UNIVERSITY OF Board of Regents of the University of Wisconsin System
WISCONSIN SYSTEM Office of the Secretary
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‘ " 1220 Linden Drive
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DATE: November 28, 2012
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PUBLIC MEETING NOTICE
Meetings of the University of Wisconsin System Board of Regents
to be held at UW-Madison, Union South, 1308 W. Dayton Street,
Madison, Wisconsin 53715 on December 6 and 7, 2012

Thursday, December 6, 2012

9:00 a.m. All Regents — Varsity Hall 11, 2" Floor
1. Calling of the roll

2. UW-Madison Presentation by Interim Chancellor David Ward:
Strategic Priorities for UW-Madison

3. Update: UW Flexible Option Initiative

4. Next in a Series of Discussions with Chancellors about UW Institutions’
Strategic Goals: UW-Platteville Chancellor Dennis Shields

12:00 p.m.  Lunch — Varsity Hall 111, 2™ Floor
1:00 p.m. Capital Planning & Budget Committee, Varsity Hall I, 2" Floor

1:00 p.m. Research, Economic Development, and Innovation Committee,
Varsity Hall 11, 2" Floor

2:30 p.m. Business, Finance & Audit Committee, Varsity Hall 1, 2" Floor

2:30 p.m. Education Committee, Varsity Hall 11, 2™ Floor

Universities: Madison, Milwaukee, Eau Claire, Green Bay, La Crosse, Oshkosh, Parkside, Platteville, River Falls, Stevens Point, Stout, Superior, Whitewater,
Colleges: Baraboo/Sauk County, Barron County, Fond du Lac, Fox Valley, Manitowoc, Marathon County, Marinette, Marshfield/Wood County, Richland,
Rock County, Sheboygan, Washington County, Waukesha, Extension: Statewide



Friday, December 7, 2012

9:00 a.m. All Regents — Varsity Hall 11, 2" Floor

Persons with disabilities requesting an accommodation to attend are asked to contact Jane Radue in
advance of the meeting at (608)262-2324. Information about agenda items can be found the week of
the meeting at http.//www.uwsa.edu/bor/meetings.htm. The meeting will be webcast at
http://www.uwex.edu/ics/stream/regents/meetings/ on Thursday, December 6, 2012, from 9:00 a.m.
until approximately 12:00 p.m. and Friday, December 7, 2012, from 9:00 a.m. until approximately 12:00
p.m.



http://www.uwsa.edu/bor/meetings.htm
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UW FLEX: THE UNIVERSITY OF WISCONSIN FLEXIBLE OPTION
TOWARDS DEGREE ATTAINMENT

EXECUTIVE SUMMARY
BACKGROUND

In June 2012, the UW System and Governor Walker announced a competency-based,
self-paced flexible degree initiative to make it more possible for working adults across
Wisconsin to earn baccalaureate degrees. Renamed the University of Wisconsin Flexible
Option—UW Flex for short—the initiative builds upon the UW System’s reputation for quality,
its foundation in the Wisconsin Idea, and its ongoing commitment to provide affordable and
accessible education to a wider and deeper cut of Wisconsin residents. The UW Flexible Option
program is a portfolio of degrees, certificates and courses drawn primarily from the UW
System’s existing program array that will be offered through formats that are self-paced,
competency-based, and built on best-practice educational principles and learning science,
including learning-outcomes assessment and instructional design principles. Designed to serve
an adult, non-traditional student population whose needs for post-secondary education are not
being met—in Wisconsin and beyond—UW Flex programs will emphasize areas of strong
student demand and strong need for economic growth and development in Wisconsin and
beyond. The UW System’s aspirational Shared Learning Goals will be used to direct the
development of UW Flex competencies.

The higher education landscape is changing across the globe. Whether public or private,
American colleges and universities are working to innovate and meet the evolving needs of more
diverse student populations. These efforts are taking place in a context of changing funding
models, increased economic and political pressure to improve access and affordability, and
demands for greater accountability to provide evidence for the value added by a college degree.
In this environment, virtually every post-secondary institution in the country is exploring
alternative approaches to deliver higher education, with the Massive Open Online Courses or
MOOC phenomenon being one visible example.

With the development of the UW Flexible Option, the UW System is currently the only
public higher education system in the country seeking to develop an alternative, competency-
based degree model systemwide, where the unit of innovation is the system not an individual
college or university.

At its December 6, 2012, meeting, the Board of Regents will hear a status report on the
development of the Flexible Option.

REQUESTED ACTION

For discussion only; no action is required.



DISCUSSION
Overview

Dramatically different from traditional campus- or course-based instruction, whether
delivered face-to-face or using online formats, the competency-based UW Flex model
emphasizes mastery of demonstrated student learning outcomes. For all the attention currently
commanded by MOOC:s, their primary purpose is to make academic content widely available on
the Internet.’ The UW Flexible Option, in contrast, offers a new way to progress towards a
degree. Students in the Flex Option use the knowledge they have acquired through prior
coursework, military and on-the-job training, and other learning experiences, and take
assessments to demonstrate their mastery over academic content wherever and whenever they are
ready.

In the UW Flex Option:

e Students may start and complete assessments (and thus their progress towards their
degree) at any time, in contrast to a traditional semester- or term-based schedule.

e Students determine the pace of their learning. Progress through the chosen degree
program is based on assessments of essential competencies determined by UW faculty,
versus seat time in a classroom. When the student demonstrates mastery of a subject, he
or she moves on to new material right away.

e Students get credit for what they know. The Flexible Option helps students to shorten the
time required to complete a degree by assessing and crediting knowledge acquired in the
workplace, from free open educational resources, or from other experiences.

Much progress has been made since the Flexible Option was announced in June. As the
UW System moves into more concrete planning of UW Flex, much work needs to be done to
turn the concept into reality, and to meet the System’s goals of having flexible options available
to the target market of adult students by Fall 2013. Several UW institutions and programs have
stepped forward to be a part of the first cohort of Flex programs, with support from UW-
Extension and UW System Administration.

First to Flex: Cohort 1 Programs
Led by faculty and deans, six academic programs have emerged to become the first
cohort of Flexible Option programs. Planning is underway to make these programs available to

students beginning in fall 2013.

1. UW-Milwaukee will offer four degree programs and one certificate program:

! Separate from the purpose of MOOCs, which is to make quality course content widely available, several initiatives
are underway that provide avenues to students enrolled in MOOC:s to receive college credit. Both the American
Council on Education (ACE) and the Association of Public Land-grant Universities (APLU) have received funding
from the Gates Foundation to develop pathways by which MOOCs will be credit-bearing.



e The College of Nursing will offer both a bachelor’s degree and a master’s degree
option for Registered Nurses who seek higher credentials (R.N. to B.S.N. and R.N. to
M.N.).

e The College of Health Sciences will develop a degree completion in Diagnostic
Imaging targeted toward bachelor's degree-attainment for certified diagnostic imaging
professionals.

e The School of Information Studies will offer a B.S. in Information Science &
Technology, preparing students for a host of jobs in an increasingly digital culture
and economy.

e The College of Letters & Science will offer a Certificate in Professional and
Technical Communication, providing students with the essential written and oral
communication skills needed in the workplace.

2. The University of Wisconsin Colleges, the UW System’s network of 13
freshman/sophomore campuses, will offer a number of liberal arts, general education
courses in the flexible degree format. Currently, through traditional instruction and the
UW Colleges Online, students can earn an Associate of Arts and Science degree and
transfer to any baccalaureate and professional program at a four-year UW campus. For
students who wish to be engaged in flexible degree programs, the UW Colleges will
provide general education, liberal arts freshman- and sophomore-level offerings available
in a competency-based, self-paced format as early as fall 2013. Students will be able to
complete competencies and assessments in biology, chemistry, mathematics, computer
science, engineering, physics, psychology, health, exercise science and athletics,
women’s studies, business, political science, English, Spanish, geography, anthropology
and sociology, history, art, and music. The UW Colleges will work towards
providing the Associate of Arts and Science degree via the UW Flexible Option.

Several other UW System institutions, including UW-Parkside, are working to determine
how to develop Flexible Options for their degree programs, and additional offerings should be
ready by fall 2014.

UW Flex Planning Process

The development of UW Flex requires planning that is academic, administrative,
operational, budgetary, and keeps student learning and success at the center. Three advisory
groups have been convened to bring in the appropriate expertise from across the UW System in
each of these areas.

1. The UW Flexible Degree Model Faculty and Instructional Academic Staff Committee
has been convened with representation from every UW institution, to identify the
necessary academic components of the competency-based approach, and develop
principles upon which the model should rest in order to ensure quality and rigor. The
role of faculty and staff in the development of the model is critical, given statutory
faculty oversight of the curriculum, their pedagogical and content expertise, and the
System’s deep tradition of shared governance. From the outset, it has been clear that
each individual degree program offered via this model will be offered by an institution or



institutions in the UW System, and will be approved through the same shared governance
and accreditation procedures and policies as all UW degrees. The Faculty/IAS advisory
committee will also consider advising models and determine an ongoing oversight role
for faculty as the first cohort of UW Flex programs are developed, with additional
cohorts to follow.

2. A second, administrative advisory group has been convened, composed of chancellors,
provosts, student affairs administrators, and chief business officers, among others. That
group is providing advice and assistance in the development of the business model and
infrastructure necessary to support the institutions and the students who will enroll in UW
Flex programs.

3. Athird operational advisory group, comprised of admissions directors, financial aid
directors, registrars, bursars, transfer coordinators and others, is also being assembled.
This group will focus on the academic and student support critical to ensuring student
progress and success in Flex options, with attention to both conceptual and operational
components.

Concurrent to the work of these advisory groups, Cohort 1 program faculty and staff are
working on developing program competencies, and identifying the range of appropriate and
rigorous assessments as well as the levels of mastery by which students will demonstrate their
knowledge. These faculty and staff members will also help determine the kinds of advising
necessary for students to achieve their educational goals within the Flex model.

Resources

While it is anticipated that the model will become revenue-generating after the first few
years, the start-up resources required to develop, implement, and sustain the Flexible Option are
significant. Based on conservative projections on growth in programs and enrollments, it is
anticipated that the break-even point for UW Flex will occur sometime in 2017-18. The UW
System’s 2013-15 biennial budget proposal includes a request for funding to support
development of UW Flex. Additional funding is also being sought from a variety of other
sources. UW Flex requires resources dedicated to: (1) supporting faculty and staff as they
develop competencies and assessments, convert existing (and potentially creating new) academic
programs into the flexible format; (2) marketing and recruiting potential students; (3) academic
support services (advising, enrollment, financial aid counseling, bursar functions, transcription of
student progress, transfer activities, etc.); and (4) developing a student information system
capable of tracking admissions, enrollment, financial aid, registrar functions (including
transcripts), transfer, student progress according to competencies mastered and assessments
taken, and other data essential to ensuring success for students and UW institutions with UW
Flex programs. The Board of Regents will be asked to approve tuition pricing for UW Flex
programs sometime in spring 2013, once the business model is finalized.

RELATED REGENT AND UW SYSTEM POLICIES

None.



BOARD OF REGENTS OF THE UNIVERSITY OF WISCONSIN SYSTEM

1.1. Education Committee - Thursday, December 6, 2012

Union South, Varsity Hall 11, 2" Floor
UW-Madison
Madison, Wisconsin

2:30 p.m. Education Committee—Varsity Hall 11, 2" Floor

a.

The University of Wisconsin School of Medicine and Public Health: The
Wisconsin Partnership Program — Acceptance of the 2011 Annual Report.

Consent Agenda:

1. Approval of the Minutes of the October 4, 2012, Meeting of the
Education Committee; and
2. Approval of the University of Wisconsin-Madison School of Medicine
and Public Health Appointment to the Oversight and Advisory
Committee of the Wisconsin Partnership Fund for a Healthy Future;
[Resolution 1.1.b.(2)]

Approval of Revision to Non-resident Enrollment Limit in the UW System
Freshman Admissions Policy;

[Resolution 1.1.c.]
Education Committee Priority Discussion: Dual Enroliment.

Report of the Senior Vice President:

1. Biennial Sabbatical Guidelines
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UNIVERSITY OF WISCONSIN SCHOOL OF MEDICINE AND PUBLIC HEALTH
WISCONSIN PARTNERSHIP PROGRAM
2011 ANNUAL REPORT

EXECUTIVE SUMMARY

BACKGROUND

The Wisconsin Insurance Commissioner’s Order (Order) of March 2000 approved the
conversion of Blue Cross and Blue Shield United of Wisconsin to a for-profit stock corporation,
and the distribution of the proceeds from the sale of stock to the UW School of Medicine and
Public Health (UW SMPH) and the Medical College of Wisconsin. In accordance with the
Order, thirty-five percent of the funds were allocated for public health initiatives and sixty-five
percent for education and research initiatives to advance population health. The Wisconsin
United for Health Foundation, Inc. (WUHF), was created by the Insurance Commissioner to
oversee the distribution of the proceeds, to approve the first Five-Year Plan (2004-2009) of each
school, and to review subsequent five-year plans, annual reports on expenditures, and financial
and program audits.

The Order required the UW System Board of Regents to create an Oversight and Advisory
Committee (OAC) consisting of four public members (health advocates) and four UW SMPH
representatives appointed by the Regents, and one member appointed by the Insurance
Commissioner. In accordance with the Order, the OAC is responsible for directing and
approving the use of funds for public health. The committee also reviews, monitors, and reports
to the Board of Regents on the funding of education and research initiatives through the
Wisconsin Partnership Program’s annual reports.

The UW SMPH, in collaboration with the OAC, developed the inaugural Five-Year Plan (2004-
2009) describing the uses of the funds. The plan also called for the appointment of the Medical
Education and Research Committee (MERC) by the UW SMPH, to be composed of a cross-
section of the faculty, representatives of the OAC, and leaders of the UW SMPH, to direct and
approve the allocation for education and research initiatives.

Following approval of the Five-Year Plan by the Board of Regents in April 2003, the plan was
reviewed and subsequently approved by WUHF in March 2004. Immediately thereafter, WUHF
transferred the funds to the UW Foundation for management and investment based on the
Agreement between the UW Foundation, the Board of Regents, and WUHF. Since March 2004,
the OAC and the MERC, collectively known as the Wisconsin Partnership Program (WPP), have
been engaged in seeking proposals from community organizations and faculty, respectively, and
in making awards in accordance with the Order; the Five-Year Plan; and the Agreement between
the UW Foundation, the Board of Regents, and WUHF. During 2008, the UW SMPH, in
collaboration with the OAC and the MERC, developed the second Five-Year Plan (2009-2014),
which was presented to and approved by the Board of Regents on December 4, 2008. In May
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2011, the MERC changed its name to the Partnership Education and Research committee
(PERC) to reflect the broad spectrum of approaches it supports.

As required by the Order and the Agreement, the UW SMPH, in collaboration with the OAC,
must develop annual reports on the Wisconsin Partnership Program’s activities and expenditures
of funds for review by the Board of Regents. At the December 2012 meeting of the Board of
Regents, the Education Committee will convene to review the 2011 Annual Report of the
Wisconsin Partnership Program.

REQUESTED ACTION
No action required; for information purposes only.
DISCUSSION

In accordance with the Wisconsin Insurance Commissioner’s Order and the Agreement, the 2011
Annual Report of the Wisconsin Partnership Program (WPP), covering the activities and
expenditures from January 1, 2011 through December 31, 2011, is presented to the UW System
Board of Regents. The Annual Report describes the activities leading to the awarding of grants
by the Oversight and Advisory Committee (OAC) and by the Partnership Education and
Research Committee (PERC) for projects that advance population health in Wisconsin.

2011 In Brief

The Wisconsin Partnership Program represents a far-reaching commitment by the University of
Wisconsin School of Medicine and Public Health to improve the health and well-being of
Wisconsin residents through investments in research, education, prevention practices and
interventions, and policy development. The WPP looks to the power of collaborative
relationships — with community leaders, educators and researchers — to advance its mission of
improving the health of the people of Wisconsin. The Annual Report includes examples of this
productive synergy, including promising new initiatives as well as outstanding work that
concluded in 2011.

The WPP invested over $5.7 million in Wisconsin’s health and well-being in 2011.
Collaborations among faculty members are investigating new methods for the early identification
of Alzheimer’s disease, and better screening and interventions of tobacco and alcohol use as well
as depression. Faculty, through the WPP’s New Investigator Program, are exploring ways to
personalize therapy of women with polyploid breast cancers — those in which cancer cells have
extra chromosomes. Researchers are also using nano-medicine — a combination of multiple
drugs delivered by molecular machines — to combat the poor prognosis of lung cancer.

In addition, community-academic partnerships are creating an obesity prevention network, and
working to prevent falls among the elderly and to lower the incidence of sexually transmitted
disease. The funded proposals include a mix of urban, rural and statewide projects that combine
the unique skills of community groups, non-profits and government agencies with those of
university faculty and staff.
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Additional highlights from 2011 include improving African American birth outcomes through
the OAC’s Lifecourse Initiative for Healthy Families (LIHF) established in 2009 to address the
high incidence of African American infant mortality and morbidity in the state. Efforts are
currently under way in four Wisconsin cities: Beloit, Kenosha, Milwaukee and Racine, which
account for 86 percent of African American infant deaths in Wisconsin. In 2011, grants were
awarded to the above communities to complete community action plans for eliminating racial
disparities in infant mortality. Additionally, the PERC supported the establishment of a senior
faculty position to lead maternal and child health activities in research, education, clinical care
and community engagement, along with a project exploring whether “medical homes”, a one-
stop system to coordinate care for high-risk pregnant women, improve birth outcomes.

The OAC continued its support of the Healthy Wisconsin Leadership Institute (HWLI) and the
Wisconsin Population Health Service Fellowship, two important public health education and
training programs funded by the WPP since its inception. The HWLI holds regional workshops
throughout Wisconsin and also administers the Community Teams Program, which provides
training in public health and leadership to coalitions around the state. The Fellowship Program
offers an invaluable service to community-based organizations and local and state public health
agencies by developing the next generation of public health leaders.

The WPP’s 2011 Annual Report, the eighth in the history of the program, illustrates the valuable
work of its governing bodies, the Oversight and Advisory Committee and the Partnership
Education and Research Committee. These committees are responsible for ensuring the best
possible stewardship of an endowment dedicated to addressing the state’s most pressing health
problems.

RELATED REGENT POLICIES

No related Regent policies.



The Wisconsin Partnership Program
2011 Annual Report and Appendix
are available here:

http://www.uwsa.edu/bor/agenda/2012/WPP-2012-annual-report.pdf



Wisconsin Partnership Program
University of Wisconsin School of Medicine and Public Health
Oversight and Advisory Committee Appointment

EDUCATION COMMITTEE
Resolution 1.1.b.(2):

That, upon the recommendation of the Chancellor of the University of Wisconsin-
Madison and the President of the University of Wisconsin System, the Board of Regents
approves the appointment of Kenneth Taylor to the UW School of Medicine and Public
Health Oversight and Advisory Committee of the Wisconsin Partnership Program for a
four-year term through October 31, 2016, effective immediately.

12/07/12 Agenda Item 1.1.b.(2)
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APPOINTMENT TO THE
UW SCHOOL OF MEDICINE AND PUBLIC HEALTH
OVERSIGHT AND ADVISORY COMMITTEE
OF THE
WISCONSIN PARTNERSHIP PROGRAM

EXECUTIVE SUMMARY

BACKGROUND

The Wisconsin Insurance Commissioner’s Order (Order) of March 2000 approved the
conversion of Blue Cross and Blue Shield United of Wisconsin to a for-profit stock corporation,
and the distribution of the proceeds from the sale of stock to the UW School of Medicine and
Public Health (UW SMPH) and the Medical College of Wisconsin. The Order required the
respective governing body of each school to create a public and community health oversight and
advisory committee consisting of nine members appointed for four-year terms. The Oversight
and Advisory Committee (OAC) consists of four public members (health advocates) and four
UW SMPH representatives appointed by the Regents, and one member appointed by the
Insurance Commissioner. In accordance with the Order, the OAC is responsible for directing
and approving the use of funds for public health. The committee also reviews, monitors, and
reports to the Board of Regents on funds committed for education and research as part of the
Annual Report of the Wisconsin Partnership Program.

The UW SMPH, in collaboration with the OAC, developed the inaugural Five-Year Plan (2004-
2009) describing the uses of the funds, which was subsequently reviewed and approved by both
the Board of Regents in April 2003 and the Wisconsin United for Health Foundation, Inc.
(WUHF) in March 2004. Immediately thereafter, WUHF transferred the funds to the UW
Foundation for management and investment based on the Agreement between the UW
Foundation, the Board of Regents, and WUHF (Agreement). Since March 2004, the OAC and
the UW SMPH Partnership Education and Research Committee (PERC), collectively known as
the Wisconsin Partnership Program (WPP), have been engaged in seeking proposals from
community organizations and faculty, respectively, and in making awards in accordance with the
Order, the Five-Year Plan, and the Agreement. The WPP is currently operating under its second
Five-Year Plan, which was approved by the Board of Regents and WUHF in 2008.

Information on the awards and related program activities are presented to the Board of Regents
annually.

REQUESTED ACTION
Approval of Resolution 1.1.b(2), appointment of Kenneth Taylor to the UW School of Medicine

and Public Health Oversight and Advisory Committee of the Wisconsin Partnership Program for
a four-year term through October 31, 2016, effective immediately.



DISCUSSION:

In accordance with the Insurance Commissioner’s Order and the Bylaws of the Oversight and
Advisory Committee (OAC) approved by the Board of Regents in February 2001, the Regents
are being asked to appoint Kenneth Taylor to the OAC as one of the four public members (health
advocates).

After a call for nominations from community organizations, the OAC’s nominating committee
chose to interview three candidates. Following the interviews, the nominating committee
reached unanimous agreement to bring the name of Kenneth Taylor to the OAC with the
recommendation that it be forwarded to the Board of Regents for consideration. The OAC
enthusiastically endorses the nomination of Mr. Taylor, Executive Director of the Wisconsin
Council on Children and Families (WCCF), to fill the vacant public member position. Since
receiving his master’s degree in public policy from the University of Chicago in 1994, Mr.
Taylor has dedicated his career to improving health for children and families. Before assuming
his leadership position with WCCF, Mr. Taylor was a policy advisor for the Wisconsin
Department of Children and Families. He advised the Secretary on systems, policy and practice
changes leading to the reorganization of child and family services in Wisconsin to emphasize
prevention, early intervention, and child protection.

In 2009, Mr. Taylor became Executive Director of WCCF, a private, non-profit, non-partisan
statewide organization focused on improving conditions for families and children. The WCCF,
established over 132 years ago, provides research, policy analysis, public education and
advocacy in the areas of health, economic security, safety and education, all aimed at improving
the well-being of Wisconsin’s children.

Based on his perspective as a children’s health advocate, Mr. Taylor will be especially valuable
as OAC initiates the implementation phase of its targeted initiative, the Lifecourse Initiative for
Healthy Families (LIHF). This initiative aims to address the high incidence of African American
infant mortality in Milwaukee, Racine, Kenosha, and Beloit. In addition, Mr. Taylor’s
leadership and experience will be important as the OAC undertakes a number of significant
projects, including development of the next Five Year Plan.

The OAC strongly endorses the nomination of Kenneth Taylor, and recommends him to the
Board of Regents for appointment to the committee.

Kenneth Taylor’s resume follows.
RELATED REGENT POLICIES

No related Regent policies.



KENNETH I. TAYLOR

525 Clifden Dr. Madison, W1 53711 (608) 236-4637 ktaylor@weccf.org
EXPERIENCE
Wisconsin Council on Children and Families, Madison, WI December 2009 — Present

Executive Director
e Responsible to the board of directors for all aspects agency operation.
e Research, public education and advocacy for children and families on: early care and education, health
care, juvenile justice, economic security, child welfare, tax and budget, and racial disparity reduction.
e  Write grants and raise funds to ensure organization’s financial stability.

Wisconsin Department of Children and Families, Madison, WI November 2007 — December 2009
Policy Advisor
e Advised the Secretary on systems, policy and practice changes leading to the reform of child
and family services in Wisconsin through prevention, early intervention and child protection.
e  Worked with DCF staff to maximize efficiency and effectiveness of program investments.
e Worked with DCF divisions and other state agencies to improve service coordination and
increase claiming of federal funds.

Dartington~i, Madison, WI June 1999 — November 2007
Director
Directed the American operation of an international policy and research organization concerned with
improving the lives of children and families in need.
e Implemented new services and programs for children and families after analyzing evidence on need.
e Developed and disseminated evidence-based practice tools.
e Designed, negotiated and implemented performance frameworks and performance-based contracts for
substitute care populations to improve outcomes and maximize the receipt of federal funding.
e Evaluated and monitored child and family programs and policies.
e Clients included public child welfare agencies [New York City, Philadelphia, Los Angeles, Massachusetts,
Wisconsin, Tennessee, Las Vegas, Ireland, Northern Ireland] and non-profit agencies [The Milton Hershey
School (PA); The Youth Campus (IL), The Kamehameha Schools (HI)].

Dartington Social Research Unit, Devon, England September 1998 — April 1999
Consultant
Consulted with English local authorities on issues relating to the well-being of children in need.

Illinois Department of Children and Family Services, Chicago, IL April 1995 — September 1998
Special Assistant to the Director
Responsible for planning and implementing system-wide reform efforts.
e Designed and implemented performance contracts for private foster care services, significantly increasing
permanency and stability for fostered children. Received Innovations in American Government Award.
e Redesigned private agency monitoring and improved agency oversight.
e Designed and implemented federal waiver creating a new permanency category (subsidized guardianship).

Office of the Governor, Chicago, IL June 1994 — April 1995
Policy and Issues Analyst: Special Counsel for Child Welfare

United States Navy, Lieutenant, Oakland, CA May 1988 — May 1992
Command Duty Officer and Communications Officer, USS Wichita

EDUCATION

University of Chicago, Chicago, IL September 1992 — May 1994
Masters Degree in Public Policy

Duke University, Durham, NC August 1984 — May 1988
Bachelors Degree in Political Science



University of Wisconsin System Freshman Admissions Policy
Non-Resident Enrollment Limitation
Revision of Regent Policy Document 7-3, Section 111

EDUCATION COMMITTEE

Resolution I.1.c.

That, upon the recommendation of the President of the University of Wisconsin System,
the Board of Regents approves the attached revisions to Regent Policy Document 7-3,
"University of Wisconsin System Freshman Admissions Policy," Section 11, "Non-

Resident Enrollment."

12/07/12 Agenda Item I.1.c.
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UNIVERSITY OF WISCONSIN FRESHMAN ADMISSIONS POLICY
SECTION Il - NON-RESIDENT ENROLLMENT REVISION

EXECUTIVE SUMMARY

BACKGROUND

The University of Wisconsin System Freshman Admissions Policy (RPD 7-3) allows each
institution to “admit students whose academic preparation, background and personal experience
suggest that the student will succeed at the institution, benefit from that educational experience
and contribute to the educational environment.” Section I11 of the admissions policy specifies a
non-resident undergraduate enrollment limitation not to exceed 25% at any UW institution.
Minnesota reciprocity students are in in a separate category, and not counted as either residents
or non-residents.

The 25% non-resident enrollment limitation has been constant since the merger that created the
UW System in the early 1970s. Prior to merger, there was a time period when the non-resident
enrollment limit for the University of Wisconsin ranged from 25 to 30%. One of the first
resolutions passed by the UW System Board of Regents in May 1972 was to adopt a policy
limiting non-resident undergraduate admissions to 25% for each UW System campus. UW-
Madison historically has had enrollments closest to the RPD 7-3 enrollment limitation.

REQUESTED ACTION

Approval of Resolution I.1.c., authorizing the modification of section 11l in the Board of Regents
Admissions Policy, RPD 7-3, Non-resident Enrollment, as shown in the attachment.

DISCUSSION

The UW-Madison fall 2012 undergraduate enrollment of 30,500 includes nearly 6,300 new
freshmen, the largest freshman class UW-Madison has ever enrolled. This class includes 3,515
Wisconsin residents, the most since fall 2005, and ranks among the highest resident freshman
enrollments since the merger that created the UW System. Due to a variety of factors, the
freshman class also includes nearly 2,000 non-resident students. The unanticipated and
increased number of non-resident freshmen choosing to enroll at UW-Madison contributed to
UW-Madison’s non-resident enrollment of 25.8%. This is the first year since merger that UW-
Madison has exceeded the limitation of 25% non-resident students. UW-Madison’s historic
average population for non-resident undergraduate students is approximately 24.5%.

UW-Madison seeks modification of the UW System Freshman Admissions Policy to provide
Wisconsin resident students access to more diverse ideas and cultures by expanding
opportunities to interact with international and out-of-state students, while also increasing the
institution’s flexibility to manage its enrollment and resources. Employment recruiters indicate
that it is important for future employees to have exposure to diverse people, cultures, and ideas in
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order for them to be successful in the diverse and global work environment and markets in which
they operate. As part of its enrollment management plan, UW-Madison will develop and
implement a multi-year plan that will guarantee at least 3,500 enrollments per year for Wisconsin
resident students in each fall new-freshman class. That is, UW-Madison will admit to its
freshman class each fall at least 200 more Wisconsin resident students over its traditional
admissions target. The requested policy revision also represents a modest attempt to generate
additional revenue and ease policy restrictions to help strengthen the University’s commitment to
educational access and quality. UW-Madison will use the additional revenue generated through
a slight increase in non-resident enrollment to build on its national and international reputation
for educational excellence.

This is an opportune time to revisit this part of the policy and to determine whether or not it
needs to be adjusted, given the fundamental changes that have transformed higher education over
the past two decades and the impact that would occur to Wisconsin resident admissions if UW-
Madison attempted to regain compliance with the 25% threshold from the present position of
25.8%. The following considerations should be weighed in view of the underlying population
demographics of Wisconsin and in the context of UW-Madison’s basic financial model.
According to UW-Madison:

e The institution must maintain total undergraduate enrollments of approximately 29,000
(current levels) with a non-resident percentage of at least 25% to sustain and support its
existing level of base budget funding;

e To maintain a total undergraduate enrollment of 29,000, UW-Madison must enroll
approximately 6,000 new students each year in the fall new freshman class;

e Given the parameters above, to return to the 25% threshold (currently 25.8 %) over a
three-year period, UW-Madison would have to enroll about 3,700 resident students in the
fall new freshman class each year—a number that far exceeds historic levels and that
would create additional financial pressures and bottlenecks; and

e Since the number of Wisconsin high school graduates is declining and will continue to
decline over the next several years, the proposal to commit to enrolling 3,500 Wisconsin
resident new freshmen by admitting 200 more Wisconsin resident students represents an
enrollment of a higher fraction of the high school class than in recent years, and a higher
number than the average of the past several years.

CONCLUSION

UW-Madison is more competitive nationally and internationally than ever before. However, it is
alone among Big 10 institutions in having a policy that formally limits non-resident enrollment.
UW-Madison’s analysis suggests that increasing the 25 % threshold to 30% would provide the
institution with enough flexibility to guarantee unprecedented access to qualified resident
students at essentially the highest of historic levels, while at the same time generating the
revenue needed for UW-Madison to sustain its base budget commitments.
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Assuming modification of the non-resident enrollment limitation, UW-Madison would
implement the following multi-year enrollment management plan:

e Guarantee 3,500 enrollments (200 additional resident students admitted in each incoming
fall new-freshman class). As stated above, this would guarantee resident enrollments at
essentially the highest of historic levels; and

e Enroll freshman non-resident students (beyond the 3,500 residents per year) to maintain
total undergraduate enrollments at approximately 29,000—the level necessary to sustain
base budget commitments.

Projections indicate that such a plan would result in a non-resident undergraduate population that
would vary between 25.8% and 26.9% of overall enrollment over a five-year period, eventually
resolving to a steady state of 26.7%. Also, if implemented, the plan might generate marginal
revenue growth above the level required to sustain the current base budget. Because annual
enrollment numbers are subject to many factors outside of the control of an institution, including
but not limited to students applying to multiple institutions and increasing incidence of transfer,
it is recommended that the threshold be subject to a three-year rolling average.

RELEVANT POLICIES

RPD 7-3 University of Wisconsin System Freshman Admissions Policy
Chapter 36, Section 36.27, Wisconsin Statutes, Tuition

Chapter 35, Section 36.27(3), Wisconsin Statutes, Tuition Remissions
RPD 32-5 Tuition Policy Principles

Financial Administration Tuition and Fee Policies for Credit Instruction



http://nxt.legis.state.wi.us/nxt/gateway.dll?f=templates&fn=default.htm&vid=WI:Default&d=stats&jd=36.27
http://nxt.legis.state.wi.us/nxt/gateway.dll?f=templates&fn=default.htm&vid=WI:Default&d=stats&jd=36.27

December 6, 2012 Agenda Item I.1.c

Attachment

REGENT POLICY DOCUMENT 7-3, “UNIVERSITY OF WISCONSIN SYSTEM
FRESHMAN ADMISSIONS POLICY,” SECTION III, “NON-RESIDENT ENROLLMENT”

Current:
Non-resident undergraduate enrollment must not exceed 25% at any UW institution. Each
institution may limit the admission of non-resident new freshmen to ensure that the total

undergraduate non-resident enrollment does not exceed 25%. This limitation does not include
Minnesota reciprocity students.

Proposed revisions:

Based on a three-year average, the Nnon-resident undergraduate enrollment mustshall not exceed

2530% at any UW institution. Eae#mstﬁu%mnmaﬁ#nﬂ%h&admm&eﬂeﬁnen—re&den%new

ThIS I|m|tat|on does not mclude Mlnnesota reC|prOC|ty students

Proposed final:

Based on a three-year average, the non-resident undergraduate enrollment shall not exceed 30%
of the total undergraduate enrollment at any UW institution. This limitation does not include
Minnesota reciprocity students.
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UNIVERSITY OF WISCONSIN SYSTEM DUAL ENROLLMENT
EXECUTIVE SUMMARY
BACKGROUND

In planning for the current academic year 2012-13, the Education Committee prioritized a list of
topics to be discussed at meetings of the Education Committee. Included was a request for
information on the opportunities and challenges of dual enrollment practices within the UW
System. The presentation on dual enrollment at the December, 2012 meeting of the Education
Committee will focus on current and emerging UW System efforts to increase student access to
higher education and reduce the time it takes to earn a baccalaureate degree via dual enroliment.
Existing dual enrollment practices at UW institutions achieve improved alignment between
Wisconsin’s secondary school system and higher education by allowing students to earn college
credits before they formally enter college.

REQUESTED ACTION

No action is requested at this time.
DISCUSSION

Dual enrollment includes any option for which a student earns both high school and college
credit, among them the Youth Options program and concurrent enroliment options, including
UW-Oshkosh’s Cooperative Academic Partnership Program (CAPP), UW-Green Bay’s College
Credit in High school Program, UW-Whitewater’s Partners in Education program, UW-River
Falls’ Dual Credit Partnership, UW-La Crosse’s Dual Credit program, and UW Colleges
campuses’ work with local school districts. Through enrolling in college-level courses either at a
college campus taught by college faculty (Youth Options) or concurrently at their high school
and taught by university-approved high school faculty members with master’s degrees (e.g. via
CAPP, UW Colleges, and other UW System institutions), students earn both concurrent high
school and college credits that are fully transcripted and transferable. Courses offered for
college credit in high schools must meet the same standards and learning outcomes as other UW
System courses, and the number of credits accepted in transfer is subject to the UW System’s
Undergraduate Transfer Policy.

The advantages of dual and concurrent enrollment for the students may also include:

= Demonstration of academic seriousness to university admissions officials and possible
advantage over other college applicants;

= Early completion of general education and major requirements;

= Tuition, fees, and room-and-board savings;

= Early registration for required and popular classes; and

= Pursuit of a double major, study abroad, or internships/practica within four years.
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Most of the academically motivated high school students who enroll in college courses within
the UW System do so under the terms of the Youth Options program, created in 1992 under

s. 118.55 Wis. Stats (and under PI 40, Wis. Admin. Code). The program allows qualified high
school students to enroll in an institution of higher education for the purpose of taking one or
more nonsectarian college course. Since Youth Options-eligible courses are predominantly
offered on the college campus, participation is mostly limited to students living within an easy
commute to a UW institution (however, there is some state financial assistance available through
the Department of Public Instruction for transportation costs for low-income students). Further,
students may only enroll in post-secondary courses that do not overlap with their high school’s
course catalog.

A student’s participation in the Youth Options program must be approved by the school board,
and the local school district pays the cost of the student’s attendance, including tuition, fees, and
books. Tuition is set at the full per-credit resident undergraduate tuition rate (minimum), and
UW institutions may deny a student participation in a course for lack of available class seats and
on the basis of academic qualification. Typically, high school students do not pay segregated
fees. In 2009-10, 3,600 high school students enrolled in Youth Options courses, comprising 2.5
percent of all 11™ and 12" graders in the state. College-bound students who meet eligibility
requirements are thus empowered to accelerate the completion of their college degrees, reduce
the cost and duration of their college education, and enter the work force sooner.

Apart from dual enrollment opportunities, the UW System also offers other ways for high school
students to earn college credits: UW institutions accept, among others, credits students earn by
demonstrating content knowledge via the College Level Examination Program (CLEP), and the
College Board’s Advanced Placement (AP). Students may also earn postsecondary credentials
while still in high school via the International Baccalaureate, special contracts with high schools,
credit outreach courses through UW-Extension, and retroactive credits for world language
competency. Prior learning assessment, freshman placement exams, optional four-year degree
contracts, some three-year accelerated degree options, as well as opportunities for individual
course test-outs also allow students to move through the educational system at a faster pace.
However, availability of the programs to high school students across the state varies by school
district.

UW System Financial Administration Policy Document College Credit in High Schools (G 36),
revised July 13, 1998, specifies the conditions under which the UW System engages with high-
school-to-college-transition programs such as dual enrollment. It establishes minimum cost,
standard policies, and guidelines for dual enroliment courses to help ensure that college credit is
being awarded on the same basis across participating institutions.

All dual enrollments at UW System institutions must be reported in the UW System Central Data
Requests (CDR) in a way that they may be uniquely identified. UW System data show that all
institutions enroll high school students. During the 2011-12 academic year, a total of 3,887 high
school students took classes at one of the UW System institutions. Of those 3,887 students, 64
percent were female and six percent were underrepresented minority students (URM). Within
the last ten years, 1,304 students from underrepresented and minority backgrounds earned some
credit via dual enrollment, and participation grew from two percent to six percent Whereas dual
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enrollment is intended to provide statewide access to college level learning opportunities, a
significant equity gap exists.

Within a five-year framework between 2007-08 and 2011-12, a total of 17,691 high school
students were dually enrolled in UW institutions as special students and earned a total of 22,206
credits. Systemwide, dual enrollments increased 19 percent during that five-year time-frame and
23 percent during the 10-year period from 2002-2012.

The UW Colleges and UW-Oshkosh have historically served the most high school students
within the UW System. UW-Oshkosh has been offering concurrent enrollment to qualified high
school students in its CAPP program for 36 years and has seen a 29 percent growth in
enrollments within the last ten years. CAPP has served approximately 39,000 students since its
inception and is accredited by the National Alliance of Concurrent Enrollment Partnerships
(NACEP).

The UW Colleges has also historically served thousands of high school students; its dual
enrollments have increased by 63 percent over the last ten years. During the academic year
2011-12, UW Colleges served 1,237 high school students at various locations and through a
variety of instructional methods. In June 2012, the Wisconsin Department of Public Instruction
and the UW Colleges announced a plan to expand dual enrollments via a unique partnership and
a new model. The proposed new collaboration will complement existing concurrent and dual
enrollment programs by expanding access to UW college courses, starting with the 2013-14
academic year.

Dual Enrollment in Neighboring States

Dual enrollment has been picking up momentum around the country for at least a decade.
Minnesota, Michigan, and lowa offer well-established programs allowing high school students to
take college classes at their high schools. Most of the classes available to high school students in
Minnesota are part of general education, core-level classes. Some states offer introductory
courses for specific college majors, such as introduction to engineering, introduction to
elementary education, or first-year accounting.

CONCLUSION

One of the keys to increasing student access and success in higher education and in the
workforce is to create pathways for students who are capable of completing college work at an
earlier age than usual. Dual enrollment practices that preserve the integrity of the college
curriculum and quality of education present an economical way to help people, communities, and
the economy grow. Future collaborations between the Department of Public Instruction,
Wisconsin, institutions of higher education, and employers will help to improve Wisconsin’s
workforce development and better address the demand for well-prepared graduates.

RELATED REGENT POLICIES

UW System Financial Administration Policy Document College Credit in High Schools (G 36).
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ACIS-5.4 Rev: Programming for the Non-Traditional Market in the UW System

UW System Undergraduate Transfer Policy



12-3-12 REVISED

BOARD OF REGENTS OF THE UNIVERSITY OF WISCONSIN SYSTEM

1.2. Business, Finance, and Audit Committee Thursday, December 6, 2012

Union South — Varsity Hall 1, 2" Floor
Madison, Wisconsin

2:30 p.m.  Business, Finance, and Audit Committee — Union South — Varsity Hall |

a. Committee Business

1.

2.

Approval of the Minutes of the October 4, 2012 and November 8,
2012 Meetings of the Business, Finance, and Audit Committee
Review and Approval of Amendments to the UW-Madison Center for
Advanced Studies in Business Guidelines for the Operation of the
Fluno Center for Executive Education

[Resolution 1.2.a.2.]
Review and Approval of Updated Salary Ranges for the UW-Madison
and UW-Eau Claire (Non-Doctoral) Chancellors

[Resolution 1.2.a.3.]
Report on Quarterly Gifts, Grants, and Contracts (1% Quarter)

b. University Personnel Systems (UPS): Review and Approval of New
University Personnel Systems

1.

Review and Approval of Regent Policy Document: Board Authority
to Administer New Personnel Systems

[Resolution 1.2.b.1.]
Review and Approval of Regent Policy Document: University Staff
Governance

[Resolution 1.2.b.2.]
Review and Approval of Regent Policy Document: Code of Ethics for
All UW System Employees

[Resolution 1.2.b.3.]
Endorsement of Technical Statutory Changes Needed to Accomplish
the Intent of Wis. Stat. S 36.115

[Resolution 1.2.b.4.]
HR Design — A Strategic Plan for a New UW-Madison Human
Resources System



c. UW System Trust Funds
1. Review and Approval of Changes to Regent Policy Documents
Related to the Investment and Administration of Trust Funds

[Resolution 1.2.c.1.i.]
[Resolution 1.2.c.1.ii.]
[Resolution 1.2.c.1.iii.]

2. Investment Policy Statement Review and Affirmation
[Resolution 1.2.c.2.]

d. Review and Approval of Amendments to Regent Policy Document 20-19:
University of Wisconsin System Criminal Background Check Policy
[Resolution 1.2.d.]

e. UW Travel Program: Discussion of Draft Regent Policy

f. Operations Review and Audit
1. Quarterly Status Update
2. Discussion of the Proposed 2013 Audit Plan Topics

g. Report of the Senior Vice President

1. 2013-15 Biennial Budget Update
2. Update on Implementation of Audit Recommendations Related to the

Reporting of Crimes Against Children



UW-Madison

Center for Advanced Studies in Business
Guidelines for the Operation of the
Fluno Center for Executive Education

BUSINESS, FINANCE, AND AUDIT COMMITTEE

12/07/12

Resolution 1.2.a.2.

That, upon the recommendation of the Chancellor the University of Wisconsin-Madison
and the President of the University of Wisconsin System, the Board of Regents adopts
revised guidelines for the operation of the Fluno Center for Executive Education as
follows:

1. The use of the residence rooms at the Fluno Center shall be restricted to
individuals and groups enrolled in education programs at or in connection with
the University, and alumni, donors, advisory board members, recruiters,
University job candidates and special guests of the University sponsored by
University departments and University-affiliated organizations.

2. The Fluno Center shall be operated in a manner consistent with the originally
targeted room occupancy rate of 65% - 70% and will actively refer guests it
cannot accommodate to other downtown Madison lodging.

3. The Dean of the Wisconsin School of Business shall annually provide a written
report to the Chancellor of the University of Wisconsin-Madison on the adherence
by the Center for Advanced Studies in Business (CASB) to these guidelines,
including the occupancy rate of the Fluno Center’s residence rooms, and on the
Wisconsin School of Business” and CASB’s key strategic initiatives as they relate
to the operation of the Fluno Center. Following the Chancellor’s acceptance of
the annual report, the Dean of the Wisconsin School of Business will provide a
copy of such report to the Greater Madison Hotel and Lodging Association
(GMH&LA).

1.2.a.2.
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UW-MADISON
CENTER FOR ADVANCED STUDIES IN BUSINESS
GUIDELINES FOR THE OPERATION OF THE
FLUNO CENTER FOR EXECUTIVE EDUCATION

EXECUTIVE SUMMARY

BACKGROUND.

The Board of Regents established guidelines for the operation of the Fluno Center for Executive
Education by the Center for Advanced Studies in Business (CASB) in Resolution 7479 (June,
1997,Exhibit A). The guidelines are intended to largely restrict use of the Fluno Center to
persons who are attending educational programs at the facility. They arose from a
recommendation of the UW-Madison Committee on Competition with the Private Sector in
response to concerns raised by the Greater Madison Chapter of the Innkeepers Association that
the Fluno Center would unfairly compete with Madison-area hotels. However, since Resolution
7479 was adopted, the market for executive education has dramatically changed and strict
adherence to the guidelines has resulted in a financial situation for the Fluno Center which
threatens its continued viability.

This Executive Summary outlines the efforts of the Wisconsin School of Business to reach out to
the Innkeepers Association (now the Greater Madison Hotel and Lodging Association) to build
support for revising the Fluno Center guidelines, and describes the requested revisions to the
Fluno Center guidelines that the Wisconsin School of Business believes are necessary to ensure
the continued viability of the Fluno Center and its executive education programming.
REQUESTED ACTION

Approval of Resolution 1.2.a.2., to adopt revised guidelines for the operation of the Fluno Center
for Executive Education.

DISCUSSION

Genesis of the Current Guidelines

The Fluno Center for Executive Education was constructed ca. 1998-1999 by the Center for
Advanced Studies in Business (CASB), a 501(c)(3) non-profit that exists to support the
Wisconsin School of Business. The Fluno Center was constructed on land owned by the
University, per an air rights lease from the Board of Regents. The University owns the parking
structure under the Fluno Center.



The air rights lease specifies a wide range of permitted uses of the Fluno Center: *“uses related to
the development and operation of an executive education facility involving professional
education seminars, educational classes and related functions, meetings, conferences, lodging
rooms, food service, recreational, administrative, service docks and entries, public entrances,
offices, pub, other functions of the University of Wisconsin-Madison, administrative uses and
support services as deemed appropriate by the lessee [CASB] and required for the operation of
the Fluno Center for Executive Education.”

Even though it is not owned by the University, approval of the Board of Regents and the State
Building Commission was required for the construction of the Fluno Center because it was built
on University property and was cooperatively developed with a University-owned parking
garage beneath the Fluno Center. In order to secure Regents and Building Commission approval,
and to address concerns that had been raised about the potential competitive effect of the Fluno
Center on the local hotel market, the School of Business engaged in a community outreach
effort, particularly with the Madison Chapter of the Wisconsin Innkeepers Association. The
vehicle for this outreach effort was the UW-Madison Committee on Competition with the Private
Sector, per Board of Regents Policy Document 12-1.

The Committee ultimately arrived at a set of specific guidelines for the operation of the Fluno
Center, which were included as Exhibit A to the Regents’ Resolution (#7479) that authorized
UW-Madison to cooperatively develop the Fluno Center, conveyed the air rights lease, etc.
Relevant to this discussion are the following restrictions:

o At least 90% of the use of residence rooms will be by groups enrolled in
education programs which pay the room rate through the education tuition price;

e No more than 10% of overnight stays can include special guests of the
University, sponsored by University departments which would be billed directly
by the Center to the department involved;

e No individuals unaffiliated with educational programs or University department
sponsorship will be able to register or stay at the Center.

The University also addressed the operation of the Fluno Center in the UW System’s request to
the Building Commission for construction authority. The Building Commission request
referenced the competition concerns and the assumptions made by the School of Business with
respect to the operation and financial viability of the Fluno Center. The request indicated that
the University’s operating assumptions were predicated on a projected 65% occupancy rate for
the guest rooms.

Financial Status of the Fluno Center

The Fluno Center is not generating sufficient revenue to meet its debt service because occupancy
has averaged around 44%, much lower than the 65% - 70% occupancy projected at the time of
construction. The Fluno Center’s financial picture has changed and could worsen when the
current debt on the Fluno Center matures on May 19, 2013. The current mortgage balance is
$12.5 million with an interest rate of LIBOR + 1.25 (approximately 1.71815%). CASB must
refinance the debt by May 2013 and, given the debt to equity ratio and interest rates currently



available for commercial real estate, the interest rate and debt service obligations are likely to
increase substantially going forward without a change in strategy and stronger performance of
the lodging component of the facility.

The debt service on the Fluno Center is guaranteed by the UW Foundation. Thus, should a
default occur, this would have a material negative financial impact on the Foundation and, by
extension, the University. The Wisconsin School of Business believes that the Fluno Center
would be financially sustainable if the occupancy rate could be increased to approximate the
65% - 70% initially projected.

Over the past decade, the overall market for executive education has shifted away from campus-
based programs in general and has moved towards on-line programs and programs delivered at a
client’s location. In recent years, this market trend has been greatly exacerbated by the economic
downturn. It would have been difficult for the School of Business and CASB to have predicted
these trends when the original projections for the Fluno Center were developed in the mid-
1990’s.

The Wisconsin School of Business believes that modifying the current guidelines on the use of
the Fluno Center will have an insignificant competitive impact on the lodging market in Madison
given the Fluno Center’s very modest percentage of overall Madison-area lodging. The Fluno
Center has 100 guest rooms. Increasing occupancy from 44% to 65 - 70% constitutes an
increase of 21 - 26 room nights per day. Data as of September, 2012 indicates 8,623 rooms
available per day in the Madison area, with 5,106 of these in the Madison downtown/West area.
These numbers will rise to 9,017 and 5,500, respectively, with the addition of 394 rooms being
added by the Edgewater Hotel and Hampton Inn projects that are under way. Thus, at full
capacity, the Fluno Center’s 100 guest rooms represent about 2% of the downtown/West market,
and about 1% of the overall Madison-area market, percentages that will decrease when the
Edgewater and Hampton rooms hit the market. Increasing the actual occupancy of the Fluno
Center by 25 room nights, for example, would constitute .005% of the rooms available in the
downtown/West area, and .003% of the rooms available in the overall Madison-area market,
percentages which again will decrease when the Edgewater and Hampton projects are completed.

Even these percentages overstate the actual competitive impact of the Fluno Center because, in
many instances, the Fluno Center does not compete for the same business. The Fluno Center
does not have a swimming pool, and does not host weddings or wedding receptions. The price
point for the Fluno Center’s guest rooms is set higher than the price point for comparative rooms
in other Madison-area hotels. And, should the guidelines be relaxed, the Fluno Center’s primary
business will still remain executive education and related programming, the primary competition
for which is other executive education facilities at peer universities.

The GMH&LA does not dispute that the current guidelines are financially challenging to the
Fluno Center. However, the GMH&LA understands that the Fluno Center guidelines embodied
in Regents Resolution 7479 constitute a legally-binding commitment on the part of the
University and CASB which can be modified only by a subsequent Resolution of the Board of
Regents.



Outreach to GMH&LA by the Wisconsin School of Business

Over the last nine months, Wisconsin School of Business Dean Ortalo-Magné has engaged in an
extensive effort to meet with representatives of the GMH&LA, discuss the financial position of
the Fluno Center, and obtain their support for modifying the Fluno Center guidelines. The UW-
Madison Competition Committee that developed the guidelines underlying Resolution 7479 is
not currently active, but the direct outreach to GMH&LA by Dean Ortalo-Magné provided an
equivalent forum to discuss and address concerns regarding competition raised by the affected
business community. As a result of these discussions, the School of Business has scaled back its
initial proposal for increased operational flexibility for the Fluno Center and has proposed a more
modest set of revisions to the guidelines that are reflected in the requested action, above.

In response to the Dean’s request for support for revising the guidelines, the President of the
GMH&LA wrote a letter acknowledging the difficult financial situation of the Fluno Center and
commending the Dean for his efforts to find common ground. However, the GMH&LA was
unwilling to endorse his proposal to modify the Fluno Center guidelines.

Nature of Proposed Revisions to Fluno Center Guidelines

The revisions to the guidelines proposed in the requested action above would alter three elements
of the existing restrictions: (1) it would eliminate the specific quantitative requirement that 90%
of overnight guests be enrolled in educational programs and pay the room rates through the
educational tuition price, and no more than 10% could be university guests; (2) it would broaden
and clarify the category of persons considered affiliated with the University to include alumni,
donors, advisory board members, job recruiters and candidates, and special guests of the
University engaging in activities sponsored by University departments or affiliated
organizations; and (3) it would eliminate the restriction on billing the University directly for
University-affiliated guests so as to allows guests to pay for their room directly.

Steps to Minimize Competitive Effect of New Guidelines

Mindful that full consensus has not been achieved, the School of Business and CASB are
prepared to take steps to ensure that the 65% - 70% occupancy rate is not exceeded. Should the
occupancy rate exceed this level for any sustained period, the Fluno Center would be prepared to
raise the room rates to manage demand.

To ameliorate the potential that relaxing the Fluno Center guidelines will take existing business
away from local hotels, the School of Business is in the process of developing a variety of new
educational and outreach initiatives aimed in particular at alumni and donors. Thus, it is
expected that a significant amount of the increased use of Fluno Center guest rooms permitted
under the revised guidelines would be in connection with new programs that bring visitors to
campus, and would not divert visitors who would otherwise be coming to campus for existing
campus events.



ATTACHMENTS

Letter from GMH&LA President Salus to Dean Ortalo-Magné dated 11/19/12
Letter from Dean Ortalo-Magné to Vice Chancellor Bazzell dated 11/23/12

RELATED REGENTS POLICIES

Regent Policy Document 12-1: Competition with the Private Sector
Regent Resolution 7479



November 19, 2012

Dean Francois Ortalo-Magne:

| would like to thank you for taking the time to speak with the membership of the
Greater Madison Hotel & Lodging Association (GMH&LA) on several occasions
recently. Our members expressed gratitude and found these dialogues
informative.,

As an association of business owners and operators, we understand the
operational and financial challenges the Fluno Center present. As the Dean of
the School of Business, we realize it is your responsibility to find alternatives to
make Fluno Center a sustainable asset to achieve goals set forth by the
University of Wisconsin.

When you meet with the Board of Regents on December 6 and 7, 2012, the
Fluno Center and how it operates is going to be an important topic of discussion.
We understand that the operating agreement exists between CASB and the
Board of Regents and not with our association but was put in place to ensure an
environment of fairness and respect toward the Madison hotel and tourism
community with regard to competition. It is our hope that that environment can
be maintained and our opinion that the original agreement should not change.

You have helped foster an unprecedented environment of cooperation that we
hope we can continue in the future. We welcome an ongoing relationship to
openly discuss and consider ideas to bring overnight visitors to the greater
Madison area for the benefit of the University of Wisconsin and the business
community.

Thank you again for reaching out to our membership.

Warmestregards,

{f Jason Salus,/CHA
\P/I'eSl nt, Greater Madison Hotel & Lodging Association



WISCONSIN

- SCHOOL OF BUSINESS

11/23/2012

Vice-Chancellor Darrell Bazzell
Bascom Hall
University of Wisconsin-Madison

Dear Darrell,

Over the past several months, | have engaged in numerous conversations with representatives
of the Greater Madison Hotel and Lodging Association (Association) with regards to our strategy
for ensuring the continued viability of the Fluno Center. At the time it was constructed in 1997,

- the Regents adopted a number of guidelines on the operation of the Fluno Center. These
guidelines were developed in concert with the Association in order to address concerns that the
Fluno Center would unfairly compete with private hotels. A key operating assumption
underlying the original guidelines was that the Fluno Center would have an occupancy rate of
65%. However, the anticipated occupancy was never achieved and the actual occupancy of the
Fluno Center has remained at 44% on average, far below original projections. Under the current
operational guidelines, the Fluno Center is not viable. Change is urgent in particular because the
$12.5M of debt currently carried on the Flune Center must be refinanced in the spring of 2013,
We must take steps to move the center toward 65-70% occupancy.

As Dean of the School of Business and Chair of the Board of CASB (the entity that owns the
Fluno Center), | am today proposing revised guidelines for the operation of the Fluno

Center. The revised guidelines remain consistent with the spirit of the original guidelines and
provide needed additional flexibility, mainly with regards to serving our alumni and other key
partners. Please see Attachment 1, the text of a proposed Regents Resolution incorporating the
proposed new guidelines, as well as the original 1997 guidelines set forth in Regents Resolution
7479, Exhibit A. :

Our strategy to boost occupancy from 44% to 65%-70% involves boosting occupancy by 21 to 26
rooms a night (100 rooms in the Fluno Center), a relatively minor number of rooms relative to
the approximately 1500 rooms in the downtown Madison hotel market, 5000 rooms in the
Madison downtown/west area market, and about 9000 rooms in the overall Madison market.

‘The proposed guidelines will support a broad school strategy to strengthen our partnership with
alumni, friends of the school and corporate partners. For example, we are investing in alumni
relations to develop new targeted homecoming experiences and increase campus visits by our
alumni. It is our intent that increasing alumni usage of the Fluno Center will not serve to divert
significant amounts of existing business from local hotels, because such usage will be generated
by new programs designed to bring alumni to campus.

Should our strategy exceed our expectations and bring more demand on the Fluno Center than
we anticipate, we would raise room rates to remain at our targeted 65% - 70%. Exceeding the
target is in any case likely to be difficult because of the natural empty periods we incur due to

* the cycle of activity on campus. Success actually entails periods of substantial overbooking and
thus substantial referrals to local hotels as currently occurs during homecoming.




We have engaged in many conversations with the Association regarding the current guidelines
and our proposed strategy going forward since the spring 2012, recognizing the importance of
cooperation with this group. We received a letter from the Association referencing these
discussions. Please see Attachment 2, Letter from the President of the Greater Madison Hotel
and Lodging Association. The letter represents the Association’s acknowledgement of the
pressures that force me to pursue a change in strategy and the guidelines, even if the
Assocation cannot as a group specifically endorse the proposed revisions.

Although the Association may be unwilling as a group to specifically endorse the revised
guidelines, and there remains at least one individual member of the Association who strongly
opposes any changes to the guidelines even if the Fluno Center would go out of business as a
result, | have obtained the Association’s commitment that they will not formally oppose the
revisions to the guidelines as a group.

As Dean of the School of Business and Chair of the Board of the Center for Advanced Studies in
Business, 1 am acutely aware of the importance of maintaining a good relationship with the
Association and the business community in Madison. | feel strongly that the modest revisions to
the guidelines are consistent with the spirit of the initial guidelines, and are absolutely necessary
in order to ensure the continued viability of the Fluno Center and the Executive Education
programs at the Wisconsin School of Business. The debt refinancing due in spring 2013 brings
urgency to the conversation. This is why | am asking for your support.

Please do not hesitate to contact me should you have any questions.

Yours sincerely,

W Date: 2012.11.23
T 15:06:50 -06'00"

Frangois Ortalo-Magné
Albert O. Nicholas Dean

975 University Avenue  Madison, Wisconsin 53706 bus.wiscedu  608-265.4937




Proposed New Guidelines for the Fluno Center

1. The use of the residence rooms at the Fluno Center shall be restricted to
individuals and groups enrolled in education programs at or in connection with
the University, and alumni, donors, advisory board members, recruiters,
University job candidates and special guests of the University sponsored by
University departments and University-affiliated organizations.

2. The Fluno Center shall be operated in a manner consistent with the originally
targeted room occupancy rate of 65% - 70% and will actively refer guests it
cannot accommaodate to other downtown Madison lodging.

3. The Dean of the Wisconsin School of Business shall annually provide a written
report to the Chancellor of the University of Wisconsin-Madison on the adherence
by the Center for Advanced Studies in Business (CASB) to these guidelines,
including the occupancy rate of the Fluno Center’s residence rooms, and on the
Wisconsin School of Business” and CASB’s key strategic initiatives as they relate
to the operation of the Fluno Center. Following the Chancellor’s acceptance of
the annual report, the Dean of the Wisconsin School of Business will provide a
copy of such report to the Greater Madison Hotel and Lodging Association
(GMH&LA).



CENTER FOR EXECUTIVE EDUCATION
UW - Madison
Reference: Res, L2.a.(4)(j)

A critical component of .the Schoo! of Business mission is to provide innovative programs for
lifelong education. In keeping with this mission, the proposed Center for Executive Education
wilk prov1de a umque high technology facility not currently available in Madison to train business
executive by immersing them in an educational environment that integrates technology
throughout the leaming and living arcas.

“The facility will not compete with educational programs in hotels because the cost of the facility
resultsina pncc range which exceeds normal hotel business rates. To assure this
noncompetitive result, the Center for Advanced Studies, Inc. (GASB) and the School of Busmcss
have agreed to the following opcratmg restrictions:

1. At least 90% of the use of the residence rooins will be-for groups epro]led in educatton
_ programs who will pay the room rates through the educational tuition price. .
2, No more than 10% of overnight stays could include special guests of the University
- sponsored by the Umversn:y departments which would be billed directly to the
departments.
3. Noindividuals unaffiliated with educational programs or University departmcnt

sponsorship will not be able to register or stay at the Center.

4.  CASB will annually report to the Chanceflor on the use of the facility and will copy the
Madison Chapter of the Wisconsin Innkeepers Association and the UW Madison
Competition Committee,

5. Beginning in the second year of operanon, CASB will meet twice annually with the

" Wisconsin Innkeepers Association to forge an ongoing cooperative relationship.




Approval of Updated Salary Ranges for UW-Madison and
UW-Eau Claire (Non-Doctoral) Chancellors

BUSINESS, FINANCE, AND AUDIT COMMITTEE
Resolution 1.2.a.3.:

WHEREAS the Board of Regents has two Chancellor searches underway, one at
UW-Madison and one at UW-Eau Claire, with salary ranges that were last updated in
2008, and

WHEREAS the current ranges are not reflective of the current market and are, therefore,
in need of being updated at this time to ensure competitiveness in these two
searches.

NOW, THEREFORE, BE IT RESOLVED:

That, upon the recommendation of the President of the University of Wisconsin System,
the Board of Regents approves the attached updated salary ranges effective July 1, 2013
for the UW-Madison and the UW-Eau Claire (Non-Doctoral) Chancellor positions, for
which recruitments are underway.

12/07/12 Agenda Item 1.2.a.3.
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UNIVERSITY OF WISCONSIN SYSTEM
APPROVAL OF UPDATED SALARY RANGES FOR THE UW-MADISON
AND UW-EAU CLAIRE (NON-DOCTORAL) CHANCELLORS

EXECUTIVE SUMMARY

BACKGROUND

The UW System is currently searching for a new UW-Madison Chancellor and a new
UW-Eau Claire Chancellor. The salary ranges for these two positions were last updated in 2008,
are not reflective of the current market and, therefore, are in need of updating at this time to
ensure competitiveness in these two searches.

REQUESTED ACTION

Approval of Resolution 1.2.a.3., updating salary ranges effective July 1, 2013 for the
UW-Madison and UW-Eau Claire (Non-Doctoral) Chancellor positions.

DISCUSSION

At this time the Board is being asked only to approve updated ranges for the UW-
Madison Chancellor and the UW-Eau Claire (Non-Doctoral) Chancellor, given the current
searches for these two positions and the need to have market competitive ranges. This updating
of salary ranges will not result in anyone receiving a salary increase at this time.

Attachment A shows the updated ranges effective July 1, 2013 for the UW-Madison and
the UW-Eau Claire (Non-Doctoral) Chancellors being requested for approval by the Board of
Regents.

RELATED REGENT POLICIES

Regent Policy Document 6-5: Executive Salary Structure



ATTACHMENT A

PROPOSED JULY 1, 2013 SALARY RANGES

FOR
UW-MADISON AND UW-EAU CLAIRE (NON-DOCTORAL)
CHANCELLORS
UW-MADISON
Current BOR Updated
Range July 1, 2013
2011-2012 Peer Median* (updated 2008) | Salary Range
$500,000 Minimum $369,907 $427,500
Adjusted Peer Median (95%) Midpoint $411,008 $475,000
$475,000 Maximum $452,109 $522,500
UW-EAU CLAIRE (NON-DOCTORAL)
Current BOR Updated
Range July 1, 2013
2011-2012 Peer Median* (updated 2008) | Salary Range
$250,004 Minimum $194,146 $213,754
Adjusted Peer Median (95(%)) MIdeInt $215,718 $237,504
$237,504 Maximum $237,290 $261,254

*Data source: 2012 CUPA Administrative Compensation Survey




December 6, 2012 Agenda Item 1.2.a.4.

QUARTERLY REPORT OF GIFTS, GRANTS, AND CONTRACTS
JULY 1, 2012 THROUGH SEPTEMBER 30, 2012

EXECUTIVE SUMMARY
BACKGROUND

Prior to 1993, the Board of Regents had been presented a detailed listing of all gift, grant, and
contract awards received in the previous month. This reporting protocol was deemed overly
labor intensive and information presented was easily misinterpreted. Very few gifts are given
directly to the University; the vast majority of gift items listed in these reports represented a
pass-through of funds raised by UW Foundations. In addition, reported grant and contract
awards frequently span several years, making the monthly figures reported somewhat misleading
to the uninformed reader.

In February 1993, the Board adopted a plan for summary reporting on a monthly basis,
delegating to the UW System Vice President for Finance acceptance of contracts with for-profit
entities where the consideration involved was less than $200,000. Contracts in excess of
$200,000 were required to come to the Board prior to execution. This $200,000 threshold was
increased to $500,000 at the Board’s September 4, 1997 meeting.

At this same September 4, 1997 meeting, it was noted that, while the monthly summary reporting
from UW institutions will continue, the Vice President for Finance will present the information
to the Board on a quarterly, rather than monthly, basis. These quarterly summary reports have
been presented to the Business, Finance, and Audit Committee since that time and have generally
been accompanied by a brief explanation of significant changes.

REQUESTED ACTION

No action is required; this item is for information only.

DISCUSSION

Attached is a summary report of gifts, grants, and contracts awarded to University of Wisconsin
System institutions in the three-month period July 1, 2012 through September 30, 2012. Total
gifts, grants, and contracts for the period were approximately $489 million; this is a decrease of
$82.4 million from the same period in the prior year. Federal awards decreased $70.1 million
while non-federal awards decreased by $12.3 million.

RELATED REGENT POLICIES

Regent Resolution Number 7548, dated September 4, 1997



UNIVERSITY OF WISCONSIN SYSTEM
GIFTS, GRANTS, AND CONTRACTS AWARDED

QUARTERLY REPORT & PRIOR-YEAR COMPARISON

FISCAL YEAR 2012-2013 (1st Quarter)

FISCAL YEAR 2012-2013

Total
Federal
Nonfederal

FISCAL YEAR 2011-2012

Total
Federal
Nonfederal

INCREASE(DECREASE)

Total
Federal
Nonfederal

Deember 6, 2012

Public Service

23,402,906
16,003,259
7,399,648

41,412,303
26,826,189
14,586,113

(18,009,396)
(10,822,931)
(7,186,466)

Instruction

34,337,652
25,256,905
9,080,746

27,078,412
19,584,548
7,493,864

7,259,240
5,672,357
1,586,883

Libraries

3,897,596
0
3,897,596

1,546,567
0
1,546,567

2,351,029
0
2,351,029

Misc

37,573,013
4,521,464
33,051,551

32,032,350
5,484,031
26,548,319

5,540,663
(962,567)
6,503,230

Physical Plant

1,260,256
0
1,260,256

13,000,277
0
13,000,277

(11,740,021)
0
(11,740,021)

Research

323,895,660
206,135,398
117,760,263

365,669,701
244,710,747
120,958,955

(41,774,041)
(38,575,348)
(3,198,693)

Student Aid

64,582,397
59,875,043
4,707,354

90,685,678
85,326,221
5,359,457

(26,103,281)
(25,451,179)
(652,102)

Total

488,949,481
311,792,069
177,157,412

571,425,288
381,931,736
189,493,552

(82,475,807)
(70,139,668)
(12,336,139)

1.2.a.4.



December 6, 2012

UNIVERSITY OF WISCONSIN SYSTEM

GIFTS, GRANTS, AND CONTRACTS AWARDED - BY INSTITUTION

QUARTERLY REPORT & PRIOR-YEAR COMPARISON
FISCAL YEAR 2012-2013 (1st Quarter)

Public Service Instruction Libraries Misc Physical Plant Research Student Aid Total
FISCAL YEAR 2012-2013
Madison 9,854,237 21,182,580 3,896,528 31,563,479 1,215,397 302,993,520 9,931,257 380,636,998
Milwaukee 2,586,922 3,252,667 700 1,061,179 0 11,900,041 113,700 18,915,209
Eau Claire 112,215 1,173,541 0 0 0 253,137 7,226,116 8,765,009
Green Bay 37,102 1,203,022 0 204,850 0 72,480 19,600 1,537,054
La Crosse 496,159 0 0 128,855 0 587,182 4,904,817 6,117,013
Oshkosh 730,104 6,089,446 0 0 0 1,734,287 7,464,102 16,017,939
Parkside 0 634,250 0 18,120 8,430 65,370 1,485 727,655
Platteville 200,873 4,358 0 750 0 4,988,065 690,415 5,884,461
River Falls 417,212 2,149 368 1,032,085 0 267,263 2,500 1,721,577
Stevens Point 722,328 107,954 0 765,301 0 624,224 8,536,082 10,755,889
Stout 1,035,401 107,582 0 1,384,706 0 7,583 6,236,601 8,771,873
Superior 106,800 0 0 782,443 0 92,144 2,498,615 3,480,002
Whitewater 1,906,834 26,896 0 251,132 36,428 91,614 7,407,480 9,720,385
Colleges 1,500 553,207 0 371,084 0 218,750 9,549,627 10,694,168
Extension 5,195,220 0 0 0 0 0 0 5,195,220
System-Wide 0 0 0 9,030 0 0 0 9,030
|T0tals 23,402,906 34,337,652 3,897,596 37,573,013 1,260,256 323,895,660 64,582,397 488,949,481 |
Madison 8,976,786 13,569,618 0 740,623 0 188,013,607 5,902,467 217,203,100
Milwaukee 1,761,631 3,046,906 0 536,229 0 10,330,082 68,500 15,743,347
Eau Claire 86,944 977,525 0 0 0 180,160 7,225,089 8,469,718
Green Bay 35,502 882,287 0 0 0 51,900 15,000 984,689
La Crosse 347,730 0 0 24,437 0 370,770 4,904,817 5,647,754
Oshkosh 730,104 5,552,446 0 0 0 1,432,787 7,464,102 15,179,439
Parkside 0 581,474 0 0 0 0 0 581,474
Platteville 179,832 0 0 0 0 4,926,739 690,415 5,796,986
River Falls 415,264 0 0 895,480 0 260,961 0 1,571,705
Stevens Point 5,000 0 0 423,915 0 272,029 8,448,124 9,149,068
Stout 814,354 93,442 0 848,107 0 0 6,234,201 7,990,104
Superior 106,800 0 0 762,340 0 0 2,498,615 3,367,755
Whitewater 1,888,356 0 0 18,073 0 77,614 7,212,430 9,196,473
Colleges 0 553,207 0 272,260 0 218,750 9,211,283 10,255,500
Extension 654,957 0 0 0 0 0 0 654,957
System-Wide 0 0 0 0 0 0 0 0
|Federal Totals 16,003,259 25,256,905 0 4,521,464 0 206,135,398 59,875,043 311,792,069 |
Madison 877,451 7,612,962 3,896,528 30,822,856 1,215,397 114,979,914 4,028,790 163,433,899
Milwaukee 825,291 205,761 700 524,950 0 1,569,959 45,200 3,171,861
Eau Claire 25,271 196,016 0 0 0 72,977 1,027 295,291
Green Bay 1,600 320,735 0 204,850 0 20,580 4,600 552,365
La Crosse 148,429 0 0 104,418 0 216,412 0 469,259
Oshkosh 0 537,000 0 0 0 301,500 0 838,500
Parkside 0 52,776 0 18,120 8,430 65,370 1,485 146,181
Platteville 21,041 4,358 0 750 0 61,326 0 87,475
River Falls 1,948 2,149 368 136,605 0 6,302 2,500 149,872
Stevens Point 717,328 107,954 0 341,386 0 352,195 87,958 1,606,821
Stout 221,047 14,140 0 536,599 0 7,583 2,400 781,769
Superior 0 0 0 20,103 0 92,144 0 112,247
Whitewater 18,478 26,896 0 233,059 36,428 14,000 195,050 523,912
Colleges 1,500 0 0 98,824 0 0 338,344 438,668
Extension 4,540,263 0 0 0 0 0 0 4,540,263
System-Wide 0 0 0 9,030 0 0 0 9,030
|Nonfederal Totals 7,399,648 9,080,747 3,897,596 33,051,550 1,260,256 117,760,262 4,707,354 177,157,412 |

1.2.a.4.



December 6, 2012

UNIVERSITY OF WISCONSIN SYSTEM

GIFTS, GRANTS, AND CONTRACTS AWARDED - BY INSTITUTION

QUARTERLY REPORT & PRIOR-YEAR COMPARISON
FISCAL YEAR 2012-2013 (1st Quarter)

Public Service Instruction Libraries Misc Physical Plant Research Student Aid Total
FISCAL YEAR 2011-2012
Madison 13,772,020 17,214,999 1,533,098 25,329,110 12,962,425 347,429,313 14,379,549 432,620,513
Milwaukee 4,164,594 2,443,170 9,311 1,521,046 0 12,746,513 18,464,482 39,349,115
Eau Claire 969,110 1,312,506 0 0 0 496,370 7,002,101 9,780,087
Green Bay 0 19,525 4,159 25,735 0 260,407 448,032 757,858
La Crosse 75,183 0 0 44,896 0 350,404 4,020,191 4,490,674
Oshkosh 1,130,420 5,338,019 0 0 0 1,669,273 7,873,329 16,011,041
Parkside 31,792 3,000 0 11,450 0 305,153 200,400 551,795
Platteville 289,263 0 0 366,105 0 184,773 4,416,970 5,257,111
River Falls 0 0 0 282,620 0 0 0 282,620
Stevens Point 320,355 251,113 0 49,895 0 571,504 8,010,077 9,202,945
Stout 695,055 149,770 0 1,372,918 0 696,184 6,287,321 9,201,248
Superior 0 0 0 798,260 0 864,025 2,558,647 4,220,932
Whitewater 2,507,476 31,012 0 976,687 37,852 45,098 7,072,991 10,671,116
Colleges 2,250 0 0 1,203,428 0 0 9,951,588 11,157,266
Extension 17,454,785 0 0 0 0 0 0 17,454,785
System-Wide 0 315,298 0 50,200 0 50,686 0 416,184
|T0tals 41,412,303 27,078,412 1,546,567 32,032,350 13,000,277 365,669,701 90,685,678 571,425,288 I
Madison 13,045,417 10,644,091 0 352,778 0 228,907,645 9,654,581 262,604,511
Milwaukee 2,770,877 1,872,134 0 958,346 0 11,285,157 18,412,557 35,299,071
Eau Claire 425,264 1,308,385 0 0 0 484,670 7,001,184 9,219,503
Green Bay 0 (6,000) 0 235 0 67,656 422,232 484,123
La Crosse 0 0 0 0 0 171,631 4,011,275 4,182,906
Oshkosh 858,318 5,338,019 0 0 0 1,630,533 7,873,329 15,700,199
Parkside 0 0 0 0 0 289,203 0 289,203
Platteville 279,915 0 0 366,105 0 9,773 4,416,970 5,072,763
River Falls 0 0 0 282,620 0 0 0 282,620
Stevens Point 9,092 0 0 0 0 312,978 8,010,077 8,332,147
Stout 621,123 102,632 0 1,073,463 0 660,670 6,287,321 8,745,209
Superior 0 0 0 752,615 0 855,575 2,558,647 4,166,837
Whitewater 2,472,046 9,989 0 553,401 0 35,256 7,073,101 10,143,793
Colleges 0 0 0 1,144,468 0 0 9,604,947 10,749,416
Extension 6,344,137 0 0 0 0 0 0 6,344,137
System-Wide 0 315,298 0 0 0 0 0 315,298
|Federal Totals 26,826,189 19,584,548 0 5,484,031 0 244,710,747 85,326,221 381,931,736 I
Madison 726,603 6,570,908 1,533,098 24,976,333 12,962,425 118,521,669 4,724,968 170,016,002
Milwaukee 1,393,717 571,036 9,311 562,700 0 1,461,356 51,926 4,050,043
Eau Claire 543,846 4,121 0 0 0 11,700 917 560,584
Green Bay 0 25,525 4,159 25,500 0 192,751 25,800 273,735
La Crosse 75,183 0 0 44,896 0 178,773 8,916 307,768
Oshkosh 272,102 0 0 0 0 38,740 0 310,841
Parkside 31,792 3,000 0 11,450 0 15,950 200,400 262,592
Platteville 9,348 0 0 0 0 175,000 0 184,348
River Falls 0 0 0 0 0 0 0 0
Stevens Point 311,263 251,113 0 49,895 0 258,526 0 870,798
Stout 73,932 47,138 0 299,455 0 35,514 0 456,038
Superior 0 0 0 45,645 0 8,450 0 54,095
Whitewater 35,430 21,023 0 423,287 37,852 9,842 (110) 527,324
Colleges 2,250 0 0 58,959 0 0 346,641 407,850
Extension 11,110,648 0 0 0 0 0 0 11,110,648
System-Wide 0 0 0 50,200 0 50,686 0 100,886
|Nonfederal Totals 14,586,113 7,493,864 1,546,567 26,548,319 13,000,277 120,958,955 5,359,457 189,493,552 |

1.2.a.4.



December 6, 2012

UNIVERSITY OF WISCONSIN SYSTEM

GIFTS, GRANTS, AND CONTRACTS AWARDED - BY INSTITUTION

QUARTERLY REPORT & PRIOR-YEAR COMPARISON
FISCAL YEAR 2012-2013 (1st Quarter)

Public Service Instruction Libraries Misc Physical Plant Research Student Aid Total
INCREASE (DECREASE)
Madison (3,917,783) 3,967,581 2,363,430 6,234,368 (11,747,027) (44,435,793) (4,448,292) (51,983,515)
Milwaukee (1,577,672) 809,497 (8,611) (459,867) 0 (846,472) (18,350,782) (20,433,906)
Eau Claire (856,895) (138,965) 0 0 0 (243,233) 224,015 (1,015,078)
Green Bay 37,102 1,183,497 (4,159) 179,115 0 (187,926) (428,432) 779,197
La Crosse 420,976 0 0 83,959 0 236,778 884,626 1,626,339
Oshkosh (400,316) 751,427 0 0 0 65,015 (409,227) 6,898
Parkside (31,792) 631,250 0 6,670 8,430 (239,783) (198,915) 175,860
Platteville (88,390) 4,358 0 (365,355) 0 4,803,292 (3,726,555) 627,350
River Falls 417,212 2,149 368 749,465 0 267,263 2,500 1,438,957
Stevens Point 401,972 (143,159) 0 715,406 0 52,720 526,005 1,552,944
Stout 340,345 (42,188) 0 11,788 0 (688,601) (50,720) (429,375)
Superior 106,800 0 0 (15,818) 0 (771,881) (60,032) (740,931)
Whitewater (600,642) (4,116) 0 (725,555) (1,424) 46,516 334,489 (950,732)
Colleges (750) 553,207 0 (832,344) 0 218,750 (401,961) (463,098)
Extension (12,259,565) 0 0 0 0 0 0 (12,259,565)
System-Wide 0 (315,298) 0 (41,170) 0 (50,686) 0 (407,154)
| Totals (18,009,396) 7,259,240 2,351,029 5,540,663 (11,740,021) (41,774,041) (26,103,281) (82,475,807)|
Madison (4,068,632) 2,925,527 0 387,845 0 (40,894,038) (3,752,114) (45,401,411)
Milwaukee (1,009,247) 1,174,772 0 (422,117) 0 (955,076) (18,344,057) (19,555,724)
Eau Claire (338,320) (330,860) 0 0 0 (304,510) 223,905 (749,785)
Green Bay 35,502 888,287 0 (235) 0 (15,756) (407,232) 500,566
La Crosse 347,730 0 0 24,437 0 199,139 893,542 1,464,848
Oshkosh (128,214) 214,427 0 0 0 (197,746) (409,227) (520,760)
Parkside 0 581,474 0 0 0 (289,203) 0 292,271
Platteville (100,083) 0 0 (366,105) 0 4,916,966 (3,726,555) 724,223
River Falls 415,264 0 0 612,860 0 260,961 0 1,289,085
Stevens Point (4,092) 0 0 423,915 0 (40,949) 438,047 816,921
Stout 193,231 (9,190) 0 (225,356) 0 (660,670) (53,120) (755,105)
Superior 106,800 0 0 9,725 0 (855,575) (60,032) (799,082)
Whitewater (583,690) (9,989) 0 (535,327) 0 42,358 139,329 (947,320)
Colleges 0 553,207 0 (872,208) 0 218,750 (393,665) (493,916)
Extension (5,689,180) 0 0 0 0 0 0 (5,689,180)
System-Wide 0 (315,298) 0 0 0 0 0 (315,298)
|Federal Totals (10,822,931) 5,672,357 0 (962,567) 0 (38,575,348) (25,451,179) (70,139,668)|
Madison 150,849 1,042,054 2,363,430 5,846,523 (11,747,027) (3,541,755) (696,178) (6,582,104)
Milwaukee (568,426) (365,275) (8,611) (37,750) 0 108,603 (6,726) (878,182)
Eau Claire (518,575) 191,895 0 0 0 61,277 110 (265,293)
Green Bay 1,600 295,210 (4,159) 179,350 0 (172,171) (21,200) 278,631
La Crosse 73,246 0 0 59,522 0 37,639 (8,916) 161,491
Oshkosh (272,102) 537,000 0 0 0 262,761 0 527,659
Parkside (31,792) 49,776 0 6,670 8,430 49,420 (198,915) (116,411)
Platteville 11,693 4,358 0 750 0 (113,674) 0 (96,873)
River Falls 1,948 2,149 368 136,605 0 6,302 2,500 149,872
Stevens Point 406,064 (143,159) 0 291,491 0 93,669 87,958 736,023
Stout 147,115 (32,998) 0 237,144 0 (27,931) 2,400 325,730
Superior 0 0 0 (25,543) 0 83,694 0 58,151
Whitewater (16,952) 5,873 0 (190,228) (1,424) 4,158 195,160 (3412)
Colleges (750) 0 0 39,865 0 0 (8,297) 30,818
Extension (6,570,385) 0 0 0 0 0 0 (6,570,385)
System-Wide 0 0 0 (41,170) 0 (50,686) 0 (91,856)
|Nonfederal Totals (7,186,466) 1,586,883 2,351,029 6,503,230 (11,740,021) (3,198,693) (652,103) (12,336,140)|

1.2.a.4.
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UNIVERSITY OF WISCONSIN SYSTEM
UNIVERSITY PERSONNEL SYSTEMS

EXECUTIVE SUMMARY
BACKGROUND

The 2011-13 biennial budget (2011 Wisconsin Act 32) created Wis. Stat. § 36.115 (see
Attachment 1), authorizing and directing the development of university personnel systems
separate and distinct from the personnel system under Chapter 230 of the Wisconsin Statutes.
The statutes authorize a personnel system for all University of Wisconsin-Madison employees
and a separate personnel system for the balance of University of Wisconsin System employees.
The policies for authorizing and implementing these two new personnel systems require Board
of Regents and then Joint Committee on Employment Relations (JCOER) approval before being
implemented. The statutes direct that the new personnel systems be implemented on July 1,
2013.

At the October Board of Regents’ meeting, the Business Finance and Audit Committee
received an update on the progress of the new personnel systems and also reviewed and
discussed draft Regent Policy Documents. Since that meeting, briefings have been held with
Regents wishing to have additional background and discussion of the policies that are being
brought forward for Regent approval at the December 2012 Board of Regents meeting.

REQUESTED ACTION

Approval of resolutions 1.2.b.1, 1.2.b.2, 1.2.b.3, and 1.2.b.4.

DISCUSSION

The establishment of personnel systems separate and distinct from the state personnel
system presents a great opportunity to address human resources issues that are unique to higher
education, to establish strategic human resources structures for fulfilling System and institutional
missions, and to consider all UW System employees under unified personnel systems. Classified
staff currently under the authority of the Office of State Employment Relations will be included
in a new employee category of “university staff” under the authority of the Board of Regents.
The “university staff” are members of the university workforce who contribute to a wide array of
positions in support of the universities” missions and are not exempt (hourly) from the overtime
provisions of the Fair Labor Standard Act. For the first time, the opportunity exists to establish
personnel systems that recognize the value and importance that each member of the workforce



contributes to the furtherance of the individual missions at each institution and the overall
mission of the University of Wisconsin System.

The UW System has approximately 44,700 employees (see Attachment 2), which include
both unclassified and classified employees. Since the creation of the UW System, the Board of
Regents has had authority and administrative responsibility for the unclassified personnel system
under Chapter 36 of the Wisconsin Statutes. The unclassified personnel system includes
approximately 32,000 unclassified employees across the University of Wisconsin System
(approximately 15,800 academic staff, 1,200 limited appointees, 8,600 graduate assistants, and
6,400 faculty). The more than 12,000 classified employees across the University of Wisconsin
System are currently part of the state’s classified personnel system authorized by Chapter 230 of
the Wisconsin Statutes and administered by the Office of State Employment Relations (OSER).
Effective July 1, 2013, the Board of Regents will have administrative authority for all of its
employees.

Act 32 also provides specific direction in Wis. Stat. § 36.115(6) on the protections and
rights of classified employees with permanent status on June 30, 2013 and those who have not
yet achieved permanent status as of June 30, 2013. These protections specifically relate to
demotion, suspension, discharge, layoff or reduction in base pay, as well as reinstatement
privileges to the state classified personnel system. Act 32 did not make any changes to the
protections available to unclassified staff through Chapter 36 and the resulting administrative
code.

The development of the two personnel systems was done in a collaborative manner. The
personnel systems for UW-Madison and for the balance of the UW System are being developed
such that they can be served by the extant enterprise resource planning computer support system,
are compatible one with the other, and provide the protections and privileges to employees as of
June 30, 2013, as directed by Wis. Stat. § 36.115.

The statutes require that JCOER approve the personnel systems before they may be
implemented. The four resolutions being offered for Board approval will be submitted to
JCOER at a yet to be scheduled meeting as part of the JCOER review and approval of the
personnel systems. If JCOER approval can be obtained as early as February 2013, necessary
preparations for implementation of the new personnel systems can be completed by July 1, 2013.

Attached for Board of Regents approval are:

e A draft Regent Policy Document on University Personnel Systems, which applies to all
UW System institutions and their employees subject to university personnel systems
under Wis. Stat. 8 36.115 (Attachment 3);

e A draft Regent Policy Document on University Staff Governance, which authorizes the
University Staff of each UW System institution to structure themselves in a manner they
determine and to select representatives to participate in institutional governance
(Attachment 4);



e A draft Regent Policy Document on Code of Ethics, which adds coverage of university
staff in a Code of Ethics adapted from Wis. Admin. Code Chapter ER-MRS 24 for
Classified Staff in state agencies and confirms the continued application of Wis. Admin.
Code Chapter UWS 8, Unclassified Staff Code of Ethics for faculty, academic staff, and
limited appointees, except those who are “state public officials” subject to Subchapter 111
of Wis. Stat. Chapter 19 (Attachment 5); and

e Technical statutory changes needed to accomplish the intent of Wis. Stat. § 36.115
(Attachments 6a, 6b, and 6¢).

Act 32 of 2011 also created a Special Task Force on UW Restructuring and Operational
Flexibilities and identified six topics for the Task Force to consider. Attachment 7 of this
Executive Summary includes the recommendations of the Task Force on the two topics related to
the UW System personnel systems: “how System employees and those System employees
assigned to the University of Wisconsin-Madison would transition from the state personnel
system to the new personnel systems,” and “how compensation plans for System employees
should be determined in future biennia.”

University Personnel Systems

The framework for the new personnel systems is addressed in the draft Regent Policy
Document on University Personnel Systems (Attachment 3). This new Regent policy would
provide for two new personnel systems that meet the diverse and unique needs of UW System
universities, colleges, and extension.

The new personnel systems will simplify titling structures, protect existing employee
rights, and establish a compensation structure(s) that will allow each institution to recruit and
retain a highly qualified and diverse workforce.

The purpose of the Regent policy will be to provide guidance to all UW System
institutions regarding the implementation of the Board’s statutory authority and resulting
responsibility to administer the university personnel systems. Both personnel systems must
include a civil service system, a grievance procedure that addresses employee terminations, and
provisions that address employee discipline and workplace safety. Wis. Stat. § 227.01(13)(Lm)
exempts the Board from promulgating administrative rules to administer the university personnel
systems. Therefore, Regent policies will provide for the administration of the university
personnel systems. It is proposed that the President and the UW-Madison Chancellor, or his or
her designees, formulate operating policies to administer each personnel system. Operational
policies that address Wis. Stat. 836.115 requirements for all institutions except UW-Madison are
included in Attachment 3 for endorsement by the Board. UW-Madison operating policies will be
brought to the Board for review at a later date. Provided in Attachment 8 is the Executive
Summary of the HR Design Strategic Plan for a New UW-Madison Human Resources System
for your consideration and comment. The complete plan is available on line at
http://www.hrdesign.wisc.edu/wp-content/uploads/2012/11/HRD-Plan-Revised-11-19-2012-.pdf.
Final action on the HR Design Strategic Plan is expected on December 3, 2012. UW-Madison
will transmit the final plan to UW System President Kevin Reilly by December 4, 2012.



http://www.hrdesign.wisc.edu/wp-content/uploads/2012/11/HRD-Plan-Revised-11-19-2012-.pdf

The resolution approving the draft Regent Policy Document on University Personnel
Systems (Attachment 3) also authorizes the Secretary of the Board to remove from the Regent
Policy Documents several existing policies that primarily address titling, compensation, and
leave options for Unclassified staff within UW System. While these policies will be removed
from the Regent Policy Documents, relevant underlying resolutions will be incorporated into the
UPS Operating Policies for all UW System institutions except UW-Madison, effective July 1,
2013.

“University Staff” Governance

The statutes currently provide governance rights to UW System faculty and academic
staff, giving them primary responsibility for the formulation and review of policies and
procedures that concern them. No such statutory provision exists for classified staff employed in
the UW System. The newly created draft Regent Policy Document (Attachment 4) furthers the
principle that all university employees should have a voice in the policies and procedures that
directly affect their work lives. Adherence to this principle suggests that the ability to participate
in this dialogue, and help find solutions that meet both staff and university needs, should not be
limited based on employee category.

The project teams for both of the new personnel systems, one for UW-Madison and one
for the balance of the UW System institutions, recommended the establishment of formal
governance rights for classified staff, who are called “university staff” under the new personnel
systems. Preference was also expressed by the work teams from both projects for pursuing
statutory governance, but secondarily the teams supported the establishment of such rights
through Regent policy. Establishment of “university staff” governance through Regent policy
would provide the university and employees in the new “university staff” category with greater
certainty that governance would be effective July 1, 2013. It was also recommended that further
consideration be given to this decision and that a later assessment be made as to whether
incorporating governance into statutes would better serve employees and the university.

The project teams recognize that governance is different from union representation,
because the governance relationship with the university does not result in a labor contract or
agreement. Instead, governance provides a formal way for employees to participate in
developing university policy, including personnel policy. Through governance, it is
recommended that “university staff” be able to make recommendations, consider proposals, and
raise concerns to UW System institutional leadership, primarily related to personnel matters,
similar to current faculty and academic staff involvement. The project teams believe that
establishing this formal governance structure will contribute to the success of both of the new
personnel systems because it will enable “university staff” to formally participate in the design
and implementation of the longer-term components of each new personnel system. “University
staff” governance, along with faculty, academic staff, and student governance, will also provide
guidance on any job title and compensation analysis that might be recommended and on any
future proposed changes to benefits.

The policy being proposed parallels the current language for academic staff in Wis. Stat.
Chapter 36.



Each UW System institution is to:

1. Provide for its “university staff” members, subject to the responsibilities and powers of
the board, the president, and the chancellor and faculty of the institution, to be active
participants in the immediate governance of and policy development for the institution;

2. Provide for its “university staff” members to have the primary responsibility for the
formulation and review, and be represented in the development, of all policies and
procedures concerning “university staff” members, primarily “university staff” personnel
matters; and

3. Provide for its “university staff” members the right to structure themselves in a manner
“university staff” members determine, and to select their representatives to participate in
institutional governance.

Code of Ethics

The establishment of a single code of ethics for UW System employees was directed by
Wis. Stat. § 19.45(11)(b), for the guidance of all UW System employees. The
recommendation is to establish a Regent Policy Document on Code of Ethics which confirms
the continued application of Wis. Admin. Code Chapter UWS 8, Unclassified Staff Code of
Ethics for faculty, academic staff, and limited appointees, except those who are “state public
officials” subject to Subchapter Il of Wis. Stat. Chapter 19, and adds a university staff Code
of Ethics (Attachment 5) closely modeled after Wis. Admin. Code Chapter ER-MRS 24 that
applies to Classified Staff in state agencies.

Technical Statutory Language

The following technical statutory changes are needed to accomplish the intent of Wis. Stat. §
36.115:

e References to UW System “classified” and “unclassified” staff need to be changed
because beginning July 1, 2013 there will no longer be UW System employees
designated as “classified” or “unclassified” staff. The Wis. Stat. Chapter 36
definition of “classified staff” and three other statutory references to UW System
classified staff need to be modified, and three references to “unclassified” UW
System employees need to be changed. (Attachment 6a)

e A new subchapter of Wis. Stat. Chapter 111 should be created under which
University Staff (current classified staff) would no longer be covered under the State
Employment Labor Relations Act (SELRA). The development of new personnel
systems that are “separate and distinct” from Chapter 230 requires the creation of a
new labor relations law under which the Board of Regents and the UW-Madison
Chancellor will have complete administrative responsibility for labor relations.
(Attachment 6b)



e The intent of a suggested revision to Wis. Stat. § 230.08 is to identify UW System
employees as employees of the State of Wisconsin, subject to the personnel systems
required by § 36.115 that are “separate and distinct” from chapter 230. (Attachment
6¢). This revision will enable UW employees to accept positions with state agencies
and employees of state agencies to accept UW positions without loss of creditable
Wisconsin State Retirement service and accrued sick leave benefits.

RELATED REGENT POLICIES AND APPLICABLE LAWS

Chapter 36 of the Wisconsin Statutes and various human resources-related Regent Policy
Documents are proposed to be eliminated or replaced.



Attachment 1

§36.115 Personnel systems.
(1) In this section, "chancellor" means the chancellor of the University of Wisconsin-Madison.

(2) The board shall develop a personnel system that is separate and distinct from the personnel system
under ch. 230 for all system employees except system employees assigned to the University of
Wisconsin-Madison.

(3) The chancellor shall develop a personnel system that is separate and distinct from the personnel
system under ch. 230 for all system employees assigned to the University of Wisconsin-Madison.

(3m) The board shall set the salary ranges for all of the following positions:

(ae) Each of the vice chancellors who is serving as deputy at the University of Wisconsin System
campuses at Eau Claire, Green Bay, La Crosse, Oshkosh, Parkside, Platteville, River Falls, Stevens Point,
Stout, Superior, and Whitewater and each of the vice chancellors who is serving as deputy at the
University of Wisconsin Colleges and the University of Wisconsin-Extension.

(am) The vice presidents of the University of Wisconsin System.

(ar) The chancellors at the University of Wisconsin System campuses at Eau Claire, Green Bay, La
Crosse, Oshkosh, Parkside, Platteville, River Falls, Stevens Point, Stout, Superior, and Whitewater and
the chancellors of the University of Wisconsin Colleges and the University of Wisconsin-Extension.

(b) The vice chancellor who is serving as deputy at the University of Wisconsin-Milwaukee.
(bm) The senior vice presidents of the University of Wisconsin System.

(c) The vice chancellor who is serving as deputy at the University of Wisconsin-Madison.
(d) The chancellor at the University of Wisconsin-Milwaukee.

(e) The chancellor at the University of Wisconsin-Madison.

(f) The president of the University of Wisconsin System.

(9) The associate and assistant vice presidents, vice chancellors not identified in pars. (ae), (b), or (¢),
assistant chancellors, associate and assistant vice chancellors, and administrative directors and associate
directors of physical plant, general operations and services, and auxiliary enterprises activities or their
equivalent, of each University of Wisconsin institution, the University of Wisconsin-Extension, and the
University of Wisconsin System administration.

(4) The personnel systems developed under subs. (2) and (3) shall include a civil service system, a
grievance procedure that addresses employee terminations, and provisions that address employee
discipline and workplace safety. The grievance procedure shall include all of the following elements:

(a) A written document specifying the process that a grievant and an employer must follow.
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(b) A hearing before an impartial hearing officer.

(c) An appeal process in which the highest level of appeal is the board.

®)
(a) The personnel systems developed under subs. (2) and (3) shall be implemented on July 1, 2013.

(b) The board may not implement the personnel system developed under sub. (2) unless it has been
approved by the joint committee on employment relations.

(c) The chancellor may not implement the personnel system developed under sub. (3) unless it has been
approved by the joint committee on employment relations.

(6) All system employees holding positions in the classified or unclassified service of the civil service
system under ch. 230 on June 30, 2013, shall be included in the personnel systems developed under

subs. (2) and (3). System employees holding positions in the classified service on June 30, 2013, who
have achieved permanent status in class on that date, shall retain, while serving in the positions in the
system, those protections afforded employees in the classified service under ss. 230.34 (1) (a) and 230.44
(1) (c) relating to demotion, suspension, discharge, layoff, or reduction in base pay. Such employees shall
also have reinstatement privileges to the classified service as provided under s. 230.31 (1). System
employees holding positions in the classified service on June 30, 2013, who have not achieved permanent
status in class on that date are eligible to receive the protections, privileges, and rights preserved under
this subsection if they successfully complete service equivalent to the probationary period required in the
classified service for the positions which they hold on that date.

History: 2011 a. 32.
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UNIVERSITY OF WISCONSIN SYSTEM
JULY 1, 2013 WORKFORCE - AN OVERVIEW

On July 1, 2013, the Board of Regents will expand its personnel statutory authority to include the
management of the University Staff currently known as classified staff. The July 1, 2013
workforce will consist of the categories identified in the following table:

All other
Uw- uw Percent of

Employee Category* Madison Institutions Total Total
Faculty 2,082 4,307 6,389 14.28%
Academic Staff 8,409 7,448 15,857 35.45%
University Staff 6,288 6,408 12,696 28.39%
Limited Appointees 495 694 1,189 2.66%
Employees-in-Training and

Student Assistant 6,747 1,848 8,595 19.22%
TOTAL 24,021 20,705 44,726 100.00%

*Headcount Data based on 2011 Management and Staff Report

The breadth and depth of the work performed by more than 44,700 staff include positions in
1,024 titles. Faculty titles include Professor, Associate Professor, Assistant Professor and
Instructor. Academic Staff include both instructional and non-instructional titles such as
Lecturer, Researcher, Advisor, Academic Librarian, Coach to name but just a few. Limited
appointees “at will” titles include statutorily defined limited titles such as President, Chancellor,
Dean and those designated as limited by the Chancellors such as Registrar, Admissions Director
and other administrative directors. The Employees-in-Training and Student Assistant category
includes titles such as postdoctoral fellows, graduate assistants, and teaching assistants. A group
of employees not listed are many student hourly employees who perform a very wide range of
jobs at all institutions across the UW System.

As with other employee categories, the University Staff perform a wide variety of work in close
to 500 job titles, both Fair Labor Standards Act (FLSA) exempt and FLSA non-exempt:

All other UW Percent of
University Staff UW-Madison Institutions Total Total
FLSA Exempt 1,571 1,131 2,702 21.28%
FLSA Non-Exempt | 4,717 5,277 9,994 78.72%
TOTAL 6,288 6,408 12,696 100.00%

University Staff titles are both supervisory and non-supervisory and include administrative and
business affairs positions such as Auditor, Accountant, HR Specialist, Payroll and Benefits
Specialist; Research positions such as Chemist, Microbiologist, Veterinary Technician, Research
Technician; Healthcare positions such as Nurse Clinician, Medical Assistant, Licensed Practical
Nurse; Information Technology positions such as IS Network Services, IS Technology Services,
Library positions such as Library Services Assistant; Facilities Operations such as Engineering
Specialist, Facilities Repair Worker, Electrician; and Protective Services such as Police Officer,
Security Officer.
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Regent Policy Document
University Personnel Systems

BUSINESS, FINANCE, AND AUDIT COMMITTEE

Resolution 1.2.b.1.:

WHEREAS the 2011-13 biennial budget (2011 Wisconsin Act 32) created Wis. Stat. 8 36.115,
authorizing the Board of Regents and the Chancellor of UW-Madison to establish and implement
two personnel systems separate and distinct from the State personnel system under Chapter 230;
and

WHEREAS the University Personnel System Project Team in UW System Administration and
the HR Design Project Team in UW-Madison have worked collaboratively on the development
of these two systems, one for UW-Madison and one for the balance of the UW-System, for over
a year; and

WHEREAS the University Personnel Systems (UPS) Task Force appointed by the UW System
President and the UPS Steering Group comprised of human resources professionals from across
the UW System have guided and supported this collaborative development effort over the past
year; and

WHEREAS pursuant to Wis. Stat. 8 36.09(1), the Board of Regents is vested with the primary
responsibility for the governance of the University of Wisconsin System,

NOW, THEREFORE, BE IT RESOLVED:

That, upon the recommendation of the President of the University of Wisconsin System,
the Board of Regents:

(1) approves the attached Regent Policy Document on University Personnel Systems,
which applies to all UW System institutions and their employees, effective July 1,
2013;

(2) endorses the attached draft UPS Operating Policies for all UW System institutions
except UW-Madison, effective July 1, 2013; and

(3) authorizes the UW System President to submit this Regent Policy Document and
attachments to the Joint Committee on Employment Relations for its consideration
pursuant to Wis. Stat. § 36.115. (Attachment 3)



BE IT FURTHER RESOLVED that the Board of Regents authorizes the Secretary of the
Board of Regents to remove from the Regent Policy Documents, effective July 1, 2013, the
following policies:

6-1, Administrative Titles;

6-2, Administrative Salary Range;

20-1, System Sick Leave Policy for Faculty and Academic Staff;

20-3, Academic Staff Appointments;

20-4, Tuition Reimbursement to Unclassified Staff Members;

20-6, Policy on Non-Medical Leaves of Absence for Unclassified Staff;
20-8, Academic Staff Title and Compensation Plan;

20-10, Establishment of Annual leave Reserve Accounts for Unclassified Staff
Earning Vacation;

20-11, Establishment of Personal Holidays for Faculty, Academic Staff and
Limited Appointees;

20-12, Distinguished Prefix for Certain Category B Titles;

20-13, Paid Annual Leave Options for Unclassified Staff;

20-15, Catastrophic Leave for Faculty and Academic Staff;

20-17, Selection, Training, and Evaluation of Teaching Assistants; and
20-18, Review of University Personnel Policies and Practices.

The resolutions that created each of these policies will remain in effect and will be incorporated

into the UPS Operating Policies for all UW System institutions except UW-Madison, effective
July 1, 2013.

12/07/12 1.2.b.1.
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Regent Policy Document
University Personnel Systems

Scope

This policy applies to all UW institutions and their employees subject to university personnel
systems under Wis. Stat. § 36.115.

Purpose

Wis. Stat. § 36.115(2) directs the Board of Regents to develop a personnel system for all system
employees except system employees assigned to the University of Wisconsin at Madison (UW-
Madison), and Wis. Stat. 8 36.115(3) directs the Chancellor of UW-Madison to develop a
personnel system for all system employees assigned to UW-Madison. The purpose of this policy
is to implement the Board of Regents’ statutory authority {§ 36.09(1)} to create and administer
both university personnel systems.

Both personnel systems must include a civil service system, a grievance procedure that addresses
employee terminations, and provisions that address employee discipline and workplace safety.
These and other elements of the personnel systems will be administered through operational
polices for each personnel system.

Policy Statement

Under Wis. Stat. § 36.09(1), the Board of Regents is vested with the primary responsibility for
the governance of the University of Wisconsin System. In discharging this responsibility, it is
the Board’s policy to promote the development of university personnel systems that allow UW
institutions to attract, develop, and retain a diverse and highly qualified workforce that will
effectively and efficiently pursue the missions of the UW System and each UW institution. The
university personnel systems shall include:

1. merit-based recruitment and assessment policies, practices, and performance goals that
promote the development of a productive, accountable, and trusted workforce;

2. equal employment opportunity by ensuring that all personnel actions, including hiring
decisions, length of tenure or term, and condition or privilege of employment, are based
on an individual’s ability to perform the duties and responsibilities of the particular
position without regard to race, sex, gender identity or expression, color, creed or
religion, political affiliation, disability, sexual orientation, national origin, ancestry, age,
or any other prohibited basis of consideration; and

3. compensation structures and tools that reflect the following factors: market,
performance, internal equity, and cost of living.

The Board’s authority over the personnel systems of the UW System includes but is not limited
to the following:
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1. designation of positions to appointment types, to include faculty appointments, academic
staff appointments, limited appointments, university staff appointments, and other
appointments such as employees-in-training and students;

2. position titling systems;

3. recruitment and appointment of employees;

4. pay plans;

5. workplace safety programs;

6. aleave system (i.e., sick leave, vacation, personal holiday, and other leaves of absence);
7. employer and employee paid benefits;

8. astandard work week and legal holidays;

9. support for ongoing education of supervisors and for employee education and career
development;

10. a program for employee performance evaluation;
11. just cause and due process protection as applicable;
12. workplace expectations;

13. employee discipline and grievance procedures; and

14. layoff procedures.

Oversight, Roles & Responsibilities

The Board of Regents delegates to the President of the UW System or his or her designees the
authority to implement and maintain a personnel system for all UW System employees except
employees assigned to UW-Madison. The Board of Regents authorizes the President or his or her
designees to formulate operating policies to administer this personnel system. The Board of
Regents delegates to the Chancellor of UW-Madison or his or her designees the authority to
implement and maintain a personnel system for all System employees assigned to UW-Madison.
The Board of Regents authorizes the UW-Madison Chancellor or his or her designees to
formulate operating policies to administer the personnel system for all System employees
assigned to UW-Madison. Prior to initial implementation, the policies related to the 14 areas
enumerated above are subject to review by the Board of Regents. The Board further authorizes
the President to delegate to individual Chancellors of institutions other than UW-Madison the
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administration and oversight of the personnel system for all system employees except system
employees assigned to UW-Madison.

Related RPDs and Applicable Laws

Chapter 36 of the Wisconsin Statutes

Sec. 227.01(13)(Lm), Wisconsin Statutes

Chapters UWS 1-13, Wisconsin Administrative Code

RPD 6-3, Delegation of Authority to President for Personnel Actions

RPD 6-4, Search and Screen Procedures for chancellors, Senior Vice Presidents or Vice
Presidents

RPD 6-5, Executive Salary Structure

RPD 6-6, Delegation to System President

Etc.

History

To eventually include the following resolutions ...

6-1:  Res. 58, adopted 01/07/1972.

6-2: Res. 1678, adopted 06/09/1978.

20-1: Res. 506, adopted 06/08/1973; amended by 75-9. (See also Policy 20-6 and Unclassified
Personnel Guideline 10.)

20-3: Res. 984, adopted 04/11/1975.

20-4: Res. 1386, adopted 02/11/1977.

20-6: Res. 5364, adopted 11/10/1989; replaces 74-9, 78-3; amended by Res. 8457, 10/05/2001,
repealed and recreated by Res. 9704, 12/11/2009; amended by Res. 9938, 06/10/2011.

20-8: Res. 5980, adopted 12/06/1991; portions delegated by Res. 9910, 04/08/2011.

20-10: Res. 6698, adopted 6/94, amended by 98-5 adopted 11/06/1998, amended by Res. 8745,
adopted 10/10/2003.

20-11: Res. 7178, adopted 04/12/96; amended by Res. 7803, adopted 11/06/1998; amended by
Res. 8817, adopted 04/02/2004.

20-12: Res. 7651, adopted 03/06/1998.

20-13: Res. 7802, adopted 11/06/1998; amended by Res. 8745, adopted 10/10/2003.

20-15: Res. 8227, adopted 10/06/2000.

20-17: Res. 5977, adopted 12/06/1991.

20-18: Res. 9091, adopted 11/11/2005; amended by Res. 9908, 04/08/2011.
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Operational Policy: Transition

The University of Wisconsin System ijl;lslc\[’)ﬁgalgyvﬂgl\i

UPS OPERATIONAL POLICY: Transition ' ' . '
wrd®

SUBJECT: Transition of Classified Staff to
University Staff

Original Issuance Date: July 1, 2013
Last Revision Date:

1. POLICY PURPOSE:

The purpose of this policy is to provide for the transition of classified staff under the authority of the
Office of State Employment Relations pursuant to Wis. Stat. Chapter 230 (State Employment
Relations) to University staff under the authority of the Board of Regents of the University of
Wisconsin System as required by Wis. Stat. § 36.115.

2. POLICY BACKGROUND:

Wis. Stat. § 36.115(6) requires that all UW System employees holding positions in the classified
service of the civil service system under Wis. Stat. Chapter 230 on June 30, 2013 to be included in
the university personnel system. ”

3. POLICY DEFINITIONS:

“University Staff” are members of the university workforce who contribute in a broad array of
positions in support of the University’s mission and are not exempt (hourlyl) from the overtime
provisions of the Fair Labor Standards Act (FLSA).

[*Note: All FLSA exempt employees holding positions in the State of Wisconsin “classified” service
as of June 30, 2013 are given the choice to remain in the University Staff for as long as they retain
their existing positions, or to voluntarily be reassigned to a position that the institution has designated
as either an Academic Staff or Limited Appointment position - see UPS Operational Policy #36
LINK]

4. POLICY:

This policy applies to those classified staff who are employed on June 30, 2013, and become
University Staff on July 1, 2013. As set forth in Wis. Stat. § 36.115(6), employees holding positions
in the classified service on June 30, 2013, who have achieved permanent status on that date, shall
retain, while serving in the position as a University Staff member, those protections afforded
employees in the classified service under Wis. Stat. §§ 230.34(1)(a) and 230.44(1)(c) relating to
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demotion, suspension, discharge, layoff, or reduction in base pay (see UPS Operational Policy #4 and
link). Such employees shall also have reinstatement privileges to the classified service provided
under Wis. Stat. § 230.31(1) (see UPS Operational Policy #09 and link). Employees holding
positions in the classified service on June 30, 2013, who have not achieved permanent status on that
date are eligible to receive the protections, privileges, and rights preserved as noted above for
permanent staff if they successfully complete service equivalent to the probationary period required
for the position held on June 30, 2013.

An employee holding a classified position on June 30, 2013, will hold a University Staff position with
the same title, base salary, and benefits on July 1, 2013.

5. RELATED DOCUMENTS:

Wis. Stat. § 36.115
Wis. Stat. Chapter 230

6. POLICY HISTORY:
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UNIVERSITY OF

The University of Wisconsin System WISCONSIN SYSTEM

UPS OPERATIONAL POLICY: #01

SUBJECT: Title Definitions

A
L

Original Issuance Date: July 1, 2013
Last Revision Date:

1.

POLICY PURPOSE:

The purpose of this policy is to provide UW System institutions with a titling structure within the
framework of employee categories that covers all System employees as required by Wis. Stat. §
36.115(2) and (3).

POLICY BACKGROUND:

Employment categories within the UW System have historically been defined by two personnel
structures: classified and unclassified. These structures are authorized by laws contained in Wis.
Stat. Chapter 36 (University Of Wisconsin System), Wis. Stat. Chapter 111 (Employment Relations)
and Wis. Stat. Chapter 230 (State Employment Relations). Wis. Stat. Chapter 36 defines the
unclassified personnel structure, while Wis. Stat. Chapter 230 defines the classified personnel
structure. Each structure has its own set of titles to describe positions.

Wis. Stat. § 36.115(6) states: “All system employees holding positions in the classified or
unclassified service of the civil service system under ch. 230 on June 30, 2013, shall be included in
the personnel system developed under subs. (2) and (3).”

POLICY DEFINITIONS:

“Faculty” means persons who hold the rank of professor, associate professor, assistant professor, or
instructor in an academic department or its functional equivalent in an institution, persons described
under Wis. Stat. § 36.13(4)(c) and such academic staff as may be designated by the chancellor and
faculty of the institution.

“Academic Staff” means professional and administrative personnel with duties, and subject to types
of appointments, that are primarily associated with higher education institutions or their
administration but does not include faculty and staff provided under Wis. Stat. § 16.57.

“University Staff” means the university workforce who contribute in a broad array of positions in
support of the University’s mission and are not exempt (hourlyl) from the overtime provisions of the
Fair Labor Standards Act (FLSA).

['Note: All FLSA exempt employees holding positions in the State of Wisconsin “classified” service
as of June 30, 2013 are given the choice to remain in the University Staff for as long as they retain
their existing positions, or to voluntarily be reassigned to a position that the institution has designated
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as either an Academic Staff or Limited Appointment position - see UPS Operational Policy #36
LINK].

“Limited Appointment” means an appointment to a designated administrative position, the holder of
which serves at the pleasure of the authorized official who made the appointment. Certain positions
must be designated as limited appointments under Wis. Stat. § 36.17(2), while others may be
designated by the appointing authority as limited appointments at the time of the appointment.

4. POLICY:

The University Personnel System is comprised of five (5) employee categories: Faculty, Academic
Staff, University Staff, Limited Appointees, and Student Assistants/Employees-in-Training. Within
this framework of employee categories, salary ranges are established and job titles defined. Each
salary range shall include titles that are consistent with the level of authority/responsibility and job
requirements. Each title shall include positions that are comparable with respect to the nature of
work, responsibilities, and job duties. Assignment of positions to titles will be based on a “best fit”
concept.

The titling framework will be as follows:

4.1 Faculty Titles

4.2 Academic Staff Titles

4.3 University Staff Titles

4.4 Limited Appointee Titles

4.5 Student Assistants/Employees-in Training Titles
a. Student Assistant Titles
b. Employees-in-Training Titles
c. Student Hourly Titles

5. RELATED DOCUMENTS:
Regent Policy 6-1 Administrative Titles

Regent Policy 20-8 Academic Staff Title and Compensation Plan
Regent Policy 20-12 Distinguished Prefix for Certain Category B Titles

6. POLICY HISTORY:
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SUBJECT: Recruitment Policies and Procedures

Original Issuance Date: July 1, 2013
Last Revision Date:

1. POLICY PURPOSE:

The purpose of this policy is to provide a framework for UW System institutions to use in
development of recruitment processes that will attract, hire, develop, and retain the talent necessary
for a successful workforce for UW System institutions.

2. POLICY BACKGROUND:

Under Wis. Stat. 8§ 36.115(4) the University of Wisconsin System personnel systems must include
certain provisions previously contained in Chapter 230 of Wisconsin State Statutes, including a civil
service system. A civil service system includes merit-based recruitment procedures. This policy
provides necessary guidance for establishment of merit selection principles for University Staff.

University of Wisconsin System Faculty recruitments are subject to Chapter UWS 3 of the Wisconsin
Administrative Code. University of Wisconsin System Academic Staff recruitments are subject to
Chapter UWS 10 of the Wisconsin Administrative Code.

Probationary Periods for University Staff: A probationary period is mandatory for all hires. The
length is governed by the nature of the duties and responsibilities of the job. At a minimum, all
probationary periods are six months. Supervisory positions and positions that have duties and
responsibilities which are “cyclical’ in nature are twelve months (i.e. Power Plant Operators, Police
Detectives, Police Officers, Budget and Policy Analysts, Accountants, etc.). Supervisors have the
authority to end an employee’s probationary period prior to the scheduled end date only if approved
by the UW institution’s Human Resource office. Individual UW-institutions may establish the
criteria on which to base such decisions. For UW System employees who do not pass probation,
there are no rights back to their previous position. However, on a permissive basis, the UW
institution’s appointing authority may allow for an internal hire to return to a former position at the
employer’s option. Candidates should be clearly informed of the terms and conditions of the
probationary period at the time of offer.

NOTE - An Appendix with best practices and models for assessment, advertisement, appointment
letters and other recruitment processes will be developed.
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3. POLICY DEFINITIONS:

"Academic Staff" means professional and administrative personnel with duties, and subject to types
of appointments, that are primarily associated with higher education institutions or their
administration, but does not include Faculty, University Staff and staff provided under s. 16.57.

“Civil service system” means employment in government with such positions filled on merit as a
result of competitive examinations or screening.

“Equal Opportunity and Affirmative Action” means “an active effort to improve the educational and
employment opportunities of members of minority groups and women.”

"Faculty” means persons who hold the rank of professor, associate professor, assistant professor or
instructor in an academic department or its functional equivalent in an institution, persons described
under s. 36.13 (4) (c) and such Academic Staff as may be designated by the Chancellor and Faculty of
the UW institution.

“Institution” means any of the following: UW-Eau Claire; UW-Green Bay; UW-La Crosse; UW-
Milwaukee; UW-Oshkosh; UW-Parkside; UW-Platteville; UW-River Falls; UW-Stevens Point; UW-
Stout; UW-Superior; UW-Whitewater; UW Colleges; UW-Extension; and UW System
Administration.

“Merit” means the qualifications, experience, standard of work performance, and capabilities of those
persons that are relevant to the performance of those duties.

“Temporary employment” means any short term employment that is not held by a student.

“University Staff” are members of the university workforce who contribute in a broad array of
positions in support of the University’s mission and are not exempt (hourlyl) from the overtime
provisions of the Fair Labor Standards Act (FLSA).

['Note: All FLSA exempt employees holding positions in the State of Wisconsin “classified” service
as of June 30, 2013 are given the choice to remain in the University Staff for as long as they retain
their existing positions, or to voluntarily be reassigned to a position that the institution has designated
as either an Academic Staff or Limited Appointment position — see UPS Operational Policy #36
LINK]

4. POLICY:

It is the policy of the University of Wisconsin System to maintain a personnel system that fills all
positions through methods which apply the merit principle, with adequate civil service safeguards.
Recruitment for all positions shall be an active continuous process conducted in a manner that assures
a diverse, highly qualified group of applicants. The procedure shall also be consistent with Board of
Regents policy and state and federal laws with respect to nondiscriminatory and affirmative action
recruitment. The procedures shall allow maximum flexibility at the institutional, departmental,
school, and college levels to meet particular needs.

It is the policy of the University of Wisconsin System to provide for equal employment opportunity

by ensuring that all personnel actions including hire, tenure or term, and condition or privilege of
employment be based on the ability to perform the duties and responsibilities assigned to the
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particular position without regard to age, race, creed or religion, color, disability, sex, national origin,
ancestry, sexual orientation, or political affiliation.

RELATED DOCUMENTS:

POLICY HISTORY:

Wis. Stat. 230.01

UWS 3
UWS 10
ER-8
ER-10
ER-30
ER-34
ER-MRS 1
ER-MRS 6
ER-MRS 7
ER-MRS 8

ER-MRS 10
ER-MRS 11

ER-MRS 12
ER-MRS 13
ER-MRS 14
ER-MRS 15
ER-MRS 16
ER-MRS 17
ER-MRS 27
ER-MRS 30
ER-MRS 32
ER-MRS 34
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SUBJECT: Layoff for Reasons of Budget or
Program

Original Issuance Date: July 1, 2013
Last Revision Date:

1. POLICY PURPOSE:

The purpose of this policy is to provide an operational framework to be used by UW System
institutions in the development of layoff procedures for University Staff (formerly classified staff).

2. POLICY BACKGROUND:

Wis. Stat. § 36.115(2) requires the Board of Regents and the UW-Madison chancellor to develop
personnel systems that are separate and distinct from the personnel system under Wis. Stat. Chapter
230. Effective July 1, 2013, the layoff procedures contained in Chapter ER-MRS 22 of the Wisconsin
Administrative Code and the procedures established by the Office of State Employment Relations are
no longer applicable to current UW System classified employees. Therefore, this operational policy
provides the framework for layoff procedures for University Staff at UW System institutions. Layoff
procedures for Faculty and Academic staff are set forth in Wis. Admin. Code Chapters UWS 5 and
UWS 12 and continue to apply to layoffs of those employees.

3. POLICY DEFINITIONS:

“Employer” means a UW System institution that engages the services of University Staff, and the
term includes a person acting on behalf of an employer within the scope of his or her authority,
express or implied.

“Institution” means any of the following: UW-Eau Claire; UW-Green Bay; UW-La Crosse;
UW-Milwaukee; UW-Oshkosh; UW-Parkside; UW-Platteville; UW-River Falls; UW-Stevens Point;
UW-Stout; UW-Superior; UW-Whitewater; UW Colleges; UW-Extension; and UW System
Administration.

“Layoff” means the suspension of a University Staff member’s employment for reasons of budget or
due to the discontinuance, curtailment, modification, or redirection of a program.

“Layoff group” means a combined group of employees in related positions from which the layoff will
be made. The layoff group will generally include all employees employed in a particular operational
area that are similarly, although not necessarily identically, situated by title, pay range and/or
function.
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“Operational area” means an area of focus or function in a school, college, division, department or
office. An operational area will generally be a subset of a school, college, division, department or
office, and need not encompass the whole unit.

“Probationary employment” means employment that is not temporary, but where the incumbent has
not yet completed the probationary period.

“Temporary employment” means any short-term employment that is not held by a student.
“Temporary layoff” means a layoff for a period not to exceed 20 working days.

4. POLICY:
Institutional layoff procedures shall include the following elements:

Temporary and Probationary Employment
Whenever practicable, temporary positions in the operational area shall be reduced or discontinued
before invoking the layoff procedures.

Employees on probationary appointments may be dismissed prior to laying off non-probationary
employees, providing that those remaining employees have the necessary skills, knowledge, and
ability to perform the work.

Notice

A full or part-time staff member who is designated for layoff must be given written notice as soon as
practicable, but not less than 30 calendar days prior to the effective date of the layoff. A lateral
movement to a different position or a demotion may be made any time during the notification of
layoff period with mutual agreement of the employee and appointing authority.

Layoff Selection and Plan

Prior to providing layoff notice to any employees, the employer shall develop a plan under which a
layoff will occur. The plan will document the justification for the layoff, the effective date of the
layoff, identification of eliminated functions, and the position(s) to be eliminated, known as the layoff
group. The plan will identify the operational area(s), position title(s) and the number of employees
that are expected to be laid off.

Temporary layoffs are not subject to layoff procedures within this policy.

Employees subject to layoff will be determined and evaluated by using the following criteria:
Needs of institution to deliver services;

Relative skills, knowledge, or expertise of employees;

Length of service of employees; and
Other appropriate criteria.

Upon an employer’s layoff notification to an employee, the employee may appeal the layoff decision
through the appropriate grievance procedure (see Operational Policy #4 — LINK).
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Once the layoff group has been determined, any employee from within the affected layoff group may
elect to retire or voluntarily be laid off to avoid involuntary layoffs.

The employer reserves the right to rescind a layoff notice and/or postpone the layoff date. However,
once the employee has been officially notified of the intended layoff date, the employer may not
make the layoff date any earlier.

Alternatives to Layoff

Employees may be assigned to another position for which they are qualified to perform the work
within the operational area or institution as determined by the employer. The employee does not need
to be designated as being in layoff status, but the employee shall receive written justification as to
why he or she is being moved. The movement may be lateral or downward. The employee’s rate of
pay and benefits will not decrease with an involuntary lateral movement but pay may be adjusted with
a downward movement. This method is not meant to circumvent the recruitment process and should
only to be used to avoid a reduction in force. The employee may choose not to accept the
reassignment and as a result be laid off.

Consideration for Vacant Positions within UW System

Upon request, an employee who is or will be affected by a layoff may be considered for other
vacancies within the UW System. Consideration does not mean an interview or a mandatory job
offer. The hiring authority will determine what, if anything, the employee would need to submit for
consideration.

Every effort will be made to keep the employee employed so long as this effort does not adversely
affect the operational area’s budget or impede the area’s ability to fulfill its mission.

After the employee has been laid off, he or she will be able to apply for vacant positions as if he or
she were a current employee for a period of three (3) years from the date of layoff.

Three Year Restriction on Rehiring for Duties of Laid Off Employee

For three years from the anniversary of the layoff, no person may be employed in a permanent
position in that operational area to perform duties reasonably comparable to the duties of the laid off
employee, without first making an offer of return to the laid off employee.

5. RELATED DOCUMENTS:

Wis. Admin. Code Chapter UWS 5
Wis. Admin. Code Chapter UWS 12

6. POLICY HISTORY:
Wis. Stat. § 230.34

Wis. Stat. § 230.44(1)(c)
Wis. Admin. Code Chapter ER-MRS 22

UPS-OP 03 November 28, 2012 Page 3 of 3


http://docs.legis.wi.gov/code/admin_code/uws/5.pdf
http://docs.legis.wi.gov/code/admin_code/uws/12.pdf
http://docs.legis.wi.gov/code/admin_code/er_mrs/22.pdf

Operational Policy: OP-04

The University of Wisconsin System ijl;lslc\[’)ﬁgalgyvﬂgl\i

UPS OPERATIONAL POLICY: #04 ' '.'
wrd®

SUBJECT: Grievance Procedures
(Includes Protections of sec. 36.115(6),
Wis. Stats.)

Original Issuance Date: July 1, 2013
Last Revision Date:

1. POLICY PURPOSE:

To establish grievance procedure parameters for University Staff that include the elements required
by Wis. Stat. § 36.115(4).

2. POLICY BACKGROUND:

This policy establishes grievance procedures for University Staff who were formerly members of the
classified staff (subject to Wis. Stats. Ch. 230) as of June 30, 2013, and to University Staff hired on or
after July 1, 2013 who, by the terms of their appointment, have an expectation of continued
employment.

Dismissal
Under Wis. Stat. § 36.115(4) the new University of Wisconsin System personnel systems must
include a grievance procedure applicable to dismissals that include the following elements:

(a) A written document specifying the process that a grievant and an employer must follow
[36.115(4)(a)].

(b) A hearing before an impartial hearing officer [36.115(4)(b)].

(c) An appeal process in which the highest level of appeal is the Board of Regents [36.115(4)(c)].

All UW System institutions will need to develop and administer, through University Staff shared
governance, grievance procedures for dismissals of University Staff consistent with the elements
outlined in this policy.

University of Wisconsin System Faculty are subject to Chapters UWS 4 and_7 of the Wisconsin
Administrative Code. University of Wisconsin System Academic Staff are subject to UWS 11 of the
Wisconsin Administrative Code. Institution faculty and academic governance bodies will need to
make the necessary changes to incorporate the impartial hearing officer concept into their respective
rules. Academic staff governance bodies will need to incorporate appeal to the Board for fixed term
and probationary academic staff. Indefinite academic staff are currently provided with appeal to the
Board.
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Discipline

Wis. Stat. § 36.115(4) requires the Board and the UW-Madison Chancellor to establish personnel
systems that include provisions relating to employee discipline. Chapters UWS 6 and 13 of the
Wisconsin Administrative Code require UW System institutions to establish grievance procedures for
Faculty and Academic Staff in cases involving discipline other than dismissal. Institutional policies
adopted pursuant to those provisions satisfy the requirements of Wis. Stat. § 36.115(4).

All UW System institutions will need to develop and administer, through University Staff shared
governance, grievance procedures for discipline of University Staff consistent with the elements
outlined in this policy.

Working Conditions
University of Wisconsin System University Staff may file grievances regarding some matters that
affect working conditions. Grievances may not be filed on issues pertaining to:

a) Utilizing personnel, methods and means to carry out the mission of the University of
Wisconsin System or institution;

b) Determining the size and composition of the work force;

c) Managing and directing the employees of the University of Wisconsin System;

d) Hiring, promoting, assigning or retaining employees;

e) Establishing reasonable workplace expectations.

All UW System institutions will need to develop and administer, through University Staff shared
governance grievance, procedures for University Staff regarding working conditions consistent with
the elements outlined in this policy.

Chapters UWS 6 and 13 of the Wisconsin Administrative Code require UW System institutions to
establish complaint procedures for Faculty and Academic Staff in cases involving discipline other
than dismissal.

3. POLICY DEFINITIONS:
“Dismissal” means separation from employment for disciplinary or performance reasons.

“Discipline” means any action taken by a University of Wisconsin institution with respect to a
University Staff member with an expectation of continued employment which has the effect, in whole
or in part, of a penalty.

“Grievance procedure” means the process through which certain working conditions, discipline, or
dismissal of a UW System University Staff member with an expectation of continued employment
can be appealed.

“Impartial Hearing Officer” means an arbitrator employed by the Wisconsin Employment Relations
Commission (WERC), an arbitrator from the WERC roster of neutral decision-makers not employed
by the WERC, an arbitrator from a roster developed by UW System Administration of arbitrators
with a set fee for resolving a discharge case, or a grievance review committee established through
shared governance.

“Just Cause” means a standard that is applied to determine the appropriateness of a disciplinary
action. The necessary elements of determining whether just cause exists are:
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o Whether the employee had notice of workplace expectations and potential consequences if
those expectations were not met;

e Whether the workplace expectations were reasonably related to business efficiency and
performance the employer might reasonably expect from the employee;

o Whether a fair and objective investigation was undertaken by the employer before discipline

or discharge to determine whether the employee violated expectations;

Whether the investigation was conducted fairly and objectively;

Whether the employer obtained substantial evidence of the employee's guilt;

Whether workplace expectations were applied fairly and without discrimination; and

Whether the degree of discipline imposed reasonably related to the seriousness of the

employee's offense and the employee's past record.

“Layoff” means separation from employment for reasons of budget or due to the discontinuance,
curtailment, modification, or redirection of a program.

“University Staff” are members of the university workforce who contribute in a broad array of
positions in support of the University’s mission and are not exempt (hourly") from the overtime
provisions of the Fair Labor Standards Act (FLSA).

['Note: All FLSA exempt employees holding positions in the State of Wisconsin “classified” service
as of June 30, 2013 are given the choice to remain in the University Staff for as long as they retain
their existing positions, or to voluntarily be reassigned to a position that the institution has designated
as either an Academic Staff or Limited Appointment position — see UPS Operational Policy #36
LINK]

4. POLICY:

This policy provides UW institutions with a guide for the establishment of new grievance procedures
for University Staff with an expectation of continued employment appealing certain working
conditions, discipline, layoff or dismissal from a UW System institution. University Staff serving a
probationary period will not have the right to file grievances on dismissal, discipline or layoff.

Discipline and dismissal of a University Staff member with an expectation of continued employment
may be imposed only for just cause.

Grievances shall be submitted on a form provided by the employer, and each grievance shall describe
the facts upon which the grievance is based and the relief sought by the employee. The employee and
a management designee may agree in writing to extend the time limits in any step of the grievance
procedure. Parties are strongly encouraged to resolve situations prior to a grievance being filed, but
upon filing, parties are encouraged to resolve grievances at early stages of grievance procedures.

Grievances shall be pursued in accordance with the following steps and time limits.
o Dismissal appeals will begin at Step Two, as outlined below, and may proceed to Step Three.

e Layoff and discipline grievances will begin at Step One and may proceed no further than Step
Two.

o Working condition grievances may be processed through Step One only.
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STEP ONE STEP TWO STEP THREE
STEP 2A STEP 2B
(employed on June
30, 2013)

DISMISSAL X X X
LAYOFF X X X
DISCIPLINE X X X
WORKING X
CONDITIONS

Step One: If attempts to resolve a matter through discussion between an employee and supervisor
are not successful, a grievance may be filed. Grievances shall be filed with the employee’s
department head, director, dean, or equivalent administrator no later than 30 calendar days from the
date the grievant first became aware, or should have become aware (with the exercise of reasonable
diligence), of the matter grieved. Within 30 calendar days of receipt of the written grievance, the
department head, director, dean, or equivalent administrator (or designee) shall meet with the grievant
to hear the grievance. The grievant shall receive a written decision no later than seven (7) calendar
days after this meeting. If the subject of the grievance is not discipline or layoff, there will be no
further opportunity for appeal.

Step Two A: When an employee has filed a grievance alleging that a discipline decision was not
based on just cause and is dissatisfied with the Step One decision, the employee may appeal the
decision to an impartial hearing officer. In order to file such an appeal, the grievant must inform the
Chancellor or Chancellor’s designee of his or her desire to appeal the Step One decision within ten
(10) calendar days from receipt of the answer in Step One. An appeal of dismissal of a University
Staff member will begin at Step Two and must be filed within twenty (20) days of the date of written
notice of dismissal.

At issue before the impartial hearing officer will be whether just cause for the discipline or discharge
exists. If the subject of the appeal is layoff, the issue before the hearing officer will be whether the
applicable layoff procedure was followed. The hearing officer will be charged with hearing the case
and making a report and recommendations to the Chancellor or Chancellor’s designee. Impartial
hearing officers should be selected in accordance with processes established by each institution. Such
a hearing for a University Staff employee shall include a right to representation, a right to offer
witnesses, and a right to a written decision. The hearing shall be closed unless the grievant requests
an open hearing. Within twenty (20) days of receipt of the report and recommendations, the
Chancellor or Chancellor’s designee shall release a statement accepting or rejecting the findings of
the impartial hearing officer and how the decision will be implemented.

Step Two B - Direct Appeal to WERC for Certain University Staff: An employee who held
permanent status in employment prior to July 1, 2013 and according to the provisions of Wis. Stat.
8§ 36.115(6), therefore retains Chapter 230 appeal rights may instead appeal a disciplinary action
(suspension, demotion, or reduction in base pay), layoff or discharge using a different procedure.
Such a grievance may be appealed directly from Step One to the Chancellor or Chancellor’s designee.
Thereafter, if the employee is still dissatisfied with the decision as issued by the Chancellor or
Chancellor’s designee, the employee may appeal the decision to the WERC under Wis. Stat.

8§ 230.44(1)(c) within thirty (30) calendar days from the date of the decision being appealed. If an
appeal to WERC is filed, no further steps in the grievance process will apply and there will be no
opportunity to appeal the WERC decision except as provided in Wis. Stat. § 230.44. Appeal to the
Board of Regents is not available using this procedure.
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Step Three - Board of Regents Review: For matters that involve dismissal only, a grievant who is
dissatisfied with a Chancellor’s or Chancellor’s designee’s Step Two decision may appeal the
decision to the Board of Regents. If the matter is not appealed to the Board of Regents within 30
calendar days, the grievance will be considered ineligible for Board review. Upon receiving an
appeal, the President of the Board shall refer the appeal to the Board of Regents Personnel Matters
Review Committee. In accordance with Board of Regents Bylaws, the Committee shall conduct a
review based on the record of the matter created by the impartial hearing officer, and it shall prepare
recommended findings and a decision, and shall transmit them to the full Board for final action. The
full Board may confirm the Committee’s decision, or it may direct a different decision. No further
appeal shall be available to the parties.

5. RELATED DOCUMENTS:

Chapter UWS 4, Wisconsin Administrative Code
Chapter UWS 6, Wisconsin Administrative Code
Chapter UWS 11, Wisconsin Administrative Code
Chapter UWS 13, Wisconsin Administrative Code
Chapter ER 46, Wisconsin Administrative Code
Section 36.115, Wisconsin Statutes

Section 36.05, Wisconsin Statutes

Section 230.44(1)(c), Wisconsin Statutes

6. POLICY HISTORY:

See Chapter ER 46, Wisconsin Administrative Code
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UPS OPERATIONAL POLICY: #05 ' '.'
wrd®

SUBJECT: Effect on Certain Benefits
When Accepting Positions
At Different Institutions or Agencies

Original Issuance Date: July 1, 2013
Last Revision Date:

1. POLICY PURPOSE:

The purpose of this policy is to establish that employees of UW System institutions retain their
accrued sick leave balances and WRS service credits when they accept a new position at another UW
institution or State agency.

2. POLICY BACKGROUND:

Effective July 1, 2013, the recruitment procedures contained in Wis. Stat. Chapter 230; ER-MRS 13,
14, 15, 16, 17 will no longer be applicable to current UW System classified employees; therefore,
new employee movement procedures for University Staff must be created.

3. POLICY DEFINITIONS:

“Institution” means any of the following: UW-Eau Claire; UW-Green Bay; UW-La Crosse; UW-
Milwaukee; UW-Oshkosh; UW-Parkside; UW-Platteville; UW-River Falls; UW-Stevens Point; UW-
Stout; UW-Superior; UW-Whitewater; UW Colleges; UW-Extension; and UW System
Administration.

4. POLICY:
All current University employees may be considered for positions both within and between UW
System institutions. Upon accepting a new position within or between UW System institutions,
University employees will retain accrued sick leave balances and WRS service credit.
UW System employees who accept positions at State agencies and employees from State agencies

who accept UW System positions, shall retain accrued sick leave balances and WRS service credit
authorized by Wis. Stat. 8 230.08 (cm) (this technical statutory change is pending).
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5. RELATED DOCUMENTS:

UWS § 3.04, Wis. Admin. Code

6. POLICY HISTORY:

Wis. Stat. 230.01
ER-MRS 13
ER-MRS 14
ER-MRS 15
ER-MRS 16
ER-MRS 17
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SUBJECT: Workplace Safety

Original Issuance Date: July 1, 2013
Last Revision Date:

1. POLICY PURPOSE:

To establish workplace health and safety procedure parameters for all University employees which
include the elements required by Wis. Stat. § 36.115(4).

2. POLICY BACKGROUND:

Under Wis. Stat. 8 36.115(4) the new University of Wisconsin System personnel systems must
include a workplace safety policy.

Under Wis. Stat. 8 101.055 all state employees, including UW System employees, are granted rights

and protections relating to occupational safety and health equivalent to those granted to employees in
the private sector under the Occupational Safety and Health Act of 1970. The Wisconsin Department
of Safety and Professional Services has adopted and enforces virtually all OSHA regulations at state

government workplaces, including at UW System institutions.

Under Wis. Stat. 8 101.11 (the safe-place statute) an employer has a duty to provide safe
employment.

There are other agencies with regulatory authority over specific subjects affecting employee safety
and health. These subjects may be most efficiently covered under this workplace safety policy.

3. POLICY DEFINITIONS:
“Employer” means a UW System institution that engages the services of university employees, and
the term includes a person acting on behalf of an employer within the scope of his or her authority,
express or implied.
“Institution” means any of the following: UW-Eau Claire; UW-Green Bay; UW-La Crosse; UW-

Milwaukee; UW-Oshkosh; UW-Parkside; UW-Platteville; UW-River Falls; UW-Stevens Point; UW-
Stout; UW-Superior; UW-Whitewater; UW Colleges; UW-Extension; UW-System Administration.
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