










Even as public colleges and universities raise tuition, a sizable percentage of proceeds from those increases is dedicated 

to financial aid-effectively lowering that sticker price substantially for some students. Again, every institution handles 

its scholarships and financial aid a little differently—which is why students need to be smart shoppers to find not only 

the best academic programs for them but also a price they're comfortable paying. 
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Tuition Rises at Lowest Rate in Nearly Four Decades, Survey 
Finds 

By Jacques Steinberg 

Tuition and fees at private American colleges and universities will increase by an average of 4.3 

percent in the new school year when compared to the academic year just concluded — the 

smallest rise in 37 years, according to a survey of 350 institutions by the National Association of 

Independent Colleges and Universities. 

Over the last decade, according to an association press release, the average annual increase in 

tuition and fees has been 6 percent. Still, the most recent increase — which the association 

characterized as a response to “families facing one of the worst economic crises in the nation’s 

history” — was higher than the 3.8 percent rise in the Consumer Price Index. 

Among those colleges cited by the association as reducing tuition are Davis & Elkins College in 

Elkins, W. Va., (a 1 percent drop), and William Jessup University in Rockin, Calif., (2.5 percent.) 

Meanwhile, Merrimack College in North Andover, Mass., and Yeshiva University in New York 

were said to have frozen tuition. Both Boston College and Boston University said they had raised 

tuition at the lowest rates in more than 30 years — an increase of 2.8 percent at B.C.; 3.8 percent 

at B.U. — while Otterbein College in Westerville, Ohio, said its 3.4-percent increase was its 

lowest since 1963. 

Do readers of The Choice — particularly those headed to college in the fall, or their parents — 

take any solace in these figures? Please use the comment box below to let us know. 

The survey notes that it “collects percent increases, but not dollar amounts.” That said, the 

College Board reported that the average tuition and fees at private four-year college were 

$25,143 in the 2008-2009 school year. A 4.3-percent increase would translate to $1,081, 

bringing the total to $26,224. 

Also, for the first time as part of this survey, the association asked its members about their 

financial aid budgets. The response? The average increase for the coming year is 9 percent. 

For more details on the above examples — as well as other “affordability initiatives” tabulated by 

the association — click here. 
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MACLEAN’S ON CAMPUS 

U Saskatchewan in the lead? Check your 
iPhone 
By Karen Pinchin | June 30th, 2009 | 3:57 pm 
 

With new iUSASK app, students will have access to marks, maps and campus webcams 

Programmers at the University of Saskatchewan have 
designed a new iPhone application that could 
revolutionize how some students get their school-related 
information. 

The iUSASK app is set to launch in August, and wil
allow students to check their marks, feedback from 
professors, 

l 

campus news, maps and even search the 
library catalogue. 

t available — for 
free — by the time school starts in September. 

For a demo of iUSASK, click here.

Although the program, a first at a Canadian university, 
still needs to be approved by smart phone manufacturer 
Apple, the university is aiming to have i

 

 first 

ow to build applications for the 
popular smart phone. 

d 

n and the school’s learning 
centre. The program even has access to a real-time campus webcam. 

ng a real-time 
map, made with Google Maps, that can track a user’s location at the university. 

USask’s computer science department will also be the
Canadian university to offer an iPhone programming course within the year. The class will be 
open to students and members of the public, who will learn h

The iUSASK application, which can also be accessed on the iPod Touch, can currently be use
to check class schedules, assignment due dates, marks and other academic notifications. The 
university’s athletics department has a feed, as does the students’ unio

As they continue to develop the software, the app’s programmers plan on includi

A spokesperson for the school recently told The StarPhoenix that the programming code used in 
the software could ostensibly be sold to other universities. “Yes, we could make money off of the 
application.” 



 

Webster University president flashes energy, and Twitter 
updates, on first day 
By Kavita Kumar 
ST. LOUIS POST-DISPATCH 
Sunday, Jul. 05 2009 

WEBSTER GROVES — "Sweet breakfast spread awaits the presidential meet and greet for Dr. Stroble's first 
day." 
 
That tweet, sent at 8:15 a.m. Wednesday, was the first of 45 posted on Twitter from the iPhone glued to the 
fingers of Patrick Powers, the "interactive media manager" for Webster University. 
 
It was accompanied by a picture of a colorful array of fruit and neatly arranged plates of muffins, danishes 
and bagels. 
 
The next tweet, sent 15 minutes later, noted that Elizabeth Stroble, the new Webster president and the woman 
of honor, had entered the University Center lounge. 
 
She was easy to spot — the petite woman with purple-rimmed, hexagon-shaped glasses and the golden silk 
flower on her lapel. A long line of well-wishers that stretched outside the room and down the hallway came 
to greet the new campus chief. 
 
Stroble, the former senior vice president at the University of Akron, looked each person in the eye, gave two-
handed shakes and listened to their ideas and job descriptions. 
 
"Terrific!" she often exclaimed. 
 
Some used the opportunity to plug their pet projects — from centralizing various admissions offices to 
becoming a more green-friendly campus.  
 
Throughout Stroble's first day on the job, Powers followed closely on her heels to post Twitter updates and 
take photos. Not far behind, racing and tripping to keep up with her brisk pace, were two other Webster 
employees — a videographer and a photographer — as well as a Post-Dispatch reporter and photographer. 
 
It was a day in which people learned that the new president does not easily break a sweat, is loath to get rid of 
a book and took eight years of accordion lessons as a girl. 
 
It was also a day in which she flashed traits that could become hallmarks of her leadership style — high-
speed energy, a keen memory of facts and names, a wry sense of humor and an infectious laugh that can put 
others at ease. 

mailto:KKumar@post-dispatch.com


 
The first day on the job for a college president is not always so eventful. Often, much of the celebration is put 
on hold until a formal installation ceremony several months later. Stroble will have hers in the spring. 
 
But she wanted to spend her first day on the ground running in a more public fashion at Webster. The 
university includes 21,000 students worldwide and spans more than 100 campuses in six countries. About 
8,000 students study at the main campus in Webster Groves. 
 
When an employee asked Stroble how her first morning was going, she responded, "It's been busy. But it's 
good. That's what I wanted." 
 
WAITING IN LINE 
 
The 5th tweet of the day from Powers came at 8:51 a.m.: "...and the line goes out that door." 
 
The line, in fact, was about 50 to 60 people deep at the University Center and included professors, fundraisers 
and electricians. 
 
"This is overwhelming," said Karen Luebbert, a Webster vice president, as she looked around the room.  
 
At one point, an event organizer had to tell Stroble to hurry it along because people had to go back to work. 
 
But many in line did not mind waiting. After all, this day had been a long time coming. It had been 16 
months since Richard Meyers resigned as president after 14 years on the job. Neil George, a senior 
administrator, had served as interim president during the search process. 
 
George was one of the two announced presidential finalists, but the Board of Trustees decided to tap Stroble, 
citing in part a desire to bring in new ideas from outside. The board appointed George to the new position of 
chancellor to  
work under Stroble. 
 
"I was pulling for you," one employee told Stroble as she shook the new president's hand. 
 
Geoff Janovsky, whose first name was emblazoned in large letters on his blue facility operations shirt, came 
over to hand Stroble a glass of water. 
 
She thanked him, then asked what he did. He told her he's the recycling coordinator, and added that the 
environmental committee he heads up would love some of her time to share their ideas. 
 
Stroble seemed interested in hearing more, which encouraged him. 
 
"I'm hopeful," Janovsky said later. "But it's hard to read people." 



 
CAMPUS TOUR 
 
After a quick radio interview,  
 
Luebbert led Stroble on a whirlwind tour of the offices of deans, vice presidents and other high-ranking 
officials. 
 
"Today, I have to follow other people's orders," she quipped along the way. 
 
One of the stops was George's office, which already has a "Chancellor" sign on it. 
 
"Welcome, Madame President," he told her. The one-time contenders for the top job then hugged. 
 
They remarked about the size of the reception that morning. "The crowd was fantastic," Stroble agreed. 
 
"I thought they were handing out something for free," George joked. 
 
"Well, there was a free breakfast," Stroble responded. She added that she was looking forward to being his 
partner. 
 
At some of the stops along the way, staff members began to broach some of the challenges ahead — from the 
fight to preserve state scholarships for private college students, to how to attract a more diverse student body 
to the  
education school. 
 
At one office, Stroble startled a receptionist who had just gotten off the phone.  
 
"Hi, I don't mean to surprise you. I just wanted to say hi. I'm Beth Stroble. We come with an entourage today. 
But not every day. It's Day One." 
 
Stroble later snuck back to her office for some down time — without her entourage. 
 
Tweet No. 17 from Powers: "Dr. Stroble is taking a quick break. … And so are the cameras following her." 
 
LUNCH AND MORE QUESTIONS 
 
Just before noon, a group of 14 students, professors and staff members who had been nominated to eat lunch 
with Stroble began to trickle into the boardroom next to her office. 
 
"We'll be doing more of this," she told them after everyone was seated. 
 



The group was obviously a bit nervous — unsure of what to say and of what kind of a boss Stroble would be. 
 
As they stared at the salads on their plates, Stroble often broke awkward silences with easy questions and a 
hearty laugh. 
 
Soon, Nick Dunne, a junior on student government, was telling her about a number of student initiatives, 
such as suggesting that the school add gender identity to its nondiscrimination clause. 
 
Some attendees began to ask about Stroble's plans and her leadership style. 
 
(Tweet #33: "Dr. Stroble: Sitting back and managing is not my style. I like to work and I like to create." And 
Tweet #36: "Dr. Stroble: I don't like to work in organizations that hide things and hope they go away. I like to 
be a problem  
solver.") 
 
Eventually, the lunch crowd petered out, pausing to peer into her already pristine and unpacked office. 
 
It was the fifth hour of Day One. Next on the agenda: making calls to mayors, county executives, university 
presidents and board members. Then another reception later in the day and dinner with the president of Eden 
Seminary. 
 
Then it would be on to Day Two — minus the cameras and the Twitter updates. 

If you enjoy reading about interesting news, you might like the 3 O'Clock Stir from STLtoday.com. Sign up 
and you'll receive an email with unique stories of the day, every Monday-Friday, at no charge. Sign up at 
http://newsletters.stltoday.com 
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Monday, July 6, 2009 

150 Campuses Win Recognition in Survey of Great Colleges to Work For 

By JEFFREY J. SELINGO  

Some 150 colleges have been recognized for their workplace policies in The Chronicle of Higher Education’s 
second annual Great Colleges to Work For survey. 

More than 300 four- and two-year colleges signed up for this year’s program, and 247 went through the entire 
survey process, nearly triple last year’s number of participants. The results, which were published today, are 
based on responses from nearly 41,000 administrators, faculty members, and staff members at those institutions. 

The Chronicle’s Great Colleges to Work For program recognizes colleges (grouped by enrollment size) for 
specific best practices and policies, including those affecting compensation and benefits, faculty-administration 
relations, and confidence in senior leadership. There are 26 recognition categories for four-year institutions, and 
15 for community colleges. 

Among four-year colleges, 122 institutions were recognized in at least one category. Among two-year 
institutions, 28 were recognized in at least one category. 

Thirty-nine colleges were named to an Honor Roll, a new feature this year. The Honor Roll highlights the top 10 
colleges in each size category (or the top three in the case of community colleges) based on the number of times 
they were recognized in the individual recognition categories. (A special report on the survey singles out four 
Honor Roll colleges and the best practices that earned them that distinction, as well as success stories on 12 other 
campuses.) 

To participate in the program, institutions agreed to go through a free, two-part assessment process: a survey 
administered to a randomly selected group of 400 to 600 administrators and members of the faculty and 
professional-support staff, and an institutional audit that collected demographics and workplace policies and 
practices from each institution. The primary factor in deciding whether an institution received recognition was 
the employee feedback collected from faculty and staff members. 

An Upbeat Spirit 

While the slumping national economy has made this among the most difficult years ever to work for a college, 
the survey results paint a picture of administrators, professors, and staff members who remain largely upbeat 
about their jobs and employers, at least for now. 

College employees are never shy when it comes to complaining, whether about pay, parking, or politics, but it 
turns out that there is a lot they like about their jobs. When asked to respond to 60 statements about their 
institutions on a five-point scale, survey participants gave the highest marks to statements related to their 
understanding of how their jobs contributed to their colleges’ mission, the freedom and responsibility they were 
given, and the security and safety of their campuses. 

For the second year in a row, however, they turned thumbs down to statements related to accountability, 
communication, and appreciation. Of all 60 survey statements, the one that received the lowest marks was: 
“Issues of low performance are addressed in my department.” Employees also responded negatively when asked 
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whether recognition and rewards programs were meaningful, and whether employees were paid fairly for their 
work. 

Over all, the responses were more positive this year than last: 71 percent of faculty members at public institutions 
expressed confidence in their senior leadership (compared with 56 percent last year); and 72 percent described 
relations with the administration as “healthy” (up from 61 percent). Nearly equal proportions of men (89 percent) 
and women (90 percent) said their institutions provided resources for work/life balance (up from 82 and 83 
percent, respectively, last year); and both groups were similarly satisfied with their jobs on the whole (90 percent 
for men and 91 percent for women, both up slightly from last year). 

Like last year, the percentages of positive responses were fairly high because the survey was not a random 
national sample, but was conducted only at institutions that felt confident enough in the quality of their 
workplaces to participate. 

In some areas, overall satisfaction scores fell slightly from last year. Administrators gave lower marks to 
collaborative governance, and professors at both public and private institutions rated their teaching environment 
less favorably this year. 

Both findings are perhaps a reflection of the tight economy, speculated Richard K. Boyer, a principal and 
managing partner of ModernThink LLC, a human-resources consulting company in Wilmington, Del., that 
managed the survey for The Chronicle. 

“When money is tight," he said, "administrators make decisions without consulting the faculty, classes get 
bigger, fewer classrooms are constructed, and the remaining buildings get less upkeep.” 

  



  
From the issue dated July 10, 2009

Great Colleges to Work For 2009: How the 
Survey Was Conducted 
The results of The Chronicle of Higher Education's survey of Great Colleges to Work For are 
based on responses from nearly 41,000 administrators, faculty members, and staff members at 
247 institutions, including four-year colleges and universities, as well as community colleges. 

The assessment process, which also included an analysis of demographic data and workplace 
policies at each participating college or university, was administered by ModernThink LLC, a 
human-resources consulting company that has conducted many Best Places to Work surveys for 
various groups. Questionnaires were administered online in March and April. 

Participating institutions were segmented into a four-year or two-year category. Within those 
categories, institutions were classified based on undergraduate and graduate enrollment: small 
(fewer than 3,000 students), medium (3,000 to 9,999 students), and large (more than 10,000 
students). 

Each institution was asked to submit a list of full-time employees randomly selected across three 
categories: administration, faculty, and professional support staff. Adjunct faculty members were 
included for community colleges. The sample size, ranging from 400 or 600, was based on the 
number of employees in those categories. Institutions with fewer than 400 people in a category 
were invited to survey the entire population. 

Surveys were sent to more than 96,000 people, and nearly 41,000 responded — a 43-percent 
average response rate. Although some of the respondents did not provide demographic data, 
9,900 identified themselves as administrators, more than 18,000 as faculty members, and nearly 
11,000 as professional support-staff members. All were asked to respond to 60 statements using 
a five-point scale. The questionnaire also asked respondents to rate their satisfaction with 15 
different benefits; respond to two open-ended questions; and answer 14 demographic questions 
relating to gender, age, ethnicity, marital status, salary, tenure status, and other job issues. 

A new feature this year is an Honor Roll. It consists of the top 10 colleges in each size category 
for four-year colleges and the top three for community colleges, based on the number of times 
the institutions were recognized in the individual recognition categories. In cases where there 
was a tie, the finalists were determined by comparing the overall strength of the data set, the 
faculty/employee survey response rates, and the quality of the institutional questionnaire. 

ModernThink's survey is based on an assessment tool used in more than 55 Best Places to Work 
programs with more than 4,000 organizations. 
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From the issue dated July 10, 2009

Editor's Note 
By JEFFREY J. SELINGO 

After we published the first-ever Great Colleges to Work For survey last July, the response was 
overwhelming. We fielded dozens of calls from college presidents, professors, and human-
resources directors asking how their institutions could participate this year. 

More than 300 fourand two-year colleges signed up for this year's program, and 247 went 
through the entire survey process. That's nearly triple last year's number of participants. It also 
makes this the second-largest workplace-recognition program in the country, after Fortune's 100 
Best Companies to Work For (353 companies participated in that survey this year). 

Like last year — but unlike Fortune — we did not rank colleges in one big list. Rather, we 
recognized small groups of colleges (arranged by enrollment) for specific best practices and 
policies. There are 26 recognition categories for four-year institutions, and 15 categories for two-
year colleges. Those lists begin on Page B9. Many additional recognition categories are on our 
Web site (http://chronicle.com/indepth/academicworkplace). 

A new feature this year is an Honor Roll: the top 10 colleges in each size category (or the top 
three in the case of community colleges) based on the number of times they were recognized in 
the individual recognition categories. (For details on methodology, see box on Page B7.) 

As we did last year, we turned to ModernThink LLC, a human-resources consulting company in 
Wilmington, Del., to administer the survey and analyze the results. 

If your institution is interested in participating in next year's survey, please send an e-mail 
message to chronicle@modernthink.com.  

I hope you enjoy this issue. Please let me know how we can improve the survey or our 
presentation of the findings. Send comments to me at jeff.selingo@chronicle.com.  
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Honor Roll: 4-Year Institutions 

Related articles: View all of the articles from this special supplement on the academic workplace 

Listed below are the institutions, in alphabetical order categorized by their size, that were cited 
the most in individual recognition categories. 

Small (2,999 or fewer students) 
  What makes it so great? 

Austin College "You are a name here and a person, not a number or a title," says one employee. Business-casual 
attire is the standard dress for the majority of business offices on the campus. 

Birmingham-Southern 
College 

New faculty members and their mentors gather for a lunch discussion several times a year to talk 
about topics like life at a liberal-arts college, faculty governance, and balancing teaching and 
scholarship. 

Furman U. 
Employees cite the university's commitment to various climate-change initiatives. The Cliffs 
Cottage is a living laboratory for green building, a place where students and professors can learn 
about the latest materials and techniques in construction. 

Gettysburg College Newly constructed $2-million day-care facility on the campus, where parents may eat lunch with 
their children.  

Juniata College Offers flex time during the summer months, both reduced hours and four-day workweeks.  

Lourdes College Free undergraduate tuition for employees and their families. Faculty members are provided with 
$750 annually for professional development. 

Morningside College Each faculty member gets $450 annually for career development. Funds can be rolled over from 
year to year, to a maximum of $2,000. 

Saint Michael's College 
The college pays half the cost of professional financial counseling, up to $500 for longtime 
employees over 55. "There is a recognition that people have different needs and opportunities at 
different times in their careers," says one employee. 

Southeastern Bible 
College 

Compressed workweeks are offered in the summer, allowing employees to work long days for four 
days in order to have a day off. 

U. of the Ozarks University maintains nearby homes and apartments that are available to faculty and staff members 
for rental. 

Medium (3,000 to 9,999 students) 
  What makes it so great? 

Canisius College "My ideas are valued to move our programs forward," says one employee. Financial help is 
provided to employees who purchase homes in a specific geographic area near the campus. 

College of Saint Rose Employees who purchase homes in the neighborhoods near the campus receive a $5,000 grant, 
which is forgiven over a period of five years.  

McKendree U. One employee likes "the fact that the provost and president are approachable." Employees and their 
families are eligible for free undergraduate tuition.  

Niagara U. Free Pilates and spinning classes for employees during the lunch hour. University covers health-care 
premiums for staff members making less than $40,000. 

Oklahoma City U. 
University helps pay for faculty members to attend conferences outside their discipline. Fellowship 
gives midcareer faculty members a chance to spend a year working in the provost's office while 
teaching one course. 

Pennsylvania College of 
Technology Employees are paid for unused sick days at retirement. Personal days accrue from year to year. 

Rice U. 
Says one young faculty member, "Rice has given me every resource required to succeed." Rice 
automatically contributes between 7 percent and 15 percent to the employee's retirement whether 
the employee makes a contribution or not. 

Rollins College Each spring, the president cancels classes for a surprise day off. Says one employee: "I can direct a 
student to an office and know in complete confidence that the student will be well taken care of." 

State U. of New York 
College at Plattsburgh 

Offers a dual-career program that allows partners to submit their credentials to the university's 
human-resources office to match up with current campus vacancies or with local and regional 
employers. 

York College of 
Pennsylvania 

Employees receive discounts at a variety of local merchants. Employees receive up to $8,000 
toward a purchase of a home within a specified area near the college. 

Large (10,000 or more students) 
  What makes it so great? 

Cornell U. "Good ideas are taken seriously," says one employee. Parental-leave policy provides up to 16 weeks 
off, with four weeks at half-pay. 

Duke U. "The balance between work and home is perhaps the greatest thing about working at Duke," says 
one employee. University offers three consecutive weeks of fully paid parental leave.  

http://chronicle.com/�
http://chronicle.com/indepth/academicworkplace/


Emory U. Competitive leadership program put together in consultation with the business school provides a 
yearlong curriculum for employees looking to advance at the university. 

George Mason U. Masonvale, a new community of 157 rental housing units for faculty and staff members, is under 
construction. Rents are expected to be between 5 percent and 10 percent below market.  

Georgia Institute of 
Technology 

Says one employee: "I appreciate the opportunity to participate in intellectually stimulating research 
and contribute to the scientific field." Recreation center offers annual health screenings, and the 
results are reviewed with the employee by a physician. 

Hardin-Simmons U. 
Administrators "lead through respect and confidence, not control through fear and intimidation," 
says one employee. Tuition reimbursement covers between 85 percent and 100 percent of the cost, 
including for retired workers.  

Lamar U. 
"My superior encourages training," says one employee. Junior, tenure-track faculty members can 
earn one-twelfth of their nine-month salary for each summer-session course they teach and earn 
extra by teaching courses at 7 a.m. on selected days.  

U. of Mississippi University holds a fair each year to help employees worried about caring for aging relatives. 
Operates a nursery school on the campus through the School of Education.  

U. of Notre Dame 
University sets aside $1-million for employee-learning programs for both mid- and low-level 
workers. One program for midlevel managers pairs them with senior managers in team projects and 
presentations.  

Webster U. Staff members could be selected to spend two weeks working at an international campus with 
compensation, transportation, and housing expenses covered. 

 

 



  
From the issue dated July 10, 2009

Babson's New President Pushes for Openness 
on the Campus 
By ERICA R. HENDRY 

For college presidents, earning the trust and respect of employees can be a challenge. Doing so 
as a first-time, first-year president is even harder. 

Still, that was one of Leonard A. Schlesinger's goals when he left corporate America and became 
Babson College's president a year ago. A year later, faculty members say the new president has 
made openness a cornerstone of Babson's campus culture, giving faculty and staff members there 
confidence in his leadership. 

During his first few months at Babson, Mr. Schlesinger, a former business professor at Harvard 
University, outlined his own thoughts about the college's future, and then held open meetings 
with faculty and staff members to set priorities. The minutes of those meetings were posted on 
the president's blog, which welcomed comments, anonymous or otherwise. 

"There was a new a trust that we would be listened to," says Srinivasa U. Rangan, an associate 
professor of management. 

Part of the discussions involved a serious look at Babson's economic stability, Mr. Schlesinger 
says, which meant giving faculty and staff members a clear financial picture of the college 
during the recession. While the endowment escaped major losses, Babson needed to think about 
how the college, which calls itself an entrepreneurial leader in a changing global environment, 
could thrive in a bad market. Mr. Schlesinger created a Web site that made basic financial 
information available to employees. 

Shortly before last year's winter holidays, Mr. Schlessinger was able to tell faculty and staff 
members that the college did not plan to lay off any employees. 

"At the end of the day I don't think there's been any magic," Mr. Schlesinger says. "You extend 
transparency to every member of campus. ... Those things go a long way in addressing whatever 
institutional barriers might historically exist inside institutions like this." 

That kind of confidence made faculty members willing to volunteer when Mr. Schlesinger 
recently requested eight strategy groups to discuss new focus areas, such as entrepreneurial 
thought and action and a "next generation" curriculum. Faculty and staff members feel they can 
be active participants in helping the college move forward, says Mr. Rangan, who chairs the 
committee on global partnerships. "We have had not had that kind of an open process here 
before." 
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Ole Miss Offers an Apprentice Program for 
Its Maintenance Workers 
By AUSTIN WRIGHT 

When he heard about a new apprenticeship at the University of Mississippi, Lynn Gilliam, a 
custodian there, jumped at the opportunity. Now Mr. Gilliam can do it all: repair leaky pipes, fix 
air-conditioners, replace light bulbs. "I have a little more money in my pocket and a sense of 
respect for what I do," he says. 

University employees apply for the program. If accepted, they are paid for four years while they 
train under experienced supervisors. Ten years after its inception, the program provides the 
university with a stable supply of home-grown maintenance employees. 

And in the small town of Oxford, Miss., skilled craftsmen looking for work are hard to come by, 
says Larry D. Sparks, the university's vice chancellor for administration and finance. 

This year, nine former custodial workers at the university are enrolled as apprentices. They will 
spend four years learning general skills in a number of fields — painting, carpentry, heating and 
air-conditioning, working with concrete, and others. Upon completion, they will be trained in a 
variety of general-maintenance duties. That will save the university the time and money it would 
take to call in specialists every time a water fountain leaks or the heat goes out. 

And in an era when the prospective student's visit is increasingly important, "we keep the 
campus looking really good," says Ben Flemmons, who is in charge of general maintenance at 
the university. While many colleges focus on immediate maintenance needs, he says, Mississippi 
takes a proactive approach, spending money now in order to save it years later. 

"We've had a renaissance on campus in terms of facilities," says Mr. Sparks. 

The apprentice program has decreased turnover among maintenance employees, he says, because 
it gives workers a sense of ownership over the campus grounds. Having trained together at the 
university, the apprentice graduates also feel a deep sense of pride in the institution and in one 
another, says Mr. Gilliam. He estimates that his training would have cost $20,000 to $30,000 at a 
technical school. 

"The university realized it had raw potential, that it could use what it already had," he says. "And 
now I leave work happy." 
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Cornell U.'s Leaders Share the Good News Along With the Bad 

By KATHRYN MASTERSON 

At Cornell University, a policy of openness and transparency about the university's financial situation starts at 
the top. 

Since last fall, when the tumbling economy caused the value of Cornell's endowment to plummet, the 
university's president, David J. Skorton, has been out front on the issue. He's held town-hall meetings with 
faculty and staff members and met with student leaders. To get out the facts about the university's shrinking 
budget and his plans to deal with it, he's posted statements on the Cornell Web site and sent e-mail messages to 
the campus community. 

Communicating with the groups that make up a large research university — Cornell has more than 11,000 staff 
members, almost 3,000 faculty members, and 20,000 students — is not a simple task. Dr. Skorton says he tries 
to give as much information as possible to combat the uncertainty that has frightened people. 

"However people are affected by this, I think the most destructive thing has been the uncertainty, and not 
knowing when the other shoe is going to drop," he says. 

As a physician, Dr. Skorton often had to deal with the unknown and deliver bad news. That experience has 
helped shape his philosophy that in difficult situations, transparency is best. 

When Cornell decided not to give raises next year (although it will give a one-time bonus to employees 
making less than $40,000), the president asked faculty and staff leaders for their opinions. They agreed to 
support the plan, since it meant fewer layoffs at the university. "I was coming to the group with a decision, but 
I really wanted to hear what they had to say," Dr. Skorton says. 

The president's willingness to take hard questions and not deflect blame for Cornell's financial problems has 
built trust within the faculty ranks, as has his decision to take a 10-percent salary cut, says William E. Fry, 
dean of the university faculty and a professor of plant pathology and plant microbiology. 

While not everyone is happy with the budget decisions Dr. Skorton has made — which have meant staff 
layoffs and a pause in hiring for faculty positions — many people say they appreciate the president's 
thoughtful process. 

That the president personally answers e-mail messages from concerned faculty members has also made a 
positive impression, Mr. Fry says. Cornell has consolidated information about the university's financial 
situation, along with videos of meetings and an e-mail link to the president's office, on its Web site 
(www.cuinfo.cornell.edu). 

The Cornell Chronicle, the university's in-house newspaper, has also been covering the financial crisis. 
"Though we're a house organ, we try and cover the news openly and honestly," says David Brand, director of 
the Chronicle. "The more information that reaches people on campus, the more they appreciate the place they 
work."  
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Delta College Helps Employees Pursue Their Dreams — and 
Maybe a Ph.D. 
By ASHLEY C. KILLOUGH 

While teaching office administration and technology at Delta College for more than 20 years, Gail L. 
Hoffman-Johnson kept her longtime goal on the back burner. 

"I had wanted to get my Ph.D. forever," says Ms. Hoffman-Johnson, director of the business division at the 
community college in Bay County, Mich., regarding a degree in business education. "But with young children 
and other life events, I didn't have the wherewithal to devote to it." 

That changed in 2002, when she was accepted into the doctoral program in higher, adult, and lifelong 
education at Michigan State University. She used a professional-development allowance that Delta offers its 
employees, as well as sabbatical leave time and grants, to accomplish her dream. She completed her program 
in only three years: "Once I started, I was dead set on finishing as fast as I could." 

Delta's allowance system is one reason the college has earned an admirable reputation for career development. 
Employees are allotted money annually that they can put aside to attend conferences, pay for professional-
association fees, or pursue other types of continued learning. Faculty members receive $920 annually; 
administrators, $500; and support-staff members, $275. 

The college also works to assimilate new faculty members into what Elaine Allen Karls calls "the Delta 
family." Ms. Karls, an English professor and director of the college's Faculty Center for Teaching Excellence, 
coordinates courses and mentorship programs to help new faculty members adjust. The effort began in 2005, 
toward the beginning of a retirement cycle that has made room for 71 new faculty members in the past four 
years. 

"We knew it was coming," Ms. Karls says of the wave of retirements. "We knew we had to consciously move 
into a program that would help new teachers be successful at Delta." 

The college developed "Best Practices in Teaching and Learning," a yearlong academic course for new faculty 
members. After getting to know one another during a three-day retreat the week before classes begin, new 
faculty members attend a monthly three-hour class designed to orient them to the college's teaching 
philosophy. The course is recognized as a professional-development experience that leads to a salary increase 
upon completion. 

Loretta Sharma, an assistant professor of biology who was hired six months before the college launched the 
course, says the orientation, mentorships, and guest lectures gave her a broader understanding of Delta and 
helped her meet a variety of colleagues. 

"It was great having people in your corner giving you both general advice and advice on the unwritten rules," 
she says. 

"Best Practices" is one of several professional-development courses at Delta. Others are aimed at improving 
office and classroom skills. Through its Center for Organizational Success, the college also offers leadership 
programs to promote what Ms. Karls describes as its "people focused" culture. 

"We're very team-oriented, and because of that, there's so much enriching development that happens," she 
says. "It isn't just one person trying to carry the universe on their shoulders."  
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At Duke, Compensation Isn't Just About 
Money 
By MARC BEJA 

Juanita Johnson had already worked at Duke University as a high-school student, and later as a 
clerk, before she returned in 2003 as a staff specialist in the multicultural center. 

And what drew her back? "Duke made me an offer I couldn't refuse," she says. "Duke has 
offered me better packages than any job I've ever had in all of my years of working." 

During her years on the campus, Ms. Johnson has used several employee benefits. Both she and 
her daughter have had surgery at the university's hospital at a small fraction of what it would 
have cost elsewhere. And Duke paid for her to enroll in a certificate program in human 
resources. 

"This day and time it's not the actual dollar amount that you're making per hour," she says. "It 
matters what the benefit package is — whether they have educational assistance and medical 
assistance." 

Although the economy has forced Duke to tighten its budget, the university will continue most 
benefits through next year. Until recently Duke also had a pay-for-performance policy, under 
which employees and their supervisors set goals and evaluated their progress annually. The 
university has suspended that policy to help cut costs and avoid layoffs. Instead, acknowledging 
the tough times, Duke gave a one-time raise of $1,000 to employees making under $50,000, and 
froze the salaries of all other employees this year. 

Kyle Cavanaugh, vice president for human resources, says Duke hopes to resume the evaluation 
model once the budget permits. 

"A one-time payment is better than no increase at all," says Pamela B. Varnadoe, a program 
coordinator at the law school, who has worked at Duke for 30 years. As a part-time employee, 
she received a prorated payment. "They're showing that they do care about you. And it's better 
than layoffs." 

While Ms. Varnadoe doesn't think productivity will decline with the suspension of the pay-for-
performance model, she believes it was useful. "Top performers should, and do, get the top 
increase," she says. "I don't want to be work, work, work, [when] the person beside me just 
occasionally picks up a phone and looks up a file every once in a while, and they get the same 
that I do." 
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Emory U. Trains Its Own Leaders 
By JEFFREY J. SELINGO 

Shonda Jones was beginning to get a little restless in her job last year. 

After five years as associate dean of admissions and student services at Emory University's Candler School of 
Theology, she yearned for an opportunity to learn new skills and expand her knowledge about higher 
education. She started to hunt around for professional-development programs. She came across the typical 
ones — at Harvard University's Graduate School of Education, and at her professional association — but one 
in particular caught her eye. It was convenient. It was free. And its curriculum was designed by a business 
school. 

So where did Ms. Jones end up? Just a stone's throw from her office, at Emory's own Excellence Through 
Leadership program. Started in 2006, the yearlong program is designed to help up to 20 administrators and 
faculty members annually improve their leadership skills, as well as create a pipeline to eventually replace 
senior leaders at the institution. 

"Higher education doesn't have a real track record for developing leaders," says Michael J. Mandl, Emory's 
executive vice president for finance and administration. He played a major role in getting the program off the 
ground after failing to find suitable, cost-effective leadership programs elsewhere. 

Emory's leadership program is just one reason the university scored well in several recognition categories in 
The Chronicle's Great Colleges to Work For survey, leading to its position on the Honor Roll for four-year 
institutions. The survey also found other perks to working at Emory: a preschool for employees' children, a 
one-stop work-life resource center, and access to a comprehensive shuttle and van-pool network. 

Tracy McFarland, a business analyst in the human-resources department, joined one of the van pools last 
summer after gas prices started to rise. He figures he saves at least $250 in gas and parking each month, not to 
mention the frustration of sitting in Atlanta traffic every day. 

"My supervisor was very supportive of the move," says Mr. McFarland, who had been concerned about getting 
out of work in time to catch a ride home. "It hasn't been as big of an adjustment as I thought it would be." 

Ms. Jones also credits her boss, the dean of the theology school, for encouraging her application to the 
leadership program, which requires attending daylong classes several times a month. The classes, taught by 
business-school professors and Emory administrators, cover a range of topics, including strategic planning, 
marketing and branding, and higher-education finance. In addition to the classes, participants receive 
individual leadership coaching based on assessment tests they take. 

By design, the program's participants hail from various schools and departments at Emory. "We wanted to spur 
interaction between people who normally wouldn't meet during the natural course of their work," says Mr. 
Mandl. 

The highlight of the program is a group project: Each class is split into two groups for the year and assigned to 
work on two major problems facing the university, with a goal of making recommendations to the 
administration. 
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Rob Hoover, who completed the leadership program in 2007, was part of a group assigned to develop a new 
university transportation plan. Mr. Hoover, associate dean for enrollment management and student affairs in 
the Nell Hodgson Woodruff School of Nursing, says the project led him to learn about areas of the university 
unfamiliar to him in his job. 

"I was meeting with the university architects, transportation officers," he says. "I wouldn't have had any reason 
to do that otherwise." 

As a result, participants have a greater appreciation for how the university works, says Mr. Mandl. "There's 
this awareness and understanding that does not come through in unit-based jobs," he says. 

Mr. Mandl estimates that about half the recommendations made by group-project participants so far have been 
put in place. 

What's even more impressive to Emory officials is how well those in the first three classes of the leadership 
program have performed on the job since they graduated: A quarter of them have changed job titles; 16 percent 
have received promotions; and 5 percent have changed divisions. And graduates consistently receive higher 
merit-pay increases than other employees. No one who has participated in the program has left Emory. 

Nancy Seideman, associate vice president for university communications, and a member of Mr. Hoover's 
class, calls the program the "best thing I've ever done in my 20 years here." 

"I was 50 years old at the time of the program," she Seideman says, "and I thought it was wonderful that the 
institution wanted to make an investment in me." 
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George Mason's Flexible-Work Options Make 
Employees Feel Valued 
By ERICA R. HENDRY 

When Peggy Collins's husband accepted a job in California, she prepared to leave her own position as an 
executive assistant at George Mason University, whose Fairfax, Va., campus was nearly 3,000 miles away 
from her new home. 

But two days before Ms. Collins left, her boss offered a deal she couldn't refuse: a chance to work remotely 
from home in California in the same position she held on the campus. 

"I didn't want to leave, and she didn't want me to leave, so we looked into some programs and found out it 
was possible," Ms. Collins says. "And I thought, Will this actually work?" 

It has — for Ms. Collins and for 693 other employees of George Mason who are part of one of the 
university's flexible-work options. The policies allow employees to keep their jobs through family 
emergencies or unexpected living situations, and let managers like Linda Harber, associate vice president for 
human resources (and Ms. Collins's boss), retain good workers. Employees say it's just another instance of 
the university's respect and appreciation for its workers. 

"It's a very competitive market around here, so we try to create a flexible work environment," Mrs. Harber 
says. 

Initially, many employees were hesitant to explore flexible-work options, Ms. Harber says. Some managers 
had trouble accepting that employees who weren't visible on the campus were still doing their jobs. Thanks to 
a push by the president, Alan G. Merten, more departments have been willing to try the options in recent 
years. 

George Mason also recognizes and rewards employees each semester at the university and department level. 
Mr. Merten holds a ceremony in his office for employees of the month, inviting their coworkers, family, and 
friends. 

Next month the university will start a new pilot project aimed at providing affordable rental housing in a 
region where housing costs are high. It is developing a village of rental-housing units about 15 minutes' 
walking distance from the Fairfax campus. Known as Masonvale, the complex will offer townhouses with 
leases of up to 36 months. The university plans to offer rental rates 5 percent to 10 percent below the market 
rate. Some 40 units will be available this summer. 

Ms. Collins has now worked from her home office in California for a year. The flexibility has allowed her to 
keep a job she loves and to continue working with valued colleagues. 

"There are people out there who tend to think just because it hasn't been tried before means it can't work," she 
says. The people at George Mason are "really willing to give everything a shot, and for me, it made a big 
difference." 
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Furman U. Offers Its Employees a Higher 
Education 
By MARC BEJA 

Ever since he began working at Furman University 15 years ago, Raymond Kuhne had wanted to 
go back to college. But what with his shifting schedule supervising the university's heating, 
ventilating, and air-conditioning services, he couldn't find the time to take courses. 

So when the university began offering free professional-development courses during working 
hours a few years ago, Mr. Kuhne decided to try them out. Today, he's one of the program's best 
attendees, having taken about 25 one-session seminars over the past three years. He has found a 
course on Myers-Briggs personality indicators to be the most useful. It helped him realize that 
people have different needs, he says. 

"I go back to work and discuss these things with the others, so we can work better with one 
another," Mr. Kuhne says. 

The university provides about 20 courses each year in customer service, human resources, and 
leadership and managerial skills, among other fields. Taught by Furman professors, the sessions 
reach out to a wide variety of employees by demonstrating how the techniques can be used on 
the job. 

Employees who take 40 hours of course work are eligible for a postgraduate certificate in 
leadership development. 

"It's a tangible evidence of completion, but I think the more valuable piece is what happens when 
they leave the seminar, and they get back to the office, and they begin to make changes to 
improve their work flow and productivity," says Brad Bechtold, director of continuing education. 
Furman also offers up to $500 each year to pay for employees to take job-related courses at any 
college. Mr. Bechtold himself used the money to help complete his doctorate in human-resource 
development from Clemson University. 

Mr. Kuhne encourages his colleagues to attend the free, informal seminars. He has found them 
enjoyable and has appreciated meeting employees from across the university. "It's a great 
opportunity to learn something new," he says. "And who would not want to learn something 
new?" 
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Gettysburg College Takes Work-Life Balance Seriously 
By ROBIN WILSON 

Gettysburg, Pa. 

Countless times over the last few decades, Joyce W. Sprague has lost 20 pounds and then gained it back 
again. 

The 57-year-old administrative assistant at Gettysburg College has been on fad diets and tried tennis and 
jogging. But none of the diets kept the weight off, and none of the exercise routines stuck. 

At the beginning of this year, she had soaring cholesterol, an aching knee, and a sedentary lifestyle. But with 
the help of Gettysburg's wellness program, she has dropped 20 pounds since mid-April. And this time she 
thinks she might keep it off. The program has connected her with a dietician who has helped her stop the 
crash dieting, choose healthy foods, and change her eating habits. Ms. Sprague has also found an exercise 
routine she likes: Wii Fit, a home video game that combines strength-training exercises, aerobics, and yoga. 

"I wouldn't have done all of this on my own," says Ms. Sprague, who says she is sleeping better, has more 
energy, and has dropped two dress sizes. The program is one of several reasons why employees rate the 
liberal-arts college as a great place to work. 

Ms. Sprague is among 400 of Gettysburg's 725 full-time employees who participate in the college's wellness 
program. About half of them stick with it long enough to earn discounts of up to $500 a year on their health-
insurance premiums. The wellness program — which includes free on-campus fitness classes like toning 
and Zumba dancing, free advice from nutritionists, and courses on preventing diabetes, eating well, and 
learning to relax — is partially sponsored by Gettysburg's insurer, Highmark Blue Shield. 

Linda Miller, an administrative assistant for the English department, is another fan of the program, which 
has helped her lose 30 pounds this year. She has worked with Eleanor B. Pella, a registered dietician, to 
come up with healthy recipes, and even gone with her to the grocery store and a local farmer's market to buy 
fruits and vegetables that Ms. Miller may not have tried before. 

Many other features make Gettysburg a nice place to work, employees here say. They like its new $2-
million child-care center and the college's generous maternityand paternity-leave benefits. The campus is a 
comfortable place, where the faculty, staff, and administrators gather for what's known as the Friday 
afternoon social hour to eat, drink, and talk. 

It is the kind of place where people tend to come to work and stay for a long time. 

"It's very collegial," says Jack Ryan, acting vice provost, who has worked here for 15 years. He says 
employees — including the president, Janet Morgan Riggs, a 1977 Gettysburg graduate — are on a first-
name basis. "We tend to respect what everybody else does," says Mr. Ryan, "whether it's people who take 
care of the landscape, or clean the buildings, or work in the library." 

That attitude was tested in April when a well-regarded senior at the college was charged with stabbing to 
death his former girlfriend, a sophomore, in a house the college leases to students. But Ms. Riggs says the 
murder ended up bringing people at the college together. "You could see people reach out to each other," 
she says. 
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Leigh-Anne B. Redfern, associate director of admissions, drives to work each day with her husband, Paul 
W. Redfern Jr., director of Web communications and electronic media at Gettysburg, and their two young 
children. The couple drop their 2-year-old son and 4-month-old daughter at the red-brick child-care center, 
Gettysburg's Growing Place, and then walk a few minutes to their offices. 

Having everyone in one place means the family can spend more time together during their commute — and 
get home earlier. When her daughter was born last February, Ms. Redfern took 15 weeks off at full pay, the 
standard benefit for new mothers at Gettysburg. Mr. Redfern — who keeps an orange-and-blue finger 
painting by his son on his office door — took nine weeks off, the maximum paid leave for fathers at 
Gettysburg. "We did it at the same time because we wanted time together to enjoy our new baby," Ms. 
Redfern says. 

In addition to paid leave, Gettysburg also allows each new parent to take up to 16 weeks of unpaid leave. 
That allowed Susan F. Russell, chair of the theater-arts department, and her husband, Jim Hale, online 
content editor for Gettysburg's Web site, to take care of their son for a year without babysitters. Their 3-
year-old, Samuel, is now at the Growing Place. 

Sherry Yingling, director of the Growing Place, says it has been referred to as the "Taj Mahal" of day-care 
centers. The two-year-old center has 8,800 square feet and room for 140 children. It's unusual to see a center 
that large on a small, liberal-arts campus. Its most-unusual feature are the child-high windows that connect 
each room. 

In addition to its work-life benefits, Gettysburg is also known for being supportive of faculty members. 
Caroline A. Hartzell, a professor of political science, started a globalization-studies program three years ago 
with the college's encouragement. Now it ranks among the top 10 most-popular majors on campus. 
"Gettysburg has allowed me to do so many things," she says. 

Junior faculty members can get a full semester's paid leave to work on research after their third year at 
Gettysburg. Ms. Russell, the head of theater arts, took advantage of the leave program and wrote two 
articles that helped her earn tenure. 

Ms. Riggs, the president, says she is herself proof that Gettysburg is a great place to work: She returned here 
to teach psychology while finishing up her doctorate from Princeton University and never left. "I find 
Gettysburg to have a tremendous sense of community, and to me that matters a lot," she says.  
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At Howard Community College, Inclusiveness Goes a Long Way  
By AUDREY WILLIAMS JUNE 

Columbia, Md. 

The "in crowd" is huge at Howard Community College. That's because information flows so freely at this 
suburban Maryland campus that everyone can claim to be in the know. 

Every Friday the college's president, Kathleen B. Hetherington, sends an e-mail newsletter that includes a mix 
of kudos, highlights of past activities, reminders of coming events, and, last month, an item about her 
testimony on Capitol Hill, seeking more federal aid for community colleges. Three times a year the college 
holds convocations, at which speakers give progress reports on institutional goals and introduce new members 
of the campus community, among other activities. 

College officials eagerly embrace an information loop that goes both ways. Ms. Hetherington meets with 
faculty and staff members, as well as students, at various times during the academic year to answer questions 
and get feedback about campus policies, strategic projects, and more. 

"There are a variety of ways to be engaged here," says Ms. Hetherington, who became president two years 
ago. "That's one of the hallmarks of the college." 

Daniel Friedman, a chemistry professor who is chair of the science-and-technology division, agrees. Ms. 
Hetherington's penchant for walking across the carefully landscaped campus and drawing people into casual 
conversation means there is almost no excuse for opinions to go unheard, Mr. Friedman says. "It makes for a 
better work environment. People feel that they're listened to. They care more about their work, and they want 
to work harder." 

The 7,500-student college promotes work-life balance for faculty and staff members, offering flexible work 
schedules, phased retirement, and on-site child care. That last perk makes a major difference in the quality of 
life for Tara Hart and Stephen J. Hovarth, both English professors. 

The couple's 3-year-old son and 18-month-old daughter landed spots at the college's Children's Learning 
Center. The family makes the five-minute commute to work around 8:30 a.m. After dropping the children off 
at the center, on the edge of the campus, the two professors can be in their offices by 9 a.m., says Ms. Hart, 
who is also chair of the English and world languages division. She says the center, which gives faculty and 
staff members a 10-percent tuition discount, is attractive to job candidates with children and serves as a 
retention tool. 

Part of the center's appeal for Mr. Horvath, who is also associate vice president of academic affairs, is the way 
its charges become part of the college community. At Halloween, the children parade around campus in their 
costumes. Some faculty and staff members say that sense of community runs deep at the college, and is 
anchored by longtime employees like Mr. Friedman, who has worked here since it opened in 1970. "They're 
still active and leading projects," Jennifer F. Garner, an English instructor, says of the veterans. "They 
encourage everyone to get involved." 

Ms. Garner, a former adjunct instructor, is now a full-time faculty member. Like all new full-timers, she was 
assigned a mentor to help her navigate a changed landscape. Her mentor, Susan H. Frankel, an English 
professor, has given her teaching tips and advice on classroom assignments. And she has pulled Ms. Garner 
into the institution's family. 
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"Sue is one of those people who remembers when the college was one building, and she knows everybody on 
campus," Ms. Garner says. "She's introduced me to a lot of people." 

Faculty and staff members also get to know each other better at annual social events, such as the "HCC 
Faculty Follies." This year's talent show featured several comedic monologues, a professor who tried her hand 
at rap, and a parody of The Wheel of Fortune that was performed by Ms. Hetherington and two senior 
administrators. Proceeds went to a fund that helps pay for textbooks for students. 

As budget issues continue to loom over the college, many employees appreciate more than ever Ms. 
Hetherington's track record for keeping them in the loop. 

"People are very willing to ask questions here," says Llatetra Brown, director of student life, who coordinates 
the meetings Ms. Hetherington has with groups of students three times each semester. "The lines of 
communication are truly open."  
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McKendree U. Finds Many Ways to Give Professors a Say  
By PETER SCHMIDT 

If you are a faculty member at McKendree University, having to run off to one committee meeting after 
another can actually seem like a good thing. It's a reflection of how willing McKendree's leaders are to involve 
faculty members in governance of their institution, which is based in Lebanon, Ill., and operates satellite 
campuses at nearby Scott Air Force Base and in Louisville and Radcliff, Ky. 

Not only does the university have a long list of faculty committees that deal with such concerns as contractual 
agreements, academic affairs, and the institution's budget, but it has also shown a willingness to come up with 
new ways to give faculty members a voice as it evolves. 

Shortly after transforming itself from a college into a university, in July 2007, McKendree set to work 
establishing faculty committees to help govern the three new professional schools it had established. 

"People want to have an input into their workplace," says Shirley Rentz, director of human resources. "It is 
empowering when they are able to make a difference." 

Communication between faculty and administration flows both ways. McKendree's president, James Dennis, 
drops in on a monthly meeting of all McKendree faculty members to field questions and report on the progress 
of the university, which enrolls about 2,200 students on its main campus and serves about 1,200 elsewhere. 

Mr. Dennis also regularly holds open meetings he calls "coffee with the president," in which he sits down and, 
when things go wrong, takes his lumps. 

The administration also encourages faculty members to gather informally to find ways to improve their lives 
and work. Last year, Anne V. Collins, an assistant professor of political science at the Lebanon campus, sought 
to establish "teaching circles" in which faculty members would trade tips on instructional practices. The 
administration was very supportive, she says. She describes the university's culture as highly collaborative. 
"Everyone has an interest in trying to ensure high-quality education here," she says. 

McKendree officials credit the private university's affiliation with the United Methodist Church for what they 
call an "atmosphere of open dialogue, free inquiry, and mutual respect." McKendree's inspiration may be 
divine, but its approach clearly has worldly benefits, helping it recruit faculty members from well beyond the 
region it serves. 

"There is not a lot of angst or animosity between the faculty and administration and staff," says Christine M. 
Bahr, McKendree's provost. "I think that comes across clearly when people are interviewing for positions." 

Brian Frederking, an associate professor of political science on the Lebanon campus and chairman of 
McKendree's Faculty Senate, praises the president for seeking faculty input on how to deal with the effects of 
the recession, and heeding faculty members who urged him not to reduce contributions to their pension and 
instead to aim the budget knife elsewhere. "That was great for the morale of the campus," he says.  
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Georgia Tech's Networking and Mentorship 
Programs Challenge Employees 
By ASHLEY C. KILLOUGH 

Dimetra L. Diggs-Butler began working in 2004 as an administrative assistant at the Georgia 
Institute of Technology. 

Five years, two promotions, and one Outstanding Staff Performance Award later, Ms. Diggs-
Butler, who coordinates registration in the George W. Woodruff School of Mechanical 
Engineering, says she's found a place to work for life: "It doesn't matter whether you're a staff 
person or on faculty, everyone realizes they're important here." 

Ms. Diggs-Butler is one of several employees who have benefited from university mentorship 
and networking programs designed to further career plans. While she participated in Mentor 
Tech, a program primarily for support-staff members, faculty members have seen success from 
similar programs. 

Adjo A. Amekudzi, an associate professor of transportation engineering, took part in a 
mentorship series sponsored by a National Science Foundation grant. Aimed at raising the 
number of women in scientific and engineering careers, it helped prepare her for a successful 
tenure bid, she says. She also attended informal networking events and workshops offered by the 
university. "They make women more aware of the kinds of resources and other things that can 
help them," she says. 

Georgia Tech also used money from that grant to work on eliminating bias of all kinds in the 
promotion-and-tenure system. A team of university designers created a computer-simulation 
game that places players in hypothetical promotion-and-tenure situations, and challenges them to 
identify forms of bias. After seeing participants grow more aware of the biases that can surface 
during the process, researchers posted the game online for the general public to use. Promotion-
and-tenure committee members also use the game as part of their training. 

In 2002, Georgia Tech began using EthicsPoint, a hotline that employees can call anonymously 
with job complaints. "The employees are very pleased that there's a way in which they can relate 
issues to management without having to be the one who stands up and falls on their sword," says 
Phillip W. Hurd, director of internal auditing. 

While performance management and conflict coaching are high on the agenda at Georgia Tech, 
which employs more than 5,700 people, Pearl J. Alexander, senior director for employee-
relations services, says there's still room to improve. "We don't want to be satisfied with where 
we are," she says. "We definitely want to lead in this area." 
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At Mid-South Community College, When 
Performance Goes Up, So Do Salaries 
By AUSTIN WRIGHT 

Full-time employees at Mid-South Community College will receive a 2.2-percent performance-
based bonus this summer as a reward for scoring 74 out of 100 total points on the college's report 
card for the 2008-9 academic year. 

The report card, which is posted on the college's Web site each year, lists the Arkansas 
institution's goals for that year, along with statistics analyzing whether the college achieved the 
goals and to what extent. Administrators from other colleges are often shocked when they learn 
that Mid-South would publish strategic information online, says Barbara C. Baxter, Mid-South's 
executive vice president. The college does so for public-disclosure reasons, she says. "We need 
to be open about what our challenges are and what our strengths are. How else can you get 
better?" 

This year, Mid-South achieved its goal of increasing its three-year graduation rate to a level at or 
above the three-year rolling average for all Arkansas two-year colleges. Of the students who 
enrolled at Mid-South between 2003 and 2005, 15.4 percent graduated within three years, 
compared with a state average of 10.1 percent among two-year colleges. Those numbers, 
released this year, scored Mid-South a five out of five in the graduation-rate category on its 
annual report card. The number of categories varies from year to year, with each weighted 
differently. Over all, Mid-South scored 74 out of 100. According to a mathematical formula that 
ties bonuses to performance, the 81 qualifying employees were eligible for a 2.2-percent bonus, 
in addition to any cost-of-living raises. 

"Anytime an institution can have a clear sense of its purpose and how success is measured, it 
creates a more rewarding environment for employees," says Glen Fenter, Mid-South's president. 
"It keeps everybody focused on the business that we're in." 

Mr. Fenter holds monthly potluck lunches with employees so he can hear directly from them. 

Pete Selden, a Mid-South job counselor, and his wife, Ellie Selden, an accountant at the college, 
also take advantage of full tuition waivers for employees who want to take courses. Mr. Selden is 
working toward a distance-learning M.B.A. degree through Arkansas State University at 
Jonesboro and has been able to take prerequisite classes free at Mid-South. Ms. Selden has taken 
accounting classes that have helped her with her job. "It has taken a great burden off of us," Mr. 
Selden says. "These days, education is not cheap." 
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Personal Touches Warm Up Oklahoma City 
U.'s Campus 
By KATHERINE MANGAN 

Oklahoma City University prides itself on treating its faculty and staff members like family. 

It is the kind of place where new employees are welcomed in the president's house, staff 
members kick in to raise money when a colleague faces hard times, and promising young 
workers are offered flexible work schedules and free tuition to help them advance in their 
careers. 

The private university is affiliated with the United Methodist Church and was established in 
1904. It has about 2,100 undergraduate and 1,700 graduate students. 

"Everyone from the security guard to the most elite professor can be a role model for our 
students," says the university's president, Tom J. McDaniel. "There's a feeling on our campus 
that every job counts, and everyone has a role to play. Everyone feels like they have a voice and 
all voices are heard." 

All new faculty members attend a daylong orientation session and a reception at the president's 
house. They are assigned to a senior faculty mentor who, over the course of the following year, 
offers advice on teaching, promotion, tenure, and other issues. 

The new hires are all assigned an inspirational teaching book (The Courage to Teach: Exploring 
the Inner Landscape of a Teacher's Life, by Parker J. Palmer) to read and discuss, and professors 
continue the reading-group tradition in homes and restaurants long after their first year. 

Each year the university appoints a faculty fellow to teach one course and spend the rest of the 
time working in the provost's office. "It's a good idea for midcareer faculty to see if 
administration is a career path they might be interested in, and to bring a faculty perspective right 
to the administrative offices," says Bernie L. Patterson, the college's provost and vice president 
of academic affairs. 

Employees and their families all receive free or discounted tuition to attend classes at the 
university. Tuition exchanges are also available with 660 private colleges and universities. Last 
year, dependents of Oklahoma City workers received more than $1-million in tuition breaks. The 
benefit allows the university to retain and promote valuable employees, Mr. Patterson says. 

Gerry Hunt is one of the university's success stories. After graduating from Oklahoma City in 
1989, he returned three years later to work in an entry-level technology position. By 2003, with a 
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wife, two young children, and a full-time job, life was getting busy and money was tight, he says, 
"but I really wanted to go back to school and get an M.B.A." 

The university covered three-fourths of his tuition to pursue the degree there. It also allowed him 
to create a flexible schedule so he could attend classes day or night and occasionally work from 
home. Today, as director of campus technology, he oversees a staff of 22 and a budget of more 
than $3-million. 

"It was a perfect fit," says Mr. Hunt. "Getting the M.B.A. allowed me to move into the director's 
role, which I wouldn't have been qualified for without the degree." 

He was able to do some network administrative work at home by installing a private network 
connection on his home computer. The connection, which all university employees can have 
installed free, allowed him to use the central computing system while his children slept. 

Mr. Hunt has extended the benefits to his staff members, one of whom recently had a baby. She 
arranges her full-time schedule so she can work at home frequently and be home with her baby 
while her husband works. The network benefit is popular with staff members, including Liz 
Hedrick, associate vice president for human resources, who sometimes logs on from her docked 
boat on nearby Lake Texoma to write policy papers or send e-mail to colleagues. 

Last year, when the recession started to jeopardize some students' ability to pay tuition, 
employees contributed $75,000 to an emergency scholarship fund that has helped about 100 
students who faced financial hardships. Some workers donated money in colleagues' names 
instead of exchanging Christmas gifts. And when a campus employee was struggling with 
financial and health problems recently, the administration handed her a check for $500 so her 
utilities could be turned back on. The money came from a benevolence fund replenished with 
employee contributions and money from a campuswide potluck dinner. 

At Christmas, employees and their children are encouraged to invite friends and residents from 
nearby low-income neighborhoods for a "light the campus" celebration. "These kinds of events 
really create a feeling of cohesiveness," the president says. 

When employees have babies or grandchildren, the news and photos are broadcast in 
campuswide newsletters. A photo book of new faculty members lists not only their professional 
accomplishments but also personal interests. Nearly 35 interest groups, from rowing to ballroom 
dancing to gardening, have sprung up. 

Says Ms. Hedrick, the human-resources administrator: "It's a very personal, caring place where 
people are passionate about our mission."  
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Rice U. Minds the Kids So Employees Can 
Mind Their Jobs 
By MARC BEJA 

Rachel Tolbert Kimbro was preparing to give her Rice University sociology class an exam one 
day last fall when she realized her 3-year-old son was too sick to go to school. 

But there was no need to worry. All she had to do was call an 800 number provided by Rice. The 
operator would arrange for someone to stay home with her son within two hours. 

"One of the most stressful things about work-life balance is what to do when something goes a 
little bit wrong, and so a service like this just makes you realize it will be fine," she says. "I can't 
overemphasize how great that benefit is. Rice makes it very, very hard to even think about going 
anywhere else." 

The university's work-life benefits program offers a subsidized Montessori-based school adjacent 
to the campus for children up to the age of 5. It also provides up to 100 hours of in-home day 
care annually for children or elderly relatives, at $4 per hour. And it operates a day-care center in 
downtown Houston that offers educational programs for $2 per hour. 

Such programs help define Rice's values as a place where people thrive both academically and 
personally, says Mary Cronin, associate vice president for human resources. 

Alexander X. Byrd, an associate professor of history, sends his two children to a summer camp 
in Houston that's associated with Rice. As a Rice employee, he receives a discount on the camp, 
called Kidventure, and can also take advantage of day care before and after camp. "It's not just a 
place where you just drop your kid," he says. "My kids learn almost as much in the summer as 
they do in the school year, and they're a lot more excited about it." 

Rice has expanded its services over the past 10 years by using committees of administrators and 
faculty members to focus on employee's needs, Mr. Byrd says. 

"They really know the dilemmas that are facing people that work at universities, and they really 
try hard to have the universities meet those issues," he says. "They've got us covered." 
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Strategic Plans Bring a New Day for Morningside College 
By ERICA R. HENDRY 

When John C. Reynders began as president of Morningside College, in 1999, he knew that saving the college 
would take more than just a call to action. The struggling century-old institution needed multiple strategic plans 
and many more visions than his own. 

While the Sioux City, Iowa, institution wasn't quite dealing with a full-blown crisis, Mr. Reynders says, it did 
need immediate attention: Most buildings on the 68-acre campus were in desperate need of repair. Enrollment had 
plummeted to 1,096 in the fall of 2000, and dipped to an all-time low of 996 the following year. Athletics teams 
had gone for years without winning seasons. And alumni involvement and giving were starting to dwindle. 

"We were deficit spending to a degree that we on the campus didn't know," says Bruce David Forbes, a professor 
of religious studies and chair of that department. "Once we did, our choices were either panic mode, or all work 
together." 

Special panels composed of faculty and staff members, students, and some administrators spent the summer of 
2000 preparing recommendations in such areas as cost reduction, admissions, the curriculum, and athletics. 
Eventually they were presented in a five-year strategic plan for the college. The plan included a recruitment 
strategy to attract and retain students, a revamped curriculum, a tighter budget, and proposals to reconnect with 
alumni and potential donors. 

It was a cultural shift for the campus. People weren't watching a vision unfold; they were helping to unfold their 
own vision. Faculty members say that attitude fostered a culture of collaborative governance that has continued 
ever since. 

"I wanted to create a culture where planning was evolutionary and ongoing — not just an episodic gesture," Mr. 
Reynders says. 

That's not to say the process was easy. Some focus areas were sensitive, including athletics, whose panel 
examined whether Morningside's long tradition in NCAA Division II still made sense for the college's budget and 
its students. 

"There were definitely tense moments, and some very strong disagreements," says Joel Weyand, assistant vice 
president for institutional advancement, one of the chairs of the athletics panel. "But ultimately, we all knew we 
wanted to be a part of a solution, as opposed to digging in our heels and being part of the problem." 

The board accepted the group's recommendation to switch to the National Association of Intercollegiate Athletics, 
a move that has raised the number of athletes by 40 percent and allowed the college to add new teams — and to 
win several national titles. 

Faculty and staff members have since helped develop two more strategic plans: a $45-million capital campaign 
that concluded last month, and a plan to improve student life that will be completed by 2015. 

Enrollment has grown by 45 percent since 2000, thanks to an aggressive admissions plan, and the campus now has 
three new residence halls and renovated athletics facilities. Mr. Forbes, who has taught at the college for more 
than 30 years, says faculty and staff members feel far more connected to the college and the community. 

"I remember times where the faculty has been beaten down," he says. "That's not the case now. We have 
momentum."  
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