continue to publicize work/life philosophy and all work/life efforts through all 

University publications and communications. (President, VP HR, Work/Life 

Director) 

b. Continue to conduct regular reports on the status of work/life at the University to 

the regents, and governance groups. (VP HR, Work/Life Director) 

c. Continue to update and maintain all work/life information on HRSS one stop for 

easy access to programs, services, policies, and other resources for faculty and 

staff (Work/Life Director, HRSS staff, in cooperation with Work/Life 

Consortium) 

d. Continue to convene Work/Life Consortium to share information among work/life 

service and program providers (Work/Life Director) 

7. Baseline Measurement 

a. Conduct biannual campus climate survey. (VP HR, EEO Director, Work/Life 

Director) 

b. Report on work/life findings from University's exit survey (VP HR, Work/Life 

Director) 

c. Propose improvements based upon findings from surveys 

8. Organization Development Pilot Project 

Implement Work/Life OD Pilot Project to assist one or two departments who are 

experiencing high turnover, high absenteeism, decreased productivity, and/or 

grievances filed to work on ways to implement supportive workplace practices. 

This is based on a successful OD Intervention Program conducted at the 

University of Texas-Houston, through their Work/Life and Employee Assistance 

Program. This one-on-one assessment, intervention, and coaching approach has 

produced tangible, cost-savings and morale improving results. (Work/Life 

Director, CHRD-OD) 

Supportive Supervisory Practices 

1. Training for managers, supervisors and department chairs 
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Continue to conduct work/life training modules in existing supervisory and dept. 

chair training offered through the Center for Human Resource Development (CHRD) 

(CHRD Director, Supervisory Tmg Director, Work/Life Director) 

For Crookston and Morris campuses, send UMTC trainers to conduct two-day 

supervisory training session, at least once per year. (Supervisory Trng. Director) 

2. Training for HR professionals 

Continue to provide work/life resources and training for HR professionals at the 

University, so that they can better provide immediate technical support to supervisors 

at the local level. (HR Director, Work/Life Director) 

3. Training and Support for HR consultants 

Continue to provide work/life resources and training for HR consultants and support 

when encountering work/life issues in a unit where intervention may be needed. at the 

University .. (HR Director, CHRD-OD consultant, Work/Life Director) 

4. Incentives for Supportive Supervisors 

Continue Supervisory Award which recognizes supportive supervisors at the 

University. Publicize winners through University publications. (Work/Life Director) 

Work/Life Benefits 

1. Continue to provide better access to work/life benefit resources via HRSS (cross

referenced in communication) 

2. Continue to provide the following critical resources for employees along their life 

span 

a. Continue funding Child Care Resource and Referral Contract ($21 ,000) 

b. Expand Child Care Resource and Referral to Crookston, Morris, Duluth, & 

Rochester campuses 

c. Continue to provide Eldercare Resource and Referral through contract with 

CareQuest 

3. Based upon child care model at University of Wisconsin-Madison, begin to form 

partnerships with area child care providers in the UMTC area. If awarded grant 

funding, provide technical assistance, curriculum materials to child care facilities. 

(Work/Life Director) 
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4. Provide life-span programming, with monthly workshops/discussions on topics such 

as: eldercare, parenting, finances, retirement planning, implementing flexible work 

arrangements (Work/Life Director) 

YEAR FOUR- Work/Life Comprehensive Plan 

Organization Structure 

1. Philosophy-Continue to incorporate work/life philosophy into University systems. 

(President, VPs, Regents). 

2. Policies (Flexible Work Arrangements, Parental Leave) 

a. Continue to promote policy guidelines for flexible work arrangements, with 

technical assistance provided by human resource consultants and professionals. 

3. Performance Reviews 

Implement measures for evaluating all University supervisors on their ability to create 

a work/life supportive environment. Educate all employees about these measures. (VP 

HR, HR Director, Work/Life Director) 

4. Budget Compacts 
Continue work/life requirements in budget compacts from University deans, 

directors. This should require no additional budget requests at the unit level. 

Examples could include: 1) appoint a work/life point person in the unit; 2) provide 

incentives to supervisors; 3) require all supervisors, both faculty and staff to attend 

University supervisory or department chair training (EVPP, VP HR) 

5. Incentives 
Continue the "Workplace Excellence Award" developed in year one, which 

recognizes units which are excellent places to work. (EVPP, VP HR, Work/Life 

Director) Provide attractive incentives for this award, such as University-wide 

publicity and recognition, coding system within HR, so that job applicants know 

which departments have won the "workplace excellence award." 

6. Communications 
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a. Continue to publicize work/life philosophy and all work/life efforts through all 

University publications and communications. (President, VP HR, Work/Life 

Director) 

b. Continue to conduct regular reports on the status of work/life at the University to 

the regents, and governance groups. (VP HR, Work/Life Director) 

c. Continue to update and maintain all work/life information on HRSS one stop for 

easy access to programs, services, policies, and other resources for faculty and 

staff (Work/Life Director, HRSS staff, in cooperation with Work/Life 

Consortium) 

d. Continue to convene Work/Life Consortium to share information among work/life 

service and program providers (Work/Life Director) 

7. Baseline Measurement 

b. Report on biannual campus climate survey. (VP HR, EEO Director, Work/Life 

Director) 

b. Report on work/life findings from University's exit survey (VP HR, Work/Life 

Director) 

c. Propose improvements based upon findings from surveys 

8. Organization Development Pilot Project 

Evaluate Work/Life OD Pilot Project and continue if successful. (Work/Life 

Director, CHRD-OD) 

Supportive Supervisory Practices 

1. Training for managers, supervisors and department chairs 

Continue to conduct work/life training modules in existing supervisory and dept. 

chair training offered through the Center for Human Resource Development (CHRD) 

(CHRD Director, Supervisory Tmg Director, Work/Life Director) 

For Crookston and Morris campuses, send UMTC trainers to conduct two-day 

supervisory training session, at least once per year. (Supervisory Tmg. Director) 

2. Training for HR professionals 

Continue to provide work/life resources and training for HR professionals at the 

University, so that they can better provide immediate technical support to supervisors 

at the local level. (HR Director, Work/Life Director) 
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3. Training and Support for HR consultants 

Continue to provide work/life resources and training for HR consultants and support 

when encountering work/life issues in a unit where intervention may be needed. at the 

University .. (HR Director, CHRD-OD consultant, Work/Life Director) 

4. Incentives for Supportive Supervisors 

Continue Supervisory Award which recognizes supportive supervisors at the 

University. Publicize winners through University publications. (Work/Life Director) 

Work/Life Benefits 

1. Continue to provide better access to work/life benefit resources via HRSS (cross 
referenced in communication) 

2. Continue to provide the following critical resources for employees along their life 

span 

a. Continue funding Child Care Resource and Refenal Contract systemwide 

($31,000) 

b. Continue to provide Eldercare Resource and Refenal through contract with 

CareQuest ($20,000) 

3. Continue fmming partnerships with area child care providers in the UMTC area. If 

awarded grant funding, provide technical assistance, cuniculum materials to child 

care facilities. (Work/Life Director) 

4. Continue to provide life-span programming, with monthly workshops/discussions on 

topics such as: eldercare, parenting, finances, retirement planning, implementing 

flexible work anangements (Work/Life Director) 

5. Establish back-up child care for faculty and staff. Back-up child care provides a 

strong retum on investment, $3.00 for every $1.00 spent, in reduced absenteeism. 

There has been a rise in employer subsidizing back-up child care, because they can 

reduce absenteeism by helping their employees resolve child care conflicts. 

YEAR FIVE- Work/Life Comprehensive Plan 

Organization Structure 

1. Philosophy-Continue to incorporate work/life philosophy into University systems. 

(President, VPs, Regents). 

2. Policies (Flexible Work Arrangements, Parental Leave) 
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Continue to promote policy guidelines for flexible work arrangements, with technical 

assistance provided by human resource consultants and professionals. 

3. Performance Reviews 

Implement measures for evaluating all University supervisors on their ability to create 

a work/life supportive environment. Educate all employees about these measures. (VP 

HR, HR Director, Work/Life Director) 

4. Budget Compacts 

Continue work/life requirements in budget compacts from University deans, 

directors. This should require no additional budget requests at the unit level. 

Examples could include: 1) appoint a work/life point person in the unit; 2) provide 

incentives to supervisors; 3) require all supervisors, both faculty and staff to attend 

University supervisory or department chair training (EVPP, VP HR) 

5. Incentives 

Continue the "Workplace Excellence Award" developed in year one, which 

recognizes units which are excellent places to work. (EVPP, VP HR, Work/Life 

Director) Provide attractive incentives for this award, such as University-wide 

publicity and recognition, coding system within HR, so that job applicants know 

which departments have won the "workplace excellence award." 

6. Communications 

a. Continue to publicize work/life philosophy and all work/life efforts through all 

University publications and communications. (President, VP HR, Work/Life 

Director) 

b. Continue to conduct regular reports on the status of work/life at the University to 

the regents, and governance groups. (VP HR, Work/Life Director) 

c. Continue to update and maintain all work/life information on HRSS one stop for 

easy access to programs, services, policies, and other resources for faculty and 

staff (Work/Life Director, HRSS staff, in cooperation with Work/Life 

Consortium) 

d. Continue to convene Work/Life Consortium to share information among work/life 

service and program providers (Work/Life Director) 

7. Baseline Measurement 

a. Repmt on biannual campus climate survey. (VP HR, EEO Director, Work/Life 
Director) 
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b. Report on work/life findings from University's exit survey (VP HR, Work/Life 

Director) 

c. Propose improvements based upon findings from surveys 

8. Organization Development Pilot Project 

Evaluate Work/Life OD Pilot Project and continue if successful. (Work/Life 

Director, CHRD-OD) 

Supportive Supervisory Practices 

1. Training for managers, supervisors and department chairs 

Continue to conduct work/life training modules in existing supervisory and dept. 

chair training offered through the Center for Human Resource Development (CHRD) 

(CHRD Director, Supervisory Tmg Director, Work/Life Director) 

For Crookston and Morris campuses, send UMTC trainers to conduct two-day 

supervisory training session, at least once per year. (Supervisory Tmg. Director) 

2. Training for HR professionals 

Continue to provide work/life resources and training for HR professionals at the 

University, so that they can better provide immediate technical support to supervisors 

at the local level. (HR Director, Work/Life Director) 

3. Training and Support for HR consultants 

Continue to provide work/life resources and training for HR consultants and support 

when encounteting work/life issues in a unit where intervention may be needed. at the 

University .. (HR Director, CHRD-OD consultant, Work/Life Director) 

4. Incentives for Supportive Supervisors 
Continue Supervisory Award which recognizes supportive supervisors at the 

University. Publicize winners through University publications. (Work/Life Director) 

Work/Life Benefits 

1. Continue to provide better access to work/life benefit resources via HRSS (cross

referenced in communication) 
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2. Continue to provide the following critical resources for employees along their life 

span 

a. Continue funding Child Care Resource and Referral Contract systemwide 

b. Continue to provide Eldercare Resource and Referral through contract with 

CareQuest 

c. Continue forming partnerships with area child care providers in the UMTC area. 

If awarded grant funding, provide technical assistance, curriculum materials to child 

care facilities. (Work/Life Director) 

3. Continue to provide life-span programming, with monthly workshops/discussions on 

topics such as: eldercare, parenting, finances, retirement planning, implementing 

flexible work arrangements (Work/Life Director) 

4. Continue back-up child care for faculty and staff. Back-up child care provides a 

strong return on investment, $3.00 for every $1.00 spent, in reduced absenteeism. 

There has been a rise in employer subsidizing back-up child care, because they can 

reduce absenteeism by helping their employees resolve child care conflicts. 

FOR TIMELINE CHART AND BUDGET SEE FOLLOWING PAGES. 
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FY2004 

Recurrina Non-recurrina 

Staffing 
1.0 FTE 01rector $55,000 

fringe benefits (33 1%) $18,205 

1 0 FTE Coordinator 
fringe benefits (33 1 %) 

1 0 Administrative Support Staff S 15,000 ( 5FTE) 

frinQe benefits {31 1%) 

Professional Develooment Funds $1 500 

General Expenses 
Meetings {room rental, food, AV) 
Workshops (room rental. spkr fees) 
Supplies $3,000 

Printing $500 

Telephone $400 

Comouter Equipment 

Incentives I 
Superv1sory Award 

1
s1 ,000 

Workolace Excellence Award 

Web Site Oev. & Maintenance in kind HRSS 

Publications $6 000 

Child/Elder Care Funds 
Child Care Resource & Referral" 24,000 

Elder Care Resource & Referral" $12,000 

Back-up Ch1ld Care 

Sick Ch1ld Care Subsidies 
lSUBTOTAL 0 $13~.!)05 

FY2004 

136.605 

University of Minnesota 
Work/Life Budget Projections 

FY2005 FY2iiii6 

Recurrina Non-recurrina Recumncr Non-recurrino 

$57,200 $59,488 
$18,933 $19,690 

$46,800 

I $15,491 
$15,000 ( 5 FTE) $31,500 

I l$9 796 

ls1 500 ls3 ooo 

I 
$1,000 $1,000 

I 
$2,500 $4,000 
$6,500 $6,500 
$1,500 $1,500 

$400 $600 

$3 000 I t3 ooo 

$1,000 $1,000 
S2 500 $2 500 

in kind HRSS in kind HRSS I 

$6 000 $6 000 I 

I $25.000 $35,000 
$12.000 $15.000 

I 
$1~1.033 $3,Q_OO $25!!,865 T$3,ooo 

---

FY 2005 FY2006 

154.033 261.865 

FY2Jl07 
Recurrina Non-recurrina 

$61,272 
$20,281 
$48,204 
$15,955 

$32,445 
ls10 090 

lt3 000 

$1,000 
$4,000 
$6,500 

I $1,500 

I $600 

$1,000 
lt2 500 

in kind HRSS 

ls6 ooo 

$35,000 
$15,000 
$25,000 

$289,347 0 

FY2007 

289.347 

*Child care and elder care resource and referral are billed on a per person usage basis Projections are based upon past usage. Actual expense may vary. 

- - - - - - - - - - - -

Ff2008 
Recurrina Non-recurrina 

$63,110 
$20,889 
$49,650 
$16,434 
$33,418 

10 393 

$3 000 

$1,000 
$4,000 
$6,500 
$1,500 

$600 

$1,000 

$2 500 

in kind HRSS 

$6 000 

$35,000 
$15,000 
$25,000 

$20,000 

$314,994 0 

FY2008 
314.994 

- - - - - , .. 
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APPENDIX II 

American Association of University Professors 

Statement of Principles on Family Responsibilities and Academic Work 

The statement that follows was approved in May 2001 by the Association's Committee 

on the Status of Women in the Academic Profession and its Subcommittee on Academic 

Work and Family. In June 2001 the Association's Committee A on Academic Freedom 

and Tenure endorsed the substance of this statement. The committee noted that the 

statement is a departure from the 1940 Statement of Principles on Academic Freedom 

and Tenure, but one that provides an important relief for probationary faculty in their 

child-rearing years. In November 2001 the AAUP Council adopted this statement as 

Association Policy. 

In 1974 the Association issued a statement, Leaves of Absence for Child-Bearing, Child

Rearing, and Family Emergencies, which presciently called for 

[aln institution's policies on faculty appointments [to be] sufficiently flexible to permit 

faculty members to combine family and career responsibilities in the manner best suited 

to them as professionals and parents. This flexibility requires the availability of such 

alternatives as longer-term leaves of absence, temporary reductions in workload with no 

loss of professional status, and retention of full-time affiliation throughout the child

bearing and child-rearing years. 

Since 1974 there have been significant demographic and legal changes affecting the 

academic profession. Notably, the percentage of women faculty has increased: in 1975 

women made up 22.5 percent of full-time faculty, while in 2000-01, women constituted 

36 percent of full-time faculty, according to the AAUP's Annual Report on the Economic 

Status of the Profession, known as the "salary survey," which is published in the 

March-April issue of the Association's journal, Academe. Many of the policies promoted 

in the AAUP's 1974 statement are now federal law, such as the Pregnancy 

Discrimination Act of 1978, which prohibits discrimination based on pregnancy, and the 

Family and Medical Leave Act of 1993, which provides for up to twelve weeks of unpaid 

leave a year for employees (women and men) to care for a newborn or a newly adopted 

child; to care for a parent, spouse, or child with a serious health condition; or to deal with 

the employee's own serious health condition. Accordingly, the Committee on the Status 

of Women in the Academic Profession revisited the 1974 statement to address some of 
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the current issues facing faculty members as they seek to integrate their family 

obligations and their work responsibilities in today's academic community. 

Although increasing numbers of women have entered academia, their academic status has 

been slow to improve. Women remain disproportionately represented within instructor, 

lecturer, and unranked positions: more than 57 percent of those holding such positions are 

women, according to the AAUP's annual salary survey. In contrast, among full 

professors, only 26 percent are women, and 74 percent are men. Women remain 

significantly underrepresented at research institutions; this is in stark contrast to their 

significant representation at community colleges. The proportion of full-time women 

faculty at two-year institutions increased from 38 percent in 1987 to approximately 50 

percent in 1998.1 At the same time, among full professors at doctoral institutions, the 

proportion of faculty members who are women is only 19 percent. A salary advantage 

held by male faculty members over female faculty members exists at all ranks and 

institutional types. The salary gap is largest at the rank of full professor where, for all 

institutional types combined, women are paid, on average, only 88 percent of what their 

male colleagues are paid.2 Most important, the percentage of women who hold tenured 

positions remains low. The 2000-01 AAUP salary survey reported that among full-time 

faculty women, only 48 percent are tenured, whereas 68 percent of full-time men are 

tenured. 

The conflict between work and family obligations that many faculty members experience 

is more acute for women faculty than for men. Giving birth and raising children are 

distinctive events. Only women give birth, and it is an event that interrupts the career of a 

higher percentage of professors than any other "physical disability" or family obligation. 

Eighty-seven percent of women become parents during their working lives.3 Pregnancy, 

childbirth, and child rearing are also age-related, and most commonly occur during the 

same years that college faculty are seeking tenure in their jobs. In 1995 the average Ph.D. 

recipient was thirty-four years old.4 Although many men take substantial responsibility 

for the care of children, the reality is that women still assume more responsibility for 

child rearing than do men: 

Raising a child takes 20 years, not one semester. American women, who still do the vast 

majority of child care, will not achieve equality in academia so long as the ideal academic 

is defined as someone who takes no time off for child-rearing. With teaching, research, 

committee assignments, and other responsibilities, pre-tenure academics commonly work 

many hours of overtime. Defining job requirements in this way tends to eliminate 

vit1ually all mothers, so it is not surprising the percentage of tenured women in U.S. 

colleges and universities has climbed so slowly.5 
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Thus, the development and implementation of institutional policies that enable the 

healthy integration of work responsibilities with family life in academe require renewed 

attention. 

The Association suggests that the following principles and guidelines be used to construct 

appropriate policies and practices regarding family leaves, modified teaching schedules, 

"stopping the tenure clock," and institutional assistance for family responsibilities. The 

policies fall into two categories: (1) general policies addressing family responsibilities, 

including family-care leaves and institutional support for child and elder care; and (2) 

more specific policies, such as stopping the tenure clock, that specifically relate to 

pretenure faculty members who are primary or coequal caregivers for newborn or newly 

adopted children, responding to the special and age-related difficulty of becoming a 

parent during the pretenure years. 

Transforming the academic workplace into one that supports family life requires 

substantial changes in policy and, more significantly, changes in academic culture. These 

changes require a thorough commitment from the leaders of educational institutions as 

well as from the faculty .6 No template of policies fits every institution, but it is essential 

that the priorities, workloads, rewards structure, and values of the academy permit and 

support an integration of family and work. Without such support, the commitment to 

gender equity, for both women and men, will be se1iously compromised. 

Because of the unique characteristics of academic life, particularly the flexibility of 

schedules, tremendous potential exists for achieving a healthy work-family integration. 

At the same time, academic culture poses a special challenge. The lack of a clear 

boundary in academic lives between work and family has, at least historically, meant that 

work has been all pervasive, often to the detriment of family. As Lotte Bailyn of the 

Massachusetts Institute of Technology accurately observed: 

The academic career ... is paradoxical. Despite its advantages of independence and 

flexibility, it is psychologically difficult. The lack of ability to limit work, the tendency to 

compare oneself primarily to the exceptional giants in one's field, and the high incidence 

of overload make it particularly difficult for academics to find a satisfactory integration 

of work with private life .... It is the unbounded nature of the academic career that is the 

heart of the problem. Time is critical for professors, because there is not enough of it to 

do all the things their job requires: teaching, research, and institutional and professional 

service. It is therefore impossible for faculty to protect other aspects of their lives.7 
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As educational institutions seek to support faculty members in integrating work 

responsibilities and family life, they should recognize that families are varied and that 

they change in structure and needs over time. Therefore, institutions should adopt policies 

that contemplate, for example, the existence of blended families created by divorce and 

remarriage, and policies that include domestic partners, adopted and foster children, and 

other household members who live in a family group. Administrators and faculty 

members should be alert to the many forms that discrimination may take against those 

with a variety of family responsibilities throughout their careers. 

Family-Care and Disability Leaves 

Federal and state laws provide for a variety of paid and unpaid leaves for family 

responsibilities. These legal requirements establish minimum benefits only. The 

Association encourages institutions to offer significantly greater support for faculty 

members and other academic professionals with family responsibilities. 

Pregnancy disability leave 

Under the federal Pregnancy Discrimination Act of 1978, which is part of Title VII of the 

Civil Rights Act of 1964, universities as employers must provide the same disability 

benefits for pregnancy and childbirth as they provide for any other physical disability. If 

professors are entitled to paid disability leaves under institutional benefit programs, then 

women professors are entitled to paid pregnancy leaves. Physicians routinely certify six 

to eight weeks as the physical disability period for a normal pregnancy and birth. Some 

states, local governments, and, where applicable, collective bargaining agreements, go 

beyond federal law and require pregnancy disability leaves regardless of the availability 

of other disability leaves. The AAUP recommends that all educational institutions offer 

paid disability leaves for pregnancy. 

Family care leave 

The federal Family and Medical Leave Act (FMLA) requires employers with fifty or 

more employees to provide unpaid leave to both women and men for care of newborn or 

newly adopted infants, or for the care of children, spouses, or parents with serious health 

conditions. Employees can take up to twelve weeks of FMLA leave within a twelve

month period. 

46 

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



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

Although the FMLA is an important first step, it is inadequate, because it does not require 

that such family-care leave be paid, and it fails to provide for leave to care for same-sex 

or other domestic partners, and other ill family members who are not spouses or parents. 

In addition, the twelve-week annual time limit may, in certain circumstances, be 

inadequate. (Some states, local governments, and collective bargaining agreements 

provide more generous family leave.) The Association encourages both public and 

private educational institutions to go beyond the minimum coverage prescribed by the 

FMLA and provide also some form of paid family-care leave. (There are a number of 

ways institutions may finance the cost of family leave. For example, some institutions 

provide faculty members with the option of using their paid annual or sick leave 

concurrently with their unpaid leave.) 

Emergency care and other short-term leave 

Family emergencies can be disruptive professionally as well as personally. Nevertheless, 

they can be accommodated based on familiar models of sick leave. Options include 

extending sick leave to include leave to care for an ill family member in cases of short

term illnesses not covered by the federal FMLA or other laws. Other alternatives include 

allowing use of short-term emergency leaves for contingencies connected to unusually 

adverse weather conditions or other emergency situations, such as the unavailability of 

usual child- or elder-care services. 

Longer-term leave for child rearing or other family responsibilities 

Institutions frequently grant extended unpaid leaves of absence to faculty members for a 

variety of purposes.8 Rearing children should be recognized as one appropriate ground 

for a leave of absence, and such leaves should be available to both men and women on 

the same terms and conditions as other unpaid leaves of absence. Other family 

responsibilities, such as caring for an ailing family member, should also be considered a 

legitimate reason for allowing unpaid leaves of absence. 

The timing and duration of such leaves should be determined by mutual agreement 

between the faculty member and the administration. Faculty members on family leaves 

should receive consideration with respect to salary increments, insurance coverage, 

retirement annuities, and the like, comparable to the benefits available to faculty 

members on other types of unpaid leaves, such as those for public or private service 

outside the institution. Individual and administrative obligations connected with such 

leaves, including the timing of a tenure decision, should be those set forth in the 
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applicable provisions of the AAUP's Statement of Principles on Leaves of Absence 

(1972). 

In accommodating the family needs of faculty members, whether through paid or unpaid 

leaves of absence of short or long duration, institutions should be careful in assigning the 

duties of the faculty member on leave. To avoid creating resentment among faculty 

members toward the professor on leave, disproportionate burdens should not be placed on 

other faculty members. 

Active Service with Modified Duties 

Many institutions of higher education have responded to the need for faculty to take care 

of newborn or newly adopted children by creating modified duty policies to allow faculty 

to obtain relief from some teaching or service obligations while remaining in active

service status. Active-service status allows faculty members to continue research or other 

obligations and receive full pay. For example, the University of California system's 

"active service-modified duties" policy allows faculty partial or full relief from teaching 

for one quarter (or semester) if the faculty member has "substantial responsibility" for 

care of a newborn or newly adopted child under the age of five. This period of modified 

duties is not considered a leave, and the faculty member receives full pay.9 Other 

universities allow faculty to reduce semester- or year-long teaching loads for child-care 

purposes with proportional reductions in pay.10 

In 1974 the AAUP recommended in Leaves of Absence for Child-Bearing, Child

Rearing, and Family Emergencies that "[t]he alternative of temporarily reduced workload 

should be available to faculty members with child-rearing responsibilities." Subsequently, 

in 1987 the AAUP recognized in Senior Appointments with Reduced Loads the 

importance of "policies and practices that open senior academic appointments to persons 

with reduced loads and salaries without loss of status." The statement acknowledged that 

such "[m]odified appointments would help meet the special needs of individual faculty 

members, especially those with child-rearing and other personal responsibilities." The 

AAUP now recommends that the possibility of appointments with reduced loads be 

extended to all full-time faculty members, irrespective of their tenure status. The AAUP 

encourages institutions to explore the possibility of adopting policies providing for short

term periods of modified duties at full pay for family responsibilities. 

The Tenure Clock 
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The resolution of pretenure family-work conflicts is critical to ensuring that academic 

opportunities are truly equitable. Such conflicts often occur just when the research and 

publication demands of the tenure process are most onerous, and when many faculty 

members have responsibilities for infants and young children. Institutions should adopt 

policies that do not create conflicts between having children and establishing an optimal 

research record on the basis of which the tenure decision is to be made. 

Tenure remains a fundamental requirement for protecting academic freedom. The 

administration and the faculty of an institution must determine the specific academic 

standards governing the tenure decision at their institution. Academic standards, 

however, can and, in this instance, should be distinguished from the amount of time in 

which an institution's academic standards can be met.ll Specifically, institutions should 

allow flexibility in the time pe1iod for achieving tenure to enable faculty members to care 

for newborn or newly adopted children. 

A probationary period of seven or fewer years allows faculty members to establish their 

record for tenure. Historically, this probationary period was based on the assumption that 

the scholar was male and that his work would not be interrupted by domestic 

responsibilities, such as raising children. When the tenure system was created, the male 

model was presumed to be universal. 12 It was assumed that untenured faculty-whether 

men or women-were not the sole, primary, or even coequal caretakers of newborn or 

newly adopted children. 13 An inflexible time factor should not be used to preclude 

women or men who choose to care for children from pursuing tenure within a reasonable 

period of years. One study found that 80 percent of "leadership campuses" enable faculty 

members to exclude a certain amount of probationary time for specific reasons, such as 

the birth or adoption of a child.14 

The 1974 AAUP statement Leaves of Absence for Child-Bearing, Child-Rearing, and 

Family Emergencies provided for "stopping the tenure clock" for purposes of child 

bearing or rearing when a professor takes a full or partial leave of absence, paid or 

unpaid. The AAUP now recommends that, upon request, a faculty member be entitled to 

stop the clock or extend the probationary period, with or without taking a full or partial 

leave of absence, if the faculty member (whether male or female) is a primary or coequal 

caregiver of newborn or newly adopted children.l5 Thus, faculty members would be 

entitled to stop the tenure clock while continuing to perform faculty duties at full salary. 

The AAUP recommends that institutions allow the tenure clock to be stopped for up to 

one year for each child, and fmther recommends that faculty be allowed to stop the clock 

only twice, resulting in no more than two one-year extensions of the probationary 
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period.16 These extensions would be available whether or not the faculty member was on 

leave. 

In extending the probationary period in recognition of the time required for faculty 

members to care for newborn or newly adopted children, institutional policies should 

clearly provide that the tenure candidate be reviewed under the same academic standards 

as a candidate who has not extended the probationary period. 17 Institutions should guard 

against imposing greater demands on a faculty tenure candidate as a consequence of his 

or her having extended the absolute time from the year of appointment to the year of 

tenure review .18 To ensure that any modification of the probationary time limits does not 

create or perpetuate historic gender discrimination, administrations should monitor tenure 

decisions to ensure that different standards are not imposed in practice through the 

application of policies that appear neutral. Institutions should also take care to see that 

faculty members are not penalized in any way for requesting and receiving extensions of 

the probationary period. 

When a faculty member requests and receives an extension of the probationary period, 

the appropriate university official should clearly inform the faculty member, in writing, 

that existing academic standards will govern the future tenure decision. Administrators 

and faculty members are encouraged to disseminate the stop-the-tenure-clock policy 

widely, and to monitor the policy's use by both women and men. 

The stopping of the tenure clock should be in the form of a clear entitlement under 

institutional policies, rather than in the form of an individually negotiated agreement or 

informal practice. Written employment policies designed to support the raising of 

children should not create a separate "track" that may stigmatize faculty members. 

Studies of junior tenure-track faculty indicate that the pressures result not only from time 

demands created by conflicting responsibilities, but also from uncertain or conflicting 

expectations on the part of senior faculty concerning the standards for tenure. On some 

campuses, an implicit model of total dedication still exists, requiring faculty members to 

demonstrate that work is one's primary, even sole, commitment. Such expectations must 

be clarified and modified to recognize the realities of the lives of faculty members who 

wish to raise children while pursuing an academic career.19 

Additional Institutional Support 

Child care 
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Although many institutions recognize the need for child care, fewer offer or subsidize 

it.20 The AAUP recommends an institutional commitment to the provision of quality 

child care for the children of faculty and other academic professionals. As with other 

benefits, recommendations on the extent and form of such institutional support (whether 

through subsidized on-campus care or through a benefit plan) should be sought from an 

appropriate body of the faculty in consultation with other groups on campus, such as staff 

and students. 

Child care is an issue for both men and women. The AAUP believes that for faculty 

members with child-rearing responsibilities to participate successfully in teaching, 

research, and service to their institution, they must have access to quality child-care 

facilities. Furthermore, the availability of child care is a crucial issue in recruiting and 

retaining faculty. Employers in and out of academe have found that the provision of on

site facilities has led to stronger and more contented families and increased 

productivity.21 Some of the benefits that accrue for faculty parents from child-care 

arrangements on campus include the ability to be reached easily in an emergency, the 

time and money saved in transportation, and the opportunity to share an occasional lunch 

or other daytime activity with their children. Faculty members derive peace of mind from 

knowing that their children are receiving quality care and that the facility has long-term 

stability. If the institution has an early childhood education program, the opportunity to 

use the facility for training students provides an additional benefit and contributes to high 

standards of child care. 

Universities and colleges should assume a share of the responsibility for the provision of 

child-care services. Some institutions, because of their size or other considerations, may 

choose not to support on-site child care. Such institutions should explore alternatives, 

such as cooperative arrangements with other nearby employers, resource and referral 

services, and financial assistance. 

Elder and other family care 

Increasingly, faculty members are called upon to care for elderly parents and other family 

members. This tends to be more characteristic of mid-career or senior faculty than of 

junior faculty.22 Some faculty members may also be "sandwiched" between 

responsibilities for children and parents at the same time. 

Just as the Association recommends an institutional commitment to providing quality 

child care, it also strongly recommends an institutional commitment to supporting faculty 

members in providing quality care to elderly parents or to other family members. 
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Colleges and universities should consider affording financial support to faculty members 

to cover expenses necessary to allow family members to attend existing centers and 

programs that provide for elder care or the care of family members with special needs. 

Institutions should consider providing benefit plans that afford faculty members various 

options in meeting their family responsibilities. 

Flexible work policies and schedules 

In addition to formal leave policies, faculty members and academic professionals should 

have flexibility in scheduling to enable them to respond to family needs as they arise. 

Flexible work policies allow faculty members to participate in a child's scheduled school 

activities or to handle the conflicts between school and academic calendars. Colleges and 

universities should, to the extent possible, coordinate academic-year calendars with other 

local educational institutions, or provide child-care support when conflicts occur.23 

Both child and other family-care needs of faculty members should be included among the 

many legitimate considerations in scheduling classes, meetings, and other faculty 

obligations.24 Likewise, institutional financial support for the expenses of providing 

substitute care should be considered when faculty members attend professional 

conferences. 

Conclusion 

Because institutional policies may be easier to change than institutional cultures, colleges 

and universities should monitor the actual use of their policies over time to guarantee that 

every faculty member-regardless of gender-has a genuine opportunity to benefit from 

policies encouraging the integration of work and family responsibilities. The goal of 

every institution should be to create an academic community in which all members are 

treated equitably, families are supported, and family-ca~e concerns are regarded as 

legitimate and important. 

A more responsive climate for integrating work and family responsibilities is essential for 

women professors to participate on an equal basis with their male colleagues in higher 

education. Recognizing the need for broader and more inclusive policies represents a 

historic moment of change. The Association encourages both women and men to take 

advantage of legal and institutional change so that all faculty members may participate 

more fully in the care of their children, and may provide the necessary care for parents 

and other family members. 
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Academic Women (University Park, Pa.: Pennsylvania State University Press, 1964). In 
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13. Nor did the traditional tenure system take into account the increased likelihood of 

medical problems associated with delayed childbirth or the age-related obstacles to 

adoption. See Amy Varner, "The Consequences and Costs of Delaying Attempted 

Childbirth for Women Faculty" (2000) and Joan Yang, "Adoption Issues for Faculty" 

(2000), <http://lsir.la.psu.edu/workfam/faculty&families.htm>. 

In 1995 the median age for the completion of a Ph.D. was thirty-four, which places the 

age of tenure at around forty and thus, "[a]sking women to delay having children until 

such a late age seems unfair and unkind, and involves health and infertility risks." Drago 

and Williams, "A Half-Time Tenure-Track Proposal." 

A recent University of Michigan repott found that the university's "women assistant 

professors were more likely than men either to have children prior to beginning their 

academic careers or to delay child bearing and rearing until after they receive tenure or 

until they are well established in their careers." University of Michigan Faculty Work

Life Study Report (Ann Arbor, Mich.: Regents of the University of Michigan, 1999), 18. 

In a survey of 124 women assistant professors in 1996, 43 percent viewed time required 

by children as a serious impediment to tenure; among those with children under age six, 

the figure rose to 82 percent. Finkel and Olswang, "Child Rearing as a Career 

Impediment to Women Assistant Professors," 133. Back to text. 

14. "Leadership campuses" are defined as the ninety-four campuses that were in the top 

25 percent of respondents to a survey on "family-friendly" policies conducted by the 

College and University Personnel Association (CUPA). The report found that "these 

policies were put into effect in order to recognize that circumstances beyond the faculty 

member's control may hinder the performance of responsibilities such as teaching, 

research, and service to the school or community." Dana E. Friedman et al., The College 

and University Reference Guide to Work-Family Programs (Washington, D.C.: CUPA 

Foundation, 1996), 120. Back to text. 

15. A growing number of institutions of higher learning already provide policies that 

extend the pretenure clock without requiring the faculty member to be on leave. For 

example, the University of Michigan faculty handbook provides for automatically 

stopping the tenure clock upon faculty request for up to one year for child rearing: "The 

one-year exclusion for pregnancy, childbirth, and related medical conditions is automatic 

on request, but requests must be made prior to the initiation of the tenure review." 

Similarly, the University of California policy provides that "the Chancellor may grant to 

a faculty member who has substantial responsibility for the care of a newborn child or 
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newly adopted child under the age of five up to one year off the tenure clock for each 

birth or adoption, provided that all time off the tenure clock totals no more than two 

years .... [T]he campus will accept no requests to stop the tenure clock after the tenure 

review has begun." Back to text. 

16. One survey found that of those higher education institutions that offer "stop-the

tenure-clock" policies, "nine out of ten allow the exclusion of up to two semesters." See 

Friedman eta!., The College and University Reference Guide to Work-Family Programs. 

The University System of Georgia recently amended its board of regents policies on 

tenure to "enhance the family-friendly work environment." In so doing, it adopted a stop

the-tenure-clock policy that provides that "the total time granted for suspension of the 

tenure clock ... shall not ordinarily exceed two years." Back to text. 

17. Institutions should infmm external reviews that the candidate's probabtionary period 

has been extended under institutional policy and that the candidate's record should be 

reviewed as if he or she had only the normal probabtionay period.Back to text. 

18. The 1997-2000 Master Agreement between Nortla:~rn Michigan University and the 

university's AAUP chapter provides that "the taking of [family] leave shall not otherwise 

prejudice future tenure or promotion consideration." Similarly, Pennsylvania State 

University's policy provides that a "staying of the provisional tenure period should not 

penalize or adversely affect the faculty member in the tenure review." In addition, the 

University of Wisconsin policy provides that if "the faculty member has been in 

probationary status for more than seven years, the faculty member shall be evaluated as if 

he or she had been in probationary status for seven years, not longer." Back to text. 

19. Similar requests should be considered dUJing the pre-tenure period. So, for example, 

requests by tenure-track candidates to extend the time peiod for a third-year review, 

because of the birth or adoption of a newborn child for whom he or she is the primary or 

coequal caregiver, should be considered and, if granted, clearly documented so that the 

candidate is reviewed under the proper standard.Back to text 

20.This section incorporates the substance and most of the text of AAUP's 1989 

statement Faculty Child CareBack to text.. 

21. In 2001 there were appro xi mate! y 2,500 campus-based child care centers in the 

United States, according to the National Coalition for Campus Children's Centers. Back 

to text. 
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22. Elder-care responsibilities appear to fall most heavily on tenured professors, 

especially tenured women faculty. Thirty-seven percent of employees who assume elder

care responsibilities are fifty or older. See James T. Bond, Ellen Galinksy, and Jennifer E. 

Swanberg, 1997 National Study of the Changing Workforce (New York: Families and 

Work Institute, 1997). 

According to the National Academy on Aging, 72.5 percent of all informal caregivers are 

women. See Amy Varner and Robert Drago, "The Changing Face of Care: The Elderly" 

(2000), <http://lsir.la.psu.edu/workfam/faculty&families.htm>. Accordingly, career 

advancement may be jeopardized by such caregiving responsibilities, including the 

continued advancement of women faculty. SeeM. M. Robinson, B. L. Yegidis, and 1. 

Fun, Faculty in the Middle: The Effects of Family Caregiving in Universities, Wellesley 

College Center for Research on Women, Working Paper 296 (Wellesley, Mass., 1999). 

Back to text. 

23. The University Park campus of Pennsylvania State University and the town of State 

College, for example, coordinate their spring breaks to enable faculty parents to care for 

their children during the break. See Final Report to the Alfred P. Sloan Foundation, 

Pennsylvania State University, Work-Family Working Paper 01-01 9 (State College, Pa., 

2001 ). Back to text. 

24.A 1996 study found that two-thirds of women and close to one-third of men 

experienced family difficulties when faculty meetings were scheduled after 5 P.M. on 

weekdays or during the weekend. See Linda P. Fried et al., "Career Development for 

Women in Academic Medicine," Journal of the American Medical Association 898 

( 1996).Back to text. 
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APPENDIX III 

University of Minnesota 

Work/Life Program, Policy, and Service Grid 

(Working Draft) 

• Time Off and Flexible Work Arrangements 

• Dependent Care Support 

• Training and Education 

• Personal Support 
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Examples of Work/Life Initiatives, 
Programs, and Services 

Personal S,upport 
Health & W ellness 
Financial Planning 

Employee Assistance 
(information & counseling) 

Relocation Assistance 
Legal Assistance 

Flexibility and Time Off 
Flexible Work Options 

(e.g. telecommuting, 
part-time, compressed 

work weeks, etc.) 
Time Off and Leaves 

UNIVE'RSITY OF MINNESOTA 

Trai%ning/Educatioa 
Career Development 

Tuition Reimbursement 
' ' 

Life Cycle Workshops 
(care giving, aging, 
retirement plng, etc.} 

F ·1 ..,~ ·n· · d,. · ·. amt y aQa · .... ··. ep~p-.'CJlt. 
Care Su:pp·ort 

ChildGare · 
ElHer ca.i:e · , 
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-------------------
Time Off 

FMLA guidelines for all employees 
Employees are eligible if they have worked at the University for at least 12 months and worked 

at least 1 ,250 hours in the 12 months preceding the commencement of the leave. 
Eligible faculty and staff are able to use up to a total of 12 weeks of unpaid leave in any fiscal year 
with proper medical documentation for caring for a newborn or newly placed adopted child or foster child. 
See for more information http://www1.umn.edu/ohr/ohrpolicy/Leaves/FMLA/ 

*Under MN Statutes 181.9413 If your employer has more than 21 full-time employees and provides paid sick leave 
and you have worked an average of 20 hours or more per week-your employer must allow you to use any accrued 
sick time to care for your own sick child. 

(Note: Faculty and P&A do not accrue sick leave. They have informal sick leave, which serves the same purpose.) 
*Under MN Statutes 181.9412 all employees, regardless of the size of the company, can take up to 16 hours per year 
of unpaid leave to attend the school, child care and other educational activities of their children. This leave is unpaid, 
but employees may use any accrued paid vacation time they have. 
Paid Parental Leave Policies For Faculty/P&A Staff 
Parental Leave-Biological Mother 
Six weeks paid leave. 

Parental Leave-Biological Father 
Biological father- two weeks paid leave (Exception: UMD faculty have four weeks paid) 
Parental Leave-Adoptive Parent Mother or Father 
Two weeks paid leave. 
Parental Leave Policies for Civil Service and Bargaining Unit Staff 
Parental Leave -Biological Mother 
Biological Female Parent: Two weeks or 10 paid leave days plus may use up to 20 days of accumulated sick leave. 
Parental Leave-Biological Father 
Two weeks or 10 days paid leave. 
Parental Leave-Adoptive Parent Mother or Father 
Two weeks or 10 days paid leave. 
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Time Off (Continued) 
Employee Paid Sick Leave (Possible Reasons Approved Sick Leave) 

Civil Service: Unable to perform duties because of illness or injury 

Would expose other employees or the public to contagious or infectious diseases, 
For medical or dental care appointments 
Unable to perform duties due to pregnancy(Use of earned sick leave not limited) 

To supplement Worker's Compensation benefits during periods of lost work time due to on-the-job accidents 
To participate in a personal health maintenance program (Up to 16 hours per day) 
To serve as pallbearers or attend funerals of other individuals not included in the employees family 
With parental leave, birth mother may use, as allowed in rules (Up to 20 workdays of accumulated sick leave) 
To care for or arrange care for an employee's child, including medical or dental appointments (Use of approved sick leave to c 
are for sick child is not limited) 
To care for or make arrangements for the care of an ill member of the employee's immediate family at supervisor's discretion 
(Up to five days per incident) 
When a death occurs in the employee's family (Time shall be limited to what is reasonably necessary to make funeral arrangements 
and/or attend funeral services) 
Teamsters: Unable to work for reasons of illness, injury, or pregnancy (up to 20 days accumulated sick leave for biological 
female parent related to birth of child) 
Would expose other employees or the public to contagious or infectious diseases 
For required medical or dental care 
To serve as pallbearers or to attend funerals of individuals not defined as immediate family (With approval of supervisor) 
Illness (Such reasonable periods as may be necessary) 
To arrange for necessary nursing care for birth or adoption of a child (Limited to not more than than three days) 
To arrange nursing care for a member of the immediate family (At supervisor's sole discretion) 
Funeral leave in cases of death in the immediate family (Up to 24 hours) 
To serve as Pallbearer or to attend funeral at supervisor's discretion 

Working Draft 2/26/03- Work/Life Initiative (Compiled by Katie Okla) 
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-------------------
Time Off (Continued) 

AFSCME Clerical and Technical: Unable to perform duties because of illness, injury, or pregnancy 

Would expose others to contagious or infectious diseases 
For medical or dental care appointments 
To supplement Worker's Compensation benefits during periods of lost work time due to compensate on-the-job illness or injury 
To participate in a personal health maintenance program (Up to 16 hours per day) 
To serve as pallbearers or to attend funerals of individuals not included in the immediate family 
With parental leave, female biological parent may use as allowed in agreement (Up to 20 days of accumulated sick leave) 
To care for an employee's ill child 
To care for or make arrangements for the care of an ill member of the employee's immediate family (Up to 5 days per incident, 
the dept may approve an additional 5 days provided this illness is covered by FMLA) 
When a death occurs in the employee's immediate family, to make necessary funeral arrangements and/or to attend 
funeral services (5 days of accumulated sick leave shall be granted; additional may be granted if necessary) 
AFSCME Health Care: Illness, disability, pregnancy, or pregnancy related problems 
Medical, chiropractic, or dental care 
Exposure to contagious disease which endangers the health of other employees, clients, or the public 
With parental leave, natural mother may use, as allowed in agreement (Up to 20 working days of accumulated sick leave) 
Birth of child (Father, not more than 3 days) 
Adoption of a child (Either parent not more than 3 days) 
to supplement Workers' Compensation benefits during any period of lost work time to compensate illness or injury 
Illness of a spouse* minor or dependent children, parent, or significant other* (*Must be living in household of employee) 
To arrange for necessary nursing care of members of the family 
When a death occurs in the employee's immediate family, to make necessary funeral arrangements and/or to attend 
funeral services (3 days of accumulated sick leave shall be granted; additional may be granted if necessary) 
Academic Employees: Informal sick leave for self and child, illness, injury or other disability (Up to 2 weeks) 
Academic Employees in Job Codes 93XX. 94XX. 96XX. 97XX: 
Formal Medical Leave: Sick or disabled beyond two weeks informal sick leave (Up to 3 months of paid medical leave if unable to 
work) The 3 month paid medical leave is comprised of the informal sick leave and the formal medical leave. 
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Time Off (Continued) 
Elder Care Leave Policies 

The University complies with FMLA and has no additional policies regarding Elder Care Leaves. 
FMLA allows an employee to take a leave of absence if an immediate family member has a serious health condition. 
Employees are eligible if they have worked at the University for at least 12 months and worked at least 
1,250 hours in the 12 months preceding the commencement of the leave. Eligible faculty and staff are able to use 
up to a total of 12 weeks of leave in any fiscal year with proper medical documentation. 
Upon request, an employee is entitled to a leave of absence without salary for up to twelve months or in the case 
of a child, spouse, parent, parent-in-law, or other dependent as defined in the Internal Revenue Service Code with 
a serious health problem. 
Educational Leave Policies for P&A Staff 
Professional Development Leaves are intended to provide opportunities for academic professional and administrative staff 
to develop and enhance performance and contributions to their unit and its mission. Development activities may include: 
Internships, and other special studies such as investigations, research, scholarly writing, artistic projects, and curriculum 
developme n t 
Professional Development Leaves are awards that are dependent upon the merit of the proposal and the availability 
of funds; they are not a benefit to which individuals are entitled based only upon length of service. 
All leave requests are evaluated to assess both individual and relative merit. 
The University has no educational leave policies for civil service and bargaining staff. 
Sabbatical Leave Policies For Faculty 
A faculty member is entitled to the privilege of a sabbatical leave of up to one year after six academic years of service. 
The leave is compensated at one-half salary and full benefits. If faculty is taking a leave for nine months or longer, 
they may compete for supplementary funding. 
Probationary faculty are eligible for a single-semester leave after two academic years of service. Tenured 
faculty are eligible for a single-semester leave after four academic years of service. Subsequent single-semester leaves 
may be taken after four additional academic years of service. A single-semester leave is at full salary and benefits. 
Approved changes to Civil Service Rule 11 Authorized Leaves of Absence 
2 year waiting period dropped for civil service employees on 50-74% appts vacation leave available during pay period is earned, 
vacation available immediately. Waiting period of 1 ,040 hours dropped, Dropped 1 ,040 hour waiting period for pay out of vacation, 
Waiting requirement of 1 ,040 straight time hrs dropped for paying unused vacation. 
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Flexible Work Arrangements 

Job Sharing 

No formal policy. 
Telecommuting 
No formal policy at the University, however we do have telecommuting guidelines. 
A toolkit is available for University Supervisors at http://www1.umn.edu/ohr/st/information.htm 
Home Office Furnishings and Maintenance The employee is responsible for the costs of establishing and maintaining 
the home work area. 

Telecommuting Equipment The department may, within its sole discretion, provide to the employee certain equipment such as 
computer hardware, software, and telephone service deemed necessary to perform assigned work off-site 
as property provided to employee by employer, as may be amended from time to time. 
It is understood that such equipment is the sole and exclusive property of the University and is subject to the same 
business use restrictions as if it were on-site. The employee may not move the equipment from the designated work area, 
except as may be necessary to return the equipment to the department. The employee is liable for the condition of the 
equipment, except for normal wear and tear, and for damages caused by unauthorized use of such equipment. 
Cellular Phone Policy 

The University recognizes that a cell phone in some cases may aid an employee in his or her employment as well as 
benefit the employee's department. Administrative units are responsible for determining when an employee needs to 
conduct University business using a cell phone in order to fulfill job responsibilities. Cell phone contracts should be 
structured in two ways: University as billing entity and employee as billing entity. 
For detailed policy information see 
http://www. fpd. finop. u mn. ed u/groups/ppd/documents/proced u re/Structu ring Telephones. cfm 
Compressed Work Weeks 
No formal policy, It is up to the discretion of individual units. 
Flexible/Part Time Work Schedules 
No formal policy, it is up to the discretion of individual units. 
Variable Starting and Ending Hours 
It is up to the department to make the decision regarding the viability and nature of flexible scheduling. 

0\ 
..j:::.. 

Working Draft 2/26/03- Work/Life Initiative (Compiled by Katie Okla) 

- -



Family and Dependent Care Support 
On-Site Child Care Centers 

The UMTC Campus has one child care center serving 140 children ages 3 months to pre-k with a waiting list of 300-400. 
Como Community Cooperative and Commonwealth Terrace Cooperative student housing facilities operate child care centers. 
The Como Community Cooperative has a capacity for 48 children. 
Commonwealth Terrace Cooperative is licensed for 14 toddlers and 21 preschoolers. 
UMD is building a child care center that will be leased out to a private operator by Jan 2004 serving 30-40 children. 
UM Crookston Children's Center serves as a lab school licensed for 8 infants, 14 toddlers, 21 preschoolers. 
UM Morris is an off-site center and receives funding from the University. It serves 8 infants, 14 toddlers, 20 preschoolers. 

Child Care Resource and Referral 
The University has a contract with CAREQUEST which provides resource and referral to employee and students to 
find center and in home child care. The service is free for University families earning less than $45,000 annually, 
$30 for families earning more. 
(Emergency funding for this contract has been provided by the Vice President for Faculty and Academic Programming for 
fiscal year 2002-2003. Future funding is undetermined.) 

Financial Assistance 
The University Child Care Center uses a sliding fee structure based on annual household income. 
The Student Parent HELP Center offers childcare subsidies up to $1,300 per semester for student parents. 
Funding has been cut from $180,000 to $30,000 from state grant. A waiting list of parents has started. 

Single Parent and Family Housing 
Como Student Community Cooperative and Commonwealth Terrace Cooperative 
offer affordable housing to student families. 

Before and After School Care 
No programming available. 
Back Up or Emergency Child Care 
No programming available. 
Sick Child Care Program 
No programming available. 
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Family and Dependent Care Support (Continued) 

Summer and School Holiday Programs 
The Department of Recreational Sports offer summer and winter break activities for children through its University Youth 
and Community Programs (UYCP) collaborates with more than a dozen other University colleges, departments, and units 
to provide its programs offerings. 
Gopher Adventures, Minnesota Sports Schools, Kids University and Discovering U are 10 week summer programs that offer 
playground games, arts and crafts, swimming, rock climbing, sports instruction, academic enrichment, and personal 
development offerings for children ages 5 through 15. They are offered in a Monday through Friday, ail-day format. Rates 
range from $140 to $220 per week. 
UYCP's winter break program offers the same types of activities as its summer programs during the school holiday period 
of late December and early January. The rate is $35 per day. 
Both of the above offerings are based at the St. Paul Gymnasium and use a variety of University facilities. 
The Bell Museum offers one week day camps for children in grades 1-6. The program runs from June to August and each week 
offers different activities. The price for one week is $160.00 and $140.00 for members. 
Parents can register their children for as many weeks as they wish. 
Elder Care Resource and Referral 
The University does not provide resource and referral services, however the Employee Assistance Program offers some 
assistance in connecting with community resources. 
Dependent Care Reimbursement Accounts 
Through Employee Benefits, employees can use up to $5,000 per year in pre-tax dollars to pay for their child care up 
to age 13 or dependent spouse or parent care expenses. 
Lactation Rooms 

The University provides some lactation facilities to nursing mothers. 
There are two locations on campus, one in Boynton Health Service and one on the St. Paul Campus in Coffey Hall. 
Other locations are available but are not advertised due to a lack of staff. 
For more information visit http://www.bhs.umn.edu/nursingmom.htm 
*Under MN Statutes 181.9413 Minnesota law requires all employers to provide unpaid break time for nursing mothers who 
wish to express breast milk. Employers must also make a "reasonable effort" to provide a room where breast milk can 
be expressed (Not a restroom facility). 
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Training and Education 
Career Development 

The Employee Career Enrichment Program offers workshops, individual career coaching, supervisor training, departmental 
consultation, online tutorials and career information, and the employee networking tool, called the Inside Scoop. It also 
provides guidance/information for employees focused on career development. 
The University Compleat Scholar Program offers a mix of liberal arts and applied knowledge courses specially designed 
for adult learners. The program features University faculty and community experts teaching noncredit day and evening 
courses, field trips and weekend workshops. 

Skills Training 
The Administrative Development Program (ADP) offers supervisory training through management education, training, 
and support services. 
Training Services provides University employees educational opportunities and tools to effectively support and 
manage department/collegiate units in compliance with internal and external requirements. 
Tuition Reimbursement 
For civil service and represented bargaining unit employees The Regents' Scholarship Program provides tuition 
for University of Minnesota courses taken for academic credit to eligible staff members who are employed at least 75% time. 
For faculty and P & A staff, The Academic Staff Tuition Benefit Program provides tuition for the U of M 
courses to eligible faculty and staff who hold appointments of 75% time or more. 
Academic staff may take credit-bearing courses for which they are eligible for admission and in which space is available. 
Life Cycle Workshops (Parenting, Eldercare, Etc) 
There currently are no parenting or aging classes for employees. 
There is also no coordinated training offered for supervisors on work/life issues. 
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Personal Support 
Wellness Programs 
Department of Recreational Sports 
All current or retired University employees may purchase Rec Sports memberships, which 
allow full access to the fitness centers, pools, handball/racquetball courts, squash courts, 
tracks, gymnasium, and other activity areas in the University Recreation Center, St. Paul 
Gymnasium, University Aquatic Center, and University Fieldhouse. Membership rates range 
from $90.95 for a semester to $160.50 for six months to $256.80 for one year. Payroll deduction 
is also available at the rate of $8.23 per pay period. Locker rental and use of locker rooms is 
available to members at rates of $40.00 per semester, $75.00 per six months, or $115.00 per year. 
Current or retired employees may also purchase memberships or rent lockers for their spouses 
or domestic partners. Rates for spouses and domestic partners are slightly higher than 
For an additional fee, members (and in some cases non-members) may also participate in any of 
a variety of other fitness, wellness, sport, and recreation offerings in Rec Sports facilities. 
Some of the offerings include: 
FitPass - $50 per semester - which allows access to all group exercise offerings, including 
step aerobics, strengthening and toning, combination, stretching, boxing, funk, yoga, spin, more 
Fitness Assessment (Body composition, blood pressure, cardiorespiratory endurance, muscular 
strength, muscular endurance, flexibility - $25 
Personalized Exercise Design - $25 - begins with health history, exercise history, and fitness 
goals and results in a personal workout program. Usually packaged with a Fitness Assessment 
One on One Personal Training with certified fitness trainers - $24 to $35 per session 
(sold only in packages of 2 to 18 sessions) 
Rape Aggression Defense Systems (RAD) - $10 - a comprehensive course for women that 
begins with awareness, prevention, risk reduction, and avoidance, while progressing on to the 
basics of hands-on defense training. 
Aquatic Fit Water Aerobics - $20 for 15 sessions or $40 per semester. 
Learn to Swim through group or private lessons - $40 per group session or $15 per half hour 
for private lessons. 
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Personal Support (Continued) 
Twin Cities Swim Team- a comprehensive swim program from Learn-To-Swim through Masters 
and Olympic levels and a member of US Swimming (USS), the national governing body of amateur 
swimming. 
Intramural Sports - $10 to $160 - individual and team sports, including softball, basketball, golf, 
indoor and outdoor soccer, flag football, volleyball, sand volleyball, hockey, bowling, handball, 
racquetball, squash, badminton, and broomball. 
Climbing and Adventure Programs - rates vary - rock and ice climbing, outdoor skills clinics, 
adventure trips. 
Sport Clubs - membership dues vary- Aikido, ballroom dance, rowing (men), cycling, fencing, 
gymnastics, hockey (women), judo, karate, kung fu, lacrosse (men), rugby, sailing, alpine skiing, 
Nordic skiing, soccer (men), synchronized swimming, tae kwon do, tai chi, tennis, ultimate disc, 
volleyball, water polo. 
Boynton Health Services offers a wide range of programs to employees and students 
Smoking Cessation Services offers individual counseling, medications as needed, follow-up care, 
and relapse prevention. 
Flu Vaccines are offered October 30-November 22 with no out of pocket fees those who paid 
the Student Services Fee. 
Stress Management Workshops Beginning Tai Chi, Yoga, stretching and toning, and mindfulness 
meditation workshops are free and are offered weekly throughout the school year. 
Eating Disorder Help offers a six-week psychoeducational group for students who struggle against 
bulimia and related eating concerns. There is a $5.00 co-pay for each group session. 
Weight Control Program Emphasis is on slow, moderate changes in eating and exercise habits to 
achieve permanent, gradual weight change. There is no charge for students who pay the Student 
Services Fee. 
Alcohol Awareness Program works to increase the number of students who make healthy choices 
about alcohol and to decrease the number of students who experience consequences due to 
their own alcohol use or that of others. The program's website is to provide students and other 
interested people with information that will enable them to make healthy and informed choices 
about alcohol. The website also offers ways to get additional help. 
CPR Certification is available for $30 for fee paying students and $20 for recertification. 
First Aid training is available for $30. 
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Personal Support (Continued) 
Center for Spirituality and Healing offers day retreats and seminars about science of medicine and 
the art of healing to treat the whole person - mind, body and spirit. Cost for one retreat is $495 
and $2,195 for the five part retreat series. The cost includes food and lodging. 
Health and Benefit Fair offers information about health care plans that will be available in the 
upcoming year. A variety of health promotion tests, such as free hearing, eye, and blood pressure 
checks are offered. This past year the fair was held on October 30 at McNamara Center. 
Grievance Office The office promotes resolutions of workplace disputes. Its services are available 
to non-bargaining unit employees and supervisors - faculty, professional and academic, civil service 
and student workers. Among its services are the grievance process, private consultation and 
mediation when requested. 
Office Ergonomics The Department of Environmental Health and Safety provides you with 
comprehensive services designed to make your workstation healthy and safe. Services include: 
Free workstation evaluation, Help with purchase of chairs and other equipment, Free Office 
Ergonomics Training for both supervisors and employees. Videos and handouts are also available. 
Yard & Garden Line At no charge, they can handle questions on just about any related topic, 
such as plant diseases, insects, fertilizers, wildlife, or soil. 
Pet Care The College of Veterinary Medicine offers an informative website on health and nutrition 
for cats, dogs and other pets, plus a great resource on behavior and training. 
Safety and Security The University offers a campus safety guidebook with services such as 
emergency phones on campus, campus escorts. The book provides resources for chemical safety, 
sexual assault, violence, and stalking. 
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Personal Support (Continued) 
Financial and Retirement Planning 
Faculty and P &A Retirement Plan is a plan in which you can accumulate tax-deferred contributions 
You contribute 2.5% of your covered salary, and the University contributes 13%. You defer paying 
'income taxes on your contributions. Participation in the plan is mandatory. 
Retirement deductions are 4% of total salary and are paid into the General Plan. This money is 
credited to the employee's individual MSRS account and is tax sheltered from both federal 
and state income tax. The employer contribution - 4% of total salary is not credited to 
individual accounts. It is used to help pay the monthly annuities and benefits received from the 
General Plan. 
Insurance 
The amount of basic life insurance is based on your annual base salary, rounded to the next 
$5,000, with a max. of $75,000. 
If the appointment is 50 to 74% time, the insurance amount is still based on full annual salary 
with the same $75,000 max. 
Basic employee life insurance is provided regardless of health history. 
If a person is employed at least 75% time, enrollment in this plan is automatic at the time they 
become eligible 
University Benefits: A person does not have to enroll. If employed 50%to 74% time, an 
application to enroll must be completed 
The University pays the insurance premium for basic life if employed at least 75%. 
If a person is employed 50% to 74%, they pay $4.64 perpay period. 
Employee Assistance 
The Employee Assistance Program and the Faculty and Academic Staff Assistance Program 
provide confidential assessment, consultation and referral for work, relationship or personal 
issues employees may be experiencing. These services are also available to immediate members 
of the employee's family. Additionally, confidential management consultation is provided 
for employee or work group concerns. The EAP also provides a variety of training on workplace 
issues and personal wellness. It is staffed by 3 FTE 1 faculty and 2 civil service employees. 
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Personal Support (Continued) 
Relocation Assistance 
Service is for new faculty and staff who will be relocating to the Twin Cities. Available to any new 
hires or final candidates for faculty members, professional and administrative P&A staff, 
civil service and bargaining unit staff. 
Staff provides information on moving, child care and school, housing, spouse/partner employment, 
cost of living analysis, diversity and community connections, spouse/partner career search 
workshop, and entertainment and recreation. 
Legal Assistance 
Employee Assistance offers legal resource and referral. 
For students, the University Student Legal Service provides legal representation and legal advice. 
Career Development 
The Employee Career Enrichment Program include workshops, individual career coaching, 
supervisor training, departmental consultation, online tutorials and career information, and the 
employee networking tool, called the Inside Scoop. It also provides guidance/information for 
employees focused on career development. 
Personal Services 
U Save Program offers employees discounts and savings on mostly off-campus, local and national 
entertainment and services. 
No membership is required, just a U card is needed to save. For a full listing of discounts go to 
http://www1.umn.edu/ohr/usave/discounts.html 
U of M Federal Credit Union offers services including checking accounts, savings accounts, loans, 
mortgage and complete online banking services. M Card (debit card) and no-annual-fee VISA 
credit cards are offered. ATM and credit union are located in the Gateway building. 
Dining Services on campus offer several locations for faculty and staff to eat. Several meal plan 
and flex-dine options are available. 
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APPENDIX IV 

NATIONAL AGENDA FOR WOMEN IN IDGHER EDUCATION 

University of Minnesota Implementation Report for 

WORK/LIFE 

Executive Summary 
Three critical areas for action. 

1) 

2) 
3) 

Evaluate the University's parental leave policies and practices 

Review dependent care access and resources (child and elder care) 
Recommend a strategy for communicating and promoting a work/life agenda 

at the University of Minnesota 

PARENTAL LEAVE POLICIES AND PRACTICES 
Recommendations: 

1) 

2) 

3) 

4) 

For teachingfacul(y, explore ways to adjust the current parental leave policy to better 
accommodate the semester system. 
Action steps include: 
a) Assess the needs and priorities of faculty with respect to parental leave. 
b) Conduct a feasibility study to explore a range of possible solutions, and the impact these 

solutions would have on departments and students. 
c) Benchmark other higher education institutions to determine how the University of 

Minnesota's policies compare with our peer institutions. (For a tentative benchmarking 
analysis, see Appendix B). 

Clarifj; the language in the parental leave policy to distinguish parentalleavefi·om other paid 
leave. 

Explore the feasibility of equalizing the paid parentalleavefor all new parents- birth mothers, 

fathers, domestic partners, and adoptive parents, regardless of employment category. 

Action steps include: 
a) Set up a task force to include representation from employee groups, Office of Human 

Resources, and EO/ AA to determine the feasibility of extending the 6 week paid parental 
leave benefit to all new parents. The task force would estimate costs and determine potential 
impact on departments, students, and the University. 

b) Benchmark other higher education institutions with respect to parental leave policies, and 
identify best practices (See Appendix B). 

Clar(fy the Faculty Tenure Code to be specific on the provisions to "stop the clock" (section 5.5) 

and allowance of special contracts (section 3.6). 
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5) 

6) 

Standardize language in all employee agreements and contracts to reflect parental leave 

opportunities for same-sex domestic partners. 

Reevaluate the parental leave exclusion for employees who have worked for the University for less 

than 9 months. 

7) Standardize language in all employee agreements and contracts to be consistent on when leaves 

can commence for children who remain in the hospital. 

8) Provide better information to all employee groups to plan parental/eaves. 

DEPENDENT CARE ACCESS AND RESOURCES (Child Care & Elder Care) 
Recommendations 

I) 

2) 

3) 

4) 

5) 

Determine the child care needs and preferences of University faculty, staff, and students. 

Research what childcare opportunities are available in the community surrounding the 

University. 

Explore options to increase child care capacity. 

Provide assistance to ensure that University-affiliated child care options are high quality. 

Provide access to an elder care resource and referral service. 

COMMUNICATING AND PROMOTING A WORK/LIFE AGENDA 
Recommendations 

The Work/Life Task Force recommends establishing a "Work/Life Center" at the University of 

Minnesota. 

Action Steps 
1) Assemble a committee of key senior administrators and employee representatives to define a 

work/life vision and articulate a comprehensive work/life agenda for the University of Minnesota. 

As part of their charge. the committee will draft a policy statement on work/life at the University. 

2) Conduct a comprehensive survey of employees and students to determine work and life concerns, 

needs, and priorities. Determine what kind of assistance would be most meaningful for the 

University community. 

3) 

4) 

Benchmark programs and centers in peer higher education institutions. Evaluate merits of these 

programs relative to University needs and organizational structure. 

Establish a working group to synthesize results from surveys. draft an implementation plan that 

will define parameters for the center. decide on reporting lines. and secure funding. 

74 

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



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

APPENDIXV 

Work/Life Steering Committee Charge Letter 
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UNIVERSITY OF MINNESOTA 

Office of the Executive Vice President 
and Provost 

234 Morrill Hall 
100 Church Street S.E. 
Minneapolis, MN 55455-0110 

612-625-0051 
Fax: 612-624-3814 

September 23, 2002 

TO: 

FR: 

W ork!Life Steering Committee Members 
Linda Aaker, Director, Student Legal Services 
Dan Detzner, Professor, College of Human Ecology 
Marti Erickson, Director, Children, Youth, and Family Consortium 
Esam El Fakahany, Associate Dean, Graduate School 
Darwin Hendel, Professor, College of Education 
Hawona Sullivan Janzen, Associate Administrator, Information Services 
Judith Karon, Director, Human Resources 
Jane Miller, Director, Teaching and Learning Initiatives, Academic Health Center 
Avelino Mills-Novoa, Assistant Dean, General College 
Sara Shuford, Assistant to the Chair, Economics 
Beth Zemsky, Director, GLBT Programs Office 
Virginia Zuiker, Assistant Professor, Family Social Science 

Robert Jones, Vice President and Executive Vice Provost for Faculty and Academic 
Programs ... 'J 
Carol Carrier, Vice President for Human Resources i,~\>\ 

Thank you for agreeing to be a part of a steering committee to provide input and to advise on the 
direction of a Work/Life Initiative at the University of Minnesota. Work/Life initiatives are 
designed to connect the human resource goals and the objectives of the University with two 
questions in mind: 

• how can we successfully recruit and retain employees? 
• how can we do our best to have productive employees? 

Work/Life initiatives help employees meet their organization's mission and business objectives 
while meeting family and personal responsibilities. These initiatives take many forms, and can 
include programs and services, such as: health and wellness resources, financial planning, 
relocation assistance, employee assistance counseling, career development, tuition 
reimbursement, manager training on work/life issues, flexible work options (telecommuting, 
compressed work weeks, part-time work), sabbaticals or professional development leaves, and 
dependent care support, such as child care and eldercare resources. 

This past year, a task force led by Anita Rios studied the work/life programs and services on our 
campus and prepared an initial proposal for a work/life center. The proposal was based on an 
earlier report and set of recommendations from the Office for University Women's Work/Life 
Task Force in February 2001, as well as extensive interviews with work/life experts and 
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partners on campus and off. This work was quite valuable and we want to extend the exploration 
to: 

• Conduct a full-scale needs assessment using focus groups across the Twin Cities campus 
and coordinate campuses 

• Identify work/life needs for the coordinate campuses 

• Provide specific recommendations regarding ways the University might strengthen its 
commitment to work/life. Such recommendations might touch upon: policy development, 
organizational structure, communication strategies, and coordination of existing resources 

• Recommend a University policy statement on work/life integration and work environment 
for review by the University Board of Regents 

Dan Detzner, Professor of Family Social Science, will chair the steering committee and Anita 
Rios, Coordinator of the Work/Life Initiative, will provide expertise and support to the 
committee. 

We would like this work to be complete by March 1, 2003 to allow full consideration in the 
budget process and to address any staffing considerations that result from recommendations of 
the group. 

Please do not hesitate to contact either of us if you have any additional questions. Thank you in 
advance for your time and thoughtful contributions. 

C: Anita Rios, Coordinator, Work/Life Initiative 
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APPENDIX VI 

University of Minnesota Work/Life Initiative 
2003 Focus Group Summary 

Total Number of Participants: !52 
Total Number of Focus Groups (Participants) Per Campus: 

+ Twin Cities: 10 (68) Morris: 3 (19) Duluth: 6 (39) Crookston: 4 (26) 

Overall, the University is a good place to work. There is a high level of commitment and 
loyalty on the part of University employees. While the University may offer less pay than 

the private sector in some positions, it provides a generous mix of benefits to its 
employees. 

TOP FIVE ISSUES ACROSS CAMPUSES 

1. Supervisory Training and Accountability. A supportive and qualified supervisor is 
crucial to job satisfaction and is essential for creating a work environment where 
employees can be productive and successful in managing work/life responsibilities. 
For the most part, University employees have supportive supervisors; but for those 
who don't -the work environment can be toxic. Supervisory practice is uneven 
across the University. Employees stressed the need for adequate training and 
coaching for supervisors, as well as accountability measures. (Not all supervisors 
have attended training provided through the University.) Some supervisors are not 
knowledgeable of University policy and there is inconsistent interpretation of policy. 
The University also lacks sufficient reward and accountability systems for 
supervisors. 

2. Flexible Work Arrangements. Faculty and staff are faced with multiple demands on 
their time. It is increasingly difficult for faculty and staff to separate their work and 
their personal/family lives. This is most common on the smaller campuses where 
employees are visible ambassadors for the University in the community and are called 
upon at all hours for work reasons. Flexible work arrangements can help employees 
better manage these multiple demands. Possible options include: flextime, 
compressed work weeks, voluntary reduced time, telecommuting, and job-sharing. 
Clear guidelines, education, and technical assistance for implementing these options 
would increase job satisfaction for many University employees. 

3. Supportive Services. Family and personal health/wellness concerns are important 
for many employees as they encounter issues surrounding lifestyle changes for 
themselves and their families. Different life stages prompt different challenges. Two 
critical issues that emerged were elder care and child care. Elder care is a 
responsibility that is increasingly experienced by University employees, especially 

78 



those in their 40s and 50s, (57% of the University's workforce). Responsibilities for 
aging parents can be consuming and sometimes incapacitating for employees. 
Employer-provided assistance in dealing with such issues as health care, health crises, 
finances, assisted living, etc., could be valuable for faculty and staff. Those dealing 
with long distance elder care issues are in special need of such assistance. Cost, 
quality, and accessibility of child care is also an issue for University employees. 
While the Twin Cities campus has an excellent onsite childcare facility, it has an 
annual waiting list of 400 children and is too costly for many University employees. 
Finding affordable, quality child care is a challenge for most employees with young 
children. Effectively managing health and wellness were also issues for many 
employees. Support services, benefits, and counseling on a variety of work/life issues 
would be a valuable resource. Many staff are unaware of the range of programs and 
services currently available. 

4. Career Development. Employees wish to see an expansion of opportunities and 
services for career development and professional growth. A clear promotion process, 
with career paths, professional development and/or continuing education is desired. 
Access to continuing education is especially an issue for employees wanting to attain 
masters or doctorate degrees on the Crookston and Morris campuses. For tenure-track 
faculty, some expressed the need for clarifYing the promotion and tenure process. 
Bargaining unit and civil service employees expressed concern that the development 
of staff does not occur because supervisors fear employees will leave and work 
somewhere else. The Regents Scholarship is a valued benefit, but for many 
employees, day classes conflict with work schedules, making it difficult to complete 
degrees. 

5. Budget Crisis. Many employees expressed concern about budget cuts, layoffs, and 
understaffing. There is a sense of uncertainty about job security and the ever
changing nature of the University, leading to stress at work and at home. 

ADDITIONAL ISSUES FOR EACH CAMPUS 

Twin Cities 
+ Employees reported a lack of friendly and respectful behavior in some departments. 

Commuting and the cost of parking is a problem. Employees suggested parking 
contracts for those who come and go for meetings, and a pay increase to compensate 
for rising parking costs. 

Duluth 
• While flexible work arrangements were of interest on all campuses, UMD employees 

expressed the greatest need for assistance in this area, saying that UMD is not taking 
advantage of technological advances to implement FW As. Reduced 
appointment/phased retirement options for all employees with at least partial benefits 
was recommended. 
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Morris 
+ Due to understaffing and job demands, some Morris employees are not allowed to 

take vacation time. Providing "roving" support staff on campus to offer assistance for 
unexpected absences and leaves would help to relieve the increased workload stress 
for co-workers. Because of the small community, work follows faculty and staff 
home, creating a lack of boundary between work and personal life. There is a need for 
campus-wide and higher administration recognition for employees' commitment to 
the University and a need for respect of employee's lives and their personal well 
being. 

Crookston 
+ Many departments are already short-staffed and the upcoming budget cuts cause 

many to worry about a workload increase and layoffs. Employees suggested a 
possible need for restructuring due to the many one-person offices that exist. Access 
to continuing education is an issue for many wanting to attain a masters or doctorate 
degree. While it has made efforts towards becoming a multicultural institution, the 
campus still lacks diversity in the workforce making it difficult for minority students, 
staff, and faculty members to fit in. 

KEY ISSUES FOR EMPLOYEEGROUPS 

Bargaining Unit 
+ A primary work/life issue is not having a livable wage. Employees can't afford 

retirement, college tuition for dependents, and rising childcare and healthcare costs. 
Employees would like help with internal promotion and career advancement. The 
JEQ process is discouraging, making it difficult for advancement. Job structure is 
very important for clearly defined job descriptions, duties, and expectations. Many 
see a need for continuing education and professional development. Employees would 
like to see more comp time offered. Working mothers would like more than two 
weeks as a paid maternity leave. 

Civil Service 
+ There is a need for a professional development program for internal placement and 

promotion. Reasonable expectations, deadlines, and communication from supervisors 
and departments would reduce stress. 

Professional and Academic 
+ Phased retirement and retirement benefits are a large concern for PI A employees. 

Employees find difficulty in taking vacation due to work overload before and after 
vacation. Employees would like the option of using sick leave to care for ill parents. 

Faculty 
+ Faculty members seek a healthy work/life balance. The demanding academic 

environment does not allow for a personal or family lifestyle for faculty members. 
Tenure-track faculty feel they can't acknowledge that they have a life outside of 
work, because they might be seen as less committed to the organization. Women 
faculty often opt not to have children because of the time commitment. Faculty 
members see an increase in performing too many administrative tasks, which takes 
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time away from teaching and research. Sabbatical leaves need policy changes to 
allow faculty the ability to become refreshed, to rest, and to travel. Adequate income 
for faculty during sabbatical is non-existent. Faculty within the AHC would like the 
option of 9-month appointments 

KEY RECOMMENDATIONS 

Supervisory Training and Accountability: 
+ Implement mandatory supervisory training, with greater accessibility for the Morris 

and Crookston campuses. 
+ Implement an accountability system for supervisors. Evaluate all 

supervisors/managers on how they are managing their staff. If they are not doing it 
well, provide one-on-one coaching and/or initiate disciplinary measures. 

Flexible Work Arrangements: 
+ Provide training and technical support for implementing flexible work arrangements 

at the work group level. 

Supportive Services/Benefits 
+ Provide better support for child care and elder care. Ensure mechanisms to support 

faculty and staff who are managing elder care from a distance. 
+ Centralize all work/life information to increase access to work/life policies, programs, 

and services. Provide technical assistance with work/life issues .. 
+ Provide private staff lounges equipped with phones for breaks, so that employees can 

deal with personal matters, somewhere other than a cubicle. 
+ Provide phased-retirement program for all employees. (Many people want to work 

longer, but do not want to work full-time.) 
+ Provide proportional benefits for part-time employees who work less than 75% time. 

Career Development: 
+ Provide career growth opportunities and career paths where feasible. 
+ Clarify the promotion and tenure process for new faculty 
+ Expand Regent's Scholarship benefits to dependents 
+ Increase awareness of confidential career counseling services.(Many employees 

perceived that career counseling is not confidential and expressed fear that their co
workers or supervisors would discover if they attend career counseling sessions.) 

Budget Crisis: 
• Provide clear, open, and frequent communication about the budget crisis and its 

impact. 
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SELECTED FOCUS GROUP QUOTES 

Life Roles 
• "What I do for a living, is a large part of who I am." I place expectations of myself at work, higher 

than my expectations of my role in the family." (PA, male, Crookston) 

• "It is difficult to find part-time employment that doesn't conflict with school, full-time work, and 
personal life" (BU, male, Twin Cities) 

• "Life is there and it pops up all day long at work (BU, female, Twin Cities) 

• "Needs are different at all ages. When you are older there is a shift in needs" (CS, male, Twin Cities) 

• "There are times and places where privacy is needed in the age of cubicles. People need to be allowed 
to be a human being, to be emotional" (CS, male, Twin Cities) 

• "I'm finally at a stage in my life where there is more to life than work." (CS, female, Twin Cities) 

• "I make sure when I'm going to work, I'm happy, so I don't bring problems home because that creates 
problems at home and then those problems get brought to work and it becomes a terrible cycle" (CS, 
female, Twin Cities) 

• "Its very hard to have a balanced personal life with the demands of being a faculty member" (Faculty, 
female, Twin Cities) 

• "There are few women in the tenure track that have young kids and many women opt not have kids 
because they feel it doesn't work with the demands of being a professor" (faculty, female, Twin Cities) 

Sources of Stress 

• "I have to say that over the past couple years, I have re-aligned my priorities, I have little stress 
between work and personal life. My personal life- my kids always come first. My work schedule is 
structured around them." (Faculty, male, Duluth) 

• 

• 

• 

• 

• 

• 

"People look exhausted all the time and these are people in their 30's. This really concerns me." 
(faculty, female, Twin Cities) 

"For me it's just being pulled." "No one really knows what I do, besides me, even my husband doesn't 
understand the pressures my job or parents. The pressures that are on me." She sees herself as the 
primary care giver. (BU, female, Crookston) 

My father has cancer, it's easier to arrange for care for children than for aging parents. (PA, 
Crookston) 

"I put in a lot of extra hours, and that infringes on my personal life." The job demands it ofme. (PA, 
female, Crookston) 

It's very seldom that I'm not at work., most students are off campus ... as I talk to people outside of 
work, I'm always talking about work. I'm never off. It's a stress for my family ... while it's good, it can 
be bad because I'm always on .... never have down time .... never get the relief(PA, female, Crookston) 

I'm here every weekend from Sept to May ... it's a choice, I want to be successful" (PA, female, 
Crookston) 
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• "School activities." Certain times of the year are very busy. Hard to take time off. "Work usually 
comes first." I don't like missing children's activities. (Civil Service, male, Crookston) 

• "Being pulled in all of the directions because family, teaching and administrative responsilities." The 
trick is to keep it balanced and keep it being so full. "I do think about it daily." (Faculty, female, 
Crookston) 

• "Work starts Sunday night, you are thinking about it and planning for it, I get stomach aches and stress 
thinking about it" (BU, female, Twin Cities) 

• Departments are short staffed and they take on additional duties and its stressful (BU, female, Twin 
Cities) 

• Micromanaging-supervisors who are picky and people can't make one error or it becomes an issue for 
discipline (BU, female, Twin Cities) 

• "Inability to telecommute turned my whole life upside down" (CS, female, Twin Cities) 

• "When work is stressful I drag it home with me" (CS, female, Twin Cities) 

• Performance evaluations are a source of stress, and affects self and at home (P&A, male, Twin Cities) 

• Finding time and energy and feeling good about it (P&A, female, Twin Cities) 

• When an employee is at a comfort level and productive, the bar is raised and that equals stress (P&A, 
female. Twin Cities) 

• The ever changing nature of the University is stressful (P&A, female, Twin Cities) 

• "I have to change doctors, like I change socks, it's a pain" (P&A, male, Twin Cities) 

• Staff is more productive with flex schedules, it's a win-win situation" (P&A, male, Twin Cities) 

• "Not enough hours in the day, I am always rushing to pick up my child up and have call it the daycare 
dash" (P&A, female, Twin Cities) 

• "Having work come first in your life, your family has to suffer the consequences. (CS, female, Morris) 

• ''It takes a couple of hours to decompress from stress at the end of the day" (B U, female, Twin Cities) 

• "We're so short staffed that when my mother was ill, the supervisor didn't have time to understand. 
And there was no one to fill in which hampered me being able to spend time with my dying mother 
and take care of my health" (BU, female. Twin Cities) 

• "I am an early riser and would love to work from 6:00am to 2:30pm, but my job does not permit it. 
(CS, male, Twin Cities) 

• I am a part-time but supervisor and staff do not seem to accept this. They schedule meetings at a time 
when I am not scheduled to work and are annoyed when I am not there. I do want to look like a team 
player but it is frustrating to keep sacrificing school and family for work. (CS, female, Twin Cities) 

Work/Life Bleedover 
• "We work 8 hours a dav- a third of our lives. How does the balance affect the rest of your life? I 

question if the U cares ~bout how work affects my life or what I do with my personal time." (CS, male. 

Twin Cities) 
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• "When you can't find balance, work becomes your social life" (Duluth) 

• "I get calls three nights a week at home from work." "It's ok and I deal with it-but sometimes the 
students think I live at work." (civil service employee, male, Crookston campus) 

• -"In the past I had a lot more responsibility at work. Now it's more my home life." I have to attend 
care meetings at a nursing home. I come to work for 30 minutes, then leave for 45 minute nursing 
home meeting." (BU, female, Crookston) 

• Appointments with caregivers are important in relation to aging parents, those are usually scheduled 
during the day. (PA, male, Crookston) 

• We have a unique environment with laptop environment; if we need to be away we can still work in 
remote locations; it is part of the bleedover, but it helps in getting the work done." Our technology 
gives us more freedom. (PA, female, Crookston) 

• 'Things come up, things happen in your 40 hour work week that can't be put on hold" (BU, female, 
Twin Cities) 

• "Work is a priority because of the number of hours spent, but its not my preference" (BU, female, 
Twin Cities) 

• Work is a huge time commitment and it flows over into personal time (BU, female, Twin Cities) 

• "Personal life and work life do mix together" (CS, male, Twin Cities) 

• "I feel work is seeping into my private life" (CS, female, Twin Cities) 

• "Work interrupts life, work late, on weekends, interruptions include projects and activities outside of 
8-5, accommodating work schedule with spouse"(P&A, female, Twin Cities) 

• "As a result of living in a small community, your work follows you home. I need to create a balance 
between work and family (P&A, Morris) 

• I often get calls at home from students or colleagues on issues that can't seem to wait until a new 
workday. Fortunately, I rarely get calls at work from school involving my children" (Faculty, Morris) 

• There are obvious limits to how such things are tolerated, by forces other than my supervisor keep 
intruding. My single semester leave for example, was a disaster thanks to the continued contact by 
students, colleagues, and others who needed something. The lack of boundaries is pervasive it's not 
just the supervisor (Faculty, Morris) 

• " I had a bout with cancer which encouraged me to think more about the balance. (faculty, male, Twin 
Cities) 

• "How big of price do I want to pay to take my career to the next level? (faculty, female, Twin Cities) 

Supportive Supervisors 
• "He encourages me to take time off when I need it." (Civil service employee, female, Crookston) 

• "I had a good experience with the U when my mother was critically ill. I was given the time and 
support I needed. I've always had great flexibility in my position, but am unsure about other 
departments. The flexibility is informal. (Civil Service, male, Crookston) 
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• My current supervisor is very supportive, my last supervisor was not. "If I work an evening, my 
supervisor let's me take off the next morning. My last supervisor was a stickler for prior approval for 
working overtime and sick leave." (civil service employee, female, Crookston) 

• I often took my son to doctor's appts. "I prefer reporting to someone who is understanding." I had a 
father with cancer and I wanted to visit him 600 miles away and my supervisor said no." (civil service 
employee, male, Crookston) 

• One co-worker retired due to lack of flexibility. This person also had to schedule sick leave ahead of 
time." (BU, Crookston) 

• "One of my coworkers has two small children and works from home when they're sick, with telephone 
and email hookup. It doesn't affect staffing .... due to the laptops and the way we work here" (PA, 
female, Crookston) 

• "The University needs to be more efficient and catch up to the real world in how they manage 
business.'' For example, train supervisors in how to communicate and supervise. Supervisors need 
more training-there is wasted money and there are wasted people. Thinks things could be more 
efficient." (Civil service, male, Crookston) 

• "Having a supportive and compassionate supervisor is very important." (BU, Twin Cities) 

• "Appreciation from supervisor allows you to do more." (P&A, female, Twin Cities) 

• "I have a great supervisor, she is a working mother and can recall life with young children." (P&A, 
female, Twin Cities) 

• "I wouldn't work if! wasn't in a supportive environment." (P&A, female, Twin Cities) 

• "Get me a good supervisor and one that stays." (P&A, female, Twin Cities) 

• "My supervisor is a great role model for balance of work/life." (P&A, female, Twin Cities) 

• "Being a team and trusting each other helps to get the work done when were gone for these interrupted 
personal/family reasons." (CS, female, Morris) 

• Both my colleagues and immediate supervisor have been gracious and supportive in 
allowing/encouraging/balancing work with private life. very supportive and willing to fill in if I needed 
to miss a day." (faculty, Morris) 

• "My past supervisor was okay with my mother's illness. Then, when she became ill for two weeks, he 
called every day. There must be a misunderstanding about FMLA." (BU, female, Twin Cities) 

• My boss doesn't seem to think staff should use vacation time. When you ask for vacation, she always 
jokes about being lazy. It does not feel very funny." (CS, female, Twin Cities) 

• "My supervisor delayed an employment contract until the day I was in delivery. He had six months to 
do this. It just wasn't a priority for him." (Faculty, female. Twin Cities) 

Benefits, practices, policies 

• "Being able to work at 75% without giving up tenure would be a nice option." (faculty, male, Twin 

Cities) 
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"There are no incentives to do a better job. The wage scale's standard rate do not reward for good 
work. Salary structure should have a better plan for merit. No chance for advancement in current job 
would have to move on to another department." (CS, female, Twin Cities) 

"U benefits are wonderful, I've been here a long time and I have lots of accrued sick and vacation 
time." (civil service employee, female, Crookston) 

"When I came here, I had to accrue time, and I depleted my vacation and sick leave just to have a six 
week maternity leave ... I just did not have enough maternity leave and no left over sick or vacation 
leave." (civil service employee, female, Crookston) 

"We need a bereavement policy. My grandfather died and I took three days sick. It would be nice to 
provide bereavement leave apart from sick leave." (civil service employee, female, Crookston) 

Ten-month P&A get no vacation or sick leave. They're the ones who have the bad deal." (civil service 
employee, male, Crookston) 

''I'm looking at attaining masters degree, this will be a huge work/life issue, to juggle work, family, 
and education ... ! would love it if the U would pay for a different school, since masters degrees are not 
available at Crookston. It would be good to have a recriprocal relationship with a school closer in to 
Crookston." (civil service, female, Crookston) 

"Faculty get time offto do things in the community. "I'm at a point where I'm not volunteering for 
anything. I'd like to see staff have more opportunity to volunteer for community committees and not 
have to take vacation." (BU, female, Crookston) 

"I parent my little brother; but I can't get insurance for my brother; his back is hurt and I have to pay 
out of pocket for his medical expenses." (PA, male. Crookston) 

"There isn't vacation for 9-month P&A; a problem if you need to be gone to take care of parents for 
two weeks." (PA, female, Crookston) 

"The dental plan could be revised for greater Minnesota. The dentists in the area don't want to be a 
part of the plan. Only one dentist in Crookston will take the plan." (PA, male, Crookston) 

"Layoff announcements are very cold and harsh" (BU, female, Twin Cities) 

" I would like to learn about flextime, how to do it, if there are instructions on the Internet and if 
people can talk to others about their experiences with flextime." (CS, male, Twin Cities) 

"Developing your people should have rewards, at the U developing is feared because they think they 
will leave if they get too skilled." (CS, female, Twin Cities) 

I understand from colleagues that the leave offered for maternity or parental leave is inadequate. Both 
the individual wishing the leave and the institution are harmed. That should be examined." (Faculty, 
Morris) 

Recommendations for changes in work/work environment 

• 

• 

"We still have a conventional 1950's model of what a faculty looks like. We need to change the model 
in order to recruit and retain other faculty members." (faculty, female, Twin Cities) 

''It would be ~ice to do some work at home; during Christmas break, my girls are at home, but my 
daycare provider took the week off.. .hard to get back-up daycare. With some jobs on campus they 
have some flexibility, but with my job it's not a possibility." 
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• With Peoplesoft going web-based, I might have the opportunity to telecommute." (civil service, 
female, Crookston) 

• "It's hard to move. People come into a job and it's hard to advance." I've been in the same 
classification for I 5 years. I just reached the top of my scale after 26 years." (BU, Crookston) 

• "There are too few resources; we need to think about different kinds of linkages with other campuses; 
we have too many one-person offices; we need to encourage more collegiality." (PA, Crookston) 

• ''We need fewer responsibilities for people. They have to wear many hats--coach, alumni director, 
etc., all at the same time. The campus has grown, but they've haven't grown the financial resources 
for the campus. The budget cuts are a real problem." (PA, male, Crookston) 

• "We need clarity about career growth, options, and paths. Looking at moving from faculty to 
administration. I'd like to see more diversity in workforce. Part of the problem is in retention with 
students-recruiting minority student athletes and getting them acclimated." (Faculty, male, 
Crookston) 

• ''Classes conflict with work schedule, I'm caught in a bind, I'm taking baby steps towards my degree." 
(BU, male, Twin Cities) 

• "The job transfer list-procedure is in need of help, it's ineffective and there is no enforcement, it is not 
a safety net." (BU, female, Twin Cities) 

• "Work/Life begins at the job offer, and employees should have options explained to them when they 
come in." (CS, Twin Cities) 

• "Develop professional development program for internal placement and promotion." (CS, Twin Cities) 

• "I would like to know what is available, what hidden treasures are offered at the University?" (P&A, 
male, Twin Cities ) 

• "I would like help with eldercare-support services, info and counseling." (P&A, female, Twin Cities) 

• ''Allowing a flex time work schedule would be helpful." (CS, female, Morris) 

• "We need a roving support person to fill in on campus when unexpected absences occur or covering 
vacation/etc." (CS, female, Morris) 

• "Promote ways to become healthier, such as supervisor's support of flex time over the lunch hour for 
exercise, an exercise program as a benefit, sponsored walk groups, gym fee reduction, etc." (BU, 
female. Twin Cities) 

• " I need FMLA training, I'm confused about use of FMLA/sick leave, etc." (BU, female, Twin Cities) 

• "Don't forget about facilities management staff for people who do not have regular access to 
computers. It seems some programs get canceled due to low enrollment. Can we get at why people are 
not attending? What happened to the shuttle to and from WBOB? We cannot go to anything on 
campus now unless we drive and pay expensive parking fees." (CS, female, Twin Cities) 

• 'The University needs to take a holistic approach." (P&A, female, Twin Cities) 

• "Given the average age of U employees, U should recognize the health needs of its employees" 

(Duluth) 
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Life Span Issues 

• "How about help with preparing for college for kids financial resources, etc.?" (CS, female, Twin 

Cities) 

• "My mother will require full-time care-progressive Alzheimers. She lives with my sister. My sister 
is feeling a lot of stress and I' II have to assume more responsibility. My mother lives in St. Louis, but 
I'm looking at care options in Crookston." (faculty, male, Crookston) 

• I'm almost an elder myself." Responsibilities of grandchildren are becoming a bigger stressor for 
many people. More care of grandchildren." (faculty, female. Crookston) 

• " ... life will get more complicated as my son gets older and has baseball games. I want to be there ... I 
want to see his baseball games, but I'll probably have to miss a few, because of work-we have a 
small staff and I can't be in two places at once." (civil service employee, female, Crookston) 

• "I need to deal with expectation that I should serve on multiple community committees in the evening, 
because of my position at the U-but I want to spend time with my children in the evening, rather than 
spend it working on community committees: health, wellness, etc .... " (civil service employee, female, 

Crookston) 

• "Concerns about post-retirement are number one this time in life." ( P&A, male, Twin Cities) 

Other Comments 

• "The U should build on everyone's strengths (Duluth) 

• "Overall working at the University has many advantages" (P&A, female, Twin Cities) 

• As a person of color, my job is to work with minority students, very stressful, need training for faculty 
and staff on diversity .... students of color often don't feel comfortable at the school; how do we keep 
students here? So we need to train staff and faculty to work with diverse students (P A, male, 
Crookston) 

• "We need leaders to step up to the plate and lead ... no small band-aid fixes-bold leadership to make 
changes that are long overdue. (Duluth) 

Work/Life Focus Group Questions: 
I. How many life roles do you have? (e.g., worker, parent, son, daughter, partner, community volunteer, 

etc.) 
2. Which roles in your life do you see as most prevalent or taking more priority? 
3. When you hear the term "work/life" what do you think of? 
4. What are the greatest sources of stress between your work and your personal life? 
5. In trying to balance work and life, where do you most often experience conflicts or interruptions? (i.e., 
work interrupted for personal/family reasons, or personal/family life interrupted for work) What are they? 
6. How has your supervisor responded when your work has been interrupted for personal/family reasons? 
7. Are there any work practices, benefits, and or policies at the University that have affected your ability 

to get your job done and maintain a healthy family/personal life? 
8. What changes in your work or work environment would make it easier for you to manage your work 

and personal life? 
9. Considering your anticipated career and your life span, what work/life issues do you see in your 

future? 
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APPENDIX VII 

Work/Life Statements from Other Universities 

Cornell University 
"Cornell University is committed to policies, practices, and programs supportive 

of the members of its diverse community as they traverse the interlocking worlds 

of work and family. The university encourages, at all levels, an environment 

which is supportive of and sensitive to the needs and mutual dependence of the 

workplace and working families." 

Johns Hopkins University 

A Management Philosophy for the University 

Core Principles and Approaches in Our Management Philosophy 

Humane Values: developing an organizational culture that is inclusive, facilitates 

collaboration, and accepts and rewards individuals' pa11icular strengths, talents and 

experiences. The culture should encourage individuals to balance their work and personal 

lives, and be supportive to them both developmentally and interpersonally." 

University of Texas-Houston 

The University of Texas -Houston recognizes that the competing demands of work and 

personal life may affect productivity, lem11ing, and health, and has therefore established a 

Work/Life Program to help its Institutional family of faculty, staff, students, residents, 

and fellows balance the competing demands of their work and personal lives. The 

Work/Life Program promotes flexible practices, programs, and a supportive culture to 

help reconcile these needs and to help ensure the Institution's missions of education, 

research, and care are productively and humanely accomplished. Potential benefits of 

these work/life initiatives are expected to include: improved employee productivity, 

loyalty, morale, recruitment, and retention: decreased employee stress, tardiness, and 

absenteeism; decreased expenses; and increased income. 
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