Building a great
place to work

The report of the President’s Task Force on

FAMILY-FRIENDLY POLICIES
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Task Force on Family-Friendly Policies

Executive Summary

In spring 2012, Executive Vice Presidents Steven G. Swant and Rafael L. Bras constituted a
task force and charged the group with 1) studying and assessing the environment in which
Georgia Tech supports the family responsibilities of our employees; 2) conducting a review and
inventory of current programs and identifying possible gaps; and 3) making recommendations
regarding the continuation, modification, and addition of activities and policies to enhance the
Institute’s family-friendly culture. The task force is chaired by the Institute’s most senior human
resources and diversity officers and composed of faculty from a variety of disciplines, senior-
level administrators, and a graduate student.

The focus on assessing and ultimately establishing family-friendly policies for Georgia Tech
is one of many means to an end, to wit, building a great place to work. Over the past four years,
Georgia Tech has walked a difficult path insofar as our employees are concerned. This institution
is a key driver of economic development and plays a key role in advancing the body of scientific,
engineering, and other scholarly knowledge. We stand at the forefront of research that supports
and advances the interests of the United States. Yet as a state entity we have contended with the
same directive issued to other state agencies: withhold pay increases. A substantial amount of
relevant scholarly literature has been devoted to showing that compensation is not the primary
factor driving employee engagement. But it is also clear that lack of pay increases over extended
periods of time can negatively affect employee morale and erode the sense that Georgia Tech is a
great place to work.

The focus of this task force, from the beginning, has been to identify factors that contribute to
making our institution a great place to work. Employee pay is important, but so are many other
factors. We also feel that programmatic investments, while critically important, should not be the
sole focus of efforts to create a great place to work. Rather, the first emphasis should be on the
establishment of standards and expectations, definition of policies, and unification of practices.
All levels of the Institute—colleges, schools, and administrative units—must work together to
maximize the value of investments that we make. It does us less good as an organization to
invest in programs if our supervisors and managers (including faculty leaders) are not committed
to involving those they supervise.

Great places to work begin with environments that foster and develop trust between an
employee and his or her supervisor (a term that can have a variety of meanings within the
academe). Trust is also built through visible recognition of life demands and a demonstration of
support on the part of the organization in helping each individual to balance the coequally
important—and frequently competing—goals of excellence in the workplace and commitment to
individual lives and families, however they may be defined. The critical importance of direct
supervisor involvement and a visible demonstration of support became key areas of focus in our
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deliberations, and they are the impetus behind the creation of what we refer to as the seven

foci:

Focus 1: Connect communities and increase camaraderie.
Focus 2: Develop the people who work at Tech.

Focus 3: Facilitate the transition of new faculty, staff, graduate students, and their
families into the Institute.

Focus 4: Assist with work-life demands.
Focus 5: Help faculty and staff balance family care responsibilities.
Focus 6: Promote financial security.

Focus 7: Encourage healthy life choices.

A table showing the seven foci, what we perceived to be significant challenges in the focus
areas, and our recommendations to address them, can be found on pages seven and eight. For

insight

into the thought processes and discussions that led to the development of the seven foci,

refer to Appendix 1. In total, we offer fifteen recommendations intended to help create a great
place to work. The recommendations are presented in an order consistent with the seven foci, not
in priority order. We believe that all of the fifteen recommendations contribute as parts of a

whole:

1.

Create a searchable, dynamic, central clearinghouse of Institute (Georgia Tech, unit,
and department) and outside community, volunteer, and engagement opportunities.

Establish a shared, well-communicated, and visibly supported expectation of staff
supervisors, including faculty who supervise graduate students and postdoctoral
fellows.

Reevaluate and redesign the faculty evaluation process to incentivize faculty to broaden
their impacts on society.

Expand opportunities for graduate students and postdoctoral fellows to grow beyond
their specific disciplines.

Standardize and clarify existing policies and practices across colleges and units to
address professional development and research leave opportunities.

Create a comprehensive relocation support program for faculty, postdoctoral fellows,
and senior staff.

Redesign employee orientation programs to deliver immediate impact and facilitate
connections between the Institute, unit, and department orientation components.

Create a progressive catalog of leave options for faculty and staff.

Standardize existing leave policies and practices across colleges and units to address
maternity, paternity, adoption, bereavement, and other family care roles and
responsibilities.

10. Invest in the production of total benefits statements.

Executive Summary
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11. Invest in new family care programs (e.g., elder, spouse/partner, etc.).

12. Expand investment in child care to support those with unique child-care needs (e.g.,
providing off hours support and support during critical periods such as finals, etc.).

13. Expand benefits coverage to include domestic and same-sex partners.

14. Expand voluntary benefits programs.

15. Invest in the creation of a formal wellness program and a set of incentives for healthy
living.

Our present fiscal environment creates significant competition for already scarce financial
resources. In some areas the path may be rife with political obstacles. Although it is expressed
differently at various levels, the question put to each of us is essentially the same: what am I
willing to do to ensure a great place to work? This question is just as appropriate for our
executive leadership, who may need to make difficult choices in order to provide the resources
necessary to enhance the Institute’s family-friendly culture, as it is for each front-line supervisor
who must utilize the examples and investments in earnest to foster employee engagement.

We recognize that it would be nearly impossible for the Institute to act on all fifteen
recommendations simultaneously. In fulfilling the charge given to the task force by the
Institute’s executives, we have distilled possibilities numbering in the hundreds into an
actionable roadmap. We believe it is more reasonable to expect action to be taken in measured
and achievable steps over time rather than expecting immediate progress on all fronts. Although
we believe that we have laid a solid foundation, there is much more work that can be done
relative to each recommendation. Our suggestions, after consideration by Institute leadership, are
1) that appropriate campus experts be appointed to delve deeper into each of the fifteen actions
recommended in this report; 2) that they conduct a full review of the social, legal, and economic

costs and benefits, and 3) that a specific implementation plan be created for each of the
recommendations.

Perceived Impact
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The Task Force Charge and Process

In spring 2012, Executive Vice Presidents Steven G. Swant and Rafael L. Bras constituted a
task force to review Georgia Tech activities, programs, policies, and practices that promote a
balance between work, school, and family responsibilities for our faculty, staff, and students.
“Family” was defined as the members of employees’ households and those individuals with
whom they share their lives. The charge given to the task force was to:

1. study and assess Georgia Tech’s current environment to support the family
responsibilities of our employees;

2. conduct a review and inventory of current programs and identify gaps; and

3. make recommendations regarding the continuation, modification, and addition of
activities and policies to enhance the family-friendly culture of the Institute while
working within the context of limited resources.

Task force membership
e Archie W. Ervin, Vice President for Institute Diversity (Co-chair)
e M. Scott Morris, Chief Human Resources Officer (Co-chair)
e Bettina F. Cothran, Professor, Ivan Allen College of Liberal Arts (Modern Languages)
e Kim D. Harrington, Director, Student Center
e Amy E. LaViers, Graduate Student, College of Engineering (ECE)
e Wing Suet Li, Professor, College of Sciences (Mathematics)
e Warren L. Page, Senior Director, Facilities and Operations
e Christopher J. Rozell, Assistant Professor, College of Engineering (ECE)
e Darlene J. Wright, Director, Employee Benefits
e JulieAnne Williamson, Assistant Vice President, Administration and Finance (ex-officio)
e Jennifer Herazy, Assistant Provost (ex-officio)
Task force activities

The task force convened on February 15,2012. We began by compiling data and other
relevant information about policies, programs, and activities currently offered by the Institute
that support a healthy, productive work-life balance and by reviewing employee benefit
programs, leave programs, and recreational and volunteer/community-building opportunities. We
conducted a SWOT (strengths, weaknesses/limitations, opportunities, and threats) analysis of all
identified policies and programs that promote work-life balance and support for family
responsibilities.

We met with deans and academic affairs leaders, consulted with faculty and University
System of Georgia Board of Regents staff for background and context of policy areas. Each
member of the task force assumed responsibility to conduct comparative research in the
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established areas of interest. A wide array of issues related to family-friendly policies was

researched to determine best practices around the nation, with special attention paid to our peer
institutions.

Building a great place to work

The focus on assessing and ultimately establishing family-friendly policies for the Georgia
Institute of Technology is one of many means to an end, to wit, building a great place to work.
As such, we recognized the advantage of considering—from the beginning—factors that
constitute a great place to work rather than simply considering desirable programs and
investments. These factors, taken together, create a compelling proposition for those currently
associated with the Institute to agree emphatically that they work in a great environment. This
employment proposition contributes to our brand and increases our ability to attract the caliber of
talent—both faculty and staff—that facilitates our advance toward the Institute’s vision: defining
the technological research university of the twenty-first century.

While the term a great place to work has become popular recently, the concept dates to much
earlier research and scholarship. Renewed attention was brought to the subject in 1990 with the
publication of Robert Levering’s 4 Great Place to Work: What Makes Some Employers So Good
(And Most So Bad). In this book, Levering used interviews and anecdotes from his early best
employers research to reveal the essential ingredients for creating a great workplace. It was
Levering’s book and his early work that gave rise to Forrune’s 100 Best Companies to Work For
list and new interest from other publications, such as The Chronicle of Higher Education, in
identifying and publicizing organizations whose activities differentiate them as exceptional
employers.

It is clear that programmatic investment, while critically important, should not be the first
focus. Rather, the emphasis should be on the establishment of standards and expectations,
definition of policies, and unification of practices. In total, this amounts to a focus on
communicating the importance the Institute places on supporting our faculty and staff and
leadership by example across a variety of areas.

Great places to work begin with environments structured to foster trust between employees
and their supervisors. While successive interpersonal interactions weigh heavily, trust is also
built through recognition of life’s demands and demonstrated support from organizations to help
employees balance the equal but often competing goals of workplace excellence and family
responsibilities. These meta-areas not only comprise our recommendations but offer a framework
for the future of the conversation begun through this task force. Taken collectively, the seven

foci are this task force’s answer to the question what would a good organization do to become a
great place to work?

It is important to note that in recent years Georgia Tech has sometimes struggled with
employee compensation. Though the Institute plays a large role in advancing scientific,
engineering, and other scholarly bodies of knowledge, it is also a state entity and therefore has

The Task Force Charge and Process
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had to contend with the state directive to withhold pay increases. While research shows that
compensation is not the primary driver of employee engagement, it is also clear that lack of fair
compensation most certainly erodes the sense that Georgia Tech is a great place to work.

Beyond this task force: Advancing the recommendations

The subjects addressed in this report are complex, and although on its face the report seems a
straightforward proposition, building a great workplace requires simultaneous efforts at the
Institute, unit, department, and individual supervisor levels. Our present fiscal environment
creates significant competition for already scarce financial resources. In some areas the path may
be rife with political obstacles. Although it is expressed differently at various levels, the question
put to each of us is essentially the same: what am I willing to do to ensure a great place to work?

We recognize that it would be nearly impossible for the Institute to act on all fifteen
recommendations simultaneously. In fulfilling the charge given to us by the Institute’s
executives, we have distilled possibilities numbering in the hundreds into an actionable roadmap.
We believe it would be more reasonable to expect action to be taken in measured and achievable
steps over time rather than expecting immediate progress on all fronts. Although we believe that
we have laid a solid foundation, there is much more work that can be done relative to each
recommendation. It is our suggestion that, after consideration by Institute leadership, appropriate
campus experts be appointed to delve deeper into each of the fifteen actions recommended in this
report; conduct a full review of the social, legal, and economic costs and benefits; and create a
specific implementation plan.

6 i The Task Force Charge and Process
. Georgia

PeeoOOOOOCEOOEOOCOECEOCEOCTOCOCOOQCCORCQCOCQCCQRQTQTCQREQRRCRQRQRCYQRCRT



"sjusuodwod uoneusLIo Jusunedap pue Jrun ‘amnsuj
Y} UooMm}aq SUO1OSUUOD d)e)[198) pue Joedul sjeIpawul
12A119p 01 swerdoid uoneiusLio dakojdwo ugisopay

JJe1s Jouss pue ‘smo[[a) [eio100pisod ‘Ajnoey
10j weidoxd poddns uonesojas saisusyardwos e L3I

"S[9A9] qol 01
Juswiredap o} J1un 0} ANINSU] WOy SIPLRISED Jey) uonetedard
JO wdsAs e jo ped se UONLIUILIO MIIA 0] 10U PUI) A

O3], Je paadons

03 syuedionued aredaid AJarenbape jou Op—sjuapn)s enpesd
pue ‘Jyels ‘A)noej 10j—suoNBIUSLIO [9A9]-9IN31ISUT JUALIN))
"SAIIY mau Juruonisuery

pue Zuneosoai 10y yoeordde sarsusyardwos e yor[ OM

"SaIIY A9y 21n03s 03 saniunuoddo
9SBAIOUT JUSY pue $59901d JUSW)INIdAI Ay} Fulnp sroquisw
A[twey s a1epipues e 93e3us 03 santunyoddo SSIW 9\

Msu| 3y) ojul
Soljlwrey a19y)
pue ‘spuapnjs
djenpead

‘Jers ‘Aynoey
MJU JO uonisuea)
Y} gejey

‘santunuioddo aAea] yoreasas
pue juowdo[aAap [euoIssajoid SsaIppe 0} syun pue saga[[0d
$s0198 saonoeld pue sarorjod unsixa Ajueo pue dzipiepuels

‘sour[dosip o1j10ads 119y) puokaq mois oy SMO[[d)
[er0100pisod pue syuapnys ajenpesd 10y soniunyioddo puedxs

"K13190s U0 spordwr 119y} USPrOIq 0) )noey 9ZIAIIUdDUI
03 $59001d uonEN|EAd A)[NOR] A1) UTISIPaI PUB AEeN|EAY

'SMO[[3) [el0)00p1sod pue sjuspms Syenpessd asiazadns oym
Aynoey Surpnpout ‘siosiazadns gyeis jo uoneydadxa payroddns
A1qIs1A pue ‘pareorunuIIod-[jom ‘pareys e ysiqeisyg

"SAABI|
uawdopaasp [euotssajord Sutpunodins saonoeld dunesado
PUE JO Buipue)sIapun ay} Ul SdUBLIEA JUBDIIUSIS ST 21 |

O3], 18 J10M oym smoj[af [erojoopisod pue
syuapnys dyenpeid dojaaap A|peoiq 03 sanrunyioddo ssiw ap

‘ue|d o139)enS

S99, eI131090) Ul paje[non.Ie s|eod ay) pue £19190S U0
s1oedw 119y3 uapeoiq 0y K3noey SzZIANUIOUI 0} saniunyoddo
ssiw Aew ssaooid uonenjeas K)noey juasaid oy |

'S[9AJ] [[e Je JJeis dsialadns oym asoy)
10§ uoisiaradns jo w3ipered © pue [nyssaoons siosiatadns
¥ew jey) sanijenb sy jo Juipuelsiopun paeys e o[ I

qRL

18 I0M oYM
drdoad

ayy dopraq

'sontuniioddo Juswagedus pue ‘1esjunjoa ‘Aunuiuiod
SpISINO pue (Juswiredsp pue Jiun ‘yos | v131090)) aysu]
JO 9Snoy3uLIed[d [BNUD OTWEBUAD ‘O[qeyoIess e JeaI)

(S)uonepudWWOINY

‘saniunyioddo
Juswdadedus yym sjdoad Furosuuods 1oy poyour
aa1susyardwoo pue ‘asn-03-Asea ‘s[qe[ieae ue Yor| oM

(S)d5Ud[[RY ) PIAIIIIY]

dLIdpRIBWED
aseaIduI
pue sapIuUNWuwod
1uu0)

SN0,

A I I I I I I Y Y Y Y Y Y Y Y Y Y Y Y Y P Y Y Y Y Y Y YYD

SUOLEPUIWWIOIIY PUE SIFUI[BY)) PIAIIIG Jo Arewrwung




'swesFoud aaed| a0 03 yoeosdde aaisuayaidwiod PUB pOOJS.Iapun AJUOWWOD & IARY 10U OP dMm INQ paysi|qeIsa [19m 3Je swei301d 9AB3| YIIS puE UOIIBOBA [BUOIIPEI] .

'$1S00 | $3I10YD
“JulAl] Ayy[eay I0J SaANUdIUI JO ’
: : 218d-U3[BaY 1oy31y Jajns Aew Apuanbasuos pue ssoupom | apiy Aypreay
19s & pue weIdoid ssau[jom [BWLIOJ B JO UOIBIID SY) UT JSIAU] | ‘
: : Jyeis pue Kijnoey o yorodde saisuoyaidwiod & yory o | 98eanodury
"IMINSU] 3y} 03 IS0 OU 1k Jjels pue A} noej
‘sweaFoid syjouaq Areunjon puedxy b 01 swerdoid [euonippe 19550 01 sanunuioddo Jurssiu axe op p—
SONISIOAIUN | | eryuguy
‘s1oupred 1o11-doy 1o jsurede sannadwods urewas 0y Kjiqe ajomoLg
X9S-9UWeS pue dIISOWOP Ipn[oul 0} I3LISA0I S}jauaq puedxy ¢ no astwoidwos Kew pue aa1ssardoid jou st A[iwey jo maia
®I31090) JO WdsAS A1Is19A1U() 9Y) *s192d Ino 0) paredwo))
(*930 *sfeuyy se yons spourad [eonuo Juump poddns pue
Hoddns smoy jjo 3uipraoid **§-5) spesu 1es-pyiyd anbiun samqisuodsau
[3m dsoy 1oddns 03 o189 pIyo ul JusunsaAur puedxs 7| -ared A[iwey 1oy sweidoud jo jos | 248 A[Turey
dAIsUdYAIdwod e e[ om Apusnbasuod pue sposu a1eo-pliyd | dUE[eq Jye)s
(*919 “1oupred/osnods Jo 1vadse aj3uts e A[uo ssaippe sweidoid areo-pjiyo gy | Pue Aynoey dppy
“19p[d *3°9) swiergoid ared AJurey mou ur 1soAuj | |
"SJUQWIJL]S S}IJAUdq B 0 d :
1 1e1s $11Juaq [e10} JO uondnpoid Yy ul JSIAU] ()| Wt PaIaLO SIyAUS
'saniiqisuodsar U3 JO anjeA ay} puejsiapun A[[ny jou Kew jyejs pue K)noe,|
pue $3]01 a1e0 A[IWe) I9Y)0 puE ‘YUSWIABIISG spugwdp
] ] . : | "9ININISU] 3} SSOIOR pIepue)s
uondope ‘Ajuidged ‘Kjrurojew ssasppe 0 syun pue sa33[|02 AI-IoM
: : : Jou st swerdoid aaed] gyeis pue A)noey 03 yorosdde gy |
sso1oe s30noe1d pue satorjod aaea] unsixs dziprepuelg : YIIM ISISSY
- ‘swerdold aae9] Jo spoadse
pue Ajnoey 1oy suondo aaea] Jo Jojees salssardoid e Jea1) g e i s195d jueildse pue s100d o puttjaq Bej o} pud) o

(S)uonepud W 0IdY|

(S)IBUd[RYD) PIAIIIID

SNJ0 Y

DB RRODADRDRRARRARARARARARARARLARLAARARDARNARDRAARAARAARNALA A A A A A A AA A 4 4a




Task Force on Family-Friendly Policies

The Recommendations

Recommendation 1

Addresses Focus 1: Recommendation:

C CHICCRCOMINIENINES Create a searchable, dynamic, central clearinghouse of Institute
and increase (Georgia Tech, unit, and department) and outside community,
camaraderie. volunteer, and engagement opportunities.

The perceived challenge

We lack an available, easy-to-use, and comprehensive method for connecting people with
engagement opportunities. Georgia Tech offers a wide array of opportunities for community
involvement, on and off campus, but we lack a central and comprehensive clearinghouse and an
easy-to-use method for connecting people with these engagement opportunities.

Perceived needs

The challenge for Georgia Tech lies not in the fact that there aren’t good examples of
community engagement activities but rather that we do not have a comprehensive, Institute-level
approach to engaging our faculty, staff, and graduate students. By leveraging the resources of
Georgia Tech and city contacts, Community Relations can assist communities with their mission
of improving the quality of life for residents. Through job fairs, technology assistance,
entrepreneurial consulting, crime reduction, and asset mapping, Community Relations can aid
communities that are experiencing renewal and revitalization.

Selected examples from inside Georgia Tech

The Office of Leadership & Civic Engagement promotes civic responsibility and service-
learning by encouraging student involvement in meaningful and reciprocal service to the
community. As a unit of the Division of Student Affairs, the Office of Leadership & Civic
Engagement sustains the Institute’s motto of “Progress and Service” by serving as a resource for
community service and civic engagement initiatives at Georgia Tech. The Office of Community
Service volunteer opportunities database serves as resource for members of the Georgia Tech
community seeking to engage in reciprocal service with the community outside of Georgia
Tech.’

The Office of Government and Community Relations community outreach unit, Community
Relations, is focused on building upon Georgia Tech’s motto of “Progress and Service” by
helping students increase civic responsibility to improve local neighborhoods and K-12 schools
and providing a liaison to Metro Atlanta government entities to enhance Georgia Tech’s
operations. Community Relations works closely with local neighborhood organizations,
nonprofit groups, and governmental entities to help improve and empower various communities.

2 For additional information, please visit http:/service.gatech.edu.

n Recommendation 1
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Selected examples from outside of Georgia Tech
Emory University’

e Emory’s main volunteer network on campus, Volunteer Emory, was founded in 1980 by
two Emory undergraduates and connects members of the university community with
service opportunities throughout the year.

e Volunteer Emory supports more than 20 student-led volunteer programs that operate on at
least a weekly basis during the school year.

Cornell University*

e Comell’s Public Service Center is a service organization connecting Cornell students,
faculty, and alumni with community organizations. Founded in 1991, the mission of the
Public Service Center is to champion the conviction that the Cornell University experience
confirms service as essential to active citizenship.

e A service-learning approach enhances and reinforces academic learning with practical
experiences, strengthens civic values and moral character, and responds to community
needs. Service-learning fosters service to others, community development and
empowerment, and reciprocal learning through participants’ social and educational
interactions.

Massachusetts Institute of Technology’

* As part of the Division of Student Life, MIT’s Public Service Center provides a central
point of communication and support for the outreach and humanitarian efforts of the MIT
community.

Michigan State University®

e MSU has taken the lead in helping to foster a national discussion about what it means for
an institution to meet its responsibilities to both the public and scholarship through
engagement with its University Outreach and Engagement resource.

; http://osls.emory.edu/volunteer_emory
‘_‘ www.psc.cornell.edu

> http://web.mit.edu/mitpsc

6 http://outreach.msu.edu/default.aspx
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Some likely implementation activities

1.

98]

Adopt the Societal Engagement and Impact: Roadmap and Action Plan presented by
Ellen Zagura, Professor and Chair, School of Computer Science, and Bob Thomas,
Professor of the Practice, Scheller College of Business. This report suggests that Tech
create a “coherent one-stop shop for students and external partners who seek engagement
and impact.”’

Invest in the development and maintenance of the searchable Web database, including
purchasing appropriate technology and services and involving experts from
Communications & Marketing and the Office of Information Technology.

Charge the Offices of Government & Community Relations, Human Resources, and
Community Service to collaborate in the creation of a site design, resource requirements,
and an ongoing strategy to maintain data freshness of volunteer and engagement
opportunities.

Direct Georgia Tech departments and units to offer content updates on department and
division initiatives and activities (e.g., G.T.L.F., Flicks on Fifth, Faculty and Staff
intramural leagues, etc.).

Direct that units and departments move away from maintaining information on their
respective websites in lieu of contributing to the Institute’s clearinghouse of engagement
and volunteerism opportunities and that they link to the Web resource from their
websites.

Invest in the ongoing marketing and communication of the online volunteerism and
engagement resource to the Georgia Tech community.

7 www.gatech.edu/vision/projects/service-learning-legacy-project
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Recommendation 2

EYUGISSSCSAVIINPAN Recommendation:
Develop the people

Establish a shared, well-communicated, and visibly supported
expectation of staff supervisors, including faculty who supervise
graduate students and postdoctoral fellows.

who work at Tech.

The perceived challenge

We lack a shared understanding of the qualities that make supervisors successful and a
paradigm of supervision for those who supervise staff at all levels. It appears that many
individuals are selected for management and supervisory positions based on their length of
tenure or their quality of work performed in individual contributor roles rather than as a result of
successful completion of supervisor training or demonstration of the behaviors associated with

exemplary management and leadership. Consequently, we lack a Tech brand of leadership and
supervision.

Perceived needs

Goal 5, Strategy 2 of Georgia Tech’s Strategic Plan® directs the Georgia Tech community to
implement a performance-based management system. Naturally, there are many components that
must work together to deliver this system, but all of them are built upon solid and effective
relationships between supervisors and employees and a shared understanding about the
expectations that we have for our workforce. To borrow from the Strategic Business and
Operations Framework, we must “anticipate change and shape the future.” We accept the
following to be true:

® A strong working relationship and high levels of trust between a supervisor'® and his or
her employees reduce costs and increase individual productivity.

* The increased productivity may in turn reduce the need to add additional personnel, thus
preserving scarce resources for mission-based priorities. "'

* When strong working relationships exist, grievances are reduced. This in turn reduces
the costs associated with workplace investigations.'?

* A study by the Mayo Clinic found that positive working relationships between
supervisors and employees are a significant contributor to reduced workplace stress,"
which is a major factor in absenteeism.

8 www.gatech.edu/vision/sites/gatech.edu.vision/ﬁles/Georgia_Tech_Strategic_Plan.pdf

? http://sbof.gatech.edu/wp-content/uploads/201 2/07/SBOF-Framework-Document 2012071 Ov8_5GPs_.pdf

18 Although the term can have varied meanings in the academe, in this report, supervisor indicates any individual—
staff or faculty—with responsibility for directing the work of another person.

"' This idea relates to the Strategic Business and Operations Framework value Innovation—Push boundaries.

2 This idea relates to the Strategic Business and Operations Framework value Community—Demonstrate mutual
respect among faculty, staff. and students.

" June 9, 201 1, Mayo Foundation for Medical Education and Research (MFMER).
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According to a recent study by Gallup, world-class organizations (e.g., those that outperform
in their markets, have great safety records, and exhibit low employee turnover, among other
things) have engaged employee/disengaged employee ratios of about 9.57:1, as opposed to a
disappointing 1.83:1 for average organizations. It is clear that, as the researchers put it, “The
world’s top-performing organizations understand that employee engagement is a force that
drives performance outcomes.” Actively engaged employees tend to perceive their work
environment more positively. Gallup research has found that how leaders manage employees can
significantly influence engagement and disengagement in the workplace, which in turn influence
bottom-line results and workers’ health and wellbeing.'* The Gallup research also indicates that
actively disengaged workers cost American companies an estimated $300 billion annually in lost
productivity alone. Since an undisputed connection has been made between both employee
performance and engagement and the activities and actions of the employee’s direct supervisor,
our efforts to grow and develop our workforce should begin with an effort to grow and develop
our Supervisors.

Some likely implementation activities

1. Engage senior-level administrators in the development of behavioral competencies that
the Institute will expect of each supervisor (the Office of Human Resources should
facilitate this discussion).

2. Relative to the expectations and behaviors identified in item #1, charge the Office of
Human Resources with leading an effort to achieve the following goals:

a. Create a measurement mechanism that will help identify gaps between current manager
and supervisor behaviors and the desired behaviors.

b. Develop a comprehensive training program that will set forth these expectations, clarify
roles, improve key management competencies (leadership, continuous improvement,
performance management, partnership and collaboration, etc.), and contribute
significantly to increased productivity and institutional results.

c. Redesign the performance planning (i.e., goal setting) and performance evaluation
processes appropriate to each unique audience, incorporating the desired behaviors and
expectations into the processes.

d. Align supervisor selection, development, and rewards and recognition activities to
support and achieve the defined expectations.

3. Challenge executive and senior-level managers'> to incorporate the behaviors into efforts
to manage their respective organizations. (We perceive leadership by example to be
critical to the success of this recommendation.)

4. As efforts to define supervisor competencies and behaviors progress, engage senior-level
administrators in an effort to characterize and describe the workforce we are seeking to
build.

'f For a summary of the report see www.gallup.com/poll/148883/engaged-workers-report-twice-job-creation.aspx
"* In this report, senior-level manager implies associate vice president or associate dean and above.
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Task Force on Family-Friendly Policies

Recommendation 3

Addresses Focus 2: Recommendation:
Develop the people

Reevaluate and redesign the faculty evaluation process to incentivize

who work at Tech. faculty to broaden their impacts on society.

The perceived challenge

The present faculty evaluation process may miss opportunities to incentivize faculty to
broaden their impacts on society. Moreover, the current evaluation process that centers on the
Research-Teaching-Service model does not align the professional interests of individual faculty
with Georgia Tech’s Strategic Plan.

Perceived needs

From the Georgia Tech Strategic Plan, it is clear that we want to move beyond our current
status of being a leader in research to having a prominent leadership role in providing
“interdisciplinary education through flexible, student-focused curricula” and use “information
technologies to pursue new types of collaborations, explorations, and complex problem
solving.”' To accomplish this, we need to reformulate the faculty evaluation criteria.

This recommendation asks for a culture change. Even though changing the faculty evaluation
process has little monetary cost, it is well known that culture changes are difficult to accomplish.
There may even be an allergic reaction to intellectual merit/broader impact ideas by some
faculty. At first, most likely people will equate research to intellectual merit and teaching and
services to broader impact. However, as people are engaged in taking more risk to perform
potentially transformative research and more innovative teaching and instruction, at least an
argument can be made that there is intellectual merit in it, and that will encourage people to
expend their roles. At the same time, people will also look at the relevance of their research in a
larger context.

Selected example from outside of Georgia Tech

In the past two decades, the National Science Foundation has been using intellectual merit
and broader impact as the two criteria to evaluate the projects that are submitted for funding
requests; therefore, we feel that these two criteria have been well tested and that using them will
be one step to improve our current evaluation system for faculty, though definitely this will not
and should not be the final step.

By looking at one’s contributions in terms of intellectual merit and broader impact,
potentially transformative research, innovative teaching and instruction, and the ever more
important outreach activities, including services to society in general, will be more easily

1 www.gatech.edu/vision/sites/gatech.edu.vision/files/Georgia_Tech_Strategic Plan.pdf
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recognized. By changing the categories, there is a chance to change the university culture, to
make teaching/instruction and services more appreciated.

Some likely implementation activities

1.

Set clear strategic objectives for the change at the executive level, but allow the specific
implementations to be discussed and thought out clearly at the college level.

Charge a faculty task force (led by a dean) to outline the part of the evaluation criteria
specific to each college—recognizing the unique characteristic and culture of each. The
need for flexibility and the possibility of nuanced evaluations should be taken seriously.

Evaluation is only part of the equation to motivate the faculty—other sources of

recognition should also be investigated. Recognition should not be limited to monetary
awards.

Focus evaluation criteria on the annual evaluation of faculty activities rather than on
promotion and tenure reviews. We recommend incorporating into performance

evaluations more comprehensive standards that reflect more accurately the Institute’s
strategic goals.

Evaluate faculty performance not only from a mere immediate-task-oriented angle but
also from a long-term-impact angle. We recommend a flexible model for faculty annual
performance evaluation that in some instances can be implemented by addressing
contributions in two components: intellectual merit and broader impact.

Consider the intellectual diversity of our people, allow for different career paths beyond
the current research/administration ladder, and award the unique contributions that

faculty may bring to the institution, in particular those toward fulfilling the Institute’s
strategic goals.

16
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Recommendation 4

ENUUISNS OGN Recommendation:
DIOYCIRUEECOBICH Expand opportunities for graduate students and postdoctoral fellows to
who work at Tech. grow beyond their specific disciplines.

The perceived challenge

We miss opportunities to broadly develop graduate students and postdoctoral fellows who
work at Tech. Graduate students and postdoctoral fellows come to the Institute seeking a very
specific competence in their field of research. New graduate students enroll in a narrow set of
technical courses and hope to find a previously unexplored area of research to make their own
domain. Postdoctoral fellows come to the Institute already having that expertise over a domain.
Both populations spend 100 percent of their time working for the Institute on these narrow
domains. Yet it is the goal of Georgia Tech to place these employees in permanent positions
outside of the Institute, making this population of employees a unique group of temporary
employees.

Perceived needs

Efforts need to be made to prepare graduate students and postdoctoral fellows for jobs
outside of the Institute, in industry and academia, where more well-rounded candidates may
better succeed. In brief, academic institutions require polished “job talks,” grant-writing skills,
teaching experience, and the capability to work in interdisciplinary groups. Similarly, jobs in
industry rely heavily on presentation skills, writing competency, and communication in and out
of technical fields. Currently, there are dedicated resources (i.e., the Center for the Enhancement
of Teaching and Learning, CETL) to address the need for the development of writing,
presentation, and teaching. However, there is no mechanism through which an intrepid graduate
student or postdoctoral fellow can earn recognition for honing skills outside of basic
communication and their field of expertise. Further, the Institute can do better to encourage
students to take advantage of the resources CETL provides.

Georgia Tech and peer institutions such as MIT and Princeton have large interdisciplinary
centers for energy research where engineers, social scientists, and economists work toward
solutions for the global energy crisis alongside top firms in the energy industry. Electrical
engineers specializing in smart-grid technology may do well to study how electricity became so
ubiquitous before they attempt to revolutionize its use. The cost of implementing such a program
would be minimal, as it would take advantage of the wealth of courses already offered at the
Institute. However, barriers do exist: issues with course capacity, program standards, and
management of students in the program need to be addressed. Nevertheless, with an additional
piece of paper to take away from Tech (the certificate itself), students and postdoctoral fellows
would be incentivized to take more courses outside their areas of expertise and leave the Institute

Recommendation 4 17
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armed with one more advantage in their job searches. Producing this type of well-rounded
student would bolster Tech’s already impressive technical reputation.

Some likely implementation activities

1. At the direction of the Provost, convene a committee of academic administrators and
faculty members to evaluate the best places to enact this recommendation and to expand
upon it.

2. Demonstrate visible executive leadership and support for the idea of well-rounded
graduate students and postdoctoral fellows.

3. Create a certificate program designed to recognize significant study in an area outside a
graduate student’s major or a postdoctoral fellow’s department (sanction and incentivize
interdisciplinary study at the Institute). Such an opportunity would afford students and
postdoctoral fellows motivation to complete multiple courses outside their silos of
research, thus preparing them for work at interdisciplinary research centers, consulting
firms, and technology companies.

4. Develop a leadership development program focused on communication, collaboration,
and interdisciplinary partnership.
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Recommendation 5

Addresses Focus 2: Recommendation:

Deve ]OR ic people who Standardize and clarify existing policies and practices across
work at Tech. colleges and units to address professional development and
research leave opportunities.

The perceived challenge

There is significant variance in the understanding of and operating practices surrounding
professional development leaves.

Perceived need

In general, among academic institutions, professional development leave is an area where
practices vary widely by academic unit within the Institute. Based upon a meeting with Georgia
Tech deans, the task force found that colleges do support faculty leave for academic
development on a case-by-case basis. However, this approach to professional development leave
support inevitably results in inequities, as faculty members of different colleges do not have
equal access to such leave due to the differences in resources available to each college. Larger
colleges will have more flexibility to provide this type of leave support versus smaller colleges.
Professional development leave is typically granted for the purpose of growing or developing
knowledge, skills, or abilities, with the intent of enhancing the individual’s ability to contribute
to the work of the college, unit, or department. It is granted as a privilege./ rather than right,
which should result in minimal disruption of institutional programs and no additional cost to the
school or university. It is not granted automatically on the basis of years of service and tenure
status.

Clarifying and making transparent the processes for obtaining professional development
leave in each unit would help to alleviate the ambiguities and uncertainties surrounding this
issue.

Selected examples from outside of Georgia Tech

Colorado University"

e Faculty fellowships are highly competitive awards that CU-Boulder grants to its faculty.
Fellowship applications consist of a clear research plan to be conducted over a specified
time period, with defined objectives upon which recipients report at the end of the grant
period.

il https:/facultyaffairs.colorado.edu/faculty/leaves-1/faculty-fellowship
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University of Virginia'®

* UVA has created a “Sesqui” Leave under which each school of the university may
administer a periodic program of academic leaves, often referred to as Sesquicentennial
Associate ships. These are competitive awards for which faculty become eligible after a
stated duration of service since the last leave. The purpose of a Sesqui Leave is to help
faculty invigorate their research and teaching activities.

Some likely implementation activities

1. Codify existing Institute procedures for applying for professional development leave
support (paid and nonpaid) and publish them in the Faculty Handbook and personnel
Policy Manuals.

2. Utilize funding from grant overhead receipts to establish Institute funding to augment
college-level resources to expand the number of faculty and staff who can be supported
annually.

18 www.virginia.edu/provost/docs_policies/leaves.html
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Task Force on Family-Friendly Policies

Recommendation 6

Addresses Focus 3: Recommendation:

RCHICIERERIBUCIIGIN Create a comprehensive relocation support program for faculty,
new faculty. stat L ‘:{"""Ci_tlf11€ postdoctoral fellows, and senior staff.

students. and their families

into the Institute.

The perceived challenge

Today, more than ever, there is a global arms race for the best and brightest talent. Yet we
seem to fail to use all of the tools available to us to secure strategic hires. This is true for both
faculty and staff positions. While we may do a good job in the recruitment of those we wish to
attract to key roles, we miss opportunities to engage a candidate’s family members during the
recruitment process. This may mean that we are missing opportunities to secure key advocates
who may privately encourage our target hire to seize upon the opportunity presented to him or
her. Although each individual will weigh a variety of factors in contemplation of an opportunity
at Georgia Tech, it is not unreasonable to believe that a decision to accept an offer is likely easier
if the individual believes that his or her family will want to be in the Atlanta area and that—as
much as possible—the transition will be relatively easy. We also lack a comprehensive approach
for relocating and transitioning new hires.

Perceived needs

Georgia Tech has an established relocation spending program.'® What we believe to be
missing are services that support this relocation policy and resources dedicated to helping
prospective final candidates and new hires take advantage of the policy. Although there will
naturally be a variety of differences in recruitment processes across academic and support units,
an opportunity exists regarding final candidates for a more uniform and planned approach.

Finalist faculty and strategic administrator candidates

e We need standardized practices for final recruitment activities that allow for variation and
addition at the unit and department level but allow Tech to capitalize on our employment
brand and create a consistent experience.

Spouses or partners of finalist faculty and strategic administrator candidates

e We should actively recruit the spouses or partners of our target hires. When a strategic
hire is interviewing, we should invest in engaging the candidate’s family members. The
better the family’s perception of Atlanta, the Institute, the experience, and the
opportunity, the better our chances of securing top-level talent.

All new hires

e There should be a single point of contact to assist with the transition (especially for new
hires transitioning into the Atlanta area).

' www.admin-fin.gatech.edu/human/benefits/06 1600.html
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Relocation packages

We need increased clarity about level-specific guidelines for spending on relocation
packages.

Some likely implementation activities

3.

Recognize that opinions formed during the transitional stage of employment can be long
lasting and impactful to the individual’s perception of the Institute and the quality of our
workplace.

Understand relocation practices currently in place. Distill a set of minimum standards and
recommended practices for use Institute-wide.

Capture economies of scale and standardize quality by placing a full-time relocation
coordinator in the Office of Human Resources. It would be this individual’s
responsibility to streamline and facilitate the transition of new hires, including:

acting as a single point of contact for any and all matters related to the transition,

o P

coordinating department resources,

ordering materials (facilities access, technical setup, etc.),

e o

coordinating relocation service vendors,
e. answering benefits-related questions, and

f. preparing the new faculty, staff, or graduate student for orientation.

Develop appropriate reports that can be used by departments to understand the status of
activities associated with the department’s new hire.

Develop a spouse/partner engagement program and process. Activities might include the
following:
A pre-visit contact to welcome the spouse/partner and prepare for the visit.

b. Tours of special community points of interest, neighborhoods of interest, Institute
locations and facilities, etc.

Introductions to key faculty and staff.

d. Dinner with a senior-level administrator (might be faculty or staff) for the spouse/partner
and candidate or for the spouse/partner alone if the department is hosting the candidate as
a part of the interview.

e. A package of information for the spouse/partner to take with him or her.

22
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Recommendation 7

Addresses Focus 3: Recommendation:
Facilitate the transition of Redesign employee orientation programs to deliver immediate
impact and facilitate connections between the Institute, unit, and

department orientation components.

new faculty. statt, graduate
students. and their families
into the Institute.

The perceived challenge

We tend not to view orientation as part of a system of preparation that cascades from Institute
to unit to department to job levels. Current Institute-level orientations—for faculty, staff, and
graduate students—do not adequately prepare participants to succeed at Tech.

Perceived needs

The Office of Human Resources offers a half-day New Employee Orientation session every
two weeks and provides new faculty and staff with general information about the Institute.
Several departments offer orientation and other support programs for new hires, but there appear
to be few connections between the curricula for the Institute orientation and the department and
unit orientations.

Despite the fact that current programs (at the Institute level and at the department or unit
level) are good, the purpose of orientation is to elevate a new employee to a high level of
productivity in the shortest amount of time possible. According to Carnegie Mellon University’s
“The Business Case for Valuing New Employee Orientation,” 2° such orientations are valuable
because they:

* facilitate organizational effectiveness by shaping employee involvement in university
culture and facilitating an introduction to anticipated managerial practices (thus
increasing mutual understanding of university expectations and minimizing conflict);

* facilitate human resource management, improving retention, speed to proficiency, and
employee morale; and

® improve productivity and creativity by connecting the employee’s activities to the
university’s strategic plan, which leads to increased willingness to welcome change.

Tech’s current New Employee Orientation program needs to move beyond completion of the
administrative details and toward a multidimensional model that prepares the new employee to
succeed while reducing trial-and-error learning. Unit and department-level orientation programs
need to build upon the foundation laid during the Institute’s orientation but must remain a part of
the whole. In short, our paradigm of orientation and onboarding must be that there are many

» www.cmu.edwhr/recruit_staff/forms/NewOrientationValue.pdf
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parts of a single system. Orientation at each level should work as part of a whole to achieve the
outcomes that we desire as an Institution.

Examples from outside of Georgia Tech

University of South Florida®'

* USF launched a university-wide onboarding process in 2010 that is designed to increase
employee engagement, increase employee retention, and accelerate new hires’ time to
productivity.

¢ New staff and administration employees have a common start date and spend their first
two days of work in “Welcome to USF,” a new program designed to highlight the culture
of discovery, engagement, achievement, and collaboration that makes USF a great place
to work. The day-and-a-half session features learning opportunities and information
sharing and includes a message from the president as well as engaging conversations with
university leadership, students, and student success council members, with a focus on the
current vision, mission, and goals of USF.

* After completing the welcome session, onboarding continues with department orientation
and regular follow-up activities throughout the new employee’s first year. The
university’s Human Resources department has designed a comprehensive, easy-to-follow
program for the departments.

The University of Iowa®’

* The University of Iowa boasts a six-phase onboarding process with periodic check-ins at
30, 60, 90, and 270 days of employment.
Johns Hopkins University>

e New employees are paired with a buddy for the first year. This buddy has a structured
program to provide optimal support to the new employee.

2! http://usfweb2.usf.edu/human-resources/Talent-Management/on-boarding/index.asp
2 www.uiowa.edu/hr/onboardui

3 www.hopkinsmedicine.org/jhhr/OrganizationDevelopmentandTraining/Leadership/onboarding
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Task Force on Family-Friendly Policies

Some likely implementation activities

1. Use a well-researched process to develop a shared definition of “first year productivity
and connectivity.” This activity will have natural similarities and differences for each
target population: faculty, staff, and graduate students.

2. Direct that the Office of Human Resources and the Vice Provost of Graduate Education
and Faculty Affairs collaborate to better orient postdoctoral fellows.

3. Create a template and toolkit that can be used by departments to build appropriate and
supportive college/unit and department orientations.

4. Understand the resources necessary to redesign the Institute’s New Employee Orientation
program and the Faculty Orientation program so that they deliver the newly defined “first
year productivity and connectivity.”

Recommendation 7 25
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Recommendations 8 and 9

Address Focus 4: Recommendations:
Assist with work-lifc  WgRes progressive catalog of leave options for faculty and staff,

demands.

Standardize existing leave policies and practices across colleges and

units to address maternity, paternity, adoption, bereavement, and other
family care roles and responsibilities.

The perceived challenge

We tend to lag behind our peers and aspirant peers in certain aspects of leave programs. Our
approach to faculty and staff leave programs is not standard across the Institute.

Perceived needs

Traditional vacation and sick leaves are well established, but we do not have a commonly
understood and comprehensive approach to other leaves. Georgia Tech currently offers vacation,
sick, holiday, and other leaves of absence for eligible regular, full-time, or part-time faculty and
staff. Additional leaves include court duty with pay, military leave with pay (up to eighteen days
per federal fiscal year) or military leave without pay, organ donation leave with pay (up to thirty
days), bone marrow donation leave with pay (up to seven days), and blood donation leave with
pay (eight hours per year or two hours per donation, up to four times per year). Donated sick
leave is relatively new and is certainly a value-added benefit.

Selected examples from outside of Georgia Tech?
California Institute of Technology®
* Eligible employees may take up to three days off with pay. In their discussion of the
leave, the term immediate family includes domestic partners.
Massachusetts Institute of Technology26
® MIT grants eight weeks of paid maternity leave for childbirth and recovery under its sick
and extended sick leave program.
University of Minnesota®’
® Male graduate assistants and postdoctoral associate employees may take up to two weeks

leave with pay related to the birth or adoption of a child. Parental leave provisions as

provided under this policy are applicable to registered same-sex domestic partner
relationships.

2‘_' For specific details see Appendix 3.

» http://cit.hr.caltech.edw/policies/PM/pm1 5-5.pdf

2 http://hrweb.mit.edu/fmla/what-fmla/overview-leaves#mmla

7 www.policy.umn.edu/Policies/hr/Leaves/PARENTALLEAVE.html
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Some likely implementation activities

1. Advocate amending Board of Regents guidelines to augment existing family care leave
policies.

2. Create a progressive catalog of leave options for faculty and staff.

Standardize policies and practices across colleges and units (e.g., maternity, paternity,
adoption, bereavement, family care, compensatory, research and professional
development leave, etc.).

(U8
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Recommendation 10

Addresses Focus 4:
Assist with work-life
demands.

Our Recommendation:
Invest in the production of total benefits statements.

The perceived challenge

Faculty and staff may not fully understand the value of the benefits offered them.

Perceived needs

A total benefits statement is a document that outlines the full benefits package an employee
is entitled to receive from an organization, including salary, the employer-contributed portions of
health plans (medical, dental, vision, etc.), and child-care subsidies. It may also highlight training
and voluntary benefits to which the individual might not otherwise have access. Total benefits
statements can be used to reinforce the communication of less tangible benefits such as work-life
programs and flexible work arrangements. The statement is personalized to each employee.
Typically, organizations use total benefits statements to attract, motivate, and retain employees;
to reinforce what sets them apart from other organizations; to raise awareness and appreciation
by focusing attention on the benefits offered; and to reduce the cost of benefits administration by
providing an employee self-service tool that results in fewer phone calls, thereby enabling
Human Resources to focus on more strategic initiatives.?®

Selected example from outside of Georgia Tech

Duke University invested an additional $25 million in 2012 to cover the increased cost of
benefits such as health insurance, retirement savings, professional development opportunities,
and wellness programs. In order to help faculty and staff understand their benefits and the value
of the investment Duke is making in them, Duke—Ilike other universities—has begun the
creation and distribution of total benefits statements.?

Some likely implementation activities

1. Direct the Offices of Human Resources and Information Technology to collaborate in the
production of total benefits statements.

2. Engage a consultant to assist with the first-year transition into producing these statements

(educate us about likely pitfalls, assist with technical implementations within PeopleSoft,
etc.).

2

Study and prepare for the production and mailing costs of the statements. (Best practice is
to distribute via U.S. mail to employees’ home addresses.)

2 See Appendix 4 for an example of a total benefits statement.
» http://ondemand.duke.edu/video/21 746/understanding-your-personal-be
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Task Force on Family-Friendly Policies

Recommendations 11 and 12

Address Focus 3: Recommendations:
Help faculty and
staff balance family

Invest in new family care programs (e.g., elder, spouse/partner, etc.).

care responsibilities. Expand investment in child care to support those with unique child-
care needs (e.g., providing off hours support and support during critical
periods such as finals, etc.).

The perceived challenge

Our child-care programs address only a single aspect of child-care needs and consequently
we lack a comprehensive set of programs for family care.

Perceived needs

The summer camp database provided by the Office of Human Resources gets very high
utilization (more than 3,000 hits in six weeks). We believe this offers some insight into needs
that extend beyond traditional morning-to-afternoon child care. While the Georgia Tech child-
care centers are a great option for some, our employees’ family situations are all unique. Because
we are operating child-care facilities in a metropolitan area, the cost of services at Georgia Tech
facilities is more than many of our employees can afford. Additionally, some employees need
and/or prefer to choose child care near their homes. Since many have extended family that assist
with drop off and pick up, expanding the ways that we provide family care would provide a
benefit to help meet the needs of a broader Georgia Tech.

Some likely implementation activities

1. Identify metro Atlanta child-care centers and negotiate discounts for Georgia Tech
employees. (employer discounts typically range from 5 percent to 10 percent).

2. Identify an Information Technology resource to create a work-life webpage and identify a
content owner (a new Work-Life position).

3. Invest in the creation of a summer camp expo and bring in local summer camp
representatives to talk to Georgia Tech employees about the various options.

4. Invest in the creation and maintenance of a Family Care section of the Office of Human
Resources website —in effect creating a clearinghouse of information that would contain:
decision support tools for purchasing family care, and information and links to external
providers and related websites (e.g., care.com and sittercity.com).

5. Implement an employee-student babysitting network to help with a variety of babysitting
needs (including evening care, back-up care, etc.).

6. Identify and prepare for costs associated with the ongoing marketing of the new
resources.

7. Invest in the creation of an annual family care survey that can assist us in ensuring that
our investments match our employees’ interests and needs and that the quality of the
existing investments remains high.

Recommendations 11 and 12 29
Georgia
Tech



Task Force on Family-Friendly Policies

Recommendation 13

Addresses Focus 6: Recommendation:

DirAamate Finane, . . .
Promote financial Expand benefits coverage to include domestic and same-sex partners.

security.

The perceived challenge

Compared to our peers, the University System of Georgia view of family is not progressive
and may compromise our ability to remain competitive against other top-tier universities.

Perceived needs

Some University System of Georgia (USG) institutions offer some domestic partner benefits
for the programs that are totally funded by employee contributions (Georgia Tech currently
offers some domestic partner benefits, such as dental, vision, and voluntary life insurance).

For the system-wide programs that involve the use of direct state monies, the USG does not
permit offering domestic partner benefits. The decision not to offer these benefits for state-
funded plans is based on the fact that the state no longer recognizes common-law marriages
(1996 Georgia Act 1021) and does not recognize domestic partners.

Offering full benefits to domestic partners would bring the Institute into closer alignment
with the official nondiscrimination policy of the Institute, which reads:

The Georgia Institute of Technology is committed to affirmative implementation of equal
employment opportunity in education and employment. The Institute does not
discriminate against individuals on the basis of race, color, religion, sex, national origin,
age, disability, sexual orientation, or veteran status in the administration of admissions
policies, educational policies, employment policies, or any other Institute-governed
programs and activities. The Institute’s nondiscrimination policy applies to every
member of the Institute community.*

Because benefits are a substantial part of a compensation package, individuals in domestic
partner relationships essentially receive less compensation than their married peers. Moreover,
because health insurance costs are typically lowest when obtained through an employer, and
individuals are not guaranteed to be eligible for particular insurance plans, additional financial
compensation to the employee cannot be considered equivalent to health insurance. It should be
noted that even if full benefits are offered, employees receiving domestic partner benefits will
still receive less compensation, as they will be responsible for federal taxes on the amount of
employer contributions to the partner’s benefits.

Offering domestic partner benefits is critical in recruiting and retaining the most qualified
employees; a lack of benefits puts Georgia Tech at a competitive disadvantage compared to our

30 www.policylibrary.gatech.edu/37.1 -policy-nondiscrimination-and-affirmative-action
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Task Force on Family-Friendly Policies

peer institutions and threatens the Institute’s ability to maintain and improve its position as a
national and global leader. Because most peer institutions do offer domestic partner benefits, it is
unlikely that the most highly qualified individuals who happen to be in domestic partnerships
would opt to be employed by Georgia Tech if they could receive such benefits elsewhere.
Although there are individuals currently employed by Georgia Tech who are in domestic
partnerships, the lack of benefits adds stress to the family situation, limiting a partner’s ability to
be self-employed, stay at home to care for children or family, take time off for short- or long-
term illness, go to school full time to improve his or her education, etc. Such stresses can impact
the productivity of an employee as well as provide an impetus to seek employment elsewhere.

Selected examples from outside of Georgia Tech

Faculty members at the University of Georgia are (again) requesting that university leaders
extend benefits, such as health insurance, to domestic partners. The University Council’s Human
Resources Committee recently voted unanimously in favor of the request. The same council
passed resolutions calling for the Board of Regents to approve benefits in 2002, 2005, and 2007.

Emory University offers a range of benefits to same-sex domestic partners of employees.>'

Some likely implementation activities

It is not clear that domestic partner benefits are disallowed by the state legislature, as some
benefits to domestic partners are already offered, such as dental, vision, and voluntary life
insurance. The Georgia Supreme Court overturned a challenge to the City of Atlanta’s domestic
partner benefits program, and the Georgia General Assembly passed a bill in 2005 specifically
authorizing local governments to offer domestic partner benefits.

It may be that state-derived funding, which constitutes less than 17 percent of the Georgia
Tech budget, may not be used for domestic partner benefits, but extramural research funding
specifically provides monies for fringe benefits. Moreover, the same rate is charged to all
employees funded by research grants regardless of whether they are single, married, in a
domestic partnership, or actually receiving benefits for a spouse or children. Therefore, a pool of
money already exists that is specifically for providing fringe benefits to employees and that is
not tied to the level of benefit offered to the specific individual funded by a specific source.
Further, it should be noted that the rate of participation across both private and public sectors

when offering domestic partner benefits is 1 to 2 percent; therefore, the financial impact should
be low.

3 http://hr.emory.edu/eu072712/benefits/helpfulinformation/samesexbenefits/index.htm|
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Recommendation 14

Addresses Focus 6: Recommendation:

Promote tinancial

Expand voluntary benefits programs.

security.

The perceived challenge

We are missing opportunities to offer additional programs to faculty and staff at no cost to
the institute.

Perceived needs

A comprehensive approach to providing employee benefits requires that we regularly review
our voluntary benefits packages and consistently add to the type and quantity of offered
packages. Implementation of additional voluntary benefits emphasizes Tech’s commitment to
offer a very competitive and highly desirable voluntary benefits package. Since voluntary
benefits are paid for by employees, there are no hard costs to Tech. These types of programs are
frequently implemented by both private and public institutions and help build a competitive and
attractive benefits package. Awareness of such programs will help increase the value of the
overall total benefits package and aid in our efforts to be an employer of choice.

Some likely implementation activities

1. Conduct a survey to measure employee satisfaction with voluntary benefit programs.
(This could be integrated into a broader survey as described in the implementation
activities list for Recommendations 11 and 12.)

2. Invest in the deployment of new voluntary benefits (e.g., group legal, Purchasing Power,
etc.).

3. Expand communication of voluntary benefits.

a. Improve faculty and staff understanding of the availability of these benefits through lunch
and learn sessions, seminars, and webinars.

i. Topics might include the importance of fund diversification, retirement planning,
wellness, and work-life options.

ii. Create an annual event calendar and roll out these events to Georgia Tech
employees.

b. Increase focus on retirement plans.

i. Improve communications regarding the availability of one-on-one consultations
with our three financial providers (TIAA CREF, Valic, and Fidelity).

ii. Increase communications about our supplemental retirement plans and the
differences between the plans.

iii. Promote the retirement plan tools available with each of our financial institutions.

32 : Recommendation 14
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Task Force on Family-Friendly Policies

Recommendation 15

ANUISSNCRE RVGTNWVANE Recommendation:
E*I}COUI‘?}S@ healthy Invest in the creation of a formal wellness program and a set of
lite choices. incentives for healthy living.

The perceived challenge

We lack a comprehensive approach to faculty and staff wellness and consequently may suffer
higher health-care costs.

Perceived needs

It has been shown that investment in helping employees adopt wellness behaviors causes a
reduction in medical premiums. Incentives are proven to increase participation dramatically and
should be carefully designed. Such incentive programs may keep catastrophic claims from being
incurred due to prevention through such programs, save or improve the quality of life for our
employees, and prevent expensive claims from occurring. This in turn tends to reduce costs to
the system and individual employees. A wellness program would help make Tech a better place
to work because it demonstrates the Institute’s commitment to the importance of employee
health. A successful wellness program helps create a more supportive and enjoyable work
environment and reduces absenteeism and presenteeism.*> More than 50 percent of our peer
institutions have such programs in place already.

Some likely implementation activities

1. Charge a cross-functional committee to specifically study building a system wellness
program (including members of the Faculty Benefits Committee, the Office of Human
Resources, and the Decision Support Group).

2. Develop a long-term strategy including institutional targets for key health factors and
financial incentives (e.g., get your annual physical and get $100 off your annual
premium).

Invest in the creation of a wellness section on the Office of Human Resources website
that includes wellness resources; tools currently provided by Blue Cross Blue Shield and
Kaiser, etc.; and events on campus, etc.

(O8]

4. Invest in an on-site biometric screening vendor (the University System of Georgia
receives $100K per year from Blue Cross Blue Shield to support wellness).

5. Implement metrics to measure program success and help drive our future decisions
related to the wellness strategy.

32 Defined as the act of attending work while sick.
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Task Force on Family-Friendly Policies
Appendix 4: An example of a total benefits statement*

Your benefits:
big piece of the pie

Your benefits play a major role in your

total compensation. As this sample
chart shows, they can amount to a
sizeable piece of the pie.

Jane Doe

(hourly paid employee, availing
herself of tuition benefits)
Salary: $25,500.80

Total Benefits: $11,846.57

Total Compensation: $37,347.37

Annual Salary $25,500.80

This represents the annual salary for your benefits-primary job; this
includes paid time off for the seven University holidays, vacation
pay, or Paid Time Off

This ﬁguve reﬂec!s University contributions to your health care and
dental plans—plus any incentives psid for Well-U programs

The L‘mverss'y also contributes tow ards various other programs,
including life insurance, accidental death and dismemberment
insurance, long-term disability, home ownership program, tuition
waiver/reimbursement, etc.

The University contributes—on your behalf and based on your gross
earnings—money to several federal programs, including Social
Security, Medicare, Workers' Compensation, etc

After twoyears of service, the University contributes 6.2 percent of
your base salary, up to a breakpoint, on your behalf. For any salary

beyond that breakpoint, up to the IRS limit, the University contrib-

utes 10.5 percent.

46 www.rochester.edu/currents/V39/N07/bennies.html]




