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Executive Summary
The Ad hoc committee on the assessment of research on the campus at the University of Nevada, Reno has conducted an analysis of policies and procedures that the committee feels constrain faculty success in research.  The committee held five meetings in addition to gathering information between meetings.  On many issues the committee quickly came to a consensus.  It was surprising how often the same issues were encountered by faculty throughout the university.  This committee did not attempt to survey the faculty in a systematic manner; this has been done by other committees.  Instead, the committee made an effort to synthesize and analyze the findings of other committees and attempted to develop consistent strategies to mitigate problems.  

The focus was on examining the effects of policies and common practice as much as possible.  Implementation of some recommendations does require resources but in general the focus was on changes that could be implemented in this biennium with little if any additional cost.  Each section in the document contains a list of specific suggestions that the committee believes could enhance research on campus.  

Several themes run throughout these recommendations.  These include the following: 

· Inadequate flexibility and control at the department level 

· Space

· Teaching Assignments

· Changing policies to move risk from success off of individual faculty members

· Opportunity and real costs of inconsistency across colleges and departments

· Reinventing an institutional culture that views grants as problematic

· Increasing the professionalism and responsiveness of support staff

The committee hopes that this report is of use to the Faculty Senate in the coming months and years.
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I. Research Environment on Campus

The research environment on campus is driven by a number of factors.  Some of these are institutional decisions about the treatment of research that can be changed directly, some are cultural factors that will only change through time and finally many are external to the university and cannot be easily affected from within.  The committee has taken the approach that the existing level of resources cannot be easily increased and so it has concentrated on those changes that are institutional and to a lesser degree cultural.  

A number of fundamental administrative/institutional decisions fundamentally affect the productivity of faculty.  These include 

· the reward system at all levels of the university 

· communication across disciplines

· inconsistency and its consequences 

Each of these has a large impact on the research atmosphere and is largely with the control of central administration.

Reward System

The effect of the reward system at UNR on research activities became clear at the first committee meeting.  Throughout campus the rewards to teamwork within UNR was dramatically less than the rewards to teamwork outside of UNR.  The reward to being the institutional PI was far greater than being an institutional Co-PI, especially one on a larger team.  This shows up institutionally in the lack of large multi-disciplinary programs such as the NSF IGERT program.  One can develop lists of multi-disciplinary programs where UNR does not compete.  The treatment of Co-PI’s in the merit and reward system has a direct effect on the willingness of faculty to assume a subordinate role on a grant.  It is difficult to receive much recognition if one is the seventh Co-PI on a grant, even if without that faculty member the grant would not have been funded.  Driving more faculty to become PI’s and diminishing the importance of Co-PI’s leads to smaller, less competitive proposals and less funding.

A second level of concern with the reward system is at the college and department level.  In a system where colleges and departments are evaluated relative to each other the pressure on PI’s is to not reach across collegiate or departmental boundaries to build teams unless absolutely necessary.  It is far better to reach across university boundaries to another institution.  A strict accounting of each college’s or department’s placement with respect to extramural funding drives wedges between colleges and departments and makes cross-college activities problematic for faculty.  One simple administrative choice could be to change the treatment of cross-college or cross-department grant activities.  Emphasizing the extra value the university gets from working together rather than competing internally would bring a quick cultural change in the institution.
A final observation about the reward system was expressed universally by the committee members.   There is a perception that grant getters are perceived as causing “extra work” by and for departments, less successful and non- grant writing colleagues, and administrative support staff. This perception is linked in part to the design of the reward system. Rather than being understood as very important additions to the fiscal and intellectual life of the institution, requests to support grants and grant activities often are viewed as a source of friction within the institution.

Communication across disciplines

An important issue is the difficulty with communication across disciplines.  This is likely the result of or intertwined with the rewards system discussed above.  The informal research communication lines between departments and colleges are ineffective on this campus.  This is partly due to the paucity of very large research teams that lead to networking within the institution.  As a result, it is hard for faculty to locate the necessary expertise on-campus even where it exists.  Given that active faculty often have existing relationships outside UNR it seems clear that these networks will not develop unless there is an incentive or encouragement to seek on-campus collaboration.

Inconsistency and its consequences 

While Emerson’s observation that “A foolish consistency is the hobgoblin of little minds, adored by little statesmen and philosophers and divines” it is also true that substantive inconsistency across colleges and departments is a major barrier to collegial cooperation in research.  Inconsistent policies create perceived inequities between faculty within the institution and can strain otherwise productive teams.  An example is the treatment of salary savings across colleges.  Some colleges return all salary savings to the contributing PI while others keep a tax and still others, apparently, keep all of it.  Clearly this makes the construction of a budget amongst faculty in these colleges challenging at best.  In addition, the pressure on faculty teams to allocate salary savings within different colleges can clearly be intense in difficult financial times.  

It is not the intention of this committee to suggest that operational differences between colleges and departments are inappropriate.  Quite the contrary, flexibility is important.  But it should be noted that some inconsistencies are counter-productive and lead to internal friction, and discourage collaboration.  It may be worthwhile for the inconsistencies to be examined more closely and central administration to consider some boundaries on some of the inconsistencies, or failing that, some guidance for faculty on how to resolve these inconsistencies in a productive manner.

Space
The committee has significant reservations about present procedures for allocating space.    It is well recognized that space is at a premium and that it must be carefully managed.  This has translated into, at least in faculty perception, a reluctance to pursue grants that require additional space, as the prospect of going to central administration for space to perform the work after getting a grant and possibly getting turned down creates a disincentive to pursue funding.  

While it is clear that major space allocations must be made in central administration, it would change the incentives for faculty if departments had space that was under the control of the department they could confidently allocate.  At the department level there is clearer understanding of what is needed to support research than at either the college or university level.  It is easier to “work it out” among colleagues at the department level.  Obviously, these allocations would evolve through time.  It seems clear to the committee that the uncertainty about space is affecting grant seeking activities by faculty; mitigating the individual risk that faculty feel would remove one more barrier to increased grant activities.

Comparable Institutions

Just as Central Administration has focused on defining comparable institutions, the committee believes that departments and interdisciplinary programs should do this as well.  There is considerable heterogeneity on campus, but compelling each unit to define its own peer and aspirant departments at other institutions will be helpful.  First, it will greatly enhance the quality of the metrics used by UNR units to measure success.  Specificity of goals and desired outcomes will naturally follow from identification of other departments in other institutions that we want to emulate.  Second, these institutions can provide models of organization and behavior that has lead to greater success at peer, yet higher-achieving institutions and their programs. Encouraging each unit at UNR to have an internal dialogue on the topic of comparable departments in other institutions and then pushing forward to adapt the metrics that reflect those departments successes will enhance departmental activities in research by providing a road map for UNR departments to follow as well as a way to measure success or failure.

II. Review of IRB Report 

As part of the charge to this ad-hoc committee, we have reviewed the recommendations of the 2007-08 Provost’s Ad-Hoc IRB committee, as well as two other recent reports related to the UNR IRB activities.  These included two internal reports, one from the Center for Research Design and Analysis from 2007 (discussing a faculty survey of perceptions regarding the UNR VPR research support services) and another from a Faculty Senate Ad-Hoc committee that reviewed Human Subject Protection Process at UNR, released in June of 2008. This committee endorses most of the recommendations of the Provost’s Ad-Hoc IRB committee, which also endorsed many of the recommendations found in the Faculty Senate’s Ad-Hoc committee report. 

The OHRP office is a service and regulatory unit within UNR that has an opportunity to create a culture of compliance, protection, and expectations for excellent research protocols involving human subjects.  With the implementation of the above recommendations, we believe this culture is attainable in the near future.  The Provost’s Ad-Hoc OHRP committee also recommended that no further overall studies of OHRP need be performed until after improvements are made in infrastructure support and operations to improve OHRP performance and improve faculty understanding of the roles and responsibilities of this office. We also support this recommendation and note that substantial progress on many of the recommendations outlined above has already been made.  This includes the soon to be implementation of IRBManager and a revamped website.  The Faculty Senate IRB Report and the Provost’s Ad-Hoc OHRP committee recommend the creation of a Review Group to assist the OHRP in streamlining its operations and educating faculty.  If an advisory committee or council is used to aid in process improvement and communication with faculty, we believe the existing Executive Board of the IRBs could be used, as the Provost’s OHRP committee has recommended. 

These recommendations, which we have paraphrased from the above mentioned reports, include:

1. Perform an internal assessment to estimate the degree to which resources (equipment, office and file space, technological support, personnel) and/or systems and procedures currently limit efficient operation of the OHRP. 

2. Update the OHRP website (additional institutional support will be required).  

3. Establish, measure and publish performance metrics for OHRP.  

4. Clarify the roles of the OHRP Director and staff, including the central roles and authorities of the VPR office and Director of OHRP to establish and monitor institutional policies regarding human research

5. Adopt targeted measures to increase understanding of OHRP functions by researchers and potential or newly appointed IRB panel members. 

6. To encourage participation in research review, provide tangible rewards for IRB service coupled to performance and proportional to responsibility, and align review panel composition with protocol volume

7. Critically evaluate the benefits and costs of AAHRRP accreditation, with full consideration for the important role of the Veterans Administration affiliates in collaborative research and education. 

8. To speed protocol review, consider an alternative, distributed mechanism (e.g. delegated to departments or schools) for evaluating scientific merit. 

9. Explore the possibility of extending UNR IRB approval for human research at major affiliates. 

10. Explore the implications of “Unchecking the box”. This restricts federal audits to human research protocols that are federally funded, and allows the development of an alternate review process for non-federally funded protocols.  

11. Engage Nevada’s congressional delegation in the national dialogue regarding the scope of human research protection activities for social and behavioral research.  

III. OSPA 

OSPA and UNR Administration are encouraged to be a change agent in shifting the research culture from one that reflects a “campus of the 1970’s…that is in crisis mode regarding its research” (Pappas Report, April 2008) to one that creates and sustains cross departmental research work.  This can be done, in part, by highlighting PIs and their teams who have successfully obtained extramural funding, marketing and celebrating grant accomplishments, actively identifying and supporting interdepartmental research teams, and submitting and receiving grant/contract funding.  This will likely help the university to reach goals reflective of a modern twenty-first century research institution and not mirror an institution of the 1970’s.  It is recommended that OSPA and the UNR Administration facilitate and transition the campus to a research institution of excellence through a carefully executed communication and strategic plan.  OSPA is implementing a new e-mail notification process where the PI, Chair, and dean are sent a congratulatory e-mail which also contains pertinent grant/contract information.  This e-mail can also be forwarded to the UNR Office of Communications for press release generation which will inform the larger campus community and city of Reno media.  OSPA should be commended for this new procedure and be encouraged to continue this as part of a fully developed communication and strategic plan.

Recommendations (dependent upon fund availability)

1. Sponsored research at UNR has more than tripled over the past ten years – from $30.6M in FY98 to $94.6M in FY07.  Administrative staffing levels, both within OSPA and the various departments, have not kept pace with the increased workload.  In addition, the laws, rules, regulations and guidelines governing the processes – from submission through closeout – have become increasingly complex.  As a result, faculty are absorbing the additional work necessary to seek, obtain and manage sponsored projects.    

2. To reduce the additional administrative burden placed on PIs, we recommend that OSPA perform a desk audit to evaluate staffing levels and hire the necessary staff to provide adequate and timely customer service and to provide more support to faculty in meeting the burdensome administrative requirements of seeking funding opportunities, generating budgets and managing awards
3. The committee recommends that OSPA continue to adopt a ‘management by objectives’ approach, adjusting its procedures in order to meet its objectives, using the performance measures specified above as a guide and adopting new performance measures as needed.  

4. While reviewing the policies and procedures of OSPA, the roles of OSPA staff should be better communicated to faculty and their staff.  

5. OSPA should continue to review all policies and procedures, update same and provide training to staff to ensure consistency and accuracy in information provided by all staff to the best of  their ability.  As part of this training, staff will be better advised on how to prioritize their work.      

6. Additional steps should be taken to eliminate needless workload on the office.  For example, fee for service contracts, which are not public service sponsored projects, are no longer processed by OSPA, but routed to the appropriate office and signature authority. 

7. Both the executive director and OSPA staff should continue to strive to improve communication with faculty and their staff.  This will include more clearly outlining the roles of OSPA, deans/chairs and PIs.  The following should be broadcast to faculty and their staff via e-mails, training and department meetings:

· Any changes to OSPA policy  

· Any changes to sponsor guidelines and/or regulations, as well as any clarifications thereof 

In addition, OSPA staff should keep faculty and their staff informed: 

· Via e-mail throughout any contract negotiations

· PIs should be consulted prior to modification of any contract/grant terms and conditions, particularly those that affect budget.  

· Automatic e-mails should be generated to PIs and their deans/chairs upon receipt of an award 

· PIs only should be notified promptly of any proposal rejections

In the spirit of this report, the actual impact of these improved forms of communication should be on a bottom-line focus. For example, if e-mails to faculty and staff do not have the desired impact in knowledge and compliance, further changes in communication procedures and methods should be sought. 

8. OSPA should fill any vacancies in a manner that provides the most effective mix of professional and classified staff.  In addition, OSPA management should provide additional training, and ongoing training, in:

· Customer service

· Changes in laws, rules, regulations pertaining to proposals and awards

9. The general attitude of OSPA staff should continue to shift from gatekeepers and/or compliance officers to facilitators.  While it is important to ensure the academic integrity of the institution and its faculty, better communication could rectify this by explaining the legal implications of certain activity and working with faculty to find appropriate solutions.  It is important that OSPA staff form team partnerships with PIs and their staff.  
10. Following through on the request for bids for a  web-based system to allow for paperless approvals, electronic signatures, and grant/award tracking and administration is highly recommended.  The system should be capable of auto-generating friendly reminders to faculty and their staff concerning the status of their awards (reports due, closeout is imminent, etc.).  This will not only free up faculty time from walking requisite forms through the approval system, it will free up time of OSPA staff – time better spent in providing additional customer service.  Moreover, this will reduce the number of documents not found by OSPA (or reduce the time required to locate same).  Lastly, such a system would allow OSPA to generate customized reports for PIs as well as administration.   

11. OSPA should work with a faculty group (including deans, chairs and the proposed standing Faculty Senate Committee on Research and Grants) to streamline the internal processes, both the approval process as well as finding a way to reduce the lead time required by OSPA to review and submit proposals.  

12. To avoid the bottleneck and ensuing delays, OSPA should continue to cultivate backups for staff so that a single person does not become a bottleneck. 

13. Create a mentoring program where new faculty are mentored by OSPA staff and experienced PIs to help “grow” new investigators. 

14. It is advisable that policies and procedures be examined to fully ensure UNR compliance with the laws, rules and regulations governing sponsored projects.  

15. OSPA should work with the university departments to create budgetary assistance to PIs so that fiscal proposals can be created at the department level with staff that has expertise in this area.

16. With regard to effort reporting, faculty report feeling constrained by the Federal policy that caps effort to bring in new funding at 5%.  It is hoped that this limit be raised to 10% from additional funding. 

IV. Recommendations on NTT Faculty

1. It is recommended that a system of bridge funding for NTT faculty be developed to cover brief periods without funding, due to shortfall/end of funding or emergency situations such as illness or pregnancy.  

2. It is recommended that faculty on B contract be offered the option of having retirement benefits paid on overload salary. 
3. It is recommended that a funding mechanism for a competitive professional development leave be explored.  Professional leave may possibly be funded through revised fringe benefit rates
4. It is recommended that the minimum number of days of notice for a notice of non-renewal is increased to be at least 60 days, with number of days of notice possibly being linked to longevity.
5. It is recommended that the possibility of using state funds to temporarily support non-traditional faculty to increase the kinds of roles that these faculty can play on campus.  There are currently between 550 and 600 tenured or tenure track faculty and about 250 NTT faculty members.  Use of state funds to help support these faculty members would allow them to play a bigger role in the teaching and service mission of the university.  

6.  It is recommended that the university revisit the policies on the position classification of NTT.  In particular it seems capricious to lock a staff member into the job description where they were originally hired if, over time, their responsibilities change.

7.  It is recommended that the possibility of partial tenure track lines be explored.  Half state funded and half soft funded positions provide greatly enhance job security, allow a broad range of activities by the faculty member and while retaining the incentive to generate grants.  
V. Recommendations on Faculty Research and Creative Activities in the Humanities & Arts
1. Promote continued understanding of models of humanities research at higher administration levels in order to accommodate time intensive nature of much humanities scholarship and creative activity.

2. Continue to develop better tracking of grant, fellowship, and residency opportunities by the research offices. (This has improved in recent years, but could continue to improve.)

3. Acknowledge that research fellowships or residencies occur off-site and require teaching and service load accommodation by departments.

4. Reduce academic isolation in fields with low representation in UNR curriculum and programs. UNR’s isolation from powerful networks of scholars and resources is perceived as limiting competitiveness for research funding and opportunities.

5. Continue to reserve CLA scholarly and creative activities funds for competitive distribution to scholars across the college and disciplines for support and subvention of research and performance.

6. Help develop a model of the distribution of salary savings to ensure college, and departments are fully committed to pursuit and support of off-site research fellowships, creative residencies, and research travel.

7. Ensure evaluation and compensation models that enable faculty to pursue fellowship and residency opportunities.

8. Fund, seed, or match networking opportunities at nearby (west coast) centers, reading groups, or work groups for productive faculty in smaller departments or who focus on under-staffed areas in large departments.
9. Encourage Knowledge Center to actively solicit faculty input on electronic and paper resources. Provide faculty members with library rights and archive access at nearby research libraries as needed. 

10. Accommodate and encourage flexible teaching schedules to enable time-intensive on site or off-site focused research. Enable faculty to apply for and plan for short-term fellowships during future academic years by “stacking” the teaching commitment in one term if desired. 

11. Seek and form private/public partnerships and cooperation with local/state agencies and foundations (e.g. Nevada Humanities) at higher administration level, so faculty spend less time working on those relationships and competing with one another for limited resources.

12. Use data on faculty research interests to research funding opportunities in order to notify faculty of possible grant opportunities. 

VI. Review of the Extension Report

One of the charges the committee received was to review the Extension portion of the recent Extension/ Extended Studies report.  The specific charge was:

Review the relevant portions of the 2007 Report of the Cooperative Extension Review Committee.  Review issues in this report that affect the university’s generation of research and grants, make recommendations.
The committee has made a number of recommendations that are linked to all colleges and programs on campus.  In particular, the fact that Cooperative Extension links with so many other programs in a unique way exacerbates any institutional barriers between colleges and programs.   As a result the committee suggests that each of the appropriate suggestions in the rest of the report be applied equally to Cooperative Extension.  In addition, there are two Cooperative Extension specific suggestions.  These include:
1. Cooperative Extension plays a unique role in the land grant system.  As such it can provide a competitive advantage to the faculty at UNR with some grants and contracts as well as research and programmatic opportunities through linkages to communities throughout Nevada.  The committee urges Cooperative Extension to continue to develop strategies that help unfamiliar faculty learn to leverage Cooperative Extensions unique capabilities.

2.  The committee suggests carefully examining how Cooperative Extension can capitalize on its internal integrative role on campus and external outreach networks to enhance research and grant opportunities across disciplines.   Cooperation between colleges is essential to further these prospects.  Administrative and structural incentives should be pursued to further this goal. 

V1I.  Recommendations regarding a standing committee

Charge #4 of the Ad-hoc Committee on Research and Grants was to ”Make recommendations regarding the need, organization and charges of a possible standing committee on research and grants.” Based upon the discussions specific to this charge and discussions/issues which emerged during the course of our meetings, the Ad-hoc Committee on Research and Grants would like to make the following recommendations.

1.
Establish a faculty senate standing committee on “Research and Grants.”  It was abundantly clear from the very beginning of these meetings that there are a great many issues regarding research and grants which have a significant impact on faculty, staff and student productivity and success. Some of these issues are specific to certain disciplines while others cut across all disciplines. Under any circumstance, but particularly during this time of budget constraints and cutbacks, it will be important for UNR to have a faculty committee to voice the viewpoints and concerns of the research community on campus.

2.
The Research and Grants committee should consist of faculty representative of the many colleges, disciplines and types of appointments on campus. Research as well as research efforts take many forms across campus and provide varied challenges to those engaged in these activities. It is important that faculty representative of all disciplines be represented on the committee in order to bring their issues to the table. It is equally important for faculty with different types of appointments be represented on the committee. Research, soft-funded and academic faculty all face different issues in trying to conduct research on campus and their needs should be represented as well. The committee felt that only one research committee should be formed as opposed to creating one for the sciences and another for the humanities as it is important these groups to understand and appreciate the challenges facing each. A committee of 10-12 faculty members with a faculty senate representative would be appropriate.

3.
The Research and Grants committee identified numerous areas of concern regarding the research environment on campus. The creation of a standing committee could help begin the process of addressing some of these issues. Some key charges for the committee to consider would include the following:

· Develop a survey for university faculty to identify key issues for conducting research at UNR.

· Review the university infrastructure for supporting research and provide alternatives for improvement of current support (i.e. bridge funding, establishment of core facilities, incentives for collaborations among faculty, etc).

· Review the mechanics for grant submissions at UNR in order to make the submission process more efficient. Review OSPA and Grant and Contracts policies and procedures which may delay or even prevent grant applications from being submitted. 

· Review mechanisms to encourage Research or Soft-Funded Faculty to conduct research at UNR. Develop mechanisms to allow these faculty members to participate in some limited teaching as well as other faculty functions (committee assignments etc). 

· Develop a plan to provide support for faculty in the humanities to conduct research or scholarly work where grants are more difficult to come by and which often involve being away from the campus. 
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Appendix A
Review of IRB Report

As part of the charge to this ad-hoc committee, we have reviewed the recommendations of the 2007-08 Provost’s Ad-Hoc IRB committee, as well as two other recent reports related to the UNR IRB activities.  These included two internal reports, one from the Center for Research Design and Analysis from 2007 (discussing a faculty survey of perceptions regarding the UNR VPR research support services) and another from a Faculty Senate Ad-Hoc committee that reviewed Human Subject Protection Process at UNR, released in June of 2008. This committee endorses most of the recommendations of the Provost’s Ad-Hoc IRB committee, which also endorsed many of the recommendations found in the Faculty Senate’s Ad-Hoc committee report. 

These recommendations, which we have paraphrased from the above mentioned reports, include:

1. Perform an internal assessment to estimate the degree to which resources (equipment, office and file space, technological support, personnel) and/or systems and procedures currently limit efficient operation of the OHRP. This review should focus on the business operations of the IRBs to ensure that technological solutions are used to reduce personnel costs and the most efficient procedures for staff, panelists, and researchers are in place while ensuring compliance. Streamlining the front and back office operations of the IRB submission and review process will be accomplished through the implementation of the software acquired for this purpose, IRBManager. The committee appreciates that this step will require additional technical support, but believes it is a high priority.  The IRBManager should be launched this current year (2009).
2. Update the OHRP website (additional institutional support will be required).  The Web site is the initial and most frequent point of contact between the OHRP and end-users. In many institutions, the equivalent Web site contains a wealth of information for researchers. Ours, by contrast is limited as to links and content. Improving the Web site to include educational materials such as links to FAQs, sample protocols, and normative examples (e.g., appropriate compensation for survey completion, definitions of human research, etc.) from UNR protocols would educate faculty as to the requirements and standards for human research. As the OHRP moves to a web-based review system (IRBManager), the Web site will assume increasing visibility and importance. The OHRP lacks the necessary personnel to accomplish this task in a timely fashion, however, it is noted that the OHRP is currently working with Digital Initiatives to launch a redesigned Web site and looks forward to the publishing of that site. 

3. Establish, measure and publish performance metrics for OHRP.  The committee agrees with the Provost’s Ad-Hoc IRB committee that baseline data should be used to monitor performance standards of the OHRP office.  See the Provost’s Ad-Hoc committee report for examples of the types of performance measures that could be used for timely delivery of services, timeliness of staff response, and quality of service.

4. Clarify the roles of the OHRP Director and staff, including the central roles and authorities of the VPR office and Director of OHRP to establish and monitor institutional policies regarding human research.  The OHRP Director’s role statement should delineate clearly and specify the roles and responsibilities of this position. In addition, specific accountabilities and measurable performance goals should be incorporated as detailed above in Section E, measured annually, and reflected in the annual evaluation. Evaluation is the responsibility of the VP for Research, although this does not preclude additional input.

The Director of OHRP should be empowered and encouraged by the Provost and VP for Research to set reasonable performance standards for staff and review panels and manage expectations for investigators. As set forth in the AAHRPP Accreditation Standards, Section I.1.C: I.1.C. The Organization delegates responsibility for the Human Research Protection Program to an official with sufficient standing, authority, and independence to ensure implementation and maintenance of the program.
The Director of OHRP should have the delegated responsibility to set policies for research involving humans, the mechanism(s) to promulgate these policies, and the authority to monitor and ensure compliance. When investigators have concerns, they should be encouraged to resolve them through existing mechanisms within the OHRP. Only exceptional circumstances should require intercession from the VP Research or Provost’s office. Measures to accomplish this are detailed below in the fourth bulleted item.
5. Adopt targeted measures to increase understanding of OHRP functions by researchers and potential or newly appointed IRB panel members. Efforts should focus on education of faculty researchers, establishing and promulgating institutional norms for the IRB review process, transparency, and sharing of performance metrics. Possible recommendations for this, taken from the Provost’s IRB committee report include:
· Set clear guidelines for the length of time required for typical protocol review with appropriate disclaimers regarding review of incomplete or unclear protocols. Use these guidelines as performance targets to improve upon.

· Ensure that IRB staff is empowered to adhere to these standards and to make decisions to the limit of their delegated authority.

· Adopt professional standards for conduct by staff and faculty.

· Resolve conflicts between researchers and IRB staff promptly and internally without “delegating upward”. As noted above, the VP for Research or their delegated authority should empower the OHRP Director to conduct business according to published standards, and protect them from undue faculty pressure. The OHRP Director in turn should be willing and able to resist inappropriate demands and to defend appropriate staff actions professionally while managing researcher expectations.

· To ensure new IRB Panel members understand the rationale behind institutional policies and to minimize misunderstandings, the OHRP or IRB Panel chairs should provide specific guidance as to the regulations, procedures, and norms of the IRB process as currently operating at UNR. This should not preclude productive discussions regarding enhancements to the IRB process nor stifle academic freedom, but help ensure productive discussions with a minimum of frustration for new panelists. 

· Posting, on the OHRP, Web site links to existing user-friendly Web sites with FAQs that help researchers better understand the regulations universities functions under. See http://www.research.utah.edu/irb/index.html for an online example from the University of Utah.

· Providing online examples of well-written and complete IRB protocols. 

· Providing additional formal training for researchers who routinely serve as mentors for students, as student research protocols are often mentioned as excessively time consuming for IRB panel members.

· Offering training for faculty ambassadors who present IRB requirements at faculty meetings or college assemblies and serve as local experts available for consultation.

6. To encourage participation in research review, provide tangible rewards for IRB service coupled to performance and proportional to responsibility, and align review panel composition with protocol volume.  The Provost’s committee report strongly supports the creation of a flexible reward system for reviewers, proportional to their time commitment to the IRB, and we concur. The implementation of the teaching resource management will place greater demands, on chairs and deans, to monitor teaching commitments. Serving on the IRB, particularly as chair of a review panel, is a considerable commitment that the chairs, deans or the Provost may want to take into account when distributing flexible funds. Other enhancements are possible, but should be tied to reviewer performance and time commitment. Deans and chairs should encourage IRB service, and include it in annual assessment of merit.  Currently, a highly disproportionate number of protocols are reviewed by a limited number of IRB members. This results in disproportionate efforts by certain reviewers. The VPR should be empowered to work with the Director of OHRP to ensure that the composition of IRB panel reflects the protocol review volume generated by departments.
7. Critically evaluate the benefits and costs of AAHRRP accreditation, with full consideration for the important role of the Veterans Administration affiliates in collaborative research and education. Two UNR IRBs serve as the “IRB of record” for the VA Sierra Nevada Health Care System (VASNHCS). This relationship has been formalized through a Memorandum of Understanding. The VASNHCS helps defray the pertaining cost incurred by OHRP by funding 1.0 FTE. However, a formal analysis of benefits and costs has not been performed. The committee believes this is important to undertake, as AAHRRP accreditation is required by the DVA in order for UNR to serve as its IRB.  AAHRRP accreditation requires considerable time and effort to prepare. It also imposes additional standards and requirements on UNR, above existing compliance and regulatory requirements. The AAHRPP standards and principles may be reviewed at: http://www.aahrpp.org/www.aspx?PageID=21.  In order to determine if continued AAHRRP accreditation is desirable, an assessment of its value to UNR researchers, UNR and UNSOM partners, including those in Las Vegas, should be performed. It should be noted that a number of premiere research institutions have AAHRRP accreditation, and that this is the only formal accrediting agency currently operating in the world.
8. To speed protocol review, consider an alternative, distributed mechanism (e.g. delegated to departments or schools) for evaluating scientific merit. Currently the UNR IRB interprets AAHRRP standards as requiring that research be reviewed for scientific merit. This review is carried out by the IRB Panel. This requirement contributes to the perception of “mission creep,” and the perception among researchers that IRB requirements for social and behavioral research that poses minimal risk are unreasonable. However, AAHRRP allows for alternative scientific review. The AAHRRP accreditation language as set forth in the Evaluation Instrument for Accreditation
 requires that review should address: Does the research use procedures consistent with sound research design; and, Is the research design sound enough to yield the expected knowledge.  This review does not necessarily have to be performed by the IRB, nor must it judge the merits of the proposed research relative to those of other research studies. It is not required to be as rigorous, for example, as peer review for publication or grant award. The results still must be communicated to the IRB who retains ultimate institutional authority. Under this guideline, departments, colleges or scientific interest groups could constitute their own scientific review panels.  This possibility should be considered carefully with appropriate input from institutional stakeholders.  It is possible that the UNR IRB interpretation of the AAHRRP criteria is more conservative than need be, and that AAHRRP accreditation may be continued with a less conservative interpretation of the AAHRRP criteria. 
9. Explore the possibility of extending UNR IRB approval for human research at major affiliates. UNR and researchers at other institutions conducting human research now must negotiate independent IRB approval at each study institution that has its own IRB. Some progress toward more centralized review has occurred. For example, the Director of OHRP has begun discussions with Catholic Healthcare West to cooperate in our common research activities, and UNR has an agreement with Renown to review our faculty’s National Cancer Institute protocols for local facilitated review.  To facilitate research, and to encourage use of the UNR IRB (rather than avoiding IRB review altogether), the OHRP director and VP Research should carefully consider formal agreements between UNR IRBs and other affiliates. Several models are possible. The UNR IRB could serve as the IRB of record or could defer to the review of the other organizations. Important affiliates include UNLV, The University Medical Center of Southern Nevada, Sunrise Hospital in Las Vegas, the VA Desert Pacific Health Care System in Las Vegas, and the Nevada Department of Health and Human Services IRB. To serve as the IRB of record for VA facilities requires AAHRPP accreditation. The University Medical Center is the site of most research activity on human subjects by UNR faculty, and should receive priority consideration. Some progress along these lines has occurred already; UNLV has already changed their assurance of compliance to rely on our IRBs, and all of the protocols seen by the State IRB are also seen by our IRBs.
10. Explore the implications of “Unchecking the box”. This restricts federal audits to human research protocols that are federally funded, and allows the development of an alternate review process for non-federally funded protocols.  Institutions that receive federal funding and conduct human subject research must file an assurance of compliance with the federal Department of Health and Human Services that assures the government that the institution will comply with the regulations pertaining to human research protection. Assurances provide the option for institutions to opt to apply their assurance solely to federally-funded research (also known as “unchecking the box” by the industry) or to all research. In effect, the assurance dictates the level of federal oversight for a given institution. If an assurance covers only federally-funded research then the federal regulators may only audit federally funded protocol. This limits the exposure of an institution to federal scrutiny.  This option should be weighed by the University. It should be noted that most institutions opting to uncheck the box do not have a parallel system of human research protection. The Provost’s IRB committee recommended that the OHRP uncheck the box, monitor the development of alternative compliance mechanisms for compliance, and adopt less onerous alternatives if they emerge.  This Faculty Senate Ad-Hoc committee concurs.
11. Engage Nevada’s congressional delegation in the national dialogue regarding the scope of human research protection activities for social and behavioral research.  A number of scholarly publications (see the Illinois and AAUP Reports on these issues) have analyzed the application of standards designed to protect human subjects against real risk, e.g. from phase I drug studies that have resulted in death or injury, to social and behavioral risk. While this literature speaks for itself, it is noted the unique opportunity for UNR to influence this dialogue at the national legislative level.
Summary
The OHRP office is a service and regulatory unit within UNR that has an opportunity to create a culture of compliance, protection, and expectations for excellent research protocols involving human subjects.  With the implementation of the above recommendations, we believe this culture is attainable in the near future.  The Provost’s Ad-Hoc OHRP committee also recommended that no further overall studies of OHRP need be performed until after improvements are made in infrastructure support and operations to improve OHRP performance and improve faculty understanding of the roles and responsibilities of this office. We also support this recommendation and note that substantial progress on many of the recommendations outlined above have already been made.  This includes the soon to be implementation of IRBManager and a revamped website.  The Faculty Senate IRB Report and the Provost’s Ad-Hoc OHRP committee recommend the creation of a Review Group to assist the OHRP in streamlining its operations and educating faculty.  If an advisory committee or council is used to aid in process improvement and communication with faculty, we believe the existing Executive Board of the IRBs could be used, as the Provost’s OHRP committee has recommended. 

Appendix B
OSPA

Office of Sponsored Projects Administration

Organized under the Vice President for Research, the role of the Office of Sponsored Projects Administration (OSPA) is to facilitate the application for, and administer the award of, funding from external sources to advance the research, instruction and public service goals of the University and its faculty.  In addition, by encouraging and assisting faculty and students in finding funding opportunities, OSPA assists in increasing external funding to the university as well as increasing the number of faculty and students involved in sponsored projects.  Examples of OSPA funding opportunity services include subscriptions to the Community of Science and grants.gov search engines which faculty can easily access to locate grant and contract funding announcements.

Further, it is the role of OSPA to effectively protect the academic integrity of the university; protect the ability of the university to gather, generate and disseminate information and ideas consistent with its academic mission; safeguard against any unnecessary risks to the university that are associated with the research activities; ensure that stewardship of funding meets requirements of sponsors; and to protect the interests of the faculty involved in sponsored projects while building and maintaining strong relationships with those entities who fund these projects.

The following organizational chart shows the current structure and function of the OSPA office.

ORGANIZATIONAL CHART – UNR OFFICE OF SPONSORED PROJECTS 
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The following charts depict the total number of awards and dollar amounts processed by OSPA.

	OSPA ACTIVITY
	July 2007

to

February 2008
	March 2008 

to 

June 2008
	July 2008

to

February 2009

	Total Proposals/Applications Submitted
	632
	365
	666

	Subawards/Modifications Processed
	88
	27
	108

	Total Awards Received
	732
	
	745

	Of total, number of contracts included)
	23
	
	25

	Total Awards Managed (new plus previously awarded)
	1817
	
	1761

	Of total, number of contracts included
	39
	
	53


	AWARDS FOR FISCAL YEAR 2008

	FEDERAL
	FEDERAL FLOW DOWN (SUBCONTRACTS TO UNR)
	LOCAL
	PRIVATE AGENCY
	STATE - NEVADA
	STATE - OTHER
	GRAND TOTAL

	$57,119,710
	$23,481,302
	$7,329,742
	$7,015,036
	$6,054,366
	$693,895
	$101,694,051


Strengths of Office
· Vacant positions have been filled and OSPA is running at full-staff capacity:  

OSPA currently houses 17 staff members:  seven administrative faculty staff and 10 classified staff members.​​​​​   OSPA also has an office in Las Vegas that is run by one manager who is an administrative faculty member. The Las Vegas office has been open since June and is now running effectively.  Please see the OSPA organizational chart (previous page) which depicts the structure and functions of OSPA.

· Restructure of office:  

The Pappas Report recommended restructuring the office to eliminate the director position.  This position has been eliminated and replaced with one of the two manager positions in the main OSPA office.  These positions directly supervise the OSPA analysts, allowing for greater oversight and training.  The managers will provide ‘hands on’ service to the campus, which includes analyst and supervisory duties.  Furthermore, the office has been restructured from four teams of two (one pre- and one post-award analyst) to two teams (each team with both pre- and post-award analysts).  This allows for greater backup support as well as cross training.  

· Intelligent and informed staff:  

Existing staff are quite knowledgeable in proposal submissions, contract negotiations and award management.  A stronger emphasis is now placed on education, as well as experience, as additional and/or replacement staff join OSPA.  Furthermore, a more structured training process for new employees has been established.     

· Dedicated, hard working staff:  

Existing staff are very concerned with the success of PIs and the university.  This has been quite evident in their efforts to submit proposals, negotiate contracts and manage awards while severely understaffed.  They consistently work additional hours and go above and beyond to meet deadlines and award management duties.  They actively maintain and supplement an awareness of current laws, rules, regulations, guidelines and policies concerning proposal submissions, contract negotiation and award management.  

· Planned improvements:  

Plans for future OSPA office developments  include  continued improvements on the structure of the office to optimize limited resources and staff levels; a desk audit anticipated in late summer (delayed due to anticipated demands on OSPA staff in response to the American Recovery and Reinvestment Act (ARRA) stimulus fund availability); investigation into feasibility of a new web-based proposal/award tracking system (optimally including a budget preparation module as well as a grants.gov submission platform); increased training for PIs and their staff (separate training sessions tailored to each audience); multiple training sessions for new or nontraditional grant-seeking faculty; grant-writing workshops; increased training of OSPA staff; and cross-training of OSPA staff.  In addition, management and staff are working to improve communication with their customers through regular reports to deans and chairs announcing awards of their faculty, the creation of an “Areas of Interest” database to facilitate interdepartmental collaboration, automatic e-mails to PIs when awards/rejections are received; automatic e-mails to deans when awards are received, and keeping PIs advised at all stages of contract negotiations.  

· OSPA has been working to create some redundancy with the pre- and post-award analyst positions.  Additionally, some internal training has occurred to change the OSPA culture into becoming less rule bound and more supportive and communicative with the PIs.

Weaknesses of Office
· Insufficient staffing levels:  

OSPA should increase FTE, especially at the pre-award analyst level.  Limited staff adversely affects communication with PIs and overall customer service, in addition to slowing turn-around.

· Continuity of Personalized Service (cradle to grave):  

It is cumbersome to the PIs to change their OSPA representative once an award has been made.  It would be easier for faculty to work with a single individual from proposal through closeout. 

· Lack of Consistency  (information):  

Information has been inconsistent among analysts, in some cases.  This inconsistency leads to a perception that some analysts have different policy information than others, causing frustration for the PIs during the grant / contract process.

· Roles are not Clearly Defined: 

· Within OSPA

· There is some confusion over which OSPA staff member (pre-award vs. post-award) is the appropriate point of contact.  There is no clear, easy reference for faculty or their staff to consult to determine which person within OSPA is the appropriate person to contact.  

· OSPA or PI?

· There is some confusion over whether an issue is the responsibility of OSPA or the PI.  OSPA is responsible for completing certain forms, while the PI is responsible for others; OSPA is responsible for certain financial matters and the PIs are responsible for others.  There is no clear, easy reference for faculty or their staff to consult to determine when OSPA will be responsible for a particular issue.  

· Lack of Communication 

· New Rules

· Faculty and their staff are not always advised of new internal policies and procedures in a timely manner, often learning of a change only after the faculty have acted based on previous policy.  This, at times, causes redundancy in effort.    

· Clarification of Regulations

· Faculty and their staff are not always advised of new sponsor laws, rules, regulations and guidelines in a timely manner, often learning of a change only after the faculty have acted based on previous policy.  This, at times, causes redundancy in effort.

· During Negotiation Process

· Faculty are not always advised of the status of contract negotiations.  

· Awards/Rejections

· Faculty are not always advised of an award or rejection in a timely manner.  

· Faculty members are sometimes told they cannot communicate with the funding source regarding budgets; in other cases they are told to discuss budget matters with them.  The direction varies across the analysts.

· Budget Changes

· Faculty are not always alerted to changes in budgets between the time of submission of a proposal and finalization of an award.  

· Level of Competence (Staff Training): 

There appears to be inconsistent training for all OSPA staff members to ensure that policies and procedures are clearly understood and implemented consistently.  

· Customer Service:  

OSPA office culture is not always friendly, professional, and sensitive to short timelines.  Grant writing and submission is stressful work for both OSPA staff members and the PIs.  A more positive climate should be established by building team relationships with PIs.   

· Professionalization of Staff:  

The majority of professional analyst positions in OPSA are classified positions rather than administrative faculty.  Classified positions are perceived by faculty to be less professional, and there appears to be a less equal playing field.   

· Power differential:  Some PIs have reported feeling powerless in relation to OSPA analysts who hold decision making and signature authority with proposals written by the PIs and their teams.  This relationship sets up tension and contributes to additional stress.

· Attitude

· OSPA staff are sometimes perceived as being gatekeepers rather than facilitators to the grant and contract process.  There is a sense that some staff members interpret rules in a manner which makes it more difficult for the PIs to submit proposals.  

· Efficiency of Processes / Support to Faculty:   

The processes of OSPA should be streamlined to increase efficiency in proposal submission and award management, freeing up time to provide additional administrative support to PIs.  

· Budget Development

· Most faculty find budget preparation administratively onerous and believe OSPA staff should provide greater assistance with this task.  

· Electronic Routing System

· Currently there is no electronic system which would handle routing proposals (as well as other administrative functions); instead, faculty spend their valuable time literally walking from office to office with paper transmittal forms to acquire approvals for proposals.  

· Account Set Up (memo accounts):   

Faculty typically must wait days and, during peak times, a week or more for award and account setup.    

· Payment for Noncontract Days:   

Although this issue is outside the purview of OSPA, faculty have expressed great concern over the fact that they wish to ‘blend’ contract and non-contract days.  This will allow faculty to be paid overload on sponsored projects while working on these projects throughout the contract period, and not restrict them to work solely on non-contract days in order to receive the additional pay.  OSPA can work with the appropriate authorities to address this issue. 

· Procedures – Timing of Applications:  

Procedures should be modified to streamline the grant application process.  

· Streamline lead time – skeleton application:  Current policy requires PIs to submit full proposals to OSPA for review and submission at least two days prior to deadline, and five days is recommended for grants.gov applications.  There is no mechanism to begin the review process early to allow PIs to continue fine tuning proposals up until the deadline. 

· Signature process:  Multiple signatures creates a barrier to successfully submitting grant/contract applications.  When key signatories are out of the office, the proposal can be held up; this creates additional stress for both the PI and OSPA.  

· Better Tracking System (lost files):  

There are instances where grant and contract paperwork have been misplaced or lost within OSPA.  In some cases, this caused significant contract delays and frustration with the sponsor 
· Training for Customers (faculty as well as staff):   

OSPA should generate additional training sessions for faculty and their staff.  The past practice of a single series of sessions for both faculty and their staff was not effective, as each customer is concerned with different issues.  The past sessions were long and contained relatively little useful information.  

· Collections:   

OSPA currently has no one working on collections.  If a funding entity does not remit payment in full, OSPA does not follow up to determine the problem (i.e., missing final report, missing support documentation, etc.) and, thereby, possibly collect final payments. 

· Prioritizing Work:   

Faculty are concerned that OSPA staff do not prioritize work appropriately.  Pre-award staff have many competing priorities and often contracts are significantly delayed during peak grant proposal deadline periods.  

· Compliance – Few Policies and Procedures are in Place:  

OSPA has outdated policies and procedures.  In addition, OSPA does not communicate changes to PIs in an efficient manner.  PIs could benefit from training on these policies and procedures as well so everyone knows what they are and has a clear understanding of the intent.

· It is not clear how OSPA interfaces with deans/chairs/vice presidents in the department where the PI resides.  For example, required signatures from the deans/chairs/vice presidents often create a barrier for quick turn around before the grant and OSPA paperwork go to OSPA.  Additionally, if a grant is awarded, work is accomplished, and no money comes in for some reason, who is responsible for payment – OSPA or the departments?

· A culture of “research silos” has been created on campus.  OSPA is encouraged to facilitate a process where researchers work together, across campus departments, to create campus-wide grant proposals.

Recommendations (dependent upon fund availability)
Sponsored research at UNR has more than tripled over the past ten years – from $30.6M in FY98 to $94.6M in FY07.  Administrative staffing levels, both within OSPA and the various departments, have not kept pace with the increased workload.  In addition, the laws, rules, regulations and guidelines governing the processes – from submission through closeout – have become increasingly complex.  As a result, faculty are absorbing the additional work necessary to seek, obtain and manage sponsored projects.    

To reduce the additional administrative burden placed on PIs, we recommend that OSPA perform a desk audit to evaluate staffing levels and hire the necessary staff to provide adequate and timely customer service and to provide more support to faculty in meeting the burdensome administrative requirements of seeking funding opportunities, generating budgets and managing awards.  Assigning collection duties to one new staff member could allow that position to pay for itself.    

The committee recommends that OSPA adopt a ‘management by objectives’ approach, adjusting its procedures in order to meet its objectives, using the performance measures specified above as a guide, and adopting new performance measures as needed.  

Because of the increasing complexity of the various stages – not only in the administrative processes, but the policies, laws, rules and regulations – of contract negotiation, proposal preparation and submission and award management, it is not feasible to train all staff to be experts in every aspect of these processes.  Therefore, it is advisable to keep the staff split into groups that (1) cover solely the financial aspects of an award and (2) work on all other aspects of proposals and awards.  The office should strive, however, to maintain continuity with OSPA staff – the original analyst working with the PI at the proposal stage continues to work with that PI through close-out; the person added to the team to focus  on financial matters relating to the project at the award stage should be a seamless addition from the perspective of PIs and their staff.  

While reviewing the policies and procedures of OSPA, the roles of OSPA staff should be better defined and this information should be made clear to faculty and their staff.  

OSPA will need to review all policies and procedures, update same and provide training to staff to ensure consistency and accuracy in information provided by all staff.  As part of this training, staff will be better advised on how to prioritize their work.      

Additional steps should be taken to eliminate needless workload on the office.  For example, fee for service contracts, which are not public service sponsored projects, should not be processed by OSPA, but routed to the appropriate office and signature authority. 

Both the executive director and OSPA staff should improve communication with faculty and their staff.  This will include more clearly outlining the roles of OSPA, deans/chairs and PIs.  The following should be broadcast to faculty and their staff via e-mails, training and department meetings:

· Any changes to OSPA policy  

· Any changes to sponsor guidelines and/or regulations, as well as any clarifications thereof 

In addition, OSPA staff should keep faculty and their staff informed: 

· Via e-mail throughout any contract negotiations

· PIs should be consulted prior to modification of any contract/grant terms and conditions, particularly those that affect budget.  

· Automatic e-mails should be generated to PIs and their deans/chairs upon receipt of an award 

· PIs only should be notified promptly of any proposal rejections

In the spirit of this report, the actual impact of these improved forms of communication needs to be the bottom-line focus. For example, if e-mails to faculty and staff do not have the desired impact in knowledge and compliance, further changes in communication procedures and methods should be sought. 

OSPA should fill any vacancies with professional staff, preferably with degrees, and change the job categories from classified to administrative faculty.  In addition, OSPA management should provide additional training, and ongoing training, in:

· Customer service

· Changes in laws, rules, regulations pertaining to proposals and awards

The general attitude of OSPA staff should shift from gatekeepers and/or compliance officers to facilitators.  While it is important to ensure the academic integrity of the institution and its faculty, better communication could rectify this by explaining the legal implications of certain activity and working with faculty to find appropriate solutions.  It is important that OSPA staff form team partnerships with PIs and their staff.  A positive and proactive attitude coupled with a climate of customer service excellence should help mitigate this issue. 

A web-based system to allow for paperless approvals, electronic signatures, and grant/award tracking and administration is highly recommended.  The system should be capable of auto-generating friendly reminders to faculty and their staff concerning the status of their awards (reports due, closeout is imminent, etc.).  This will not only free up faculty time from walking requisite forms through the approval system, it will free up time of OSPA staff – time better spent in providing additional customer service.  Moreover, this will reduce the number of documents not found by OSPA (or reduce the time required to locate same).  Lastly, such a system would allow OSPA to generate customized reports for PIs as well as administration.   

OSPA should work with a faculty group (including deans, chairs and the proposed standing Faculty Senate Committee on Research and Grants) to streamline the internal processes, both the approval process as well as finding a way to reduce the lead time required by OSPA to review and submit proposals.  

OSPA had to temporarily suspend training programs but plans to provide target-audience training to faculty and support staff in the fall of 2009.  Targeted OSPA training is recommended.

To avoid the bottleneck and ensuing delays, OSPA should have more than one person to set up awards and accounts. 

Create a mentoring program where new faculty are mentored by OSPA staff and experienced PIs to help “grow” new investigators. 

It is advisable that policies and procedures be expanded to fully ensure UNR compliance with the laws, rules and regulations governing sponsored projects.  

OSPA should work with the university departments to create budgetary assistance to PIs so that fiscal proposals can be created at the department level with staff who have expertise in this area.

With regard to effort reporting, faculty report feeling constrained by the current 5% cap to bring in new funding.  It is recommended that this limit be raised to 10% or that OSPA find additional funding to allow faculty members to report accurate grant-writing time. 

OSPA and UNR Administration are encouraged to be a change agent in shifting the research culture from one that reflects a “campus of the 1970’s…that is in crisis mode regarding its research” (Pappas Report, April 2008) to one that creates and sustains cross departmental research work.  This can be done, in part, by highlighting PIs and their teams who have successfully obtained extramural funding, marketing and celebrating grant accomplishments, actively identifying and supporting interdepartmental research teams, and submitting and receiving grant/contract funding.  This will likely help the university to reach goals reflective of a modern twenty-first century research institution and not mirror an institution of the 1970’s.  It is recommended that OSPA and the UNR Administration facilitate and transition the campus to a research institution of excellence through a carefully executed communication and strategic plan.  OSPA is implementing a new e-mail notification process where the PI, Chair, and dean are sent a congratulatory e-mail which also contains pertinent grant/contract information.  This e-mail can also be forwarded to the UNR Office of Communications for press release generation which will inform the larger campus community and city of Reno media.  OSPA should be commended for this new procedure and be encouraged to continue this as part of a fully developed communication and strategic plan.

Appendix C
Non-traditional, non-tenure track faculty

X.1 Introduction

The number and fraction of non-traditional, non-tenured faculty (denoted here as NTT Faculty) have increased considerable over time (Table 1). With direct relevance to research at UNR, we mention here that academic NTT grew from 30% in 2000 to 38% in 2008, while tenured faculty decreased from 51% in 2000 to 44% in 2008. This shift to and increasing fraction of academic faculty being without tenure or tenure-track deserves attention with respect to job security, flexibility, and a number of other rights. A Faculty Senate Task Force on NTT Faculty was established in 2006 and this Task Force has looked into a number of issues which are partly relevant with respect to research. Here we summarize the main findings and recommendations from the Task Force's Final Report. 

Table 1: Number of academic and administrative faculty as function of time for the groups of tenure track, tenured, and non-traditional faculty. 

	Type
	Status
	10/1/2000
	10/1/2004
	10/1/2008

	
	
	N
	in group
	total
	N
	in group
	total
	N
	in group
	total

	AC
	3 Yr Contract
	10
	
	
	
	
	
	
	
	

	AC
	NTT
	257
	30.24%
	19.44%
	348
	35.32%
	21.78%
	399
	38.14%
	22.39%

	AC
	Tenure Track
	150
	17.65%
	11.35%
	175
	17.77%
	10.95%
	184
	17.59%
	10.32%

	AC
	Tenured
	433
	50.94%
	32.75%
	462
	46.90%
	28.91%
	463
	44.26%
	25.98%

	AD
	3 Yr Contract
	11
	
	
	
	
	
	
	
	

	AD
	NTT
	432
	91.53%
	32.68%
	586
	95.60%
	36.67%
	708
	96.20%
	39.73%

	AD
	Tenured
	29
	6.14%
	2.19%
	27
	4.40%
	1.69%
	28
	3.80%
	1.57%

	Total AC
	
	850
	
	64.30%
	985
	
	61.64%
	1046
	
	58.70%

	Total AD
	
	472
	
	35.70%
	613
	
	38.36%
	736
	
	41.30%

	Total
	
	1322
	
	
	1598
	
	
	1782
	
	


X.2 Key issues for grant-funded researchers

The Task Force carried out a survey of academic faculty in December 2006. Goals of the survey included identifying issues of concern, determining concerns specific to B contract faculty, and covering questions related to job security, source of funding, and conditions related to effort reporting. In this survey, 356 academic NTT faculty were invited to take the survey and 108 responded. Most participants were from College of Science (29%), the Medical School (25%), and the College of Liberal Arts (20%), which reflects the fact that these units have the largest number of academic NTT faculty. 

44% of those who responded were on B contract, and 63% of those earn additional compensation through overload. However, most overload (67%) is earned for teaching, not for research. 47% of the respondents were in favor of having retirements benefits on overload and only 4.5% did not want this, while 48% were not sure.   

A key issue for most respondent was job “security” and the lack of a safety net. 47% of academic NTT stated that they feel either very insecure or somewhat insecure in the NTT position. Some feel fear for job based on lack of any legal rights and being under threat of loss of job at any time. Some departments obviously do not allow academic faculty to hold appointments less than 0.5 FTE, yet there are no bridge funds for temporary reductions in or lack of funding. Grant-funded NTT faculty have year to year contracts with 30 days of notice. NTT faculty in this position expressed worry and lack of “peace of mind.” Comments provided by the respondents emphasized the danger of losing job, health insurance, and accrued sick days and be left with no source of income within 30 days. Even NTT faculty members with a long affiliation with UNR and a substantial record of grants brought in to UNR have no increased security compared to newly hired NTT faculty. Respondent considered this to be a severe inequality in commitment, with the NTT faculty asked to make long-term commitments to UNR while this commitment is not reciprocated by the university.

Another issue raised was the fact that academic NTT faculty can not transition into a tenure-track or tenured faculty position. It was requested that there should be a plan to allow this transition in cases where the performance of the faculty member warrants this. 

Concerning funding sources, 33% of the respondents stated that they were primarily (more than 75%) funded through external funds. While 56% reported that they are regularly involved in proposal writing for their own position, only only 9.5% received financial support to cover the proposal writing effort or starting up of new academic programs. Only 15% responded that there was some form of safety net available for their position, while  65% did not have such a net. 32% stated that they had the right to apply for professional leave while 42% were not sure whether they had this right. In comments, the lack of opportunity for professional development leave was considered negative, and less access to funding for travel and conferences was also emphasized. 

In summary, the relevant results of the survey identified the key issues:

1. Lack of bridge funding for cases where funding runs out temporarily;

2. Lack of access to professional leave/sabbatical;

3. Insufficient support in case of long-term sickness; 

4. Lack of funding for proposal writing;

5. Lack of funding for participation in non-research activities (committees, teaching).

Based on the survey, the Task Force on NTT Faculty derived several recommendations, of which the ones reported in the next section are directly related to the framework for grant-funded research at UNR.

X.3 Relevant Recommendations of the Task Force on NTT Faculty

R1: Bridge funding

Recognizing that  funding for soft-money faculty can run out for brief periods of times despite all efforts to win continuous funding, often due to slow proposal reviews or decisions on funding, or delays in allocation of already awarded funds, and that

this group of faculty in many cases brings in substantial external funding and F&A, and Considering that   many other institutions have bridge funding and use models where the number of months of bridge funding available to soft-money faculty increases with increasing longevity at the institution; and that some institution consider bridge funding as part of the benefits to be funded through and increased fringe benefit rate (for example, DRI),  it is is recommended  that a system of bridge funding for NTT faculty be developed to cover brief periods without funding, due to shortfall/end of funding or emergency situations such as illness, and that  the length of time covered be dependent on years of service, productivity, track record and other criteria to be developed, and that

this bridge funding be considered as part of the benefit and thus funded through increased fringe benefits.  Furthermore, it is recommended that the Faculty Senate urge administration to take action, and that the Faculty Senate tasks the Faculty Committee on Salary and Benefits to assist in developing appropriate models.

R2: Retirement benefits on overload salary

Recognizing that Faculty on B-contracts do not accumulate retirement benefits for overload days, and that  overload salary can exceed 30% of the annual salary, and

Considering that  a large fraction of the respondents to the academic and administrative surveys were in favor of receiving retirement benefits on overload salaries,  it is recommended that faculty on B contract be offered the option of having retirement benefits paid on overload salary. Furthermore, it is recommended that the Faculty Senate asks administration to develop the necessary procedures and that the Faculty Senate tasks the Faculty Senate Committee on Salary and Benefits to follow up on the implementation of this recommendation.

R3: Professional development leaves

Recognizing that Non-traditional faculty currently has no or very little opportunities for professional leaves, and that therefore, non-traditional faculty is hampered in keeping up with changes and new developments in their fields; It is recommended that  Funding for professional development leave (including sabbatical) be established, and that professional leave be considered a part of the benefit and, where possible, be funded through increased fringe benefit rates.  Furthermore, it is recommended that the Faculty Senate asks  administration to take necessary action, and that the Faculty Senate tasks the Faculty Committee on Salary and Benefits to assist in developing appropriate models.

R5: Notice of non-renewal

Recognizing that many non-traditional faculty appointments are on a yearly basis and require annual renewals, and that most of these appointments have a 30-day period of notice  it is recommended that the minimum number of days of notice for a notice of non-renewal is increased to be at least 60 days, with number of days of notice increasing with increasing longevity.  Furthermore, it is recommended that the Faculty Senate asks the Faculty Committee on Salary and Benefits to seek ways to implement this recommendation, which will require approval of the Board of Regents.

R6: Access to state funds

Recognizing that  state funds frequently become available through vacated or new positions,  it is recommended that non-traditional faculty have equal access to apply for these funds; that in the case of non-traditional faculty who have already received notice of non-renewal, the university should take proactive steps to contact these employees to let them know of relevant new job opportunities; and that proactive steps be taken to contact LOA faculty who have been teaching in a department and to offer them to teach more hours for tenured faculty on sabbatical. 

X.4 Current developments

Since 2006 (the time of the survey), some positive developments have taken place. The former Vice-President Research together with the Associated Vice-President (Bruce Shively ???) developed a draft policy which provides a basis for a fully grant-funded NTT faculty to apply for up to 5% of  salary for proposal writing and another 5% for non-research activities (committees). Although this draft policy has been used to refund some NTT Faculty members for proposal writing and/or committee work, the draft has never formally been accepted, and the future funding for this policy is unclear. It would be very important to review the draft policy and to formally accept and implement it. 

Appendix D
Non-traditional faculty research

What’s working:

For past four years, CLA has had a Scholarly and Creative Activities Committee that distributes the CLA share of research monies on a competitive basis in grants of up to 5,000 dollars. There is unanimous appreciation of Dead Heather Hardy’s decision to use these funds (+/- 70K on average) in this manner. The transparency of peer-reviewed concrete support for mid-career and senior level research efforts has increased research output and morale.  

Access to Junior Faculty Research Grants has been cited by Chairs and recipients as being essential to furthering active, ambitious research.

Teaching and Research Assistantships used to recruit graduate students to our programs to support faculty research agendas.

What could improve:

An understanding of models of humanities research at higher administration level in order to accommodate time intensive nature of much humanities scholarship and creative activity.

Better tracking of grant, fellowship, and residency opportunities by the research offices. (This has improved in recent years, but could continue to improve.)

Acknowledge that research fellowships or residencies occur off-site and require teaching and service load accommodation by departments.

For those in fields with low representation in UNR curriculum and programs, UNR’s isolation from powerful networks of scholars and resources is perceived as limiting competitiveness for research funding and opportunities.

Furthering an understanding of the university’s research mission in the community and beyond in order to facilitate private/public partnerships in research funding. 

Information services and resources.

Easy or low cost fixes:

Continue to reserve CLA scholarly and creative activities funds for competitive distribution to scholars across the college and disciplines for support and subvention of research and performance.

Ensure model of distribution of salary savings to ensure college, and departments are fully committed to pursuit and support of off-site research fellowships, creative residencies, and research travel.

Ensure evaluation and compensation models that enable faculty to pursue fellowship and residency opportunities.

For productive faculty in smaller departments or who focus on under-staffed areas in large departments, fund, seed, or match networking opportunities at nearby (west coast) centers, reading groups, or work groups.

Encourage Knowledge Center to actively solicit faculty input on electronic and paper resources. Provide faculty members with library rights and archive access at nearby research libraries as needed. 

Encourage departments to accommodate flexible teaching schedules to enable time-intensive on site or off-site focused research. Enable faculty to apply for and plan for short-term fellowships during future academic years by  “stacking” the teaching commitment in one term if desired. 

Seek and form private/public partnerships and cooperation with local/state agencies (e.g. Nevade Humanities) at higher administration level, so faculty spend less time working on those relationships and competing with one another for limited resources.

Help individual researchers by raising the profile of humanities research and scholarship as well arts and performance both in the community and beyond.

Use data on faculty research interests to research funding opportunities in order to notify faculty of possible grant opportunities. 

Increase Teaching and Research assistantships. [may belong in category below.]

More ambitious, expensive, or long term “fixes”:

Increase sabbatical funding.

Increase scholarly and creative activities funding at the college level to increase research travel, purchase of research and creative materials, networking opportunities, and subvention of performance and publication.

Supplement university sabbatical program with “residence” or “professorship” program that enables faculty to have a reduced teaching load and a research assistant for a semester or year in order to complete research that is in progress. (Comparable programs exist at Oregon State University, Temple University, University of Wisconsin, University of Georgia, and many more institutions.)

V1X.  Recommendations regarding a standing committee

UNR Faculty Senate 2008-09

Ad-hoc Committee on Research and Grants

Charge #4 of the Ad-hoc Committee on Research and Grants was: Make recommendations regarding the need, organization and charges of a possible standing committee on research and grants. Based upon the discussions specific to this charge and discussions/issues which emerged during the course of our meetings, the Ad-hoc Committee on Research and Grants would like to make the following recommendations.

1.
Establish a faculty senate standing committee on “Research and Grants”.  It was abundantly clear from the very beginning of these meetings that there are a great many issues regarding research and grants which have a significant impact on faculty, staff and student productivity and success. Some of these issues are specific to certain disciplines while others cut across all disciplines. Under any circumstance, but particularly during this time of budget constraints and cutbacks, it will be important for UNR to have a faculty committee to voice the viewpoints and concerns of the research community on campus.

2.
The Research and Grants committee should consist of faculty representative of the 
many colleges, disciplines and types of appointments on campus. Research as well as research efforts take many forms across campus and provide varied challenges to those
engaged in these activities. It is important that faculty representative of all disciplines be 
represented on the committee in order to bring their issues to the table. It is equally important for faculty with different types of appointments be represented on the committee. Research, soft-funded and academic faculty all face different issues in trying
to conduct research on campus and their needs should be represented as well. The committee felt that only one research committee should be formed as opposed to creating one for the sciences and another for the humanities as it is important these groups to understand and appreciate the challenges facing each. A committee of 10-12 faculty with a faculty senate representative would be appropriate.

3.
The Research and Grants committee identified numerous areas of concern regarding the research environment on campus. The creation of a standing committee could help begin the process of addressing some of these issues. Some key charges for the committee to consider would include the following:


Develop a survey for university faculty to identify key issues for conducting research at UNR.


Review the university infrastructure for supporting research and provide 
alternatives for improvement of current support (i.e. bridge funding, establishment of core facilities, incentives for collaborations among faculty, etc.).


Review the mechanics for grant submissions at UNR in order to make the 

submission process more efficient. Review OSPA and Grant and Contracts policies and procedures which may delay or even prevent grant applications from being 
submitted. 


Review mechanisms to encourage Research or Soft-Funded Faculty to conduct research at UNR. Develop mechanisms to allow these faculty to participate in some limited teaching as well as other faculty functions (committee assignments etc). 


Develop a plan to provide support for faculty in the humanities to conduct research or scholarly work where grants are more difficult to come by and which often 
involve being away from the campus. Some things to consider is the institution of a “Poets Tax” on all funded grants, flexible teaching schedules to allow a semester away from campus for conducting scholarly work. 

[image: image16.png]¢

"= AMERICAN COLLEGE & UNIVERSITY
lll PRESIDENTS CLIMATE COMMITMENT
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Bylaws and Code Committee Revisions:

PROPOSED AMENDMENTS TO UNR BYLAWS

Deletions in [brackets], additions in bold 
Approved by the UBCC on 1 May 2009 

2.3 – FACULTY
2.3.1 
FACULTY GOVERNANCE 
The faculty shall govern itself in accordance with these Bylaws, subject to the Constitution and laws of the United States, the Constitution and laws of the State of Nevada, and the Code. 

[2.3.2 
 FACULTY 
The University faculty shall consist of all persons holding authorized professional positions as provided in Subsection 1.4.5 of the Code.  

a. For the purposes of these bylaws, as defined in section 1.1 of the Code, "administrators" means administrative faculty employed in executive, supervisory or support positions, as defined by the Board of Regents.  An administrator who is not otherwise employed with tenure serves in an administrative capacity at the pleasure of the appointing authority.  Reassignment and removal from an administrative position will be in accordance with Subsections 3.4.6 and 5.4.8 of the Code.   

b. As defined in Section 1.1(a) of the Code, “academic faculty” means instructional, research, and library faculty, as defined by the Board of Regents.  Tenured faculty are the subset of academic faculty who have been granted tenure.  Tenure-track faculty are the subset of academic faculty on probationary status and eligible to be considered for tenure.   Rank 0 and Rank I faculty are the subset of academic faculty in positions of any rank that are not eligible for tenure.] 

 2.3.2  DEFINITIONS
As used in these Bylaws, the terms set forth below have the meanings stated herein:

"Faculty" means the professional staff as established in Chapter 1 of the Code.  As mandated by the Code (Chapter 1), the professional staff of the University is organized in accordance with these Bylaws.

"Academic faculty" means instructional, research, and library faculty holding professional positions as defined by the Board of Regents.

"Administrative faculty" means faculty employed in executive, supervisory, or support positions who hold professional positions as defined by the Board of Regents.

"Faculty on regular contracts" means academic or administrative faculty employed by the University, regardless of funding source and regardless of the notice required for termination or notification of nonreappointment, who hold positions designated as at least .50 FTE and who have accepted annual faculty contracts that do not exclude the possibility of renewal beyond the contract ending date or beyond a specified number of years.

"Tenured faculty" means academic faculty who have been granted tenure and whose contracts indicate they are tenured faculty.

"Tenure-track faculty" means academic faculty who are on probationary status and whose contracts indicate they are tenure-eligible faculty.

"Non-tenure-track faculty" means academic or administrative faculty who are not eligible for tenure and whose contracts indicate they are non-tenure-track faculty.

"Temporary faculty" means academic or administrative faculty employed by the University, regardless of funding source and regardless of the notice required for termination or notification of nonreappointment, who hold positions designated as at least .50 FTE and who have accepted faculty contracts specifying that they may not be renewed beyond the contract ending date or beyond a specified number of years. These contracts are not letters of appointment. (See 2.3.4 FACULTY CONTRACTS for limitations on renewing these contracts.)

"Faculty on letters of appointment" means academic or administrative faculty who have accepted the conditions of appointment specified in a supplemental letter of appointment to temporary employment. In these Bylaws these faculty are referred to as “faculty on letters of appointment” and not as “temporary faculty.”

"Adjunct faculty" means academic or administrative faculty who have accepted the conditions of appointment specified in "Terms of Employment for Adjunct/Clinical Faculty."

"Clinical faculty" means academic or administrative faculty who have accepted the conditions of appointment specified in "Terms of Employment for Adjunct/Clinical Faculty."

"Graduate faculty" means faculty appointed to the graduate faculty by an instructional department in accordance with the Bylaws of the Graduate Faculty.

Postdoctoral Fellows and Graduate Assistants are not faculty.

	Rationale:  Current 2.3.2 language characterizes a few faculty types and does so by using concepts related to rank, tenure eligibility, at whose pleasure someone serves, etc. This has led to considerable confusion, especially with respect to which faculty types have which rights. We propose instead to define all types of faculty in accordance with clear aspects of their contract terms and to address rank and faculty rights in sections dedicated exclusively to those matters.  If approved, the TABLE OF CONTENTS will need to be changed to reflect the new section title.


2.3.3 [FACULTY RANKS]  FACULTY RANKS, RANGES, AND TITLES 
[a. Academic faculty -- There shall be four ranks of academic faculty, designated for contract purposes by numbers, as follows: Professor (IV), Associate Professor (III), Assistant Professor (II), Lecturer or Instructor (I).  Tenured and tenure-track academic faculty may be employed at rank IV, III, or II.  As defined in Subsection 3.2.1 of the Code.  Rank 0 or Rank I positions are not eligible for appointment with, nor shall have, tenure under any circumstances.  Faculty in Rank 0 may be employed at rank 0(IV), 0(III), 0(II), or 0(I).] 

Academic faculty may be employed in the following ranks:  Instructor or lecturer, which shall be at Rank I; Assistant Professor, which shall be at Rank II; Associate Professor, which shall be at Rank III; and Professor, which shall be at Rank IV. Academic faculty employed in Rank O may be given the title of researcher, lecturer, instructor, or other academic titles approved by the President, and may be employed in Ranks O(I), O(II), O(III), or O(IV). In accordance with Chapter 3 of the Code, faculty placed in Rank O positions shall not be eligible for appointment with, nor shall have, tenure under any circumstances. A faculty member must agree to placement in a Rank O position.
[b.] Administrative faculty may be employed at Ranges 1, 2, 3, 4, 5, 6, [and] or 7. Appropriate titles may be assigned to administrative faculty in any range. 

[c. Unranked faculty -- There shall be Rank Zero (0) positions for lecturers, or positions with appropriate titles, reserved for persons with special qualifications that do not fit criteria for the four ranks.]

	Rationale:  We propose to simplify this section by reducing it to two paragraphs, one for  academic ranks and titles, the other for administrative ranges and titles.  (The term "unranked faculty" is vague and does not appear in the Code.) If approved, the TABLE OF CONTENTS will need to be changed to reflect the new section title. 


2.3.4 
FACULTY CONTRACTS 
[a. Academic faculty -- Academic faculty in the ranks Professor (IV), Associate Professor (III), Assistant Professor (II), or Instructor (I) shall be employed on annual contracts. 

b. Administrative faculty -- Administrative faculty tenured in an academic position shall be employed on annual contracts, as provided in the Code, Subsection 5.4.2(c). 

c. Unranked Academic Faculty -- Academic faculty in nontenure track positions, designated as Rank Zero faculty, may be employed on an annual or partial-year basis and may be employed on a full-or part-time contracts. 

(i) The duration of employment contracts are specified in Subsection 5.4.2(c) of the Code.

Rank zero faculty on continuing contracts shall enjoy academic freedom and shall have the rights of reconsideration and appeal permitted by the Code and these Bylaws, faculty voting rights (except as otherwise provided in these Bylaws), salary and merit pay increases, fringe benefits, and rights of notification of nonreappointment.  However, they shall not be eligible for tenure.  All rank zero faculty, whether on a full- or part-time basis, shall be approved by the department faculty as provided for in department or major unit bylaws, subject to the limitations in these Bylaws.  These faculty shall possess at least the master's degree or its equivalent in the appropriate academic discipline. Exceptions to this policy shall occur only in exceptional circumstances as reviewed and approved by the departmental chair and the dean.  These contracts shall not be used as a substitute for the tenure system.  Specifically, continuing tenure track positions shall not be converted to zero rank positions to avoid terminating incumbents whose performance or educational background does not warrant the award of tenure.  Zero rank continuing positions may be created in programs where tenure track positions are the norm only through agreement between the department and the involved.  Each such position is to be reviewed by the president every three years to be determined if it should be converted to a tenure track position. 

(ii) Those employed on a full- or part-time basis for a temporary term of employment as specified in contracts and/or letters of appointment approved by the President shall be appointed for a term not to exceed twelve months.  Their contracts may be renewed upon satisfactory annual departmental evaluation and approval by the dean.  However, such special appointments shall be continued for no more than a total of three years without review by the President.  Such review shall determine the need to convert the special appointment to an authorized continuing professional position.  If not so converted, and if the special appointment continues, it shall be reviewed at least once every three years at the initiation of the department.  Faculty on special appointment shall enjoy academic freedom, and except for faculty on letters of appointment, shall have the rights of reconsideration and appeal permitted by the Code and these Bylaws, faculty voting rights (except as otherwise provided in these Bylaws), fringe benefits, and rights of notification of nonreappointment.  However, they shall not be eligible for tenure or sabbatical leave.  All faculty hired to teach under special appointment, whether on a full- or part-time basis, shall possess at least the master's degree or its equivalent in the appropriate academic discipline.  This requirement shall not apply to currently enrolled UNR graduate students who have completed all course work for the master's degree.  Exceptions to this policy shall occur only in exceptional circumstances as reviewed and approved by the departmental chair and the dean. 

(iii) Faculty in Approved Continuing Positions:  For faculty members appointed to continuing positions approved by the department faculty, and designated as at least 0.5 FTE, conditions of employment and professional responsibilities shall be the same as for a full-time faculty member, except as restricted by the Code.  Rights of notification of nonreappointment shall apply to faculty in these positions.  Faculty in positions approved by the department faculty as continuing, and designated as at least 0.5 FTE shall be issued regular contracts in ranks defined in these Bylaws.  Salary will be established as a prorated percentage of the regular full-time salary under the appropriate salary schedule.  Insofar as possible, faculty members in these positions shall have all faculty duties, rights, and fringe benefits.  These shall include the right to a full vote on all university-wide ballots, and the right to at least a partial vote in at least one major unit and department in accordance with major unit and department bylaws.  Faculty members in these positions shall participate in academic and professional activities as provided by their major units and departments.] 

The Code is incorporated into faculty contracts by reference therein. Faculty members shall familiarize themselves with the terms and conditions of their contracts and with relevant sections of the Code.

After three years from the date of initial appointment, temporary faculty (see 2.3.2 DEFINITIONS) may not have their contracts renewed, nor a new contract issued, without approval of the President, who shall be informed by a vote of recommendation by the faculty of the relevant department.

	Rationale:  Current 2.3.4 language conflates so many concepts—from fringe benefits to partial votes to participation in professional activities—that most readers walk away bewildered. Instead, we propose to address those concepts separately, by defining faculty types (proposed 2.3.2, above) and by stating the rights of faculty (proposed 3.1, below), here only reminding faculty that the Code is incorporated into faculty contracts and that temporary faculty may not be appointed for a fourth or subsequent years without a vote of recommendation from their department faculty and approval of the President.   


[2.3.5 
GRADUATE FACULTY 

The Graduate Faculty is composed of faculty members appointed by their departments and/or programs, in accordance with the department and major unit bylaws.] 

	Rationale:  We propose to delete this section and to define Graduate Faculty under 2.3.2 DEFINITIONS, above.


[2.3.6 
ADJUNCT OR CLINICAL FACULTY 

Persons qualified to provide special services to the University on a part-time volunteer basis may be appointed as adjunct or clinical faculty and may be assigned appropriate rank and title.  These persons shall not be subject to the requirements of Section 2.3.4.c of these Bylaws except that they shall enjoy academic freedom. 

a. For persons to be appointed to adjunct or clinical positions, it must be demonstrated that their services will be of value to the teaching, research, public, and community service, or educational support service programs of the University, and that they fulfill the appropriate requirements for the corresponding position as specified by the department concerned, by the University Bylaws, and by the Code. 

b. Adjunct or clinical appointments shall go through regular channels as provided by the University Bylaws and require the approval of the department concerned, the dean, and the President. 

c. Persons holding adjunct or clinical titles shall be nonvoting members of the faculty.  If approved by the faculty of the college and the President, a term other than "adjunct" or "clinical" may be used in colleges or major units where another term denotes precisely the role played by the appointee.] 

	Rationale:  We propose to define Adjunct and Clinical Faculty under 2.3.2 DEFINITIONS, above. The rights of these faculty are the same as the rights of all faculty, as described in 3.1 FACULTY RIGHTS.


[2.3.7 
ORGANIZATION OF FACULTIES 

Each of the major units and in turn each of the departments of the University shall consist of those members of the faculty assigned to that major unit or department in continuing positions approved by the department faculty. 

a. Major Unit Voting Rights - Except as may be provided in these Bylaws, every full-time faculty member assigned to a major unit shall be a voting member of that major unit.  Part-time faculty of 0.5 FTE or more shall have at least the voting rights specified in Section 2.3.4.c(iii) of these Bylaws.  A faculty member employed by more than one major unit shall be eligible to vote in that major unit in which the largest proportion of his/her FTE is assigned.

b. Departmental Voting Rights - Except as may be provided in these Bylaws, every full- time member of the faculty shall have the right to vote in at least the department in which the faculty member has major assignment.  Part-time faculty of 0.5 FTE or more shall have at least the voting rights specified in Section 2.3.4.c(iii) of these Bylaws. 

c. Limitations on Voting Rights - Department and major unit bylaws may limit the right to vote on tenure and promotion decisions to those faculty who have already attained the rank or status at issue. They may limit the right to vote on tenure track appointments to those faculties who hold such appointments.  No faculty member may vote on his or her own appointment, tenure or promotion or in cases when a similarly clear conflict of interest exists.] 

	Rationale:  The aim of "ORGANIZATION OF FACULTIES" seems to be to address voting rights.  We propose to delete this section and to address those rights more thoroughly under 3.1 FACULTY RIGHTS, below. 


2.3.5 [2.3.8]   MEETINGS OF THE FACULTY 
The University faculty may hold meetings for discussion of or action on any matter concerning programs, policies, functions, or faculty welfare in the University.  Plenary meetings of the University faculty may be called: 1) by the President or a designee; 2) by the Chair of the Faculty Senate, if directed by a majority vote of that body; or 3) by a petition, signed by ten percent of the faculty, which has been submitted to the President or a designee [of the President] and to the Chair of the Faculty Senate.  Meetings called by petition shall be convened by the President or a designee within ten college working days of receipt of the petition. 

Members of the faculty shall receive notification of faculty meetings no later than three college working days before such meetings, which shall include the date, time, place, and agenda of the meeting. 

a. Presiding Officer - The President or a designee [of the President] shall preside over meetings of the faculty. 

b. Secretary - The faculty shall elect a secretary for each meeting from among its own members in attendance, who shall be responsible for the maintenance of accurate records of its deliberations and transmission of recommendations.  

c. Order of Business - The presiding officer shall determine the order of business and shall provide opportunity for introduction of new business from the floor.

2.4 - THE FACULTY SENATE AND THE GRADUATE COUNCIL
2.4.1 FACULTY SENATE 
The Faculty Senate reports to the President and is the principal representative body of the faculty and is composed of representatives selected by and from the faculty as guaranteed in these Bylaws, and in accordance with procedures specified in the Faculty Senate Bylaws.  The responsibility of the Faculty Senate is to deliberate and recommend upon any matters related to programs, policies, and functions of the University and policies and procedures related to the rights and welfare of the faculty.  All faculty members have the right of access  to the Senate to introduce any questions of general policy or any matters related to professional rights and welfare. 

2.4.2 GRADUATE COUNCIL 
The Graduate Council is composed of representatives elected by and from the graduate faculty in accordance with Graduate Council Bylaws.  The responsibility of the Graduate Council is to deliberate and recommend upon any matters related to graduate education. 

2.4.3 POLICIES AND PROCEDURES OF THE FACULTY SENATE AND THE GRADUATE COUNCIL 
a. Every member of the Faculty Senate and the Graduate Council has the obligation to speak and act in the best interests of the University.  In discharging their functions, the members of each body shall be responsible to the faculty who elected them.  However, members of each body shall have the freedom to speak and act according to their own judgments. 

b. Actions of each body shall be forwarded to the President and reported to the faculty through the minutes of each body. 

c. No faculty member may serve simultaneously on both bodies except as an ex-officio representative.  The President or a designee shall be a nonvoting member of each body.  Except as presidential designee, administrators as defined in Section 2.3.2a of these Bylaws, are not eligible for membership on the Faculty Senate. 

d. The bylaws of each body shall provide for the composition of the groups of major units herein referred to.  Representation in each body shall conform as closely as possible to the proportion of faculty assigned to any major unit or group of major units, provided that each major unit or group of major units shall have at least one representative.  Nominations and elections of representatives to each body shall be by secret mail ballot.  Terms of office for each body shall be three years.  Elections to membership in each body and of officers of each body, including special elections to fill vacancies occurring between normal election times, shall be conducted by that body following election procedures specified in its bylaws.  Representation to each body from major units and groups of major units shall be examined and reapportioned if necessary at three-year intervals.  The criteria for apportionment to each body shall be specified in its bylaws. 

e. Each body shall elect from among its voting members a chair, vice-chair, and such other officers, as it deems necessary.  The bylaws of each body shall set forth the duties and responsibilities of each officer and procedures for electing them. 

f. Each body shall establish in its bylaws provisions relating to the following: regular and special meetings, including those called in response to faculty petition and notice thereof; the right of faculty to attend said meetings; the filing and distribution of minutes.  The bylaws of each body shall provide for the recall of members by the major unit or other portion of the faculty from and by whom members were elected, and for discharge from each body by that body of any of its elected members.  The  chair of each body shall be exempt from recall.   However, a chair may be removed as chair by a two-thirds vote of the electing body. 

g. Amendments to the bylaws of each body shall be in effect upon: l) approval by a two-thirds majority of the voting [the] members of that body and 2) approval by the President. If the President does not disapprove in writing within 45 college working days of the date amendments are received, this shall constitute approval.

Rationale:  Since both bodies' bylaws are currently in effect, we propose addressing amendments instead of "The bylaws." We also clarify that a two-thirds majority of the voting members is required for approval. To encourage expedition of presidential approval or rejection, the 45-day clause has been added.

3 - FACULTY PERSONNEL POLICIES

3.1 - FACULTY RIGHTS
[3.1.1 RIGHTS 

No faculty member shall be required to waive any constitutional rights, other legal rights, or any of the rights provided in these Bylaws as a condition of initial or [continued] renewed employment, nor be subject to university sanction of any sort for the exercise of these rights. 

3.1.2 ACADEMIC FREEDOM 

All members of the faculty and graduate fellows shall enjoy academic freedom and academic responsibilities as stated in Chapter 2 of the Code.  Institutions of higher education are conducted for the common good and not to further the interest of either the individual member of the faculty or the institution.  The continued existence of the common good depends upon the free search for truth and knowledge and their free exposition (Subsection 2.1.1.).  Academic freedom is essential to these purposes and is applicable to both teaching and research (Subsection 2.1.2.).  The concept of academic freedom is accompanied by the equally demanding concept of academic responsibility. A member of the faculty is responsible for the maintenance of appropriate standards of scholarship and instruction (Subsection 2.1.3.). 

3.1.3 OATHS 

No affirmation or oath shall be required of faculty except that oath provided by Article 11, Section 5, and Article 15, Section 2, of the Nevada Constitution.  (B/R 12/08) 

3.1.4. PERSONNEL FILE 

The University shall maintain an official personnel file for each member of the faculty, which shall be the exclusive file for personnel decisions, and which includes all personnel files maintained in the department, major unit, or university administrative offices.  Provisions regarding files shall apply to all that are maintained.  The files shall be maintained, supervised and kept in a secure, locked place, by the appropriate administrators; department files by the chair, major unit files by the dean or director, and University files by the administrator designated by the President. 

3.1.5 CONTENTS OF FILES 

Each file shall contain any information pertinent to an evaluation of the faculty member's work and normally will include biographical and personal information, evidence of a faculty member's academic and professional accomplishments, and personnel evaluations by departmental chairs, deans or directors.  No anonymous material except duly authorized student evaluations, as authorized by major unit or department bylaws, shall be placed in the file. 

3.1.6 ACCESS TO AND MODIFICATION OF FILES 

Personnel and payroll files of University faculty are confidential.  Personnel and payroll records may only be released pursuant to the written authorization of the faculty member or pursuant to a court order directing the release of the records that has been signed by a judge with jurisdiction over the matter, as set forth in Subsection 5.6.2 of the Code.

a. The faculty member shall have access to his or her official personnel and payroll files, and may grant access to such files to a representative with a written authorization from the faculty member. The following additional personnel shall have access to a faculty member’s personnel and payroll files solely for reasons germane to the performance of their official duties: the faculty member’s supervisors, which may include department chairs, deans, director, vice presidents, provost, president, and chancellor; institution payroll officers, institution personnel officers, which may include appointed disciplinary officers; System legal counsel, internal auditors, members of the Board of Regents; faculty senate chair; and confidential institution committees including but not limited to tenure and grievance committees.  As stated in Subsection 5.7.2 of the Code, alleged violations of the Code or institutional bylaws are subject to grievance.

b. The following information in these personnel files is public information and must be disclosed to the public upon request:  the employee’s name, title, job description, compensation and perquisites, business address and business telephone numbers, beginning date of employment and ending date of employment. 

c. If a member of the faculty objects to the inclusion, retention, or removal of any material in the individual's personnel file, the faculty member may make a request to the appropriate administrator for its removal or modification, retention, or inclusion.  If this request is denied, allegedly resulting in an adverse impact on the employment conditions of a faculty member relating to alleged violations of the Code or institutional bylaws (Subsection 5.7.2 of the Code), it is subject to grievance.]

3.1.1 
RIGHTS OF ALL FACULTY 

The enumeration of rights herein shall not be construed to deny faculty other rights they may have, unless such rights are specifically denied in these Bylaws.

No faculty member shall be required to waive any constitutional rights, other legal rights, or any of the rights provided in these Bylaws as a condition of initial or renewed employment, nor be subject to University sanction of any sort for the exercise of these rights. 

No affirmation or oath shall be required of faculty except that oath required by Article 11, Section 5, and prescribed in Article 15, Section 2, of the Nevada Constitution.

Academic freedom is the right of all members of the faculty, part-time or full-time, and of graduate assistants and postdoctoral fellows in the University. Academic freedom is also extended to the invited guests of the University. The tenets of academic freedom and the responsibilities associated with it are set forth in Chapter 2 of the Code.

Each faculty member shall have access to his or her official personnel and payroll files, and may grant access to such files to a representative via written authorization. The rules governing content of, access to, and requests to modify personnel files are set forth in Chapter 5 of the Code, in these Bylaws, and in the University Administrative Manual.

All faculty are further entitled to:

a. Request leaves of absence without salary, in accordance with rules set forth in the University Administrative Manual;

b. Be considered for University teaching, creative activities, research, and service awards;

c. Petition reconciliation of department, major unit, or these Bylaws, in accordance with these Bylaws (see 1.1.6 RECONCILIATION OF THE BYLAWS);

d. Serve notice to the Faculty Senate of alleged implementations of any policy that contravenes department, major unit, these Bylaws, or the Code, or of the alleged failure to implement such bylaws or the Code, in accordance with these Bylaws (see 1.1.5 IMPLEMENTATION OF THE BYLAWS).

3.1.2  RIGHTS OF TEMPORARY FACULTY 
In addition to the rights stated in 3.1.1, temporary faculty are further entitled to:

a. Attend all University faculty meetings and faculty meetings convened by the faculty member's major unit and department;

b. Participate in all faculty-conducted evaluations of their supervisors (dean, chair, director, etc.);

c.  Apply to the Office of the Vice President for Research for support of travel expenses to attend national or international meetings for the purpose of presenting scholarly work, provided that the current role statement of the academic faculty member applying includes research or professional development responsibilities;

d. File requests for reconsideration and Notices of Grievance, in accordance with these Bylaws;
e.  If employed more than one year, be eligible to receive merit raises, salary increases, and faculty benefits in accordance with Chapter 5 of the Code.

If the employment of a temporary faculty member is extended beyond a third year, then the faculty member shall enjoy the same rights as those specified in these Bylaws for faculty on regular contracts. (See 2.3.4 FACULTY CONTRACTS and 3.1.3 RIGHTS OF FACULTY ON REGULAR CONTRACTS.)

3.1.3  RIGHTS OF FACULTY ON REGULAR CONTRACTS
In addition to the rights stated in 3.1.1 and 3.1.2, faculty on regular contracts are further entitled to:

a.  Vote in University, major unit, and department matters (faculty on regular contracts who are assigned to more than one department shall have the right to vote in at least the department in which the faculty member has major assignment);

b.  Apply for promotion and advancement in rank or range in accordance with applicable rules set forth in these Bylaws;

c.  Apply for faculty development and sabbatical leaves (faculty not on State funds must obtain approval from the funding source before applying);

d.  Be considered for appointment to and be eligible to serve on University, major unit, and department committees;

e.  Apply to and be considered by their department and major unit for support of travel and registration expenses to [attend] present findings at professional meetings.

Rationale:  Currently, only the rights of not waiving constitutional rights, not declaring any oath other than that provided by the Nevada Constitution, academic freedom, and access to personnel files are included under 3.1. We propose to include those rights and to specify other rights of faculty that formerly may have been taken for granted or denied, that may have been subject to interpretation or controversy, or that may have been granted in some major units or departments while denied in others, and to specify the additional rights of temporary faculty and faculty on regular contracts, as these groups are defined under 2.3.2 DEFINITIONS. If approved, the TABLE OF CONTENTS will need to be changed to reflect these new section titles.

3.1.4  LIMITATIONS ON VOTING RIGHTS
No faculty member may vote on his or her own appointment, tenure, or promotion, or in cases when a similarly clear conflict of interest exists.

Department and major unit bylaws may limit the right to vote on tenured and tenure track appointment recommendations to those faculty who hold such appointments and must limit the right to vote on tenure and promotion recommendations to those faculty who have already attained the rank or status at issue. Departments with fewer than three faculty members of the appropriate rank or status available for voting on such recommendations shall make provisions in their bylaws for enlisting faculty of the rank or status at issue from kindred departments.

In their bylaws, departments may limit the right to vote on curricular matters to academic faculty with ongoing teaching responsibilities, and may limit the right to vote on graduate program matters to graduate faculty.
Rationale: In the current Bylaws, limitations on voting rights appear under 2.3.7 c. The proposed language above is very similar to the current language, except that 1) “decisions” is replaced with “recommendations” and 2) the key word “may” is replaced with “must,” that is, “must limit the right to vote on tenure and promotion recommendations to those faculty who have already attained the rank or status at issue.” In the past, “may” was used to allow small departments, with insufficient faculty, to include faculty who had not attained the rank or status at issue. For such departments, we propose that tenure and promotion committees be augmented with faculty members of the appropriate rank or status from kindred departments, rather than augmented with faculty of lower rank or status. In addition, we propose that in their bylaws departments may limit the right to vote on curricular matters to faculty directly involved in the curriculum. If approved, the TABLE OF CONTENTS will need to be changed to reflect the new section title. 

3.1.5  PERSONNEL FILE 

The office of record for the personnel file of each faculty member shall be the Human Resources office.  [The University shall maintain an official personnel file for each member of the faculty, which shall be the exclusive file for personnel decisions, and which includes all personnel] Other personnel files maintained in the department, major unit, or university administrative offices [. Provisions regarding files shall apply to all that are maintained. The files] shall be [maintained,] supervised and kept in a secure, locked place, by the appropriate administrator[s;] (department files by the chair, major unit files by the dean or director, and University files by the administrator designated by the President).

Rationale: Human Resources keeps the official personnel file. This file is not unique, but is the only official one. Personnel files in other University offices must be supervised and kept secure.

3.1.6 CONTENTS OF FILES 
Each file shall contain any information pertinent to an evaluation of the faculty member's work and normally will include biographical and personal information, evidence of a faculty member's academic and professional accomplishments, and personnel evaluations by departmental chairs, deans or directors.  No anonymous material except duly authorized student evaluations, as authorized by major unit or department bylaws, shall be placed in the file. 

3.1.6 ACCESS TO AND MODIFICATION OF FILES 
Personnel and payroll files of University faculty are confidential.  Personnel and payroll records may only be released pursuant to the written authorization of the faculty member or pursuant to a court order directing the release of the records that has been signed by a judge with jurisdiction over the matter, as set forth in [Subsection 5.6.2] Chapter 5 of the Code. 

a. The faculty member shall have access to his or her official personnel and payroll files, and may grant access to such files to a representative with a written authorization from the faculty member. The following additional personnel shall have access to a faculty member’s personnel and payroll files solely for reasons germane to the performance of their official duties: the faculty member’s supervisors, which may include department chairs, deans, director, vice presidents, provost, president, and chancellor; institution payroll officers, institution personnel officers, which may include appointed disciplinary officers; System legal counsel, internal auditors, members of the Board of Regents; faculty senate chair; and confidential institution committees including but not limited to tenure and grievance committees.  As stated in [Subsection 5.7.2] Chapter 5 of the Code, alleged violations of the Code or institutional bylaws are subject to grievance.   

b. The following information in these personnel files is public information and must be disclosed to the public upon request:  the employee’s name, title, job description, compensation and perquisites, business address and business telephone numbers, beginning date of employment and ending date of employment. 

c. If a member of the faculty objects to the inclusion, retention, or removal of any material in the individual's personnel file, the faculty member may make a request to the appropriate administrator for its removal or modification, retention, or inclusion.  If this request is denied, allegedly resulting in an adverse impact on the employment conditions of a faculty member relating to alleged violations of the Code or institutional bylaws ([Subsection 5.7.2] Chapter 5 of the Code), it is subject to grievance.
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University of Nevada, Reno
Faculty Senate Bylaws

Article 1 The name of this association of faculty shall be the UNR Faculty Senate, hereinafter referred to as the senate.
Article 2 The authority, purpose and objectives of the senate are established within the traditional concept of faculty organization in American universities, and shall be as defined in section 1.4.7 of the Nevada System of Higher Education Code and in the University of Nevada, Reno Bylaws. The senate is authorized to act on questions and issues properly brought before it by the faculty of the several colleges, schools, and components, hereinafter in these bylaws called "major units," of the university. The senate is authorized to take appropriate actions not in conflict with these bylaws, the bylaws of the University of Nevada, Reno, the Nevada System of Higher Education Code, and the laws and statutes of the State of Nevada and the United States.

Article 3 Membership Authority

3.1 Membership and membership rights to the senate shall be extended to all faculty members elected to membership in the senate in accordance with article 4 of these bylaws.

3.2 Faculty members elected to the senate are authorized and have responsibility to represent faculty on matters of primary concern to the faculty of the university.

Article 4 Senate Membership

4.1 Eligibility to vote in nominations and elections to the senate shall be accorded to all UNR faculty on regular annual contracts of 0.50 FTE or more. Emeritus faculty, faculty on temporary or nonrenewable contracts, adjunct faculty, and employees on letters of appointment shall not be eligible to vote. If a faculty member has a split appointment, that faculty member may vote with the unit in which s/he has the larger FTE.

4.2  Faculty who are eligible to vote in section 4.1 are also eligible for nomination to membership on the senate, excluding those faculty who plan to be on leave for more than three months during their potential senate term, or who have will have served more than one year on the senate in the past two academic years, and those who serve as chief administrators of the university or its major units. Chief administrators of the university include the president, the executive vice-president & provost, and other vice-presidents, as well as associate and assistant vice-presidents and vice-provosts. Chief administrators of the major units are defined as deans or their administrative equivalents, as well as associate and assistant deans. Faculty members are only eligible to represent the unit in which they are allowed to vote. Questions regarding eligibility for senate election shall be referred to the senate office.

4.3 The president, the executive vice-president & provost, the immediate past chair of the senate, and the senate manager shall be nonvoting, ex officio members of the senate.

4.4 The term of office in the senate shall be three (3) years. Insofar as possible, an equal number of terms shall expire each year.

4.5 Members of the senate may not serve two full consecutive terms. No person shall represent a unit as a senator for more than four years in any five consecutive years. This limitation does not apply to service as senate chair, chair-elect, or past chair, as they do not represent particular units.

4.6 Election to membership in the senate shall be held in early spring of each year, or as prescribed in article 5 of these bylaws.

4.7 The election process shall be supervised by the senate office under the following standards.

4.7.1 Nominations and elections shall be by secret ballot in each of the units.

4.7.2 There shall be three (3) ballots: a nominating ballot, an election ballot, and, if necessary, a run-off ballot.

4.7.3 Each faculty member eligible to vote may nominate as many candidates as there are vacancies to be filled in the major unit to which the faculty member belongs. 
4.7.4
All eligible nominees who have indicated their willingness to serve shall be placed on the election ballot for their major unit.


4.7.5 The nominee with the majority of election votes shall be declared as elected to senate membership
 to represent their unit. If no nominee receives a majority of votes, then the two nominees who received the most votes shall be placed on a run-off ballot. In the event of a tie vote in the run-off ballot, a new vote shall be taken until a majority is achieved.

Article 5 Vacancies

5.1 When a member of the senate is for any reason absent from called and regularly scheduled senate meetings over an extended time period, then the senate office shall notify the major unit. The faculty of the unit may conduct a special election to fill such vacancy as is created by the absent senate member. If no such election is held, then the member shall remain on the senate.

5.2 An “extended time period" is defined as the member being absent for more than three consecutive regularly scheduled senate meetings where no provision for proxy representation is provided, or where the absence of the member exceeds one academic semester.

5.3 Special elections to fill vacancies shall adhere to the procedures of article 4 of these bylaws.

5.4 A member of the senate may be recalled by petition to the executive board from at least 25 percent of the faculty members in the unit of the senate member; and upon the approval of a majority of the faculty members from such unit who vote in a secret ballot. The senate chair, chair-elect, and past chair are exempt from recall, but may be removed from office as provided in article 7.2.4 of these bylaws.

5.5 
A senate member may appoint a proxy to serve at any senate meeting. Only one proxy may be exercised by any individual at any time.

5.6 A proxy is extended all the prerogatives of a regularly elected member of the senate, provided that:

5.6.1 The senate member shall provide the senate chair or the chair’s designee a dated statement of proxy representation, either by e-mail or signed memorandum.

5.6.2 The proxy representation shall in all respects be qualified for membership in the senate
 , and shall be a faculty member of the same unit of representation as the senate member.

Article 6 Voting

6.1 All members present at any meeting of the senate where the business of the senate is being transacted shall be entitled to cast one vote on any questions properly brought before the senate, and shall be entitled to cast in addition one proxy vote so long as a quorum is present.

6.2 Voting shall at all times conform to procedures established in Robert's Rules of Order, Newly Revised, except as specified above.

6.3 All members of the senate are eligible to initiate or second motions, and may participate in senate discussions. The chair-elect and past chair may not vote. The senate chair may only vote to break a tie.

Article 7 Executive Board

7.1 The executive board is composed of the senate chair, the chair-elect, a parliamentarian, two at-large senate representatives, the senate manager and the immediate past chair. 
7.1.1 Each year, the senate shall elect from among its members, a chair-elect, a parliamentarian, and two representatives at large to the senate’s executive board.

7.1.2 The senate chair or the chair’s designee shall be the official representative of the senate and the university faculty at all functions. The chair shall preside at meetings of the senate and the executive board, and may serve in other capacities as prescribed by the NSHE Code or the UNR Bylaws.

7.1.3 The chair-elect of the senate shall assume the position of senate chair in the absence of the chair. The chair-elect shall advance to chair upon completion of the term of the chair.

7.1.4 The parliamentarian shall make recommendations to the senate chair on matters of parliamentarian procedures.

7.1.5 The executive board may serve as an ombuds group at the request of any faculty member and use its influence to resolve issues in an amicable manner.

7.1.6 The executive board shall meet regularly to develop agendas for meetings of the full senate, to appoint senate committees, to respond to requests for information or advice, and to develop goals and policies which the senate chair will, with appropriate help from the board, seek to implement.

7.2 Election and Removal of Officers shall be as follows:
7.2.1 Any elected member of the senate is eligible to become chair-elect. Any elected member of the senate whose term extends through the coming senate year is eligible to become one of the other officers of the senate.

7.2.2 Election of officers shall be by secret ballot and supervised by the members of the senate.

7.2.3 The Nominating Committee will identify a slate of candidates who are willing to run for office. The slate of candidates will be presented to the senate prior to the last meeting of the senate. The new officers will be elected at that last meeting, at which time the chair shall call for nominations from the floor.

7.2.4 Officers of the senate may be removed by at least a two-thirds vote of the senate members who vote in a secret ballot. The request to consider removal shall be placed on the senate agenda at the request of a majority of the executive board, or by a petition signed by at least 25 percent of the voting members of the senate. Should the senate chair, chair–elect, or immediate past chair be removed, they will not return to the senate and the representative elected to fill their term shall complete the term as the unit representative.

7.2.5 If a vacancy occurs mid-term for any officer except senate chair, the executive board will serve as the nominating committee, and will present a slate of candidates willing to run for the vacancy at the next senate meeting.

7.2.6 While serving, the senate chair, chair-elect, and past chair shall not represent a specific unit, but rather the faculty as a whole. If the election of the senate chair or chair-elect creates a vacancy in the representation of a unit, that unit shall elect a substitute to serve during that period for the remainder of that senator’s term. The senate office shall notify the unit of the vacancy, and the faculty of the unit will conduct a special election to fill the vacancy. The vacancy will be filled on a temporary basis, for the remainder of the original member’s term. The election shall otherwise be conducted in accordance with Article 4 of these bylaws. 
Article 8 Committees

8.1 
A nominating committee shall be elected annually, and shall include 4 members elected by and from the senate membership, plus the immediate past chair of the senate, who shall serve as chair of the nominating committee. The committee shall identify a slate of candidates for senate officers. 
8.2 Standing committees may be established by the executive board, subject to approval by the senate. These committees shall be ready to report at each meeting of the senate and shall submit a written annual report to the senate. 
8.3 Ad hoc committees may be established by the senate executive board, subject to approval by the senate. Ad hoc committees shall be ready to report at each meeting of the senate until discharged by the senate. 
8.4 only faculty who have either served on the senate or are eligible for nomination to the senate shall be eligible to serve as chairs or voting members of senate committees.  The executive board may appoint up to two persons other than eligible faculty, including students, chief administrators, classified staff, or faculty on letters of appointment, to serve as nonvoting consultants to each senate committee.

8.5 The executive board shall develop procedures to select chairs and members for both policy and ad-hoc committees, and present these selections to the senate for information.  The executive board shall also propose charges for committees, and present these to the senate for approval.

8.6 All senate committees shall be named and charged for periods not to exceed one calendar or academic year.  Exceptions shall require approval by the senate.

8.7 Joint committees of the senate and other administrative or campus governing bodies shall be formed upon agreement by the senate chair and the appointing authorities of the units of the other bodies. The senate shall elect faculty members to joint committees to study and to make recommendations on matters of concern to both groups. The senate may request interim reports of a joint committee's progress and the senate shall receive copies of all final reports and recommendations.

Article 9 Meetings

9.1 In addition to regularly scheduled meetings, special meetings may be called by the executive board, and must be convened within two weeks of receipt of a written petition signed by either 25 percent or more of the senate membership or at least ten percent of the university faculty
9.2 A simple majority of the voting members of the senate, not including any members with additional proxies, shall constitute a quorum for transaction of business at any meeting of the senate.

9.3 Agendas shall be distributed to members of the senate at least five calendar days prior to any meeting of the senate, and minutes shall be distributed at least five calendar days prior to the following meeting. Agendas and minutes of senate meetings shall also be made available to all members of the university faculty.

Article 10 Parliamentary Authority

10.1 The latest edition of Robert's Rules of Order, Newly Revised shall govern the senate
in all cases where these bylaws are silent.

10.2 The senate chair may announce temporary rules for senate debate or votes upon unanimous consent of the voting members present at any senate meeting.

Article 11 Amendment

11.1 A proposed amendment to these bylaws may be introduced by any member of the senate. Presentation of the amendment must be in writing.

11.2 The proposed amendment will be adopted upon approval by a two-thirds majority of the total voting membership of the senate. This vote will be conducted at the next regularly scheduled senate meeting following the meeting at which the amendment is introduced. There shall be at least two weeks between the introduction of an amendment and the vote.

11.3 An amendment to these bylaws approved by the senate shall become effective upon the approval of the president.

Article 12 Apportionment

12.1 The senate shall reapportion itself at least once every five years, or more often if deemed necessary by the Senate. Reapportionment shall require approval by two-thirds of
the voting senate membership.

12.2 The total body of the senate shall equal between 30 and 33 voting members, plus the senate chair, chair-elect, senate manager and immediate past chair, who shall all be nonvoting members of the senate, except that the senate chair may vote to break a tie.

12.3 Apportionment shall be based on the total FTE of those faculty eligible to vote in senate elections, as defined in section 4.1 of these bylaws, on the December 1 prior to reapportionment.
12.4 Representation in the senate shall be afforded to faculty of each major unit in the university, provided that the unit operates under its own bylaws. Eligible faculty who are not employed in such units shall vote in and be represented by the president’s administrative unit. Units other than colleges and schools may be combined or divided for purposes of representation as the senate deems appropriate, provided (1) such combination or division is approved by two-thirds of the voting senate membership, (2) the unit created by any division is operating separately under its own approved bylaws which are exclusive of any college or school, and (3) that it be done only at the time of reapportionment.

Report to the Faculty Senate for Campus Affairs Committee Activities for 2008-09

The following is the report of the Campus Affairs Committee for 2008-09:

UNR Faculty Senate 2008-09 Campus Affairs Committee

The following were the members of the 2008-09 Committee


B. Grant Stitt, Chair


Bruno Bauer


Mariah Evans


James Fitzsimmons


Victoria Follette


Jodi Herzik


Matt Leone


Melanie Minarik


Jill Wallace

Purpose:  Monitor, conduct studies, and make recommendations on a wide range of issues that affect the quality of campus life, such as work environment, campus safety, and food service.

Standing Charges
1.  Present a written report to the Faculty Senate, as scheduled with the Executive Board, regarding (a) actions on the committee’s charges; (b) a review of committee charges over the prior three years, and the implementation of past committee recommendations approved by the Senate; and (c) recommendations on the future status, organization, and charges of the committee. Provide a brief monthly oral summary of activities to the Senate through the Senate Liaison.
(a)  This report, in its entirety is a report on the committee’s actions during the 2008-09 year.

(b)  Due to the fact that the Committee was not able to procure a list of the exact requests for action that were forwarded to the President’s Office, the committee did not review the charges of the prior three years regarding implementation.  In reviewing the committee’s previous activities it was found that there was, however, a report forwarded to the Executive Committee of the Senate in May of 2008 that never got presented to the Senate.  This report was in response to Charge 5 from 2007-08, to “Continue to follow-up on implementation of policies, procedures and actions outlined in the year-end report of the 2006-07 Campus Affairs Committee.” A copy of that report is attached in Appendix A.

Additionally, the Charge 1 from 2007-08 regarding surveying emeritus faculty to determine the understanding by this group of the availability of benefits and the extent to which the benefits are utilized was not finished until this year.  The summary of this survey and recommendations appear in Appendix B.
Recommendations from that report are the following:  
· The Emeriti Faculty reception in the fall should be continued, with dates chosen and announced early. UNR should consider expanding this into a weekend activity, or scheduling it in conjunction with another major UNR event, e.g. Homecoming, to make it more attractive to emeriti living out of state.

· In order to increase emeriti participation in campus activities either free or discounted parking should be provided for emeritus faculty.

· UNR should issue a distinctive ID card to emeriti, something that recognizes their contributions and that is coded so as to automatically link to emeriti discounts.

· Computer Den discounts for emeriti should be available over the internet as well as in person.

· Mackay Stadium should be outfitted with hand rails (great for all our senior Wolfpack fans).

· Emeriti e-mail access needs to be stabilized. The current system where email access is dependent upon HR data eliminates emeriti faculty as they are no longer active in that system.  As a result they often lose access to e-mail and library privileges when those accounts are updated.

· Some person or some office should be charged with maintaining a current directory of emeriti faculty and managing a website that lists current benefits and links to campus events, and that office should be able to answer questions about emeritus benefits.

· Emeriti faculty should be getting campus discounts and university-sponsored services that are available to regular faculty.

· Emeriti faculty should have the opportunity to form an association if they choose, with elected officers who could serve as an advisory board to the Faculty Senate Executive Committee.

(c)  Regarding the future status, organization, and charges of the Campus Affairs Committee we recommend the following:
We recommend further consideration of the 2008-09 Charge 7, that the committee consider the purposes of creating specialized centers, and make recommendations regarding a more flexible model of creating centers, with a probationary period, performance standards and a rigorous review process before the center becomes more permanent.
We recommend that the committee look into further monitoring of the campus morale, especially in light of recent financial problems that have impacted the campus.

Additionally, we recommend that the committee continue to monitor the status of recommendations made in the Morale Task Force 2005-06 Final Report.  
2.  Work with the Senate Manager to maintain committee documents using Sharepoint software.
Due to the way we divided the charges up and probably also to the disruptive nature of the school year because of the financial crisis we never really got into using Sharepoint.

3.  Upon request by the Executive Board, review any proposals affecting campus affairs, and report recommendations to the Executive Board within six weeks after receipt of any request for review.
Again, because of the disruptive nature of the school year due to the financial crisis we did the best we could and often communications both to and from the Executive Board were less than prompt since energies had to be focused elsewhere.

4.  Appoint a liaison from the committee to each of the following committees:  the Committee on the Status of Women; the Work and Family Task Force; the Gay, Lesbian, Bisexual, and Transgender Advocacy Committee; the Multiethnic Coalition; the Intercultural Collaborative; and the University Disabilities Resource Coalition. Facilitate communication, as appropriate, between these committees and the Faculty Senate.

The following were the designated individuals who served as required on the above committees:

Committee on the Status of Women – Melanie Minarik

The Work and Family Task Force – Matt Leone

The Gay, Lesbian, Bisexual, and Transgender Advocacy Committee – Jodi Herzik and Victoria Follette

The Multiethnic Coalition – Mariah Evans

The Intercultural Collaborative – Jim Fitzsimmons

The University Disabilities Resource Coalition – Jill Wallace

Additional Charges
5.  Consider changes in university policy that could reduce the carbon footprint of the university, make it a leader in developing and promoting green policies and research, and reduce its energy expenditures.  Consider other ongoing efforts on campus. 

In September our committee heard that another campus committee was investigating roughly the same issues so Jodi Herzik volunteered to investigate this.  Jodi found that the Sustainability Committee was working on a plan to make the campus “greener” and more environmentally friendly.  Their activities are reported in the President’s Climate Commitment Report which appears in Appendix C of this document.  This report summarizes current sustainability measures in effect on campus.  Further the report addresses how the University can implement change and achieve “buy-in” from the campus community by summarizing current efforts and future goals in each of the following areas: campus culture, food services, purchasing, recycling, and energy/water usage. 
6.  What has been accomplished, and what still needs to be done, to improve the incentive for and recognition of university service?

The subcommittee that was working on this charge was waiting for feedback regarding the Request for Action that resulted from last year’s committee report and recommendations to the Senate regarding the importance of service which was forwarded to the President’s Office on Dec. 15, 2008.  As of April 17, 2009 the Senate Office had not heard back from the President’s Office as a result action on this charge has been delayed.

7.  Consider the purposes of creating specialized centers, and make recommendations regarding a more flexible model of creating centers, with a probationary period, performance standards and a rigorous review process before the center becomes more permanent. 

Due the financial crisis facing the State and the University it was decided to defer this charge for future action since it was reasoned that creating specialized centers would take either new financial resources or significant reallocation of existing resources which was not likely to happen in the immediate future. 

8.  Research the policies of peer and aspirant universities regarding spousal hiring, and make recommendations. 

A subcommittee composed of Jill Wallace, matt Leone and Grant Stitt Located a list of spousal hiring policy websites from 59 major universities.  Upon reviewing these polices the subcommittee forwarded the following recommendations based upon what seem to be best practices across the reviewed policies.

        Recommendations:

1. We recommend that UNR develop a specific policy governing “non-competitive hiring” under which spousal/partner hires are legitimized. An example and possible model is the following:

“The requirement for a search will be waived in those cases where the hire of the spouse or partner had been included in the offer, contract, or retention agreement with the spouse/partner.  Approval of the spousal/partner hire must be obtained from the President or Provost prior to this condition being added to the spouse/partner’s offer or contract or specified in a retention agreement.  Procedure:  Documentation for a non-competitive hire of a spouse or partner must contain a copy of the spouse’s or partner’s offer, contract, or retention agreement specifying the hire of the spouse/partner.”  [from the University of Arizona.]

2. We recommend that the [appropriate unit] of the University develop a specific policy governing “non-competitive hiring” under which spousal/partner hires are legitimized. An example and possible model for a UNR Spousal/Partner Hiring Policy is the “Dual-Career Guidelines for the University of Rhode Island which appears in Appendix E of “Dual-Career Academic Couples – What Universities Need to Know,” published by the Michelle R. Clayman Institute for Gender Research, Stanford University. (See attached)

3. We recommend, once a spousal/partner hiring policy is developed, that a checklist of appropriate steps involved in the spousal/partner hiring process is created and made available on an appropriate website. An example of a checklist is that provided by the University of Wisconsin Faculty Strategic Hiring Initiative.  (see attached)

Appendix A

Faculty Senate

Campus Affairs Committee

2007-08 Year-End Report for Charge 5

Submitted by:  B. Grant Stitt, Chair

May 7, 2008

Charge 5

Continue to follow-up on implementation of policies, procedures and actions outlined in the year-end report of the 2006-07 Campus Affairs Committee.

The Spring 2007 report of the Campus Affairs Committee points out the need to follow-up on implementation of policies, procedures, and actions taken to achieve the recommendations made by the Morale Task Force in Spring 2006.

In Spring 2006, the Morale Task Force made recommendations in nine areas:  

1.  Ombudsman

2.  Annual Evaluations for Top Administrators  

3.  Strategic Planning

4.  Management Training for Administrators  

5.  Communications 

6.  Merit Pay 

7.  Service and Rotating Chairs 

8.  Joint and Split Appointments  

9.  Administrative Faculty Evaluations

The committee’s knowledge of the status of the Morale Task Force recommendations is as follows.

1. Ombudsman 

Dr. Pamela Haney has served in this 0.5-FTE position, since it was created last spring.  She recently provided a comprehensive annual report (for 2007) to the Faculty Senate.  In 2007, she provided assistance to 37 visitors.  Some of the visitors that were helped used the office as first step because they wanted to avoid filing a grievance.  Correctly, the committee does not know the details of the issues she has tackled, in accord with Dr. Haney maintaining complete confidentiality regarding her interactions.  However, committee members have only heard positive anecdotal comments about her effectiveness, and Dr. Haney has provided a breakdown of visitor issues and cases, and a summary of issues and recommendations.  Her recommendations are thoughtful and should be promoted by the Faculty Senate.  Moreover, Dr. Haney has developed an informative web site and a nice brochure, and the number of people coming to see her is increasing.  To keep up with demand, the Ombudsman position should be increased to 1.0 FTE.  Also, relocation of the Ombudsman’s office should be considered: there are safety concerns regarding the current isolated location, and a larger office is needed to handle groups of visitors. 

2. Annual Evaluations for Top Administrators 
As of Spring 2008, no systematic 360-degree annual evaluation process has been initiated for the evaluation of all top level administrators.  

Committee members discussed the development of annual evaluations for administrators with Interim Provost Jannet Vreeland in October 2007.  She mentioned President Glick’s interest in obtain faculty feedback for the annual evaluations.  Dr. Vreeland shared her experience of delivering the evaluations of Joe Crowley and Dave Westfall when she was Faculty Senate Chair in 1999-2000.  She found that the computer survey that was done did not generate many responses (e.g., only 49 out of 2000).  Also the responses were highly polarized, and included mean, vicious comments that were destructive.  The Faculty Senate also interviewed subordinates, and she feels that provided much better information.  She acknowledged that the effectiveness of web-based surveys has likely increased since then, as the high response rate to last year’s campus survey for Accreditation indicates.  She agrees that it is reasonable to give them another try.  She also feels it is important to target and remind the populations that need to provide feedback.  Finally, Dr. Vreeland suggested that College Personnel Committees organize the evaluation of Deans, with support from the Faculty Senate and the Administration.  

3. Strategic Planning  -  

The recommendation to abolish the UPC has been followed.  President Glick’s repeated comment, that the best strategic plans are those that can be written on 3”x4” cards, has broad approval.  The President interacted well with a wide variety of stakeholders in making difficult decisions on this year’s budget cuts.

4. Management Training for Administrators  
Committee members discussed the progress on developing management training for administrators with Interim Provost Jannet Vreeland in October 2007.  Dr. Vreeland said that nothing had been done in that regard because of shortage of time and personnel in the Provost’s office, at the time in the midst of a search for a non-interim Provost.  

5. Communications  
Committee members requested the posting online of ALC meeting minutes to Interim Provost Jannet Vreeland in October 2007.  She responded that she would work on that.  As of May 7, 2008, the ALC Meeting Notes of ALC meetings through March 11, 2008 had been posted at http://www.unr.edu/provost/alc_notes/alcnotes.html.  The Meeting Notes of the March 25, April 8, and May 6 meetings had not yet been posted. 
6. Merit Pay  
The committee reiterates the faculty senate task force recommendation, supported by President Glick, that no one be excluded from merit, except because of promotion.  The committee is not aware of issues in this regard for state-funded faculty.  The committee does not know the extent to which merit is not being provided to grant-funded faculty.  This issue could be addressed by the Faculty Senate Task Force on Non-Traditional Faculty.

7. Service and Rotating Chairs
Dr. Dana Edberg has chaired a campus-wide Chairs Task Force on department chair issues.  The issue of the undervaluing of service was addressed in a special report by the Campus Affairs Committee to the Faculty Senate, which unanimously accepted its recommendations.

8. Joint and Split Appointments
President Glick has recommended a Memorandum of Understanding (MOU) for all joint appointments.  However, the committee does not know if any such MOUs have been established.

9. Administrative Faculty Evaluations
The work of the Administrative Faculty Evaluation Task Force has led to a revision of the administrative faculty evaluation process.  Apparently, implementation of the new process is proceeding smoothly.  It will be used for evaluations of 2008 faculty performance.  The committee hopes by 2009 to have an indication of the relative success of the new process compared with the previous one.
Recommendations

The following are recommendations that the committee makes regarding each of the areas delineated in the Morale Task Force recommendations.

1. Ombudsman – The recommendations in the annual report by Dr. Pamela Haney should be promoted by the Faculty Senate.  The Faculty Senate should post the Ombudsman's 2007 Annual Report on its website and create a link to the Ombudsman's web site.  In order that the Office of the University Ombudsman be able to keep up with growing demand, the Faculty Senate should support, as a University priority, an increase in the Ombudsman position to 1.0 FTE, and relocation of the Ombudsman’s office.  The Senate should actively monitor the progress of this Office to ensure it develops to its full potential.

2. Annual Evaluations for Top Administrators – The committee concurs with the Morale Task Force recommendation regarding the vital need for 360-degree evaluations and recommends that the Senate continue to push for this to begin at the earliest practicable time.  Perhaps the Senate could request the Provost or President to create a committee to oversee the implementation of annual evaluations for top administrators and a representative or representatives of the Campus Affairs Committee could be members of this committee.

3. Strategic Planning – The committee concurs with President Glick that strategic planning should be minimized but none the less carried out on a regular basis as dictated by the Board of Regents.  The committee believes such planning is critical to the growth and improvement of the University, but must be done in the context of realistic projections for future resources.  Only in this way can the process attain a level of credibility that allows it to be taken seriously.  Further, strategic plans must result in timely feedback from appropriate levels of the higher administration.

4. Management Training for Administrators – The committee stands behind the recommendation of the Morale Task Force: “To help administrators develop the skills to resolve conflicts and deal effectively with complex personnel problems, we recommended management training programs for all those who supervise personnel in the university.”  The President supports this as well.  The Senate should continue to insist that this begin at the earliest feasible time.  Given the current budget difficulties, it would be reasonable to utilize in-house training resources to the extent possible.

5. Communications – The committee recommends that those in all levels of administration, from the President to department chairs, be encouraged to communicate freely and often to all those they supervise.  Further, the President, Provost, Vice-Presidents and Deans are encouraged to schedule regular meetings with faculty groups to hear concerns and generate dialog on all matters.  Likewise, the Senate Executive Committee and all members of the Senate are encouraged to communicate regularly with their constituents.  Finally, the Faculty Senate website should contain a link to the Meeting Summaries of the Academic Leadership Council (ALC Meeting Notes) at http://www.unr.edu/provost/alc_notes/alcnotes.html.  
6. Merit Pay – The committee reiterates the faculty senate task force recommendation that no one be excluded from merit, except because of promotion.  This includes faculty whose salaries are not paid by state funds.  Corporate, government, and other sponsors rely on UNR to set appropriate remuneration levels (Base Salaries) for its employees.  All faculty, regardless of their source of funding, should be evaluated each year through the same process as others in their unit, and be "awarded" the appropriate (consistent) Merit Increase adjustment to their Base Salary.  The University should make sure that non-state-funded faculty being treated like state-funded faculty, in this regard.  The University should warn non-state-funded faculty that it is their responsibility to find the funds to cover salary increases, or their percent FTE will need to be decreased, since their Contract Amount equals their Base Salary multiplied by their percent FTE.  To facilitate paying for increases in salaries, OSPA should check that multi-year grant budgets assume a COLA+merit increase of, e.g., 4% per year to faculty Base Salaries.  This policy should be posted on the OSPA web site, to help Principal Investigators explain, e.g., in Budget Explanations to agencies, the basis for annual increases in Base Salaries in their budgets.  Note that this would not require that more funds be requested for salaries each year (although that would be an option).  If the annual funding were constant, then the % of FTE would be reduced each year.
7. Service and Rotating Chairs – The recommendations of the Chairs Task Force and of the Subcommittee on Service of the Campus Affairs Committee should be broadly discussed and implemented as appropriate.

8. Joint and Split Appointments – The committee concurs with the Morale Task Force and President Glick that guidelines must be established for managing and evaluating joint appointments and recommends a Memorandum of Understanding (MOU) for all joint appointments.  The committee is not aware of this recommendation having been achieved.  The Senate must further monitor this situation and encourage action as soon as possible.
9. Administrative Faculty Evaluations – The committee recommends that the faculty senate monitor the implementation of the new administrative faculty evaluation process and attempt to determine if previous problems have been alleviated.  
Appendix B
Report of the Campus Affairs Committee on Benefits for Emeriti Faculty.

Donnelyn Curtis, Mariah Evans (Chair), and Judith Sugar
Part 1. Introduction

Purpose: The Faculty Senate charged the Campus Affairs  Committee with conducting a survey of emeritus faculty to determine the understanding by this group of the availability of benefits and the extent to which the benefits are utilized. Because of the looming importance of retirement to current faculty members as well, we extended this charge to also soliciting the advice of the emeriti faculty for those approaching retirement.

Highlights: In general, the emeriti faculty appear to be well informed about some benefits, but not others. We included open ended questions in which the emeriti faculty had the opportunity to voice their concerns about access, and it is noteworthy that a dominant theme was parking and the difficulty of getting around on campus as personal energy levels and physical capacities decline. emeriti were mostly keen to remain involved with UNR. For example, an astonishing 63% would like to serve on committees and advisory boards for Faculty Senate, the university, their college, or their department.

Procedure: We began the project with qualitative interviews with emeriti and near-retirement faculty, and by obtaining lists of benefits and contact information for emeriti. We drew these elements together into a first draft survey which was then discussed by the CAC, and revised in light of those discussions. The survey was implemented as an electronic survey on the Survey Monkey site, although UNR now supports a survey tool “Check box” so implementing the survey as a Check box” survey when time comes to replicate it would probably be preferable. We sampled 100 names from the emeriti faculty list, and received 53 responses, for a response rate of 53%. That is an acceptable response rate in these days (general population response rates to university-based mail surveys get about 10% to 25%), especially as some still on the list are probably dead and some others will be at a life stage where these matters are no longer of much interest. The paper version of the questionnaire is given in Appendix A and details on sampling and fieldwork are in Appendix B.

Part 2. Results of the survey

Awareness of benefits: Some benefits have a high profile with the emeriti and others do not. UNR has done a good job of making emeriti aware of library and email related benefits, but not others. More specifically, a solid majority (62%) are aware of library privileges giving them access to electronic sources (Table 1a). Even more, 75%, are aware of their library privileges for circulation and 71% are aware that their benefits include a university email account. The grant-in-aid for tuition benefit has less visibility, with only 48% being aware of it. Software discounts at the Computer Den are even less well known with only 27% aware of them. Strikingly, given the level of concern about parking, only 25% are aware of the free Green Zone parking permit, although even among those who are aware, access remains an issue, because of the distances involved, as several respondents pointed out. The least visible benefit for the emeriti is the Lombardi recreation pass – only 21% were aware of it. 

[Table 1 about here]

Accessing benefits: In terms of access to the benefits, a substantial majority, 69% reported no difficulty in receiving these benefits (Table 2a). 

[Table 2a about here]

The less fortunate 31% who experienced a difficulty reported a variety of problems. Getting their email cut off was an unhappy experience reported by several,  parking issues are prominent, and several report problems getting or using electronic library services. Several emeriti faculty called me to say that they were out of state, so most of the benefits didn't apply to them. In detail, the problems emeriti encountered were (Table 2b):

[Table 2b about here]

Other desired benefits?  We followed these questions up with a question on additional benefits: "Are there other benefits UNR doesn't offer you now which you think should be available to emeriti?" 68% said "no", suggesting that they are largely content with the benefits on offer (Table 3a), and the other 32% had a variety of suggestions.

[Table 3a about here]

Here again, physical access to the university – especially via parking – is a prominent theme. Several mentioned discounts to university events, expanded opportunities for engagement with the university, and university news as desirable additional benefits. It occurs to us that offering the Computer Den emeriti discounts on-line as well as in person and early-purchase season tickets to Wolfpack games (as are available to current faculty)  might be helpful here, at not much cost to the university. The issues of service to the university are well worth considering, and are taken up in more detail below.

[Table 3b about here]

ID and identity: In terms of organizing access, and making benefits automatically available, it was deemed useful to know what kinds of university identification the emeriti have (and know they have), so we asked about the Wolfcard and the UNR NetID. Only about one quarter of UNR emeriti faculty have a Wolfcard, and just over half have a NetID  (Table 4). It is worth considering whether presentation of a distinctive Wolfcard to emeriti might serve both as a form of recognition  (it could have a nice appreciative slogan on it) and as a way of ensuring that benefits such as discounts are delivered automatically even if the emeriti faculty members are not certain about them and are shy of asking on site.

[Table 4 about here]

Importance of benefits: As well as discovering which benefits emeriti faculty are aware of and how accessible they have found the benefits, it is also useful to know how important these different benefits are to emeriti. Accordingly, we asked respondents to rate the importance of the benefits on a 1- to 5- point scale, with 1 being the lowest importance and 5 being the highest importance. The items of the highest importance to the greatest number were circulation library privileges, electronic library privileges, and the university email account. More than half of the respondents gave each of these items the highest importance rating (Table 5). The free "Green" parking permit was also seen as important by a large portion of respondents: Fewer gave it the highest rating (36%), but many also gave it the second highest rating (43%), so 79% rated the parking permit as quite high in importance. Other benefits were highly relevant to some subgroups, but not others. Thus, 24% rated grants-in-aid for tuition in the top importance category, 15% rated the software discounts that high, and 10% gave the Lombardi recreation pass the highest importance rating. 

[Table 5 about here]

Although the benefits vary in importance to emeriti, all of those listed have substantial user groups who regard them highly. Some are more specialized (software discounts, tuition grants-in-aid, and the recreation pass) than others, but none of them is a "paper benefit" unused and unappreciated.

Importance of email: As noted above, having a UNR email account is among the benefits respondents perceive as having the greatest importance. Probing further into this topic, the survey asked respondents how often they use email (with "never" being one of the options). The survey's respondents are avid users of email, with 89% reporting that they use it "very often" and just 4% reporting that they never use email (Table 6). This could be an overestimate for emeriti altogether, because, this being an internet-based survey, it could be somewhat biased towards more computer-oriented emeriti, as noted in the technical appendix. Nonetheless, it can be taken as an indication of strong current use and it is likely to increase in the future.

[Table 6]

Email for information dissemination? The survey followed up this general question on email use with a question about whether respondents would find useful a selective "opt-in" system. The question reads "A new system is being set up at the university that would allow you to opt in to receive email messages of certain types or from different offices and groups on campus. Would this be useful to you?"  emeriti tended to be neutral or positive about this (Table 7). The modal response to the question was "not sure or mixed feelings" which was chosen by 42%, and 46% chose either a mildly positive response ("Yes") or a strongly positive response ("Yes!!"). The remaining 12% chose a mildly or strongly negative response.

[Table 7a about here]

The question solicited suggestions for helping emeriti keep up with campus news and events. The suggestions they volunteered are shown in Table 7b. Many of the suggestions seem a close match to the "opt-in" feature asked about in the previous section, although a number of them might be equally well served by concise, easy-to-locate postings on the UNR website. Even in this context, parking was mentioned!

[Table 7b about here]

Campus directory: As part of our series of questions on contact-related information, we asked: “Are you listed in the UNR Campus Directory?” and provided the URL so they could check, but prior survey experience suggests that few will use such information unless they perceive it as very important to the survey. The modal response was “Not sure” (55%). Of those who felt that they knew, more answered “Yes” (29%) than “No” 16%.

Table 8 about here

Of those who were listed, more than half (53%) said that the contact information listed for them in the directory is not what they would like (Table 9a). In the “free response” follow-up, several respondents mentioned that they would like to be able to include their email addresses, and several mentioned the difficulty of making changes to directory entries. The latter ought not to be too difficult to fix, and the inclusion of email addresses (on an opt-in basis, perhaps) would also be a desirable feature in light of the importance of email to emeriti (noted above in Table 6).

[Table 9a about here]

An emeriti website? Continuing the series of questions about web-based communications and engagement, we asked, “Do you think you would make use of an Emeriti Faculty website?” Here again, the modal response was “Not sure” which was chosen by 53% (Table 10a). Probably the uncertainty reflects the importance of what the site is like in practice. Of those who had a clear view about using the site, more thought they would (33%) than thought they would not (14%). 

[Table 10a about here]

Envisioning the website: In a free-response follow-up we asked emeriti what they would like to see on the site. Several suggested that this would be a good way to communicate news of particular interest to emeriti (Table 10b). One respondent who called me mentioned that having the information on events here would make it easier to find and remember than in the email. Others mentioned this as an appropriate place for news about other emeriti. Links connecting the emeriti page to other UNR sites responsible for different benefits were also mentioned as a useful potential component of this page. 

[Table 10b about here]

Connections to the university and emeriti social networks: Next, pursuing the issue of connections, the survey asked about whether emeriti had attended the fall reception for emeriti faculty. Only 31% had done so (Table 11), although several emeriti who called mentioned that they had found this a wonderful occasion. In a follow-up question about whether they would like to attend a future reception, many more, 50% said that they would be interested and another 26% were unsure, leaving only 24% who have no interest in attending a future reception. Thus, the reception seems like a successful event already, and one with the potential to be come more successful.

[Table 11 about here]

Continuing the theme of emeriti networks, the survey asked respondents whether they thought there should be an emeriti faculty association. A majority, 54% were unsure, 30% thought there should be such an association, and 16% thought there should not be an emeriti faculty association (Table 11, above). One emeritus who called mentioned that he felt closer to colleagues in his department and college than to emeriti from other departments. The level of uncertainty here seems likely to reflect uncertainty about what such an association would be like.

Role of an Emeriti Faculty Association: The survey went on to ask about the preferred foci for an emeriti faculty association. All three activities listed drew a moderately enthusiastic response: 56% advocated such an association “organizing and sponsoring academic and cultural events”;  52% felt that “advocacy” would be an appropriate focus for such an association; and 51% said that it should focus social interactions (Table 12a). (These are the combined percentages for those strongly endorsing an item by answering “Yes!!” and those mildly endorsing it by answering “Yes”.)  After going through these questions, 41% felt they would want to be actively involved in such an association, 45% felt they were unsure or had mixed feelings, and 14% said that they would not want to be involved.

[Table 12 a about here]

The free-response follow-up opportunity elicited a wide range of suggestions, many of which concerned facilitating networking, provision of benefit-related information, and advocacy (Table 12b).

More on engagement with UNR:  The survey then offered respondents a checklist of ways in which they might like to maintain or extend their contact with UNR after retirement (Table 13a). The most widely chosen items were “interactions with faculty in general” (chosen by 65%) and “interactions with other emeriti faculty” (chosen by 63%). An impressive 63% said they would like to participate in departmental, college-level, university-level, or Faculty Senate committees or advisory boards. advisory boards. A variety of other relationships were also endorsed, although their appeal was less broad. 39% mentioned being willing to give guest lectures. 37% checked “interactions with undergraduates” and the same number checked “ interactions with graduate students”.  A smaller, but still substantial number would like to continue conducting research (23%). 16% would like to develop “interactions with junior faculty” in particular, and 12% say they would be prepared to help with fundraising. 

[Table 13a about here]

In the free-response follow-up, an idea that might be worth pursuing was that of UNR-led educational holidays [Table 13b].

The survey then followed up with a free-response question, “Based on your answer to the previous question, how could the university facilitate your participation in any of these endeavors? (Please specify).”  Nearly all the responses involved information dissemination (Table 14). The suitability of daytime (rather than nighttime) activities was mentioned in a free response and also in one of the phone calls I received. Parking was also mentioned on the phone.

[Table 14 about here]

Hoping to gain insights helpful to future UNR retirees, the survey proceeded to ask, “Given your experience of your own retirement what advice do you have for faculty who are preparing for retirement? (Please specify).” This was a free-response question to which emeriti generously provided thoughtful and detailed replies.  Most of them emphasize the importance (and hint at the difficulty) of having a good grasp of one’s financial situation after retirement [Table 15]. One mentioned how helpful a retirement seminar put on by CABNR had been. Issues mentioned in phone calls included the problem of “too much irrelevant information”, i.e. that it is efficient from the information provider’s point of view to put information pertaining to a wide variety of plans and a wide variety of diverse personal situations in one place, but that is bewildering, annoying, and time consuming from the standpoint of the individual near-retiree.

[Table 15 about here]

We then asked some demographic questions which are not of substantial interest in this benchmark survey, but will be useful as control variables for changing social composition when replicating this survey in the future.

We concluded the survey by asking emeriti if there was anything they wanted to add. Once again, their responses demonstrate the goodwill of this group towards UNR, their enthusiasm for being included, and their generosity in sharing their experiences.(Table 16).

[Table 16 about here]

Recommendations

Based on the responses discussed above, we would like to make several recommendations to the Faculty Senate.

· The Emeriti Faculty reception in the fall should be continued, with dates chosen and announced early. UNR should consider expanding this into a weekend activity, or scheduling it in conjunction with another major UNR event, e.g. Homecoming, to make it more attractive to emeriti living out of state.

· In order to increase emeriti participation in campus activities either free or discounted parking should be provided for emeritus faculty.

· UNR should issue a distinctive ID card to emeriti, something that recognizes their contributions and that is coded so as to automatically link to emeriti discounts.

· Computer Den discounts for emeriti should be available over the internet as well as in person.

· Mackay Stadium should be outfitted with hand rails (great for all our senior Wolfpack fans).

· Emeriti e-mail access needs to be stabilized. Not being in the HR 

· database means that they sometimes lose access to e-mail and library privileges when those accounts are updated.

· Some person or some office should be charged with maintaining a current directory of emeriti faculty and managing a website that lists current benefits and links to campus events, and that office should be able to answer questions about emeritus benefits.

· Emeriti faculty should be getting campus discounts and university-sponsored services that are available to regular faculty.

· Emeriti faculty should have the opportunity to form an association if they choose, with elected officers who could serve as an advisory board to the Faculty Senate Executive Committee.

Tables

Table 1. Awareness of emeriti benefits as shown in answers to Question 1 of the survey.
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Table 2a. How many have had difficulties in receiving benefits? Percentage distribution for question 2 of the survey.
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Table 2b. Narratives of difficulties (responses to “If ‘yes, please explain” in question 2 above). Italicized headings added by the report’s authors.

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

Q2 – Have you had difficulties receiving any of these (mentioned in prev. question) benefits? 

Information Technology
Minor - My University e-mail account has "sunseted" several times requiring me to contact IT about reinstating my access.

e-mail account periodically gets cut off and I have to go get it reinstated.

My home computer was to be set up by a UNR tech. so that I would receive info.  No contact was made after I requested the service.

Tried several times to get help connecting to library journals on-line.  Can still use assistance.

Tried to use medical library electronically and was refused.

I did have difficulty with my e-mail since it was self-cancelling about every six months. I believe the problem has been solved.

When I first retired, I was denied access to the library's electronic resources.  When the ten-year card I received at that time expires, we'll see what happens.

There was a "glitch" in terms of my status (file) having to be renewed each year.  It was resolved by the Vice Pres. office.  No problem, services are great, the people very considerate and attentive.

Parking Issues
Too many parking issues associated with visiting campus!

At the parking information kiosk I was told that as an emeriti faculty, I had to pay for parking in the parking garage. I was not told about free green zone parking. I know I would go to campus more if parking wasn't so problematic.

Wish I would have been aware of the free green zone parking. I just paid for it for 2008-2009.

There has been some difficulty in the past with getting a parking permit.  Because I had worked with continuing education, stepping in for an instructor who could not continue, Human Resources insisted on identifying me as an LOA.  Thanks to Kerri Garcia, the matter was finally cleared up this year.

Library Issues
It took me a while to reestablish my library services

Tuition Waiver
Last year I tried to find out about signing up tuition free for classes, both by age and by emeriti status, and met with "we don't know about that" at very turn. Who's in charge ?

Out of State
I live out-of state!

Table 3a. Anything missing? Frequency distribution of answers to question 3 of the survey.
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Table 3b. Volunteered verbatim answers to the “If ‘yes’ please specify” portion of question 3 of the survey (above).

Q3 - Are there other benefits UNR doesn't offer you now which you think should be available to emeriti?

Parking
Again, Minor - While I'm aware that we get complimentary green parking permits, I am still doing all of my teaching (on an LOA) and have half an office and due to some health problems need to park near the building where the office is located which requires a silver permit.  It would be nice if the University could credit me with the value of the green permit so I need only pay the difference between green and silver.

No.  Not aware of the parking.  Have paid the faculty rate (last three years) for Lombardi.  Again, UNR is very considerate.  Thanks again.

Free parking in any parking area at the University.

Closer parking

More accessible parking

Information
Ability to continue PEBP health insurance without requiring continuation maintenance of UCCSN retirement plans

Some news about what is happening on campus-- well, beyond athletics,

I can't really answer this question on a "Yes" or "No" basis.  I have no idea about what might be available in these perilous, tight-budget times.

Services
An office available to emeriti for copying, printing, faxing, and other activities on a first come, first serve basis.

Could emeriti have access to services at the UNR medical school?

Discounts
Discount at ASUN Bookstore; discount at the various food venues throughout the campus, especially the Dining Commons; if regular faculty get fee waiver/discount for dependents through Residential Life and Housing then so should Emeritus, but I'm not sure they actually do, so this might be a mute point

>Are there significant discounts to campus events with admission charges, like the PAS?   It can be a good hike with an armload of books. Some token $ for professional travel would be a nice idea for those of us who remain active.

Tuition breaks for grandchildren

Socializing
More opportunities to get together on campus.  A Faculty Club in name even if no specific space available to meet. A liaison/representative position with the Faculty Senate.

Tickets to Sports Events
It would be nice if emeriti could get some football and basketball tickets etc at a decent rate.

Disability Services
>How does the campus accommodate seniors with accumulating disabilities re parking for events or such things as library access?

Want to be Helpful
Well...probably just some kind of recognition, acknowledgement, or something.  And I don't mean awards or anything like that.  But some emeriti faculty would like to be accessed to help current students or faculty or others.

Table 4. Which forms of UNR ID do emeriti have? Frequency distributions of answers to question 4 of the survey.

[image: image4.png]4. Do you have....

Do you have a Wolfcard?

Do you have a UNR NetID?

No

71.4% (35)

38.8% (19,

)

Yes

24.5% (12)

51.0% (25)

Not sure

4.1% (2)

10.2% (5)

answered question

skipped question

Response
Count

49

49

49




Table 5. Importance of benefits to emeriti as shown by their importance ratings of each benefit on a scale of 1 to 5. Frequency distributions of answers to question 5 of the survey.
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Table 6. Usage of email by emeriti. Frequency distribution of answers to question 6 of the survey.
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Table 7a. Emeriti faculty views on an opt-in system for receiving information by email. Frequency distribution of answers to question 7 of the survey.
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Table 7b. Volunteered verbatim answers to the “Do you have any suggestions for helping emeriti keep up with campus news and events” portion of question 7 of the survey (above).

Q7b – Do you have any suggestions for helping emeriti keep up with campus news and events?

Email
[more] An option to sign up to receive Faculty Senate minutes & the latest Nevada News as web links. E-mail invitations to all campus Faculty gatherings with an e-mail address for RSVP-ing.

[more] A concise monthly newsletter, either E-Mail or surface mail. Keep it short and concise.

[more] It might be good to get either email information and/or regular mail information about campus news and events.

[more] Have a procedure to get emeriti on the email mailing list for Campus Announcements, from Pres Glick, Ron Zurek, etc.

[less] The option to select types of email to avoid full inbox

Communication / Information
Have a procedure to get emeriti on the email mailing list for Campus Announcements, from Pres Glick, Ron Zurek, etc.

Some listing of academic events, talks, etc would be helpful.

It might be good to get either email information and/or regular mail information about campus news and events.

more communication

Current on my "Med" site updates and UNR home WEB site seems to offer good updates.

A concise monthly newsletter, either E-Mail or surface mail. Keep it short and concise.

An option to sign up to receive Faculty Senate minutes & the latest Nevada News as web links. E-mail invitations to all campus Faculty gatherings with an e-mail address for RSVP-ing.

Parking
Better parking access.

Out of State
I am in Franklin, MA.

Table 8. Contact information. Emeriti perceptions of whether or not they are listed in the directory. Frequency distribution on question 8 of the survey.
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Table 9. Contact information -- Is the directory contact information what emeriti want it to be? Frequency distribution on question 9 of the survey.
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Table 10a. Would emeriti expect to make use of an emeriti faculty website? Frequency distribution on question 10 of the survey.
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Table 10b. . Volunteered verbatim answers to the “What would you like to see on such a website” portion of question 10 of the survey (above).

====================================================

Q10b What would you like to see on such a website?

Information
A list of any upcoming faculty events to which emeriti are invited.

News of retired faculty.

Information I can access, i.e., new electronic journals, or software that I can purchase at a discount.

As noted before a short, concise newsletter telling emeriti faculty what is happening of interest to them.

Probably a link off of the UNR main page with some of that info and things that pertain directly to emeriti such as how and where to get parking passes, Lombardi Rec card, library info, athletic event info, donor information and campus happenings.

Benefits Help/Info
A list of all emeriti benefits & how to obtain them. A list of all emeriti and their e-mail address if they have one. TIAA-CREF updates

explanation of benefits

A listing of available benefits and what is being done to improve those that exist, and what is being done to obtain more benefits.  I am active on campus in retirement and appreciate these emeriti benefits.

Table 11. More on contact. Emeriti reports of attending and desiring to attend the fall reception for emeriti faculty, and emeriti views on whether there should be an emeriti faculty association. Frequency distributions on items in question 11 of the survey.
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Table 12a. More on an Emeriti Faculty Association. Emeriti views on appropriate foci for such an association.  Frequency distributions on items in question 11 of the survey.
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Table 12b. . Volunteered verbatim answers to the “Is there something else such an association should do” portion of question 12 of the survey (above).

Q12b – Is there something else such an association should do?

Networking
make contact with other emeriti available for those interested (email or other ways). (Q12)

Help find useful outlets for intellectual interests off campus. (Q12)

Advocate for academicians who are interested in ongoing university involvement. (Q12)

I'm sure this would be valuable to those residing in Reno or nearby. (Q12)

Advocacy

lobby for handrails at Mackey Stadium for us "old Guys. (Q12)

Advocate for academicians who are interested in ongoing university involvement. (Q12)

advocate for higher education with legislators and the public. (Q12)

Advocacy re health and other retirement benefits is important.  The watchdog function is important. (Q12)

Support UUCSN in its research and teaching functions. (Q12)

Information/Communication
>I haven't attended emeriti receptions because the notice comes too late; I plan most of my travel well in advance. (Q12)

Make available a dialogue on the experiences of Emeritus faculty as they retired. How to interact with the system immediately prior to- and for the first year after retirement/emeritus status. Pitfalls. (Q12)

Positive Feedback
I think it is great to be able to attend emeriti functions and be able to see old friends and make new contacts.  I have really enjoyed being there. (Q12)

Out of State
I did not attend the Fall reception for Faculty Emeriti, nor am I able to be actively involved in an Emeriti Faculty Association because I am physically not in Reno or Northern Nevada. I am living out of state, with my elderly husband, who is the reason why I retired in the first place. Were it not for this, I would *love* to be involved--and I will when I am *free* to do someday. (Q12)

Other
Emeriti faculty should not be considered a separate group but rather should be included in all of the suggested activities.  Their knowledge and experience are valuable resources that should be used by the campus and their former departments. (Q12)

Table 13a. What kinds of UNR contact appeal to emeriti? Percentages saying they would like to maintain or cultivate each type of contact listed on items in question 13 of the survey.
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Table 13b. . Volunteered verbatim answers to the “Other (please specify)” portion of question 13 of the survey (above).

Q13b Other (please specify)

Membership in Lombardi Recreation Center. (Q13)

educational trips. (Q13)

Table 14. .Verbatim answers volunteered to the free-response question “Based on your answer to the previous question, how could the university help to facilitate your participation in any of these endeavors? (Please specify).”

Disseminate Information
Information sharing and having a sponsored group. (Q14)

Just keep me informed. I live near the campus, walk there nearly every day, but do not drive at night. (Q14)

Keep emeriti faculty informed. (Q14)

Regular contact, such as this, providing opportunities to be involved with the University. (Q14)

Keep us informed of activities, etc. (Q14)

More contact about events. (Q14)

make the opportunities known though the general announcements we receive by email.  Maybe an annual letter that outlines opportunities.  List be made available to various campus entities of those emeriti who would like to participate so they may contact them.

Let me know what's needed and how I might help. (Q14)

Disseminate Information – email specific
Timely notices on my e-mail account and/or written notices (like the invitation to the Fall emeriti reception). (Q14)

Keep in touch regularly by e-mail. Have the fall emeriti faculty reception in September, not August. (Q14)

I've done it by maintaining contacts within my old department, and I'm on its email list.  Wider email notifications, as for other events in my college, would be ok. (Q14)

Emailing or send notices of events or other opportunities.  Also, having the email account is extremely helpful. (Q14)

Volunteerism
Feel free to contact to serve on committees or advisory boards where I could help. (Q14)

Let me know what's needed and how I might help. (Q14)

Let me know what committees/boards I qualify for to be an active member. (Q14)

Provide a comprehensive list of opportunities and ask for volunteers. (Q14)

Out of State
I hope to return to Reno &, therefore, UNR some future day, at which time I expect to become actively involved. I firmly believe that retired professionals, including professors, have much to give & want to contribute. (Q14)

Table 15. .Verbatim answers volunteered to the free-response question “Given your experience to date with your own retirement, what advice do you have for faculty who are preparing for retirement? (Please specify).”

========================================================
Preparedness – Benefits / Retirement Plan
Advice on available benefits. (Q15)

It is an individual decision but it is critical to have a viable retirement plan. I have continued my research and writing almost as if I were still employed. The difference is that the deadlines are less sacred and violating them less onerous. (Q15)

Start early to figure out what benefits are available, since there is no "list" of them.  You will need to compile your own list of emeriti benefits, as I did.  Many of them turned out to be major projects. (Q15)

Maintain the health insurance. Find something else to occupy your time. (Q15)

Pay yourself with donations your TIAA/CREFF accounts (or IRA's).  Don't retire to early (although mine from UNR was due to a loss of grant funding). (Q15)

Spend lots of time trying to understand retirement benefits and how to attain them. I don't think the steps to retirement at this university are at all straight forward. Even though the university and TIAA offered many seminars and other info programs on retirement, most of the steps required to retire and access system insurance/retirement etc. requirements were about as clear as mud as I retired. Make sure to have one of the retirement income scenarios available free from TIAA/CREF. (Q15)

Be sure of your retirement benefits program. Plan to stay active, informed, and interested in what your College and the University are doing. (Q15)

TIAA/CREF is an outstanding program. (Q15)

Preparedness – Financial / Administrative
Have a clear understanding with Human Resources about your status.  In my case, I was not given credit for all of the years I taught, although this was later corrected. (Q15)

Negotiate your exit strategy before you leave. (Q15)

To plan accordingly with a financial advisor. (Q15)

Prepare early by determining the income you need and living on that amount before you retire.  Save the rest! (Q15)

Advance Planning.  Professional financial advice is very helpful.  Plan to maintain contacts and participate in a variety of activities. (Q15)

Start planning 5 years before you retire. (Q15)

Have a plan and clear interest before doing so. (Q15)

Get all the information you can before deciding on a retirement date. Set up ways to keep in touch with campus before you leave. It's not easy to pick up contacts later. (Q15)

Preparedness – Personal / Personal Enrichment
Learn to balance your time after retirement.  You will find you are busier then when you were working! (Q15)

Stay involved on campus!!  The University needs the energy and expertise of emeriti faculty.  Attend events, teach classes (even if the department can't afford to pay you), guest lecture, etc. (Q15)

Keep in touch with your friends and be available for gatherings put on by UNR. (Q15)

enjoy, teach once in awhile, write letters to the editor about higher ed and its need in Nevada. (Q15)

Think very very carefully about retiring, and look for alternatives to doing so. Take a year's unpaid leave to try it out first. (Q15)

My advice is to keep busy.  I've spent a good portion of my retirement volunteering work for the Nevada Agricultural Foundation specifically in the education and information area writing news releases, managing our Web site, serving on the Board of Directors and in similar functions.  The Foundation's primary purpose is to provide scholarships for Nevada High school grads who wish to study agriculture and associated curriculums at the college level.  The hope is to assist bright young Nevadans to pursue ag. careers and advance the sciences of food productions in the years ahead.  I volunteer service to my Lions Club and to my church.  Keep your hand in. (Q15)

Be sure to have hobbies or activities of interest. (Q15)

Make sure you have activities you love and will be devoted to in retirement. Retire while you are still healthy enough to enjoy it! (Q15)

Be careful what you ask for.  Retirement was not good for me.   Needed to keep bush (volunteering). (Q15)

Do not be surprised to discover to find you very quickly become completely be out of the loop re your former colleagues, and your department. (Q15)

get a life outside of your campus, professional career.  Look for new adventures, volunteer. (Q15)

Maintain a desk (or an office if space allows) on campus somewhere, so you can continue, or gradually wind down, your research interests. (Q15)

Keep active and, hopefully, involved with the University. (Q15)

Have interest and be involved in other subject matter outside of academia. (Q15)

Retirement Seminar
I attended a retirement exit seminar sponsored by the College of Ag in 1990. I found it informative and would suggest similar information forums, if not presently available. (Q15)

Table 16. Verbatim answers volunteered to the free-response question “Is there anything you would like to add? We'd love to hear about it. Please write it here.”

Information / Communication

After I retired, I wish that I had more of a briefing and explanation concerning the retirement program and health insurance. (Q21)
Finances
I retired after many years with the VA Medical Service at age 60 in 2003.  I retired from UNR in 2004 after working more or less full time as a fee-basis physician with the VA Medical Service.  This has been like obtaining an endowed chair for me.   I am continuing to lecture medical students and to sponsor a Biomedical Engineering  PhD student.  I continue to do research at UNR, at the VA, and do smaller amount of service with UNRSOM.  The residuals from my research grants pay most of my UNR and VA Research Service salaries  I also obtain income streams from lectures, outside professional activities, etc.  In short my income has remained about the same however I am not on-call.  It remains to be seen how long these arraingements will be sustainable. (Q21)

Keep socking the funds away in optional retirement accounts. They will come in handy. (Q21)

Being a child in the 30's during the Great Depression and understanding my parents struggle to even buy me a pair of shoes to start school in the Fall, I have been instilled with the difference between needs and wants.My father always talked of another depression coming as in 1873,1907 and 1929 and that it was best to never have debt and always have cash. With that mind set growing up, I and latter we, after marriage, never purchased anything that we could not pay for with cash. We have always paid cash for the used cars that we could afford. By saving and my interest in construction, we owned our first home free and clear at my of age 32. This was partly done by putting all of my wifes teaching salary towards our mortgage for the two years that she taught and my savings of four years in the Navy. The point that I am making out of this, is that my wife never had to work outside of the home and she could be with our children which is really the main function of a family. Your true rewards upon retirement are your children  not your retirements gold watch. With no debt, life becomes so much more enjoyable with less stress, little or no fear of loosing a job which allows one the freedom to be and speak himself. My advise while working: get out of debt and enjoy real contentment not the ephemeral toys and wants in life. I am always reminded that this can not be done today. I then get a pencil and start with the one, two, or even three automobiles and go down the list of wants not needs that have accumulated which could have all gone toward the shelter which is the genuine need. The inflation factor from 1945 to now is 10.4. That is how we compare oranges with oranges. (Q21)

Networking
My contemporaries are hard to find.  I don't mind being around young folks in their sisties, but... (Q21)

Heritage / Narrative
I am a life-time alumna member as is my husband.  My great-grandfather was on the original Board of Regents and I am fourth generation and our son is fifth generation to graduate from UNR. (Q21)  

Engagement / Events
My wife Tina and I just love the Emeriti Faculty Reception, outdoors in the Honor Court in August.  We look forward to it all year! (Q21)

I am glad to see the fall receptions are being held.  I think that in the summer, one of the Municipal Band concerts would also be an opportunity to invite emeriti and to encourage them to bring their families and friends.  These are great events and we need to make sure the University keeps sponsoring them....and add more.  There used to be 6 concerts and now there are only 2 (Reno Municipal Band that is). (Q21)

I really like the outreach of UNR to us Emeriti's.  It is great that you have invited us to the Meet and Greets and other social events such as the new student union (the Joe Crowley )  Please keep it going, because it means a lot to me and my wife  and to a lot of old friends.    Thank you. (Q21)

Positive Feedback
Thanks for including me. (Q21)

I appreciate the benefits and opportunities of emeriti faculty.  AND, I appreciate the fact that Faculty Senate is interested enough to do this survey. (Q21)

This survey is a great idea. Please follow up on the results. (Q21)

Too often retired faculty feel left out, and that the working University does not care about them. (Q21)

Thanks for taking this on!  I hope you are successful in making emeriti faculty lives more meaningful. (Q21)

I enjoy the University, and especially the new Knowledge Center. What a treasure! (Q21)

Glad to see the follow up for emeriti faculty. (Q21)

Thanks for doing this survey. (Q21)

I enjoy the Silver & Blue. Keep up the good work! (Q21)

Information Technology
Would love to have FULL electronic access to medical library with ability to get publications faxed or emailed to me. (Q21)

Involvement w/ UNR
UNR should consider offering older faculty some alternative other than full retirement. Perhaps a half-time position. UNR should also think of a way to use emeriti faculty, other than the present option of teaching one course on a Letter-of-Appoint. (Q21)

Spent two terms on Faculty Senate.   Great experience. (Q21)

I have long been an advocate for getting an emeriti faculty going - even before I retired.  UNR has such wonderful faculty and they should be cultivated after they retire (unless they don't want to).  So I look forward to being involved with getting a group going and keeping it going. (Q21)

Satisfied Retiree
I have loved almost every minute of my retirement. I continue to enjoy research and writing. I don't miss the petty politics of campus life. (Q21)

Preparedness – Benefits
The Tiaa/Cref retirement is worrisome.  I wish I had chosen. (Q21)

Appendix A: The questionnaire

UNR Emeriti Faculty Survey: 2008

Faculty Senate

Campus Affairs Subcommittee on Emeriti Faculty

Mariah Evans, Donnelyn Curtis, & Judith A. Sugar

Greetings! Because emeritus faculty are an important part of the UNR community, the Faculty Senate would like to ask you to answer some questions about benefits available to you, as well as your interest in continuing connections with UNR.


1.
Are you aware of each of these benefits for UNR Emeriti Faculty? 

	
	Benefits
	Not 
aware
	Not
sure
	Aware

	
	a. Free “Green” parking permit.........................
	
	
	

	
	b. Library privileges – circulation.....................
	
	
	

	
	c. Library privileges – access to electronic
resources........................................................
	
	
	

	
	d. University e-mail account.............................
	
	
	

	
	e. Lombardi Recreation pass*............................
	
	
	

	
	f. Grant-in-aid for tuition..................................
	
	
	

	
	g. Discounts on SOME software at the Computer Den....................................................
	
	
	

	
	* Currently available at faculty rates, will be available at student rates from fall 2008



2.
Have you had any difficulties in receiving any of these benefits?


 No
 Yes  ==> Please explain: 


3.
Are there other benefits UNR doesn’t offer you now which you think should be available to emeriti?    
 No
 Yes  ==> Please specify: 

4. Do you have a Wolfcard?        No
 Yes 
 Not sure what it is
5. Do you have a UNR netid?      No
 Yes 
 Not sure what it is
6.
 More on current benefits for emeriti faculty: Please rate their importance to you on a 1- to 5-point scale, with 5 being highest.

	Benefit
	Importance to you

	
	a. Free “Green” parking permit...................
	1   2   3   4   5 

	
	b. Library privileges – circulation...............
	1   2   3   4   5

	
	c. Library privileges – access to electronic
resources.................................................
	1   2   3   4   5

	
	d. University e-mail account........................
	1   2   3   4   5

	
	e. Lombardi Recreation pass........................
	1   2   3   4   5

	
	f. Grant-in-aid for tuition.............................
	1   2   3   4   5

	
	g. Discounts on SOME software at the Computer Den
	1   2   3   4   5


7. 
Do you use email ... Never    Sometimes   Fairly often   Very often
8. 
a. 
A new system is being set up at the university that would allow you to opt in to receive regular email messages of certain types or from different offices and groups on campus. Would this be useful to you?

 Yes!!      Yes      Not sure or mixed feelings     No     No!!

b.
Do you have any suggestions for helping emeriti keep up with campus news and events?

9.
a.
Are you listed in the online UNR Campus Directory (http://www.cis.unr.edu/CampusDirectory/index.aspx)?

            Yes     Not sure     No

b.
If yes, is the contact information that is listed for you what you would like?



 Yes       No       If no, please explain:
10. 
a.
Do you think you would make use of an Emeriti Faculty website?

            Yes     Not sure    No


b.
What would you like to see on such a website? Please specify:
11.
a.
Have you attended the fall reception for emeriti faculty?

            Yes      Not sure     No

b.
Would you be interested in attending it?   Yes     Not sure     No

12.
Should there be an Emeriti Faculty Association?  Yes     Not sure     No

13 .
If there were an Emeriti Faculty Association, should it focus on....


a. organizing and sponsoring academic and cultural events?

 Yes!!     Yes     Not sure or mixed feelings     No    No!!

b. advocacy

 Yes!!     Yes     Not sure or mixed feelings     No    No!!

c. social interactions 

 Yes!!     Yes     Not sure or mixed feelings     No    No!!

d. Something else? >>Please specify: ________________________________

e.
Would you want to be actively involved in such an association?

 Yes!!     Yes     Not sure or mixed feelings     No    No!!
14.
After they retire, many faculty members would like to maintain their contact with UNR, or even create new opportunities for being active on campus.


a.
Other than current emeriti benefits, what relationships would you like to maintain or cultivate with the campus? >>Check as many as you like.
 interactions with undergraduates
 giving guest lectures

 interactions with graduate students
 conducting research

 interactions with junior faculty
 helping with fundraising

 interactions with faculty in general
 committees/advisory boards


(Faculty Senate, university,

 interactions with other emeriti faculty
college, department, etc.)

 other: please specify:
 
b.
How could the university help to facilitate your participation in any of these endeavors? >> Please specify:
15.
Given your experience to date with your own retirement, what advice do you have for faculty who are preparing for retirement?  >> Please specify:
16.
a.
For how many years did you work at UNR before retiring? ______


years at UNR

b.
For how many years have you been retired from UNR? _________

years retired

c.
Are you:   male        female


d.
How old are you now? ___________


years

e.
Are you currently engaged in paid employment?

No    1-9 hours   10-19 hours 20-29 hours   30-39 hours 40+ hours


f.
Do you currently volunteer?

No    1-9 hours   10-19 hours 20-29 hours   30-39 hours 40+ hours

17.
Is there anything you would like to add? We'd love to hear about it. Please write here:
Thank you for taking the time to provide us with some information which should be valuable for our emeriti faculty at UNR!

Appendix B: Survey development and procedure details.

Survey development: The project team included a gerontologist (Judith Sugar) whose expertise on retirement-related issues helped us develop a set of topics to raise in qualitative interviews.  We also began developing a list of emeriti benefits to ask them about.  Oddly enough, we found that there seemed to be no single source from which we could obtain the necessary information!  We undertook qualitative interviews with a convenience sample of emeriti and near-retirement faculty, asking them about the topics we had in mind, and probing for additional topics they wanted to raise. 

We drew these elements together into a first draft survey which was then discussed by the CAC in consultation with Faculty Senate President Steve Rock, and revised in light of those discussions. The survey was implemented as an electronic survey on the Survey Monkey site, although UNR now supports a survey tool “Check box” so implementing the survey as a “Check box” survey when time comes to replicate it would probably be preferable. 

The next challenge was obtaining a sampling frame, but it turned out that obtaining a relatively recent list of emeriti addresses and emails was a more complex process than we had anticipated. Having eventually obtained one, we sampled 100 names from the emeriti faculty list. Faculty whose contact information included email addresses were contacted by email at the address provided and faculty whose contact information did not include an email address were contacted by post in early fall 2008. We sent invitations in batches of about 10, episodically throughout August- early October. We received 53 responses, for a response rate of 53%. That is probably a low estimate of the true response rate, because no invitations to the survey were returned to us indicating that the respondent had died or was incapacitated or had moved and not left a forwarding address. Surely, there were some people in our sample in all of these categories, so the number of invitations addressed to “in scope” sample members must have been less than 100. But we do not know how much less, so it makes sense to focus on the (conservative) apparent response rate. 53% is an acceptable response rate in these days (general population response rates to university-based mail surveys get about 10% to 25. The cover letter provided one of the team members’ (Mariah Evans’s) phone number. Some of these conversations provided further detail as noted in the report; most emphasized the importance of UNR contact to emeriti faculty and were delighted to be consulted on these issues 

The results need to be viewed with some caution because there are two likely biases in our achieved sample: (1) Location: The prominence of the parking issue and some additional comments in the phone calls suggest that our achieved sample probably over-represents emeriti who live in Reno and under-represents those who live elsewhere. So it is worth keeping in mind that local concerns are more prominent here than they would likely be for the emeriti faculty as a whole. (2) Computer literacy: Because the survey was web-based, emeriti who are not comfortable with computers are probably less likely to respond. No one requested a paper copy of the survey, so it is difficult to assess how many emeriti may have been deterred by the primary survey mode being the web. Nonetheless, when considering the results of the survey, it is worth remembering that it probably overstates the computer literacy and connectedness of the emeriti faculty as a whole.

Appendix C

PRESIDENT’S CLIMATE COMMITMENT REPORT

Campus Life Subcommittee Chapter 

&

Campus Affairs Charge #5

Campus Affairs Charge #5

5.  Consider changes in university policy that could reduce the carbon footprint of the University, make it a leader in developing and promoting green policies and research, and reduce its energy expenditures.  Consider other ongoing efforts on campus. 

Chair: Jodi Herzik
Committee Members:  Russell Meyer, Jessie Payne, ASUN Representative, John Sagebiel, Jessica Henning, Delia Martinez, Garth Kwiecien, Dan Ruby, Jason Geddes, Larry DeVincenzi, Diana Chamberlain, Tom Devine, Austin Wallace, Amy Harris, Bill Jacques, Stephanie Woolf 

CAMPUS LIFE

The University of Nevada, Reno is committed to reducing its carbon footprint in the years ahead. We recognize the value of environmental sustainability and are aware of our responsibility to the community and the world at large. By creating a culture of sustainability and environmental sensitivity, we can attract students, faculty and donors and subsequently, enhance our reputation. Our goal as a university is to put that awareness into practice. The Campus Life Working Group has focused on actions that can be implemented immediately, and on the continuing education of faculty, staff and students about issues of sustainability. By bringing attention to “little actions,” a large difference can be made regarding sustainability on the campus and in our community. The Campus Life Working Group sees itself as the University liaison to the students, and as such, we feel it is vital that sustainability initiatives be undertaken hand-in-hand with our students. We want to provide members of our campus community the proper tools so they can make educated decisions and in turn, pass this knowledge and experience on to others. 

Staff members already engaged in sustainability efforts, continue to pick the low-hanging fruit. They switch out light bulbs across campus, gaining energy efficiency along the way. They design new construction to LEED Silver certification standards. Campus dining services has increased the foods sourced from regional growers. Each year approximately 350 tons of paper and cardboard and over 55,000 lbs of aluminum cans, tin cans, glass bottles and plastic bottles are collected from the bins located around campus. These recyclables are picked up, sorted and delivered to recycling centers. All of these efforts support the University Presidents Climate Commitment to achieve carbon neutrality.

 The challenge lies in portraying the shift to sustainability as a community-wide goal, the success of which will strengthen the entire University. Students’ enthusiasm to think innovatively about their place in a rapidly changing world must be nurtured. All members of the University community must feel inspired to embrace the vision of a sustainable campus as their own. The Campus Life Working Group tackled this issue and in this chapter, presents an overview of current progress toward sustainability at the University and recommends next steps for further reducing our carbon footprint. We examined five components of sustainability efforts: campus culture, food services, purchasing, recycling and energy/water use. Each section describes current efforts and future goals. 

The Campus Life Working Group, which is composed of faculty, staff, students and community members, agreed that in order to determine what needed to be done, we needed to first establish the types of environmental sustainability practices and projects already in place at the University. We are delighted to report that in the past several years, the University has taken significant steps to become a more environmentally sustainable campus, and that there is an increasing number of groups—both student and faculty—working to promote sustainability and conservation through education, special events and community activism.
University of Nevada, Reno sustainability efforts

· The new Marguerite Watts Petersen Athletic Academic Center received Leadership in Energy and Environment Design (LEED) Silver certification by the U.S. Green Building Council—the first LEED accredited building constructed on the University campus.
· The Joe Crowley Student Union has many “green” features including the use of natural light, recycled materials and energy-efficient technologies. In 2007, a photovoltaic energy system — with 112 power-generating solar panels—was placed on the roof generating the equivalent of $7,200 of energy each year.

· Solar panels on the Nye residence hall, which opened in 1967, have been helping to heat the building’s water for more than 25 years.

· In 2005, there was a total of 7,732 pounds of recyclable material collected on campus. That number nearly quadrupled in 2006 to 27,910 pounds. 2007 ended with a total of 61,652 pounds, more than double the total amount collected in 2006.

· The University's Food Services has made a commitment of 1 percent of the meal plan revenue to go towards funding sustainable initiatives on campus. They are in the pilot stage of a food composting project in conjunction with the student club, EnAct (Environmental Action Team).

· Food Services has an agreement in place to recycle fryer shortening with a local biofuels group. Paper product recycling bins have been placed in the dining halls and catering facilities, in addition to the glass and plastic recycling containers.

· Recycling is promoted campus wide. Drop-off locations and appropriate containers are added regularly.

· Food Services has committed to adding locally produced products to their menu as well with a partnership with a local grower, Nevada Naturals.

· Student s hosted and produced the first “Trashion Show” in conjunction with Earth Day and repeated the show on campus and at a local eco-event in 2009.

· University-initiated water conservation efforts included the replacement of natural turf with artificial turf on athletic practice and playing fields.

· Construction of a Renewable Energy Laboratory at the Redfield Campus promoting research in the areas of solar, wind, hydrogen and geothermal. An interdisciplinary Renewable Energy Minor began in 2007, a program is designed to expose students to the technical, economic and social issues relevant to renewable energy.

· The Renewable Energy Center is a collaborative among four colleges within the

· University: Agriculture, Biotechnology and Natural Resources; Business; Engineering; and Science. The Center will focus its efforts on and coordinate programs for competitive research in order to increase Nevada’s national stature in the renewable energy field.

· The University’s Parking and Transportation Department uses biodiesel fuels for campus shuttles and subsidizes public transportation for faculty and students. They also support National Bike Month each May.

· The University has an Energy Star purchasing policy ensuring that new products are energy efficient.

· The University promotes environmental sustainability efforts by providing training and expertise to the community and state.

Mathewson-IGT Knowledge Center

The Mathewson-IGT Knowledge Center designed to include the latest energy-efficient technologies. Sustainable design features incorporated into the building will result in significant cost savings for the University over time.

Sustainable attributes of this building include:

· A large atrium provides natural light for much of the building.
· Southside window shades protect the interior from heat in the summer and allow for maximum sunlight in the winter.

· Grids inside the windows bounce light into the interior.

· Lights in the stacks are motion-activated and dim when no one is present.

Computer controlled blinds on large windows produce maximum energy efficiency throughout the day.

· Sensors in all staff offices turn out lights when offices are vacant.

· All lights are energy efficient.

· Skylights are installed in several areas.

· Temperature controls are state-of-the-art and computerized by zones.

· The building’s plate and frame heat exchanger allows the building to be cooled without running the building’s chillers when outdoor temperatures are below 70-75 degrees F. This saves considerable electrical energy as chiller’s compressors do not need to run and it lowers the building’s operating cost.

· The chilled water design for the air conditioning system saves energy dollars and eliminates the need for chemical treatments.

· Glazing on windows eliminates ultraviolet light.

· The building’s roof is white to reflect heat.

· Recycle stations are incorporated throughout the building and are easily accessible.

· Faucets, toilets and lights in the restrooms are controlled by motion-sensors.

· Carpet is installed in tile blocks which can be easily and economically replaced in small sections when necessary.

Securing Campus Commitment to Change

The Campus Life Working Group encourages collaborative approaches to improving campus sustainability measures. It is vital that both administration and students share in the responsibility and decision-making process as we move the University toward carbon neutrality. The Campus Life Working Group recognizes the shift toward sustainability is as much about the process as the destination. Much of our institutional sustainability can be accomplished behind the scenes, through operational efficiencies, but ultimately our success is dependent on the campus community’s commitment to change. The following section addresses how the University can implement this change and achieve buy-in from the University community.

Encouraging Student Activism

One of the University’s immediate objectives is to support and harness student sustainability activism. As student energy awareness is in large part achieved through peer education, the University should focus on its ability to create durable and lasting incentives and/or institutional structures to facilitate the following goals:

· Increase the publicity and visibility of global, local and campus environmental issues.

· Foster a green culture on campus by introducing sustainable practices in all aspects of campus life.

· Become a leader in campus energy conservation and efficiency, as well as greenhouse gas (GHG) emissions reduction.

A campus with a visible and widespread green culture will educate the student body about the environment and increase energy awareness for campus environmental issues. Energy conservation efforts should begin to emerge organically from the bottom up when there is administrative support for student initiatives. In order to encourage such a campus culture, methods of individual lifestyle change must be both well-publicized and made convenient to the student body. In addition to encouraging students, the Campus Life Working Group recognizes that faculty and staff also need to take a greater interest and level of ownership in relation to their activities and be aware of the impact they may have on the environment.

To encourage our campus community to become more committed to environmental sustainability, the Campus Life Working Group worked with the Academy for the Environment and student groups to initiate the following:

· A sustainability survey was designed by the Campus Life Working Group. It is scheduled to be administered campus-wide in fall 2009. The results of this survey will be used to gather baseline data and to create a database that will help educate and provide information to the campus community.

· A campus Sustainability website was designed and launched in May 2009. This website can also serve as a recruitment tool for prospective students.

· The Campus Life Working Group is compiling a list of existing sustainability projects for a database.

· Working with the Reno Bike Project (RBP) and University Parking, two additional bike stations were added to campus. Partnering with Residential Life and the ASUN Bookstore, RBP will now carry bike supplies and offer repair instructions. RBP has also volunteered to hold bicycle repair classes on campus.

· The Campus Life Working Group is working with students to design a Green Guide that will be distributed to all incoming freshman at orientation. Scheduled to be completed by fall 2009, this guide will provide resources to current students and be featured on the Sustainability website. The Green Guide will include facts about current campus sustainability practices, community contacts, energy facts, recycling information and a section devoted to what each person can do to make a difference.

· Working with the Campus Life Working Group, three student groups (EnAct, the Ecohydrology Club and SAIWI) are planning the first UNR Energy Wars in October 2009. Energy Wars is a competition between residence halls on campus to promote energy conservation.

· Color posters were designed to raise awareness and emphasize “Thinking Green.”

· A Student Sustainability Pledge was drafted by students to be added to new student orientation packets.

· Support the creation of a sustainability news column in the student newspaper, the Nevada Sagebrush. A weekly or monthly sustainability column will engage a broader student and alumni interest in green initiatives both on campus and nationally.

Student sustainability initiatives have played a significant role in spreading the word about environmental awareness. By actively endorsing student-run energy awareness and peer education initiatives as part of a coherent, long-term energy conservation strategy, the University will gain access to a highly motivated constituency that is dedicated to reducing the University’s carbon footprint. Student energy conservation initiatives at other universities have yielded significant positive results in all areas including monetary savings, energy conservation, CO2 emissions reduction and positive national media attention. Creating an environmentally savvy, or “green” culture, on campus will not only improve the University’s energy efficiency and public image, it will impart all students with a sense of their own commitment to adopting sustainable lifestyles they will carry with them when they leave our University.

Future Goals

The following are future goals to change the campus culture to a more environmentally sustainable one; however, they will require support from the entire university community:

· Establish an “Eco-Rep” program. Eco-Reps are students employed by the university to educate and encourage students about living sustainably. The focus of the Eco-Rep program is to persuade students to recycle and engage them in energy awareness activities.

· Increase energy awareness by installing energy monitors in residence halls. Other universities have seen a remarkable decrease in energy use in residence halls after the introduction of a real-time energy monitoring system. Assuming similar success, the cost of installing these monitors and the real-time program software could easily be recouped in a few years and campus energy awareness would increase significantly as a result. (At several universities students pay for their own utilities, namely electricity, rather than having those fees lumped into their residence hall fee. The impetus for this was the need to educate responsibility and the proper use of today’s technologies; additionally it serves to incentivize sustainability needs.)
· Engage non-sustainability oriented groups and disciplines in campus sustainability initiatives. The sustainability movement has spanned many different student groups on campus that might potentially contribute to improving campus energy-use awareness. For instance, campus religious groups have recently been emphasizing environmental responsibility; the Arts and Music communities have the potential to produce a significant following. The campus is in a great position to encourage these groups to work together towards the energy conservation goals of the University as a whole.
· Create an “Eco House” residence hall. A dedicated residence call would provide sustainable living options for energy conscious students on campus and allows motivated students to live sustainable lifestyles, and creates a model for sustainable living on campus to which other students might look for information and guidance.

· Establish a green fund. A green fund could be created from a small student fee. This fund would be collected and reserved for sustainable initiatives and available to students through an application process. These funds will provide the university the opportunity to highlight student activities and facilitate new initiatives.

· Establish a green revolving loan. Sustainable design projects often cost more up front than do business-as-usual models, over time these green projects tend to save considerably more money in energy conservation than the initial cost differential. Harvard’s Green Campus Loan Fund (GCLF) is probably the best example of an effective green revolving loan fund in the nation. With a budget of $12 million, the GCLF provides capital for design projects that promise to reduce University environmental impacts and have a payback period of five years or less. The departments who benefit from the energy savings repay the initial cost of the project with the money they saved at no interest.

 Environmental conservation begins with individual lifestyle change. The Campus Life Working Group believes the University, as an institution of higher learning, has an obligation not only to be an model of campus energy efficiency, but to equip its student body with the proper knowledge and tools to adopt sustainable lifestyles as they go on to become responsible community members and the leaders of tomorrow.

Energy/Water Conservation

Making energy and water data publicly available can be a highly effective means of educating our University community about their impact. For example, energy use data can be posted at various locations around campus showing current electricity rates and daily cost of powering each building and the University as a whole. This will raise awareness and provide a reminder to the campus community to turn off unnecessary lights and equipment. One final consideration is that today’s high-tech buildings with their sophisticated mechanical systems require a huge amount of energy. With an ever-expanding university, the reduction of energy and water consumption remains an ongoing challenge.

Energy/Water Conservation Recommendations

· Continue to improve energy conservation in existing buildings and require the most advanced conservation technology for new buildings.

· Continue to sponsor campus-wide energy and water conservation drives.

· Create demonstration projects with real-time data monitoring.

· Place water and energy-use kiosks with meters and or monitors in prominent locations showing averages and trends of floor/lab/building or campus-wide energy use.

· Provide Kill-A-Watt devices on loan at the Knowledge Center can for individual use. Several libraries offer this service now: http://wtmlnews.blogspot.com/2009/01/kill-watt.html

· Build electric vehicle charging stations on campus. DRI has done this as has TMCC: http://fides.newstin.com/tag/us/89220761

· Assign a Facilities staff person to promote sustainable practices on campus by participating in decision-making policies within the University and through public education and outreach.
University-sponsored energy and water conservation drives such as energy contests in residence halls or energy and water-focused events during Homecoming can ultimately save money and energy. Several universities participate in such events, and one example of a successful inter collegiate energy conservation competition is the Million Monitor Pledge Drive. This is an annual competition between Smith, Amherst and Mt. Holyoke to amass the greatest number of student pledges promising to put their computers to sleep instead of on screen saver. Students who fulfill their pledges can save an estimated $8.50-$51.00 (depending on the model) per year. Approximately $100 per computer per year can be saved at the University of Nevada, Reno if the computer is completely shut down. The installation of energy and water monitoring systems in our University residence halls could lead to dramatic decreases in the amount of energy and water used by students. Additionally, the potential savings realized by the University could be substantial. Energy monitoring systems have been installed by a number of universities that have proven to be very effective, particularly when used in conjunction with yearly educational competitions.

A Case Study

Oberlin College sets the national standard for residence hall energy monitoring. Oberlin has adapted its residence hall energy monitors to export a real-time data feed of its residence hall energy use to a public access website. The program was installed in 18 residence halls during the 2004-2005 academic year. During a two-week residence hall energy conservation competition in 2005, Oberlin students saved 68,300 kWh and $5,107 in electricity costs and reduced campus greenhouse gas emissions by 148,000 lbs of CO2 and 1,360 lbs of SO2. Many residence halls reduced their energy consumption by over 50 percent, and nearly every residence hall reduced its energy consumption to some degree. This example illustrates the potential for energy awareness among the student body and how that awareness can have a significant impact on how energy is consumed.

Water Conservation

Water conservation is a huge issue in the arid West and the University plays a key role in educating students about water usage. In light of this, the University has engaged in a water conservation program in the residence halls that has resulted in a significant reduction of usage. All residence halls are metered by the Truckee Meadows Water Authority (TMWA). Over the last few years, the University has engaged in a water conservation program in the residence halls that has resulted in a significant reduction of usage. Residence hall retrofits have included installation of both low flow showerheads and low flow sink aerators. A major bathroom renovation of Nye Hall in the summer of 2009 included the installation of electronic faucets in all bathrooms to reduce water usage. Installing floor-by-floor water metering and linking it to a common website will provide immediate feedback for students to measure their water consumption. This has been done at schools like Oberlin College and has resulted in reduction of water use. Landscaping practices on campus that are water efficient will be recognized using various signage. Water conservation projects on campus will be encouraged, supported and could be funded through a Green Fund. Landscaping practices on campus that are water efficient will be recognized using various signage and in campus publications. In addition to the existing xeriscape gardens and landscaping, more xeriscaping principles could be implemented campus wide. Water conservation projects on campus will be encouraged and supported and could be funded through a Green Fund.
Possible Water Conservation Projects

· Policies to support energy savers; sustainable landscape choices for water use and distribution; water-efficient landscape selections and maintenance; and the incorporation of natural features into the campus landscape.

· Plan, design and build water harvesting structures such as functional fountains, rain gardens, bio-retention basins, terraces. 

· Install and retrofit where possible electric faucets, waterless urinals and low-flow toilets in all campus buildings using the residence halls as a case study.

· Use low-impact development practices

· Support and build student gardens, community gardens and composting centers.

· Convert landscape irrigation to take advantage of reclaimed water.

· Replace or reduce turf where appropriate as part of a xeriscape strategy.

Solid Waste Management and Recycling

The University has supported the campus-wide bottle aluminum can, paper and cardboard recycling in residence halls, dining facilities, classrooms and offices. In addition, paper recycling efforts have increased by enlisting more students and faculty to better utilize recycling bins already distributed campus-wide. The Campus Life Working Group supports eliminating waste streams on campus—with the ultimate goal of a net zero waste campus—through the implementation of “cradle to cradle” processes and practices. It is recommended that an early objective be the reduction and, ultimately, elimination of the paper flow on campus. For example, convert all communications to electronic format. It is vital to educate and encourage the campus community to rethink how they live and work. There will be continued support for the campus-wide plastics; aluminum and metal cans; and paper and cardboard recycling efforts. The goal is to maintain the University’s capacity to divert recyclable materials from landfill waste generated by dining facilities, residence halls, cafeterias and offices through public awareness campaigns and expanded operations. In addition, continue to increase paper recycling efforts by enlisting more students and faculty to increase their use of recycling bins already distributed campus-wide. A recycling chart (see Appendix A) will be posted on websites and emailed to students and staff. It will also be included in the Green Guide for students. A simplified version will be posted at recycling locations around campus, as appropriate.

Short Term Goals (0-1 years)

· Design a survey to identify waste on campus to determine ways to improve recycling on campus.

· Collect and analyze data about existing campus conservation and recycling efforts.

· Create action plan based on determined needs.

· Design a marketing campaign to educate students/faculty/staff and the community.

· Students will be encouraged to participate in environmental events such as Recycle Mania, Earth Week, and recycling contests among residence halls which use friendly competition to encourage positive awareness of recycling habits and waste prevention methods.

· Reduce waste by 5-10% (taking campus growth into account).

Intermediate Goals (1-5 years)

· Enhance and further develop the university-wide Recycling Plan.

· Conduct a study of solid waste cogeneration to determine feasibility.

· Implement a plan to convert organic waste to compost.

· Within three years, the University will also have in place a system for conducting campus-wide waste audits, with ongoing measurement and verification capability.

Long Term Goals (5-10 and 10-20+ years)

· Establish a secure funding source to provide for ongoing environmental activities. 

· Campus Green Awards to recognize student organizations/departments with exemplary recycling and conservation programs, and establishing outreach programs to local K-12 schools.

Long-Term Waste Reduction/Recycling Goals

Goal 1: (5-10 years) 50 percent reduction in total weight (per capita) of campus waste

Goal 2: (5-10 years) Identify and remove or reduce the most environmentally problematic waste leaving campus

Goal 3: (10-15 years) 80 percent reduction in total weight (per capita) of campus waste

Goal 4: (20-25 years) 95 percent reduction of total weight of campus waste

Goal 5: (25-30 years) Zero waste

Purchasing and Administration

The University of Nevada, Reno is committed to sustainable purchasing practices; current sustainable practices include:

· A paper procurement policy for the Copy Center and the Copier Program adopted in 2007.

· At least 30 percent recycled content paper for copy paper

· At least 20 percent recycled content paper for color paper

· Refusing hard copies of vendor catalogs and encouraging the use of online catalogs (currently over 30 vendors)
The following was added to all formal bids/RFP/RFQs issued in 2008:

The University of Nevada, Reno is committed to sustainable purchasing practices. Sustainability requirements are included in all University RFPs and will be different for different commodities. These requirements may include criteria for:

· Energy efficiency (such as ENERGY STAR® designations).

· Energy conservation.

· Waste reduction.

· Packaging reduction.

· Trade-ins/retrievals/refurbishment of used products.

· Use of recycled and recyclable material (products, packaging, shipping materials).

· Responsible shipping and transportation usage.

· Reduced water usage.

· Reduced paper usage (including e-procurement, e-payment).

· Sustainable Forestry Initiative® (SFI) program.

Short-Term Goals (1 year)

· Add specific language to University job announcements, job descriptions and Classified Work Performance Standards that outline the University’s expectation for sustainable practices. 

· To achieve more sustainable practice in our business operations, BCN Purchasing shall ask vendors to ID sustainable products in their on-line catalogs, and encourage vendors to accept p-card as method of payment.

· Work with vendors to develop better contract ID methods to improve – delivery, packaging, invoicing/payment, require recycling take-back program for the disposal of used products and assist in LEED credits.

· Further define and add the following language to all formal BID/RFP/RFQs to include the following language:

Local Preference: In all reviews, when two or more competing respondents are equally qualified, local firms shall be given preference. “Local firms” are firms that currently have a main office or a branch office or satellite office with at least three full-time employees located within various City of Reno/Sparks limits. “Equally qualified” shall mean essentially equal in the judgment of those who are evaluating the proposal. 

Buy American products: In all reviews, the vendors shall agree at least 51 percent from U.S. firms and sources (FAR Definition).

Intermediate-Term Goals (1-5 years)

· Initiate a campus-wide transition toward integrated electronic ordering and processing for procurement, accounting, business services and administrative services that will include using e-signatures.

· Write a records retention policy for electronic storage of items issued in either hardcopy or electronic formats from any office (the office of record) not covered by the current NSHE records schedules. Records will be appraised as appropriate for the legal, administrative, fiscal, and historical value.

· Phase out the use of virgin paper system-wide.

· Establish and implement a cost savings/offset methodology/policy (lowered consumption offsets higher costs). 

· Establish and implement strategically sourced agreements for paper, office supplies, janitorial supplies, carpet, furniture, etc. with the additional criteria of ecofriendliness. 

· Introduce LEED credit requirements into all construction projects.

Long-Term Goals (5+ years)

· Establish a goal of 100 percent electronic and paperless systems for all procurement and accounting operations. This will allow us to measure and capture data for purchased products, broken down by category and to the line item by department where feasible, and set target benchmarks.

· Achieve a fully integrated and implemented electronic commerce/communications system for departments, the University, the system (NSHE) and vendors.

Food and Food Service

The Department of Residential Life, Housing and Food Service currently has a multi-year contract with Chartwells College and University Dining Services to provide dining services on the University of Nevada, Reno campus. Dining Services is comprised of one residence dining hall which serves over 2600 meals per day, as well as a convenience store, a food court, three casual restaurants, a coffee cart, and the Silver and Blue Catering operation. Dining Services is a large campus entity, employing 8 full time managerial staff; 77 full time cooks, chefs, kitchen associates, and service associates; 15 part time staff; and 80 student workers. Additionally, a large catering department is contracted by the University. The goal is to purchase quality food and prepare healthy meals for students, faculty, staff, and guests using locally grown and sustainably produced sources where possible, and use food preparation and distribution practices that minimize energy use and waste generation.

Sustainability efforts underway or in the process of implementation

· Biodegradable food/kitchen waste is sent to an off-site composting facility.

· An additional 1 percent of meal plan revenue is committed to sustainability initiatives.

· Recycling of fryer shortening.

· Recycling of plastic, aluminum, glass, and paper. A cardboard recycling bin was added for dining services.

· The addition of more locally produced products to menus, including salad greens grown hydroponically on campus.

· A commitment to use the greenest cleaning products available.

Short Term Goals (1 year)

· Design a marketing campaign to educate student/faculty/staff and the community about dining hall sustainable practices highlighting the best way to reduce, reuse and recycle. This will include updating the website.

· Minimize disposable trays, plates and utensils and minimize the use of reusable items that require a tremendous amount water to wash.

· Conduct tests of biodegradable flatware and disposables. Food Services will use biodegradable flatware and disposables for composting at the Student Farm composting facility. Depending upon the success of the testing, compostable products may or may not replace non-biodegradable products. These products are extremely expensive (50 percent cost increase over regular plastic).

· Use cleaning chemicals that are Green Seal certified (www.greenseal.org).

· Support local growers.

Intermediate Goals (1-5 years)

· Add as many organic and/or local products as possible.

· Create an organic café (student initiative).

· Add sustainability language to all new tenant contracts.

Long-Term Goals (5-10 and 10-20+ years)

· Replace aging equipment as needed with energy-efficient Energy Star models.

· All purchase orders to vendors will contain language regarding sustainability and sustainable criteria as part of a “basis for award” for all RFPs.

· Purchase socially responsible food items that are fairly support workers, a living wage and encourage fair trade. (This will also reduce the transportation distance of goods from their source to our campus thus reducing energy consumption and pollution.)

· Increase certified sustainable meat, poultry, fish and dairy products and increase certified organic produce. Initiate a pilot program featuring locally grown and fresh, organic produce at the Down Under dining facility.

· Create a regional closed-loop food system by observing sustainability criteria for all purchasing, food preparation and service, presentation, cleaning and waste disposal, equipment and supplies, facility design and renovation, and utilities that includes evaluating and improving:

· The ways in which energy is used and the types of energy used.

· How waste is managed by promoting recycling and composting.

· The types of food purchased, emphasizing local and seasonal items.

· How food is delivered, received and stored. (This is a HUGE emitter of GHG. The distance our food travels is a big problem not only in petroleum consumption but also in refrigeration.)

· How food is prepared, cooked and served.

· Work with campus planners and waste disposal company to site a vessel for composting all disposable products, pulp, and post-consumer waste.

· Network with other schools, universities, and communities to increase communication and the sharing of best practices for creating a sustainable food system.

· Provide economical, high quality, healthful and nutritious foods without additives, pesticides or preservatives.
Conclusion

The University of Nevada, Reno has much to celebrate in terms of its sustainability efforts on campus—but there is still much work to be done. Most of the efforts described above emerged from voluntary, grassroots initiatives—spontaneous efforts from groups and individuals without central direction or coordination—and many have become formalized as they have developed and proven to be successful. Without central support and coordination, many of these initiatives will remain ad hoc and will fall short of achieving their full potential. University leaders should take the opportunity to engage the campus community, document and empowering ongoing efforts and encourage our University to go above and beyond current efforts in order to meet the challenge of environmental sustainability. If the University is to reduce its carbon footprint in a significant way, it is essential that more faculty, students, staff, and alumni be consulted, become involved, and make contributions to in pursuit of sustainability goals. It will take a concerted effort to develop appropriate educational and administrative initiatives that will move the University toward a more ecologically, economically and socially sustainable campus, community and world.

Specific Recommendations

· Incorporate sustainability into the mission of the University. It is vital that University administration promote and emphasize the importance of sustainability measures across campus. Administration is encouraged to consider sustainable practices whenever institutional planning is done. University administration is encouraged to serve as the role model for environmental change by establishing and investing in proposals that support a sustainable campus.  

· Clarify the University’s sustainability expectations in HR documents. Add specific language to University job announcements, job descriptions and Classified Work Performance Standards that outline the University’s expectation for sustainable practices. (see sample WPS below)
· Establish an “Eco-Rep” program. Eco-Reps are students employed by the university to educate and encourage students about living sustainably. The focus of the Eco-Rep program is to persuade students to recycle and engage them in energy awareness activities.

· Engage non-sustainability oriented groups and disciplines in campus sustainability initiatives. The sustainability movement has spanned many different student groups on campus that might potentially contribute to improving campus energy-use awareness. For instance, campus religious groups have recently been emphasizing environmental responsibility; the Arts and Music communities have the potential to produce a significant following. The campus is in a great position to encourage these groups to work together towards the energy conservation goals of the University as a whole. 
· Establish a green fund. A green fund could be created from a small student fee. This fund would be collected and reserved for sustainable initiatives and available to students through an application process. These funds will provide the university the opportunity to highlight student activities and facilitate new initiatives.

· Establish a green revolving loan. Sustainable design projects often cost more up front than do business-as-usual models, over time these green projects tend to save considerably more money in energy conservation than the initial cost differential. Harvard’s Green Campus Loan Fund (GCLF) is probably the best example of an effective green revolving loan fund in the nation. With a budget of $12 million, the GCLF provides capital for design projects that promise to reduce University environmental impacts and have a payback period of five years or less. The departments who benefit from the energy savings repay the initial cost of the project with the money they saved at no interest. 
· Create an “Eco House” residence hall. A dedicated residence call would provide sustainable living options for energy conscious students on campus and allows motivated students to live sustainable lifestyles, and creates a model for sustainable living on campus to which other students might look for information and guidance.

· Increase energy awareness by installing energy monitors in residence halls. Other universities have seen a remarkable decrease in energy use in residence halls after the introduction of a real-time energy monitoring system. Assuming similar success, the cost of installing these monitors and the real-time program software could easily be recouped in a few years and campus energy awareness would increase significantly as a result. (At several universities students pay for their own utilities, namely electricity, rather than having those fees lumped into their residence hall fee. The impetus for this was the need to educate responsibility and the proper use of today’s technologies; additionally it serves to incentivize sustainability needs.)

Appendices1 and 2 are also posted on the senate website at:
www.unr.edu/facultysenate/meetings/09-10/index.html
Appendix 1: Dual Career (hyperlink)
Appendix2: Checklist (hyperlink)
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