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Project Details

Title Assessing and Improving Communication Between Leadership and Faculty/Staff Status COMPLETED

Category 5-Leading and Communicating Updated 09-01-2011

Timeline  Rev iewed 09-18-2011

01-12-2010 Created 12-23-2009

10-31-2011 Version 2

Project Goal

The goal of this Action Project is to encourage better communication among all levels of faculty, staff, and administration so that the
College can better serve our stakeholders, as w ell as improve morale and enhance interaction among employees.  The team intends to
implement a plan that w ill allow  employees to have additional opportunities to meet specif ically w ith senior leadership in discussion of
issues and thereby, hopefully promote better understanding and deepen trust.  

Reasons For Project

As Edison is impacted by an ever-changing higher education environment w ithin a dismal economic climate, decisions at the senior
leadership level are often misunderstood and that misunderstanding breeds discontent and distrust.  We are attempting, through this
Action Project and other means, to address a negative w orkplace environment.  We believe that employee satisfaction is a key
factor in our providing a positive learning atmosphere for our students.

Organizational Areas Affected

All faculty and staff w ithin the College w ill be directly impacted.  Student and other stakeholders should also be impacted but in a less
direct manner.

Key Organizational Process(es)

All communication activities w ill be review ed to determine effectiveness.  Surveys, open forums, scheduled meetings, and discussion
sites w ill be among those activities review ed.

Project Time Frame Rationale

The review  of communication venues and related processes w ill be addressed during fall semester 2009.  During spring semester
modif ications to processes w ill be introduced, if  merited.  In addition,an informational sharing and question and answ er period w ith the
College's President w ill be deployed.  Employee segments w ill have an opportunity to ask questions anonymously via a Zoomerang site
and then w ill be invited to meet as an employee group the the College President.  Survey site input w ill determine the frequency of
employee-sector meetings.

Project Success Monitoring

Employee participation and employee responses to meeting opportunities w ith senior leadership.  A survey w ill be sent at six
monthintervals to determine if  personnel perceive a positive change in communication.

Project Outcome Measures

Improvement and enhancement of employee trust. Improvement and enhancement of employee perception of being heard by senior
leadership.  Process changes through w hich staff/faculty are able to better communicate w ith leadership at all levels throughout our
organization.
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Project Update

Project Accomplishments and Status

The Assessing and Improving Communication Betw een Leadership and Faculty/Staff Action Project continued this past year supporting
the principles of collaboration, involvement, respect for people, and leadership support.  The project began in 2010 w ith a six-question
survey that w as sent to campus personnel asking for feedback on the w ay w e communicate at Edison and w hat kinds of
improvements could be made throughout all levels of communication betw een faculty, staff and administration.  Employees w ere also
given an opportunity to meet w ith the College President in an open forum to discuss the survey results.  A report w as w ritten and sent
to the Dean for Institutional Planning and Effectiveness addressing the common themes and the committee’s recommendations.  The
Dean then met w ith leaders throughout the college.  On April 13, 2011, a second identical survey w as sent to each campus group: 
Faculty, Adjunct Faculty, Administrative Professional, Administrative Technical and Classif ied.  The team hoped to learn if  the college
community felt any differently since the f irst survey.  The survey questions w ere: * What aspects of your current position are most
disappointing, disheartening or problematic? * What steps could the w ork unit or the institution take to maximize the positive and/or
minimize the negative aspects of your w ork? * What types of professional development opportunities w ould you like to help you reach
your personal career goals? * What types of supervisor feedback w ould be most beneficial? * What communication processes w ould
be most comfortable and beneficial to you in your w ork, i.e. meetings, emails, the Bus, etc? * Are there any questions you w ould like to
ask or comments you w ould like to make?  A total of 315 employees w ere surveyed w ith 69 (21.9%) responding.  By classif ication: 55
Faculty w ith 20 (36.3%) responding; 150 Adjunct Faculty w ith 20 (13.3%) responding; 47 Classif ied w ith 11 (23.4%) responding; 48
Administrative Professional w ith 16 (33.3%) responding; 16 Administrative Technical w ith 2 (13.3%) responding.  Compared to the
previous year, the overall response w as dow n 1.20% (21.9% vs. 23.1%).  By classif ication, the 2011 comparisons in percentage
points are:  Faculty +4.3%; Adjunct Faculty -1.4%; Classif ied -5.5%; Administrative Professional +9%; Administrative Technical -29%. 
Total numbers of employees in each category changed betw een the tw o years due to hiring and reclassif ication of positions.  Open
forums w ere not held follow ing the survey results primarily due to the announced retirement of the College President, though common
themes that w ere apparent in the survey responses w ere shared college-w ide.  The common themes throughout all levels included: 
Better training for new  employees; Overw helming and inconsistencies in w orkloads leaving no time for innovation or creativity, training
sessions or classes; Flex contract responsibilities and pay inconsistencies; Recognition/pay increases for years of service and level
of responsibility relevant to w ork performance;  Compease study results not shared; Adjunct faculty responsibilities, mentoring and
pay issues; Students unable to perform at college level; Professional development funds and opportunities not available; Email w as still
the preferred form of communication, follow ed by meetings w hen dialogue is needed.
The project is scheduled to be retired upon review .

Institution Involvement

All employees, faculty and staff, w ere directly involved through the survey and open forum opportunities, supporting the Principle of
Broad-based Involvement.  The project w as monitored by the CQI Steering Committee.

Next Steps

The Action Project concludes w ith the follow ing recommendations in response to the common themes:  Recommendation:  New
employees are required to complete an Orientation Process as part of CQI.  The Faculty Handbook can be found on the Edison
w ebpage and the Policy Manual can be found in Outlook.  The team recommends that a detailed description of every position in each
department could be created by the current employee making it easier for cross training and for new  employees.  *  Recommendation: 
Coordination of resources betw een supervisors, faculty and support staff to accommodate students should be paramount. When
those resources are stretched as far as they can go, perhaps more student w orkers could be employed to accommodate program
w ith tasks such as setting up classrooms, copying of materials, etc.  It is also suggested that everyone be mindful that multiple people
use our facility and it is common courtesy to leave a room in good condition. During year-end evaluations, tasks could be re-evaluated
for individual positions, including faculty w ho have a large number of students to advise, syllabi to w rite, classes to schedule and
adjuncts to mentor. Responsibilities could be reassigned if  the w orkload is lopsided.  *  Recommendation:  Guidelines can be found in
the faculty contracts.  Individual questions or concerns should be addressed to the Deans.  *  Recommendation: While monetary
increases may not be possible at this time due to budget constraints, perhaps merit raises or bonuses, in addition to salary increases,
could be looked at in the future as a w ay to rew ard pro-active and conscientious employees and motivate those w ho are less so.  At
present, a small gesture such as gas cards could be given as a bonus for employees w ho go above and beyond. *  Recommendation:
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Employees are encouraged to make an appointment w ith HR to review  the study and their particular position or grade. * 
Recommendation: The names, departments and phone extensions of those w ho can answ er questions and provide
assistance/mentoring to faculty, both adjunct and full-time, can be found in the 33-page Faculty Handbook found on the Edison
w ebsite.  Adjunct pay is set by executive leadership personnel. Increases are usually given w hen full-time faculty approve their
contracts.  *  Recommendation: Review  the criteria for COMPASS testing and pre-requisites needed to apply for some programs.  * 
Recommendation: If  information for professional development is not made available by the supervisor, employees can take the initiative
to research opportunities and present those opportunities to their supervisors.  Some employees felt that they couldn’t take advantage
of opportunities presented because of the lean w orkforce and that their absence w ould create a burden for co-w orkers.  This
concern, too, should be taken to the supervisors and addressed.

Resulting Effective Practices

Included in this second survey w ere positive comments on the new  initiatives around campus including the LIFE activities and IT
Trainer’s Tips.  There w as appreciation expressed by adjunct faculty for the tuition w aiver for family members and spouses.  There
w ere also comments thanking the AQIP 5 team for the opportunity to complete the survey and express their opinions.   Statements
w ere made regarding the excellent staff ing choices made in the past tw o years including faculty and new  president.   Personnel
commended their supervisors on being supportive and professional.  An overall feeling w as that w hile campus personnel live in a
cautious and guarded manner, processes are changing, attitudes are improving and w e are looking forw ard to good things in Edison’s
future.

Project Challenges

Challenges faced during the implementation of the project involved response rate on surveys and attendance at the forums. 
Challenges remain that surround improved communication efforts at every level of the campus and implementation of the
recommendations.  The project is scheduled to be retired upon review .

Update Review

Project Accomplishments and Status

The organization took on a broad challenge through The Assessing and Communication action project.  Serving stakeholders, improving
morale, enhancing instruction and building trust are all salient characteristics of a high performing organization.  Creating a survey to
better understand how  issues of communication impact organizational processes is a good step.   The action project, as described as
the potential for far reaching benefits that transcend QUIP categories including valuing people, leading and communicating and planning
continuous improvement.  The organization needs to be commended on w orking to identify trends over tw o years and for identifying
common themes.  How  the organization responds to the survey results w ill be the next step in addressing the identif ied issues w ith
regard to the negative w ork environment described in the project details. 

Institution Involvement

Broad-based faculty, staff, and administrative involvement is a characteristic of high performing organizations and can serve to create
a culture of communication and trust. While it is indicated in the update that all employees , faculty and staff w ere directly involved, the
survey response articulated in Item #1 does not ref lect this. Rather betw een 13% and 36% of individual employee groups w ere
represented and open forums w ere not held.  Prior to the retiring of this action plan, it is recommended that the organization consider
the level of involvement of the employees, faculty and staff and how  that might impact the results of the survey and subsequent
actions of the organization.

Next Steps

The organization should be commended for identifying specif ic changes to the structure and processes related to communication that
can result in satisfaction. When employees, faculty and staff feel that their voices are heard and see action being taken, they are more
likely to be fully engaged in all organizations processes.   As next steps, the organization may consider how  to continue to involve all
stakeholders in decision making in an effort to capitalize on the employee trust grow n from this endeavor and to ensure a focus on the
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AQIP category of valuing people.

Resulting Effective Practices

It is important to identify strengths and w ell as needs from any action project.   Positive feedback on processes, organizational culture,
and new  projects can be seen as opportunities to capitalize on those successes and determine how  the organization can leverage
aspects of popular, positive programs across the institution.  Specif ically, these efforts can be tied to valuing people and taking stock
of the foundational leadership and communication structures w ithin the organization as subsequent AQIP action projects are identif ied
and implemented.

Project Challenges

Although the action project w ill be retired, learning from this project can, and should be applied to future endeavors. Trust and Integrity
are principles of high performing organizations that are grow n over time. A single action project w ill unlikely result in a culture of trust,
integrity, and open communication across an organization.   How ever, this action project w as a positive, sincere step in that direction.  
The organization has an opportunity to use the challenges identif ied to further improve and enhance employee trust through
communication and should be considered w ithin the context of overarching AQIP themes related to category Four: Valuing People,
Cateogry Five: Leadership and Communication and Category Eight: Planning for Continous Improvement. 

Project Outcome

Reason for completion

Project is concluded and new  opportunities exist to cultivate communication betw een leadership and staff.

Success Factors

The open forums w ere successful giving all employees the opportunity to discuss matters w ith the president. 

Unsuccessful Factors

Participation rates could have been higher.
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