Strategic Actions Brainstorm: August Leadership Retreat

	What innovative and substantial actions will address our contradictions and move us towards our vision?

	Group 1
	Group 2
	Group 3
	Group 4
	Group 5

	· Meeting to map our work to WMU message map from the MarCom Conference
· Ongoing systems inventory
· Collect community partnerships assessment data
· Create engagement committees to enhance satisfaction, wellness and community
· Identify 2 to 3 new people in each Dept / Office - that can help with X, Y, Z task / event / training / project
	· Create working groups from various Departments to continually communicate our vision and carry our work forward
· Engage a representative from each Department or have a contest that includes students to define wellness and belonging
· Bring back staff of the year with the clock (more from year to year)
· Audit internal systems and processes to look for better efficiency
· Continual trust / gatherings of togetherness - building relationship exercises
· Create sustainable programming around DEI, weave into all aspects of CHHS
· Quarterly reviews of progress towards inter-departmental initiatives
	· Implement - measure - modify: repeat
· Survey community partners of needs - correlate to services we can offer
· Our monthly meetings should look at plan - check ins
· Create ongoing meaningful plan w/ metrics, definitions - clear assignments
· Hold people accountable
· Leadership development / staff development - concrete expectations
	· Trauma: start slow and small with clear vision, communication
· Staff & faculty focus group with faculty & staff (needs assessment)
· Community: clean our own house before we fully engage our community. Build a plan starting in 1.5 - 2 years.
· Incohesive leadership: new Dean and we are hopeful
· Short term: look at COLT; make a pattern on how we use / interact with this system / process as a template - certificate / system champion user
· Ambiguous: task force to lead evaluation
	· Implement co-curricular program
· Employee Health & Wellness program
· Develop trainings for efficiency (eg email, response in timely manner, IT)



3

Strategic Actions Brainstorm: All-College Event Friday

	For each of the ‘contradictions’ & momentum building topics, here are some actions that were proposed…..

	1
	Residual Trauma & Outdated Narratives contribute to Unhealthy Patterns of Work
	· Assigned mentor from experienced faculty/staff.
· Support/collaboration between faculty and staff. Understand each others work needs/experiences. Ex:
· Disconnect time from technology.
· Take responsibility for your own wellness and use available PTO. Supervisors encouraging use of PTO
· Identify a step by step training system (in person) before you start your job for staff and faculty. Continued collaboration for training. Planned onboarding.

	2
	Staff & FAculty Disengagement Linked to Broken Expectations and Mis-incentives
	· Define roles and responsibilities of all positions, communicate that information to all staff and faculty
· Incentivize involvement in local community, through workload and T&P process
· Have faculty/staff IPE mixer to get to know each other and share ideas (IPE/IPP/etc)
· Create and maintain a centralized or within each department resource on what each faculty member does (research, clinical practice)
· Incentivize staff by offering promotion/advancement strategy/structure, bonuses, other mechanisms to support growth and development

	3
	Short-Term, Comfortable Solutions Leading to Outdated and Inefficient Systems
	· Define roles, expectations, responsibilities, (and workload?) for guidelines at the unit level (Job Descriptions)
· Hire sufficient administrative support
· Hire accessibility consultant to define accessible and determine maximum accessibility capacity
· Do the work to make the spaces and resources more accessible
· Streamline processes with actual training and assignment for who is responsible for continued updating.

	4
	Incohesive Leadership that is Under-supported Leads to Protectionism
	· Develop an on-boarding system for all employees. The process will explain and train for specific roles.
· Training opportunities for faculty to develop leadership skills in preparation for possible leadership roles or for when there is a need for interim leadership.
· Leadership that advocates for the needs of a College that has been under-resourced without clear definitions for why the under-resourcing is happening.
· Determine a way to get the funding to the faculty to better develop their needs. Options could include an



	
	
	individual who researches opportunities for growth for faculty, or offer buyout time to senior faculty to mentor new faculty,
· Develop a consistent level of values that are shared, stable, and consistent that over time rise to the level of culture that would then set the precedent for how new leaders will integrate with CHHS.

	5
	Need to Solve Community Problems and Not Just Our Own
	· Lead person from CHHS contacts Community partners to host a listening event (what do you need from us? How can we help you? public health issues, medical-pt, ot, speech, nursing)
· Hire a central person to bring community collaboratives together
· Create services that represent unmet community needs. unified clinics has to be billable so we can fill a niche but be financial stable
· We have to increase our knowledge of what the community needs to read all of their need assessments. Students review develop plans to help partners
· Create an online form so partners can approach us on their needs. Central person at CHHS who can channel to the committee (represents each department)

	6
	Ambiguous & Ever-Changing Plans Lead to a LaissezFaire Culture of Accountability
	· To make decisions off of accurate and transparent data to all
· To work with chairs and directors to collect factual data
· To follow through on plans instead of just doing and shelving
· Look at committee work, release time v no release time to serve, term limits on committee length, reduce redundancies
· Communicate why plans/decisions were made

	7
	The Message Map
	· Designated admissions/marketing staff to table prof conferences, etc. to represent all departments
· Better utilize student ambassadors to help market at conferences, events
· In the building: maintain our bulletin boards, have designated days in atrium to increase awareness of other programs/minors/certificates
· Increase interprofessional coursework: helps with retention
· Website updates to highlight faculty expertise and curriculum points of distinction
· Form a committee with representation from each department or school including students to discuss topics/stories that align with the message map.
· Ask departments what their marketing goals are and incorporate them into a plan
· Incorporate faculty to identify programs that have the capacity to grow



	
	
	· Highlight faculty research
· Utilize RSOs and Student Ambassadors for recruitment initiatives
· Provide Marketing, Recruitment and Retention workshops for all departments or schools.

	8
	Recruitment & Retention
	· Equity of staffing support across departments/schools* equity in funding sources* consistent maintenance/updates to websites*
· “Mid-Major identity crisis”
· *Change in leadership huge impact on R&R
· * R&R impacted by branding and athletics*RN-BSN program not competitive due to cost 19K vs 10K
· Different caliber of students compared to 10 years ago* requiring more support and services and also decrease in high school grads nation wide
· Expectation for faculty to participate in 2 events a year* prevent burn-out same people
· Need student centered resources, i.e. finaid, counseling services hosting hours here
· Faculty need to be present in the building* need more student centered spaces-we have a lot of locked empty spaces - DEI-NEVER “equity” with staffing and resources -different support for faculty depending on the level of staffing
· Establish the goal:
· Identify R&R resources in place to achieve the goal
· WMU -vs-College-vs-Dept/schools
· Faculty and staff need to develop the mindset “we are all recruiters”
· Hire a person with skills that can support those already doing this work - i.e data analytics
· Hire graduate student ambassadors; so that we have dedicated students who can speak to prospective graduate students
· Having a liaison to communicate with the department faculty about recruitment efforts, generate ideas to help them with their recruitment, etc.
· Help other faculty with Salesforce to better track communication, recruitment, etc.
· Helping faculty better understand the benefit of their involvement with recruitment efforts.

	9
	Inter-professional Education & Practice
	· To establish a minimum curricular requirement for students to experience substantive cross disciplinary clinical IPE/IPP initiatives
· To create incentives for engaging on IPE/IPP initiatives
· Create an invited dinner for community/clinical partners, alumni in cities around MI (GR, Lansing, Det) to



	
	
	discuss cross disciplinary topics and create connections for the university and community partners and alumni working in clinics.
· Limited documented success, virtual not effective
· Consider some form of cross disciplinary education event (short time of 2-3 hours vs. a conference) with CEUs that could address issues that multiple disciples face (burnout, cross-discipline)
· Develop an institute for interprofessional practice within our college. Use to attract donors and secure additional funding, including providing revenue generating services
· Develop deeper relationships with external clinics to provide experiential IPE opportunities for students
· More expansive integration of the Unified Clinics (UC) with coursework in all disciplines.
· Use Unified Clinics to provide more experiential opportunities for students. Requires every discipline to have a physical presence in the UC. One point person for each discipline
· Consider how we bring together students interprofessionally for service.



