Staff and Leadership Development Steering Committee
Annual Retreat
Tuesday, August 4, 2009
9:00 a.m. – 3:00 p.m.
Century College 
Minutes

Present:  Matt Begansky, Mary Bongers, Renne Engelmeyer, Beth Fondell, Steve Fudally, Diane Graber, Todd Harmening, Nancy Jacobsen, Jeff Hudson, Ray Jensen, Jane Lebert, Betty Mayer, Nancy Paulson, Anita Rios (facilitator), Cindy Schneider (recorder), Trish Schrom, Todd Thorsgaard 
Absent: Keith Balaski, Ed Choate, Ann MacDonald
I. Welcome & Introductions 
Anita Rios welcomed new committee members, and the entire group participated in an introductory exercise.  New members for 2009 are Renee Engelmeyer, Rochester CTC; Diane Graber, Minnesota West CTC; Nancy Jacobsen, ISEEK; Jane Lebert, MSU, Mankato; Matt Begansky, Anoka-Ramsey CC; and new staff member Todd Thorsgaard, OOC.  
II. Dialogue with Lori Lamb, Vice Chancellor for Human Resources
Lori Lamb has been in her new position for approximately one month.  Prior to her appointment, she was a member of this committee and is familiar with the work that is being done.  
One of Lori’s main priorities is succession planning, which has come to the particular attention of system leadership and the Board.  Lori shared that another of her goals is to align the committee’s work with Leadership Council and the Board’s priorities, for effective long-term planning.  
Another topic Lori brought up was Chancellor McCormick’s pending retirement; he has announced it for 2011, and the search and subsequent transition will soon become a priority.  Developing, expanding and implementing Leadership Competencies into performance evaluations at all levels is another topic to be brought to the forefront, as it ties in with developing senior leadership for succession planning.   
Leadership Council will be focusing on updating the Strategic Plan for HR, along with a long-term negotiating plan and alignment of strategies across the system.  In addition, Executive Development for presidents needs to be refocused and refined.
III. Review of FY09 Year-end Report & Discussion 
Anita went over the draft copy of the Staff & Leadership Development Year-End Report.  After a short review by the committee, the following suggestions were made for the Next Steps section:
· Better align the committee’s work with the goals and priorities that Lori Lamb outlined earlier; align with the Report & Action Plan where needed.  
· Focus on the goal of making Individual Development Plans a higher priority for staff and supervisors 

· Funding – where does the money for employee development come from now, and where should it come from?  
· Explore more and unique strategies for getting the message out to staff at all levels, about the development opportunities that are available to them.  Todd shared that his previous company utilized a strategy of “8 Ways / 8 Times” to make announcements to staff.  The committee needs to focus on what their key messages should be, both to staff and to their supervisors, to make staff development a priority system-wide.  

The committee members also offered up the following ideas during the discussion:

· Improve collective decision-making and buy-in of employee development 
· Break down barriers between departments, campus-wide and system-wide.   

· In addition to being useful for succession planning, Leadership Competencies are good tools for interviewing and hiring, and should also be used for this purpose  
· 360’s are also important, and should be aligned with competencies.  However, if 360 data from a performance review isn’t interpreted correctly, they can be ineffective or even harmful.  Motivating employees is important; 360’s should be used more as a professional development tool than as an employee evaluation.  
· Leadership Competencies are important traits for all employees and should be introduced throughout the system, not just at the leadership level.  

· The employee evaluation process as a whole should be examined and reworked to include Leadership Competencies.  
IV. Strategic Directions for the Steering Committee – FY10

Todd Thorsgaard led the committee through a SOAR exercise to brainstorm ideas for refining and expanding the current 5-year plan. Below are the ideas that emerged from the session. Anita explained that at our October meeting, the steering committee will have an opportunity to evaluate those ideas, with an eye toward impact and feasibility and will identify those ideas that can be implemented now and added into our current plan and those ideas that would represent work that could be done beyond the current five-year plan.
Strengths:
· Staff development grants
· Steering committee’s good reputation
· STARS
· D2L – online capabilities
· System-wide communication process
· State of the Art facilities
· Steering committee has credibility and leverage
· Lori Lamb and her campus experience, experience on the committee and her perspective on development
· Steering committee is open & honest
· Customized training resources & expertise on campus
· Anita Rios
· Steering committee is cross-functional
· Individuals on the steering committee are committed
· Steering committee balances cognitive and affective approach and process
· We have diversified resources
· Multiple colleges and universities
· Wide range of programs and focus at different campuses
· Steering committee has a system-wide perspective
· Our leadership development is based on best practice models
· We are in the “business of education”
· We have instructional technology available
· Luoma Leadership Academy
· Our leadership competencies
· The Art & Science of Supervision
 Opportunities:
· Desire and plan to break down silos
· Our pride of being educators – build off of our educational philosophy
· Connecting our academics with our customers to take advantage of federal stimulus funding
· Board of Trustees are interested in Succession Planning
· Provide resources and coaching to our supervisors to help them create individual development plans for all of their employees and build a development focused culture
· Provide mentoring opportunities
· Integrate employee development with succession planning
· Integrate performance management/evaluation, employee individual development plans and development opportunities and resources
· Repackage and repurpose our current high quality development materials and resources
Desired Long-term and Short-term Results:

· Design and use system-wide communication vehicles for development opportunities
· Measure of success will be level of access and knowledge of employee  development opportunities across the system
· Develop a talent pool database
· Measure of success will be a usable database in place
· Create a collaborative environment across campuses and departments
· Measure of success will be an increase in development opportunities overall and an increase in shared resources
· Better integration of leadership competencies with performance evaluations and professional development plans
· Improved communication across and within our institutions on development opportunities
· Address & resolve the processes and politics around succession planning at MnSCU
· Better integration of available tools, templates and development opportunities across the system and in the campus processes and infrastructure
· Begin a system-wide conversation on equal access and funding for development opportunities
· Integrate into job descriptions that supervisors should encourage their employees to participate in development opportunities
· Use leadership competencies in hiring, performance evaluations, development planning and succession planning
· Group orientation and follow-up
· Create and use chat rooms and on-line discussion groups for development
· Integrate and align HR and Employee Development
· Job descriptions
· Development competencies
· Create maps to training and development opportunities
· Develop employees for their “next” job
· Ensure that supervisors leadership development is supported by their leaders 
· Connect unions with HR to focus on staff and leadership development opportunities
· Create a unified mission, vision and processes for staff and leadership development
· System-wide training
· Staff & leadership competencies,
· Etc..
· Increase participation in development opportunities
· Use cross-system participation and process when hiring administrative positions
· Use leadership competencies as the basis for all training and development 
V. Initial Committee/Task Force Meetings & Committee Debrief
Anita gave an overview of the sub-committees and the work that each one does.  Returning committee members were given the option of remaining on their committee or choosing a different one, and new members were asked to make their choice(s).  Following that, sub-committees met in their groups for a brief introduction and conversation about their work.  

VI. Wrap-up

The retreat was adjourned at 3:00 p.m.
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