

















@ar'leNotification §/stem:

We are in the process of implementitigarXT, an inbrmational alet delivery service to all faculstaff, and students
The service brings atemessags to your cell phonesmail,and/or desktops and priges the most up-to-date
information,including emegenciessevere weather notificatiorshool closingand more

Fecility and Classroom Security and Notification:

IT is working with theyStem-wide Stety Group to ealuate the placement and installation of egeacy phones

throughout our facilities.

Emegency Notification in the Classrooms:

We are presently implementing an egrcy notification system that will allous to communicate with our classrod
across location3he system can broadcast an audio mgstaspecific classrooms in the event of an ggvegyy. The
audio will be broadcast to the classrooms and will direct our facultietdaé¢he touch panel system in these roommis

further information and instruction$he notifications will be just-in-time and alldor tailored messagp to buildings
and classrooms.

Florida:

The Dean of Students/Director of Security is resporfsibteerseeing the campus security peng. Every fall the
Dean of Students/Director of Securitgamizes dPersonal Saty Anarenes$Veek’ consisting of community atch
promotions (“If you see itgpat it”), sakty-themed poster campaigtisips on Stging Saé” brochuresand educational
progams (i.e'How NOT to be avictim”). Emphasis is not only crime prevention but also weadteied sadty issues
andgeneial saéty tips The campusCrisis MargamentTeam has been very efftive in times of weatheelated disasters,

Michigan:

Recent imppvements include upgdes and integtion of fire alarm systems in all campus builditigssponsoring of
an annual campus tourrfthe MidlandTii-City emegency first responderand additional installation of security
cameas and spdar system in residence halls and campus buildings.

Texas:

The Crisis Mana&agnentTeam has been expanded to incliRiBidentAssistants (RASgcurity officers and newly hired
faculty and stdfin addition to the Rivost's Cauncil members and building contaetbo will attend scheduled
meetings prior to each term to discuss situatiomdylito occur during that term and to review the response plan a

different roles of each memb@&he RAs are first responders to residential students in the event of a campus crisig

emeagency and their péicipation with the Crisis ManamentTeam will enhance codnation and communication in
the event of a campus crisis.

UC, RDGSMand Other Locations

eﬁnement of Crisis Manament Plaa /

Figure 4-10: Improvements in Safety and Well-Being (examples)

data collection, analysis, and use. We have numerous security (4P10) Measures of valuing people collected and
procedures in place across the entire system and continue to an alyzed regularly:

implement improvements (Figure 4-10). Our Crisis Management Our current measures include those provided in Figure 4-11
Teams meet regularly and have convened a System-wide Safety (shown on page 8). We believe we can refine our measurement

Group to address, assess, and improve our safety and security system to ensure we are measuring what we value and we are
procedures. The cross-functional, cross-site group meets every tracking and using the data as appropriate.
other month.
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Systems Portfolio 2007
Category 4:Valuing People

Years of Service (Figure 4-12)

Exit Interview Findings (Figure 4-13)

Compensation Pool Increases (Figure 4-14)

Employee Healthcare Rebate Percentage (Figure 4-15)

PEPs Completed (Figure 4-16)

Figure 4-11: Key Measures of Valuing People

RESULTS

(4R1) Results related to valuing people:
Employees choose Northwood as the “employer of choice,”
remaining an average of nine or more years (Figure 4-12).

# of Fulltime Average
Employees Longevity
Full-time Faculty 97 10.80
Full-time Contract 287 8.79
Maintenance 39 10.02
Support Staff 88 7.82
Grand Total 511 9.02

Figure 4-12: Fulltime Employee Years of Service

Northwood’s employee attrition rate in 2006-07 was 15.37%
with 67% leaving voluntarily. Exit interviews indicate satisfac-
tion with benefits-related policies but relative dissatisfaction
with training opportunities, opportunities for career advance-
ment, and salary (Figure 4-13).

(4R2, 3, 4) Results in processes associated with
valuing people; productivity and effectiveness of
workforce in helping achieve goals; comparisons:

We have several measures that reflect the institution’s valu-
ing of people. We budgeted over $450,000 for costs associated
with professional development in the areas of fees and materials
and travel for faculty and staff across all Operating Units. Our
compensation pool increases (Figure 4-14) and healthcare rebate
percentages (Figure 4-15) also contribute to our processes for
valuing people.

Another way in which Northwood demonstrates valuing

2005 2006
Rate Northwood:
As a Place to Work 4.81 5.05
Physical Working Conditions 4.76 5.00
Training 3.81 3.68
PEP Process 4.62 4.90
Opportunity for Advancement 3.19 3.22
Adequate Staff 4.30 3.86
Holiday Policy 5.67 5.47
Vacation Policy 5.71 5.65
Salary 4.05 3.43
Benefits Package 5.38 5.43
Average 4.54 4.56

Figure 4-13: Exit Interview Findings (Rating of 1-6, 1 = poor, 6 =

excellent)
4 N\
Fiscal Year Increase % Pool
FY 2002-03 3%
FY 2003-04 3%
FY 2004-05 4%
FY 2005-06 3.5%
FY 2006-07 4%
FY 2007-08 4%
o J

Figure 4-14: Compensation Pool Increases

people is through a commitment ensuring each staff member
receives a PEP.

Figure 4-16 show the completion rate for 2006-07. Our goal
for this year is 100% PEP completion.

According to safety statistics, Northwood and its Operating
Units represent a safe environment (Figure 6-14). We offer an
annual benefits fair to employees/spouses and retirees/spouses
that choose to participate. It covers health/wellness screening
options for blood pressure, cholesterol, lifestyle habits, and blood
sugar at no cost. Last year 177 or 34% of our employees partici-
pated in these screening options. Currently, 21 employees take
part in the Tuition Waiver program.
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Northwood will need to identify peer institutions with which

4 =
to benchmark key valuing people measures. Further, we are in
100% the process of enhancing our Benefits Fair program and analyz-
ing our Tuition Waiver program for improvement opportunities.
80% We also need to continually examine our overall faculty cre-
dentials (especially in light of changes in the Texas accrediting
60% environment) and the mission and progress of the HR Depart-
ment under its new leadership.
40%
20%
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Figure 4-15: Employee Healthcare Rebate Percentage

/

Reviews # to be Reviewed Completed

Employees 598 67%
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