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 “What is or isn’t working”? (excluding changes that require increased resources)

ITS

• ITS – so low level of support; small dept (only one staff-dept. mgr.); tries to not complain but that support is critical to doing her job.

• Reformation of ITS services: problems with staff turnover, conflicting info from ITS vs. what is needed for local support (result of turnover at local level; new staff now respond to ITS without understanding local needs).

• Feedback from ITS: clear guidelines rather than “HelpDesk”; still waiting for months for answer on staff; Help Desk is not working for them: ticket goes into ‘black hole’; Humanities has 1 IT tech; Web support: need standard format; they still use Dreamweaver.

• ITS – still needs improvement; not enough info out there; taking too long to get up to speed. SHR- problems with recruitments; leave messages (no one answers phone) and get no calls back

• IT consolidation is not working: moved 2 weeks ago and still can’t use printer; not enough IT staff (the staff person can’t keep up with demand); Bronze level service is much lower; quarter is starting and may just go out and buy a personal printer.

• ITS is not working for us; staff are hardworking but not enough of them; can’t re-use computers that were taken by replacements; ITS is making her insane.

• ITS support is great – probably a function of being SOE

• Consolidation: responsible for the staff work & money spent, but do not supervise (ITS).

• ITS is getting staff and resources; they need to start delivering. Appropriate IT training is needed focusing on applicable forms and processes specifically used on campus.

• Basic ITS services have gone downhill, specifically for staff support. Need upgrade of computers, don’t trust the installation of new systems; don’t get help when systems crash.

• SHR & ITS were worst transformations; we’re all on our own.

• ITS website has improved (as a tool to help us work independently) and could be used as a model for other units; Grad Div website needs work; Registrar website needs improvement; SHR is better; need clear documentation

• No web support.

Effect of transformations

• Timeliness issues; can’t find info when needed; passing much work back to units.

• Every system is a new “language” to learn; every website, every application, every system is different and not intuitive. Managers get no relief in order to do individual projects (e.g., serving on committees

• Had to change faculty retreat (first week of qtr) from 9/26 to 9/24 on one week’s notice; CruzBuy password wouldn’t work; wasted 2 hrs; used personal credit card for off-campus vendor and will get reimbursed; no one at division would help her with CruzBuy.

• CruzBuy tutorials need work.

• Detest CruzBuy – would rather charge on personal account and be reimbursed, was much better having one local person processing payments.

Workload

• Basically, in survival mode; overwhelmed by all databases; sick of change. Personality and Time affect each person’s reaction and dealing with each and many changes. Trainings are out there.

• Service Centers used to interpret and explain details; now we need “tutorials” and are expected to know all details. All of this impacts workloads for users.

• No one is paying attention to how much extra work staff is taking on; no one seems to care how much work trickled down to depts.; pride in work no longer possible (Bill Ladusaw said “sometimes it’s OK to only get a C”); maybe we need an informal meeting to discuss what others are “not doing”?

• I’m willing to do almost anything, but where does my job end? Can’t keep up with everything (DOPES, phone bills). Can’t read EVERYTHING on computer screen.

• All problems and issues revolve around resources: we are moving so insanely to get things done in a timely and accurate manner; SHR, RMS, email all work fine

• Centralization: are we just adapting? Business transformations: not good. 

Staff HR

• SHR: recruitment request (for advisor) was held for 4 weeks. 

• RMS is becoming more familiar but still varies by division

• Loss of staff; no replacement approved (due to SHR process and promotion from within). No allowance for training.

• SHR & ITS were worst transformations; we’re all on our own.

Classification reviews

• Disparity in classifications for dept. mgrs., some graduate and undergraduate advisors are classified higher than some mgrs.; suggest SHR visit dept. mgrs’ meeting to describe process of classification, esp., size vs. complexity; there should be a minimum classification for ALL dept. mgrs.

• Classification review for u.g. advisor.

• “The only way to get a salary increase is to get another job offer” (both staff and faculty).

• Classification: she is still a program specialist, need division support

• Dept. asst. now does web support, but no adjustment to classification

Training for department managers

• New Dept. Mgr: assign a mentor to each new dept mgr (at division level); use Career Focus Program as a model for training. Staff development: Staff Fellow at OP is appealing to her; create some sense of “mobility” and how the campus works; leadership succession.

• Training in specific areas (i.e., budget principles).

• Need a “how-to” book or more sharing of best-practices.

• Department manager training: it takes at least 2 to 3 years to learn dept. mgr. duties; mentoring would be helpful and better understanding of expectations.

• Dept. mgrs are on their own for professional development. Supervisors are faulty who, in general, have no admin or mgmt experience. Few will recommend specific trainings for dept. mgr,; their performance evals not likely to suggest specifics for improvement. Need minimal expectations for dept. mgr training or we have uneven and unfair support in professional development (dept can’t afford training; chair doesn’t support absence for training, mgr puts training needs of other staff first, etc). Result: many dept mgrs are working inefficiently, low confidence in professional standing, & without adequate training opportunities to do their job.

• Positive: took the performance series this summer and had a great experience; recommends it for learning opportunity.

• We need trainings to do our work.

• Need annual department managers’ retreat.

AIS and Registrar’s Office

• AIS has improved (or we have adapted)

• Biggest challenge/fear: getting new staff up to speed on all systems & training (esp. AIS and advising); new advisor should have contact with someone to learn advising skills; need list of systems and policies (catalog rights, procedures).

• We need a well-written, well-presented document to explain new A.I.S. program.

• Advising support for mtgs , increase their effectiveness as a group; portal; advising support & tools; 

• Registrar’s Office problems: only one person there can help us and we are dependent on her to get back to us; it’s a resource issue but it impacts dept. ability to do our jobs and to meet deadlines.

• Degree audit: how do depts. use it?

• Sub-cte on advising: “floater” position was proposed; felt minimized for asking questions.

• We were effective in getting AIS to work for us

• Susanne Willis is Great!! Did dept. training for their AIS/Class lists updates.

Graduate programs

• Graduate student database is needed

• Grad student database needed; grad programs have own needs.

Academic HR

• Div-Data is a GREAT tool; need a separate group to consider lecturer pool

• Online applications needed for faculty recruitments.

• Lack of recruitment module for faculty is totally unacceptable (workload)

• Faculty recruitment: we need to get rid of the paper model; faculty expect online review but we’re stuck with paper

Increasing enrollments

• More students but no increase in resources

• Not enough space, staff, instructors to deal with more and more enrollments; scrambling to find TAs and drop-in tutors (division is being supportive).

• Central campus needs a better understanding of impact of increasing enrollments on departments

LK and LP

• Mgrs group, Lynda and Linda are doing best we can with limited resources. Keep on track

• Linda and Lynda have kept issues alive, moving.  Good time for dept managers with central offices – group is more forward thinking.

• Consider survey of group to get feedback regarding specific topics

Other Comments

• We have become a group to be reckoned with on campus

• We need a list of Vice-Provosts and what they do

• Many dept. mgrs are actually high-level administrators rather than managers.

• Humanities are so understaffed; 

• Technicians spend in areas that she does not control, yet she is ultimately responsible for whole budget. 

• Relies on advisor (on DAG), Anne Callahan, and Bob Hastings for info; feels informed.

• Maintain self-identity while still being able to provide service; new chairs have very different styles (currently a micro-manager); 

• We used to have staff who could supervise one person; now with changes, the manager is supervising a collection of staff; loves her staff but they need a lot of attention (and her time).

• Re: external review – less information is available from Planning & Budget than for last review; the biobib information was entered incorrectly by the extra staff hired for the purpose; they were promised much more at the start of the process.

• Media problems with telecasting classes (unique to SOE/Silicon Valley right now; they are the pioneers in distance education).

• Has devoted faculty so her job (“little world”) works for her; her faculty (total 11) are heavily involved in top administrative appts (1/2 her faculty). 

• Only spends about 5 hrs/yr in face-to-face meetings with dept. chair; no interest or awareness from chair re: what mgr is doing; finding time to keep up on email and still do own job; monthly mtgs get her out of office and involved, and have created such a high level of respect for mgrs

• More depts. need Assist. Mgr positions; need some release time to be involved at the required level. • Campus counts on fact that staff is committed to getting work done (at any cost of personal time).

• Multiple layers of dysfunction: local – doing some things in dept. that need to stop/change over time. 

• Staffing: such complex demands and multi-faceted; too much to place on one person (dept. mgr) who tends to be most stable, long term (probably due to classification level). 

• Need tools to accompany all the changes; we’re doing pretty well but will still take time to get there. 

• Divisional visits vs. central dept mgr committee – avoid overlap – go through division when $ involved

• I’m getting support I need.

• Don’t give up




