
https://cdn2.hubspot.net/hubfs/478187/2017%20Retention%20Report%20Campaign/Work%20Institute%202017%20-Retention%20Report.pdf
https://cdn2.hubspot.net/hubfs/478187/2017%20Retention%20Report%20Campaign/Work%20Institute%202017%20-Retention%20Report.pdf
https://drive.google.com/drive/folders/1Ao2XcwecF8j_lfu96ctbY01cNFd-SasF?usp=sharing
https://drive.google.com/drive/folders/1VhUscKPPrqP5YxmZfGE1z8xOnAgZccBw?usp=sharing
https://docs.google.com/document/d/17DSFoASppY9WpHHSzUh6OJ4EWHTqpS6SW1H-QHZTkmM/edit?usp=sharing
https://drive.google.com/drive/u/0/folders/1nru5Y1oimdDEY34q9U0sFeastHjB45_q
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Identified Areas of Need Ranking of
Immediacy

Ranking of
Proposed
Investment

Specific Recommendations for Improvement

Priority #1

Compensation
#1 Priority by rankings and
directly related to ULM
strategic plan.

1.1 4.6 ● Continue to look at the gaps between departments, men/women, market
value for speciality/university pay and create equity pay gap increase plan

● Focus on staff increases when increases in funding are made ava
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Identified Areas of Need Ranking of
Immediacy

Ranking of
Proposed
Investment

Specific Recommendations for Improvement

Priority #5

Revamp/Improve
professional growth plans
and evaluations to better
capture what our jobs
actually entail and provide
the most appropriate
feedback to support
growth

1.8 1.9 Faculty
● Each school director in collaboration with program directors should

develop written procedures for the development of annual, measurable
professional growth goals and the process through which they will be
evaluated to determine if the goals have been met. The actual PG plans
may be college/school specific, but should be formalized in writing and
communicated with all faculty similarly to the page developed for staff.

Staff
● Develop measurable professional growth goals that are implemented in

action. Create time study analysis for the seasonality of workloads and
based on the findings implement time for staff development
opportunities. Noting that those will vary across departments and
organizational units. For those areas that don’t have the needed time
allocations, review functions to shift as needed to other areas via
intersecting departments.

Aligned with the ULM Strategic Plan 2022-2027. Strategic Pillar: Intellectual
Activity, Goal 3, Initiative 3.2

Identified Areas of Need Ranking of
Immediacy

Ranking of
Proposed
Investment

Specific Recommendations for Improvement

Priority #6 1.9 2.4 ● Monitor job responsibilities/course and service commitments to ensure
staff/faculty have feasible workloads (Columbia Uni, 2018).

Faculty
● Work towards a 3/3 course load to improve research/service/teaching

balance as well as individual relationship building and mentorship with
students, but not by simply increasing class sizes.

○ A reduced course load cannot just involve increasing class sizes
to decrease the number of classes we teach. Faculty must be
added at a minimum in those areas that teach heavy course loads
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including new hires and
new positions

departments) to provide and receive feedback (Columbia University, 2018).
● Assign a senior coworker to the new hire for initial hand holding and

occasionally check in after 6 months of employment in making sure they
are acclimated to the campus culture and role expectation.

● Create a strategic onboarding plan that aligns with the university’s overall
mission, vision and values. Not so much focused on the employee’s specific
department, but on the university in its totality.

● Provide ample, widely-available options for employees to provide feedback
to the appropriate parties/individuals. Publicize this option to increase
awareness while optimally increasing the employees’ trust and confidence
that their feedback is valued.

Aligned with ULM Strategic Plan 2022-2027. Strategic Pillar: Faculty and
Staff Distinction and Well-Being, Goal 2, Initiative 2.2.a

Priority #8

Revamp hiring process to
assure we are aligned with
best/current practice in
higher ed

1.9 2.1 ● Society for Human Resource Management (SHRM
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Priority #14

Amplify communications of
our achievements through
strategic
marketing/Improve
university pride

2.1 2.4 ● Create a unified communication that amplifies the achievements of faculty
and staff. Currently, we have monthly grants announcements and we are
doing better about promoting achievements of the students, but not
necessarily highlighting the faculty and staff work behind those
achievements. The emphasis here is on “unified” communication because
it feels like you have to go to several sources to learn all of these things.

● Consider a weekly newsletter or highlight that includev
v v
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highlight what they offer, etc. These could be planne
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documentation.
Aligned with the ULM Strategic Plan 2022-2027. Strategic Pillar: University
Resources, Initiative 3.d

Priority #18

HR-Improve
benefits/Develop competitive
EAP

2.4 3.6 All Staff/Faculty:

● Consider leaves and other policies on an individual basis to best meet
faculty needs. Provide adequate support to faculty by way of time,
resources, and administrative and technical support (Columbia
University, 2018).

● Let staff choose how their sick leave hours should be compensated.
There are staff who won’t utilize their sick leave as much as others
and having compensated those as annual leave or pay would be fair.

● Current ULM EAP links provided on HR website:
○ https://www.ulm.edu/hr/benefits/documents/eap-employee-fly

er-3-face-to-face.pdf
○ https://www.ulm.edu/hr/benefits/documents/20-ways-eap-can

-help-3-face-to-face.pdf
● ULM EAPs include up to three face-to-face assessment and

counseling sessions per issue. While this is helpful, it can be argued
that most employees would likely require more than three face-to-face
assessments/sessions for a particular issue. Strong consideration
should be given into providing several more face-to-face/zoom
sessions. Expand upon the limit of three face-to-face
assessment/counseling sessions with the current ULM EAP provider.
If this is not possible, explore new EAP provider partnerships.

● The University of North Carolina at Chapel Hill has a simplistic, yet
informative website that provides step by step processes their
employees can take to utilize EAPs. They partner with ComPsych
(links below)

○ https://hr.unc.edu/benefits/work-life/eap/
○ https://www.compsych.com/services/employee-assistance-pro

/hr/benefits/documents/eap-employee-flyer-3-face-to-face.pdf
/hr/benefits/documents/eap-employee-flyer-3-face-to-face.pdf
/hr/benefits/documents/20-ways-eap-can-help-3-face-to-face.pdf
/hr/benefits/documents/20-ways-eap-can-help-3-face-to-face.pdf
https://hr.unc.edu/benefits/work-life/eap/
https://www.compsych.com/services/employee-assistance-programs


https://www.compsych.com/services/employee-assistance-programs
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Priority #23

Provide pathways to
leadership for staff

2.5 1.8 ● Staff Senate should work with the Faculty & Staff Development
Director and HR to create pathways based on Job Functions and
departmental needs

Aligned with the ULM Strategic Plan 2022-2027. Strategic Pillar: Faculty
and Staff Distinction and Well-Being, Goal 2, Initiative 2.1.c, Initiative 2.2.a

Priority #24

Facilities update for health,
safety, accommodations, and
aesthetics

2.88 4.6 ● Ensure OSHA and ADA guidelines are being followed; Conduct an
ADA audit of the campus and include input from students and staff with
disabilities

● Collaborate,Update, and Implement Facilities 5 year plan.
Aligned with ULM Strategic Plan 2022-2027. Strategic Pillar: University
Resources, Essential Goal, and Initiativ ,
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