
Staff Council Agenda / Minutes July 19 | 1:30pm | 
OL 250 

Present: Darci Blackney, Melissa Chesnut, Lisa Crater, Kala Dixon, Selena Foreman, Duane Havard, Kathleen 
Kobayashi, Remington Long, Colin McDonough, Becky Meneely, Nancy Ozanne, Jessie Peter, Sierra 
Rains, Ben Rogers, Sue Smith, Taylor Suiter 

Absent: Troy Brady, Matt Cronk, Derek DeMott, Sherry Gutzmer, Tim Jackson, Jill Kain, Marsha Martin, Kelley 
O’Riley, Kim Todd, Casey Wenstrand 

Guests: Dr. Shay Malone, AVP Diversity & Inclusion 

1. Clarence Green – Leadership Advisory Team
• Title IX & Equity policies that are being updated

o ADA – brought to Council June meeting
o Service– brought to Council June meeting
o Non-discrimination updates are included with the minutes. If you have any feedback, please send the 

information to Dr. Stephanie Kurth (AVP Title IX & Equity) at skrauth@nwmissouri.edu.
• Multi-functional device committee forming to discuss copiers. Lisa Crater will serve as Staff Council 

representative.
• Foundation Board Meetings – July 26-28
• Banking services will likely be reviewed soon. Currently we are with Southern Bank (previously Citizens Bank 

& Trust).
• Property Insurance – Cost came in at $1.4 million
• Bidding legal services this fall

2. Krista Barcus – Human Resources
• If employees receive a bill for their preventative lab work, they need to contact HR. HR is collaborating with 

BCBS and Mosaic to figure out the next steps. As soon as there is any information HR will send out the 
communication to all employees. If you have any questions or concerns, please reach out to HR.

• Employees can sign up for the Move Spring app and join the fitness challenge.
https://www.nwmissouri.edu/hr/wellness/exercise.htm.

• There is a 5K being planned for employees and their families. More information will be sent out as details 
are finalized.

3. Committee Reports
• Employee Recognition – Colin McDonough

o The committee has noticed the Sodexo catering prices are higher than Aramark prices were. They 
are thinking ahead for the employee recognition events.

o Talked about going away from Fall Bash and transitioning to another avenue. Maybe a Stress Less 
day with animals to pet, adult coloring books, etc. Just brainstorming as of right now.

• Outreach – Darci Blackney
o Working on t-shirts for a fundraiser. There is an issue with options for online sales. The committee is 

checking into Marketplace. Once the point of sale is figured out the shirts will be on sale.
o There will be two different designs. The first one will have an option of five different t-shirt colors 

for $15 while the second will have an option of either a black or white t-shirt for $20.
• Policy Committee

o No chair has been selected. Selena Foreman will email the new policy committee to see if anyone is 
willing to serve as Policy Chair.

o There are two positions on Staff Council that needs to be filled (Admissions & Athletics). Selena 
Foreman has reached out to the respective areas for nominees.

• Diversity & Inclusion – Kathleen Kobayashi 

https://www.nwmissouri.edu/hr/wellness/exercise.htm


o Reviewing the Staff Council charter for updates and inclusive language
• Michelle Drake – ALLY Affinity

o No report

4. Old Business
• Staff Council survey results from last spring have been organized and a spreadsheet is in Teams for Staff 

Council members to review. Please use this information when planning on committee focus for the 
upcoming year.

• Welcome Committee volunteers are needed for August. If you are willing to assist with the welcoming 
committee, please be sure to sign up here - https://tinyurl.com/438sy2de. It was recommended to reach 
out to some of our recent hires for feedback if the experience was beneficial and if they have any 
suggestions on changes.

• Michelle Drake (on behalf of Krista Barcus) relayed answers to a question previously asked at Staff Council
o There is not a discount with biometric screening results, as we are partnering with Blue Cross Blue 

Shield for the Physician Preventative Screening process.
o Blue Cross Blue Shield will only cover weight loss surgery if it is determined to be medical necessary 

otherwise the surgery is considered an elective procedure.

5. New Business Items
• Non-Discrimination and Non-Harassment Policy and Complaint Resolutions Procedures review. Copy of 

proposed updates below.
• Dr. Shay Malone, AVP Diversity & Inclusion joined Staff Council to introduce herself.
• Will need a new representative for Benefits & Wellness representative with Sierra Rains going of Staff 

Council.
• Krista Barcus contacted Selena Foreman today that they are getting to the point in the Compensation Study 

to present to various stakeholders. HR will present to NLT, SLT, Faculty Senate and Staff Council prior to 
presenting to the Board of Regents during the September 7 meeting. This will require Staff Council to hold a 
special meeting via zoom. Please note that Evergreen will present their findings NLT and HR will come up 
with the action items based on the findings provided to Northwest.

• Selena Foreman reported that the Transition Team had their first meeting and will be meeting this 
afternoon (July 19).

6. Engagement Survey Actions
• FYI - Updated Employee Engagement Tracking Sheet as of July 11, 2023

7. Employee Suggestions/Comments/Concerns
•

8. Announcements
•

9. Next Meeting – September 20 | 1:30pm, OL 250 

https://tinyurl.com/438sy2de


 
 

Policy Name: Non-Discrimination and Non-Harassment Policy and  

Complaint Resolution Procedures 

Effective Date: June _____, 2023 

Last Revision Date: October 28, 2016 

Last Review Date: June ___, 2023 

Approving Authority: Northwest Leadership Team 

Responsible Office: Title IX and Equity 

Category: Personnel & Student Life 

 
 

I. Policy Statement 
 

Northwest Missouri State University (the “University”) is committed to providing a learning and 
working environment for all faculty, staff, students, and third parties that promotes personal 
integrity, civility, and mutual respect free of prohibited discrimination or harassment. In keeping 
with that commitment, the University adopted this Non-Discrimination and Non-Harassment Policy 
(the Policy”), which prohibits discrimination and harassment in connection with the University’s 
programs and activities1 based on an individual’s race, color, religion, national origin, sex, sexual 
orientation, gender identity, pregnancy, ancestry, age, disability, genetic information, veteran 
status, or any other legally-protected class (collectively “Protected Statuses”). 

 

II. Scope 
 
This Policy applies to complaints of discrimination or harassment based on a Protected Status that 
occurs within the University’s programs and activities and that is committed by an administrator, 
faculty member, staff, student, contractor, or guest (the “University Community”). This Policy 
applies to the University’s programs and activities both on and off campus, including overseas 
programs.  
 
This Policy does not apply to off-campus non-University or private settings, outside the scope of 
University programs and activities; however, such alleged misconduct may be prohibited by the 
Student Code of Conduct, the Faculty Handbook, or other University policies and standards. 
Further, alleged discrimination or harassment falling within the scope of this Policy may also be 
prohibited by the Student Code of Conduct if committed by a student, the Faculty Handbook if 
committed by a faculty member, or other University policies and standards. In such cases, the 
University will exercise discretion to determine which policy(ies) and related procedures to apply. 
 

 
1 “University programs and activities” refers to all the operations of the University, including, but not limited to, 
admissions, academics, in-person and online educational instruction, employment (including but not limited to, 
hiring, placement, promotion, termination, layoff, recall, transfer, leaves of absence, benefits, job-related 
training, and compensation), research activities, extracurricular activities, athletics, residence life, dining 
services, student services, performances, and community engagement and outreach programs. The term 
applies to all activity that occurs on campus or on other property owned or occupied by the University. It also 
includes off-campus locations, events, or circumstances over which the University exercises substantial control 
over the respondent and the context in which the incident occurs, including incidents occurring in any building 
owned or controlled by a student organization that is officially recognized by the University. 



Importantly, allegations of Sexual Harassment2 as defined by the University’s Title IX Sexual 
Harassment policy (“Sexual Harassment Policy”) are outside the scope of this Policy. Such 
allegations will be addressed under the Sexual Harassment Policy. Discrimination or harassment 
based on sex (such as differential treatment or harassment that does not meet the definition of 
Sexual Harassment) may be addressed under this Policy or other applicable policies. 
 

 
I. Definitions 

 
A. Discrimination 

 

Discrimination in employment can be defined, generally, as an adverse employment action 
directed at a specific individual or a group of identifiable individuals based on that individual’s or 
group’s  Protected Status. 
 
Discrimination in education can be defined, generally, as conduct that, based on an individual’s or 
group’s Protected Status, subjects that individual or group to treatment that adversely affects their 
ability to enjoy a full right to educational opportunities, including participation in academics, and/or 
the University’s other programs and activities.  

 
B. Harassment 

 
Harassment in employment can be defined, generally, as unwelcome conduct that is based on a 
Protected Status, where enduring the offensive conduct becomes a condition of continued 
employment, or the conduct is severe or pervasive enough to create a work environment that a 
reasonable person would consider intimidating, hostile, or abusive. 
 
Harassment in education can be defined, generally, as conduct motivated by an individual's 
Protected Status that is sufficiently severe, persistent or pervasive so as to interfere with or limit 
the ability of an individual to participate in or benefit from the University’s programs or activities. 

 
 

II. Complaints 
 

A. Making a Complaint & Required Reporting 
 

Many incidents of discrimination and/or harassment can be effectively addressed with a minimum of 
disruption to the affected Community Member and the University if promptly reported.  Failure to 
report perceived discrimination and/or harassment on a timely basis may make it difficult for the 
University to take effective corrective action.   
 
Any individual may file a complaint verbally or in writing to one or more of the following: 

 
Assistant Vice President of Title IX and Equity 
(the “Director”) 
Dr. Stephanie Krauth 
305 Administration Building 
Tel: 660.562.1476 
Email: skrauth@nwmissouri.edu  
 
Bearcat Equity 
Reporting form found at 

https://www.nwmissouri.edu/titleixequity/BearcatEquity/index.htm 
 

2 Allegations of sexual harassment include Quid Pro Quo Sexual Harassment, Hostile Environment Sexual 
Harassment, Sexual Assault, Domestic Violence, Dating Violence or Stalking, and related retaliation, as defined 
in the Sexual Harassment Policy: https://www.nwmissouri.edu/policies/student/Title-IX-Sexual-Misconduct.pdf. 

mailto:skrauth@nwmissouri.edu
https://www.nwmissouri.edu/titleixequity/BearcatEquity/index.htm


Email: equity@nwmissouri.edu  
 

If a verbal or written complaint is made to a supervisory level employee at the University, the 
supervisor shall promptly document and forward the complaint and information to the Director and 
may also inform the complainant that the Complainant’s own written complaint can be submitted 
directly to the Director. 
 

B. Content of the Complaint 
 

So that the University has sufficient information to review a complaint, the complaint should 
include: (1) the date(s) and time(s) of the alleged conduct; (2) the names of all individual(s) involved 
in the alleged conduct, including possible witnesses; (3) all details outlining what happened; (4) 
appropriate supporting documentation that is directly related to the complaint; (5) a description of 
the desired outcome; and, (6) contact information for the complainant so that the University may 
follow up appropriately. 
 

C. Conduct that Constitutes a Crime 
 

An individual who wishes to make a complaint of discrimination or harassment that also constitutes 
a crime – including hate crimes, assault, or property offences—is encouraged to make a complaint 
with the University Police Department (Tel: 660-562-1254) or local law enforcement (Emergencies: 
911If requested, the University will assist the complainant in notifying the appropriate law 
enforcement authorities. In the event of an emergency, please contact 911. A complainant may 
decline to notify such authorities. 

 
D. Timing of the Complaint 

 

The University encourages individuals to make complaints of discrimination and harassment as 
soon as possible because late reporting may limit the University’s ability to review, investigate and 
respond to the conduct complained of. 

 
 

E. Anonymous Complaints 

While anonymous complaints will be accepted, the University may be limited in its ability to review, 
investigate, or resolve anonymous complaints. If the anonymous complaint contains 
sufficient information regarding the conduct, the University will take reasonable steps to address 
the concerns in coordination with any relevant department or division. 

 
F. Bad Faith Complaints 

While the University encourages all good faith complaints of discrimination and harassment, the 
University has the responsibility to balance the rights of all parties. Therefore, if the University’s 
review or investigation reveals that a complaint was knowingly false, the complaint will be 
dismissed, and the individual who filed the knowingly false complaint may be subject to discipline. 

 
III. Retaliation 

 
The University prohibits retaliation against any member of the University Community for reporting 
discrimination or harassment, assisting in making a complaint, cooperating in an investigation, or 
otherwise exercising their rights or responsibilities under this Policy and applicable federal, state, 
and local laws. Retaliation prohibited by this Policy is materially adverse action (action that might 
deter a reasonable person from engaging in protected activity), such as disparaging comments, 
uncivil behavior, or other negative treatment of an employee, student, or other member of the 
University Community. An individual who believes they have been retaliated against in violation of 
this Policy should make a complaint in the manner set forth in “Making a Complaint” section above. 

mailto:equity@nwmissouri.edu


IV. Review, Investigation and Confidentiality 
 

When a complaint of discrimination or harassment based on Protected Status is made pursuant to 
this Policy, the University will review the complaint, determine applicable processes, and resolve 
the matter accordingly. 
 
Complaints that require an investigation will be investigated in accordance with the Complaint 
Resolution Procedures (the “Procedures”), below. 
The University will make reasonable and appropriate efforts to preserve an individual’s privacy 
and protect the confidentiality of information when reviewing, investigating and/or resolving a 
complaint; however, , the University cannot guarantee confidentiality to those who make 
complaints. As determined appropriate by the University, communications are made on a “need 
to know” basis in order to conduct a review, investigation, or to implement further action (such as 
remediation or discipline). 

 
In the event a complainant requests confidentiality or asks that a complaint not be reviewed or 
investigated, the University will take all reasonable steps to review or investigate and respond to the 
complaint consistent with the request for confidentiality or request not to pursue a review or 
investigation. If a complainant insists that their name not be disclosed to the respondent, the 
University’s ability to respond may be limited. The University reserves the right to initiate a 
review or investigation and take action despite a complainant’s request for confidentiality 
in circumstances involving a potential crime, serious or repeated harassment, or where 
the respondent may pose a continuing threat to the University Community. 

 
V. Impartiality   

University officials involved in a complaint resolution process will avoid conflicts of interest. If such 
an official has an actual or perceived conflict of interest, another appropriate University official will 
be designated to complete the review and any investigation procedures. Parties and others aware 
of actual or perceived conflicts of interest should notify the Director as soon as practicable. 

 
VI. Resolution 

 

After review or investigation of a complaint, the University will take action it deems to be 
appropriate, including disciplinary and remedial action. An individual found to be in violation of this 
Policy will be subject to sanctions, as set forth below.  

 
VII. Limitations 

 
Petty slights, minor annoyances, and isolated incidents (unless severe) of rude, uncivil, or non- 
collegial behavior will generally not rise to the level of a Policy violation and should be addressed to 
a supervisor. The legitimate exercise of supervisory authority, including oversight, evaluation, and 
requiring adherence to standards of performance, conduct, and safety, is not considered 
discrimination, harassment, or retaliation under this Policy. 

   
VIII. Complaint Resolution Procedures 

These Complaint Resolution Procedures (the “Procedures”) apply to all complaints 
alleging discrimination, harassment, and retaliation prohibited by the Policy for which the 
Director has determined appropriate for informal resolution or investigation.  
 

IX. Administration 
 

For purposes of these Procedures, “Investigating Officer” means one or more University officials 
or third parties designated by the AVP for Title IX & Equity (the “Director”) to investigate a 



complaint. 
 

If the Investigating Officer, together with the Director, determines that the Investigating Officer cannot 
apply these procedures fairly and impartially because of the identity of a complainant, respondent, 
or witness, the Director may designate another appropriate individual as an Investigating Officer. 

 
X. Review, Investigation, and Resolution of a Complaint 

 
A. Determination and Commencement of the Investigation 

 

After receiving a complaint made pursuant to this Policy, the Director will conduct a preliminary 
review to determine: i) whether the conduct, as reported, falls or could fall within the scope of this 
Policy; ii) whether the conduct, as reported, constitutes or could constitute a violation of this Policy; 
and, iii) whether resolution has or can be achieved via informal resolution.  
 
If the Director determines that the conduct reported could not fall within the scope of the Policy, 
and/or could not constitute a violation of this Policy, even if investigated, the Director will close the 
matter and may notify the reporting party. The Director may refer the complaint to other University 
offices, as appropriate.  
 
If the Director determines that the conduct reported could fall within the scope of the Policy, and 
could constitute a Policy violation, the Director will proceed with either an informal resolution or 
an investigation, as set forth below.  
 
Where the Director recommends an investigation and appoints an Investigating Officer, an 
investigation will  commence, as soon as practical, and in most instances within seven (7) days of 
the appointment of an Investigating Officer. The purpose of the investigation is to determine 
whether it is more likely than not that the alleged behavior occurred and, if so, whether it 
constitutes a violation of the  Policy.  

 
In certain circumstances, an investigation may commence even if the complainant requests that 
the matter not be pursued. In such a circumstance, the Investigating Officer will take all reasonable 
steps to investigate and respond to the matter in a manner that is informed by the complainant’s 
articulated concerns. 
 

B. The Content of the Investigation 
 
During the investigation, the complainant will have the opportunity to describe their allegations and 
identify supporting witnesses or other evidence. The respondent will have the opportunity to respond 
to the allegations and identify supporting witnesses or other evidence. The Investigating Officer will 
review statements and, depending on the circumstances, may interview others with relevant 
knowledge, review documentary materials, and take any other appropriate action to gather and 
consider information relevant to the complaint. All parties and witnesses involved in the investigation 
are expected to cooperate and provide complete and truthful information. 

C. Interim Measures 
 

At any time during the investigation, the Director may determine that interim measures for the 
parties involved or witnesses are appropriate. These interim measures may include, but are not 
limited to: separating the parties, placing limitations on contact between the parties, suspension, 
or making alternative living, class-placement, or workplace arrangements. Supervisors, staff 
advisors, and other University employees may be notified of interim measures if their notification 
is necessary to ensure the interim measures are appropriately observed. Failure to comply with 
the interim measures may constitute a separate violation of University policies. 

 
D. Findings Of The Investigation 

 



At the conclusion of the investigation, the Investigating Officer will prepare a preliminary written 
report. The written report will explain the scope of the investigation and explain whether any 
allegations in the complaint were found to be substantiated by a preponderance of the evidence. 

 
The preliminary written report will be submitted to the Director. The Director may accept the 
preliminary written report, request to review additional information, including summaries of 
party/witness statements or other information, or return the preliminary report for further 
investigation. After the review of the preliminary report is complete, the Director will make a 
determination, and inform the complainant and respondent of the outcome of the investigation, 
and to the extent appropriate, any sanctions (which will be determined in consultation with the 
Director of HR for employee respondents, and with the Dean of Students for student respondents).  

 

If there is a determination that the behavior investigated did not violate the Policy, both parties will 
be so informed. 

 
If it is determined that the terms of this Policy have been violated, the University will take steps 
designed to prevent reoccurrence of the offending conduct. An individual found to be in violation 
of this Policy will be subject to disciplinary sanctions, including without limitation: written reprimand, 
probation, suspension, demotion/reassignment, termination, or dismissal; contractors may be 
subject to contract termination or removal from the campus; program participants may be removed 
from the University and/or prevented from returning to campus. Remedial steps may also include, 
but are not limited to, counseling for the complainant; academic, work, transportation, or living 
accommodations for the complainant; separation of the parties; mediation; education; and training 
for the respondent and other individuals. 

 

The University recognizes that in some cases, despite an investigation, it may be impossible to 
determine whether the alleged violations of this Policy have in fact occurred.  In such cases, the 
University may take non-disciplinary action designed to reinforce the effectiveness of this Policy and 
to prevent future violations. Further, there may be a determination that the behavior investigated 
did not violate this Policy, but was inappropriate, unprofessional, or violated or potentially violated 
some other University policy. The Director may determine that such inappropriate behavior merits 
discipline, ongoing monitoring, coaching, referral to another department for investigation, or other 
appropriate action. If so, the Director may initiate further proceedings or impose sanctions 
consistent with University policy. 

Once the University has addressed concerns raised with respect to discrimination, harassment 
and/or retaliation, it will assume that the problem is not continuing in nature unless it is informed 
otherwise.  Members of the University Community who believe they have again been 
discriminated against and/or harassed in violation of this Policy must report this reoccurrence 
immediately pursuant to this Policy.   

 
E. Special Procedure Concerning Complaints Against the President, the 

Director, and Administrators Senior to the Director 
 

If a complaint involves alleged conduct on the part of the University President, the University 
Board of Regents will designate an appropriate third-party to conduct the investigation required 
by these Procedures. The written report of the investigation will be presented to the full Board of 
Regents, which will prepare and issue the written determination and implement any appropriate 
and reasonable measures. The resolution issued by the full Board of Regents is final and not 
subject to appeal. 

 
If a complaint involves alleged conduct on the part of the Director or any administrator senior to 
the Director, the President will designate an appropriate employee or a third-party to conduct the 
investigation required by these Procedures. The written report of the investigation shall be 
presented to a Vice President level administrator (“Designated Administrator”), who will prepare 



and issue the written determination and implement appropriate and reasonable measures. The 
resolution issued by the Designated Administrator is not subject to appeal. 

 
F. Informal Resolution 

 
Informal means of resolution, such as mediation or a written informal resolution agreement, may 
be used in lieu of the formal investigation and determination procedure. However, informal means 
may only be used if all parties consent and the Director approves of informal resolution. Either 
party or the Director may terminate the informal resolution and insist on a formal investigation and 
determination, at any time. 

 
XI. Appeals 

 
A. Grounds of Appeal  

 
The complainant or respondent may appeal the determination only on the following grounds: 

 
• A procedural irregularity affected the outcome, 
• There is new evidence that was not reasonably available at the time of the 

determination, that could have affected the outcome, 
University officials involved in the investigation or the determination had a conflict of interest 
concerning complainant or respondent.  

 
B. Method of Appeal 

 
Appeals must be filed with the Vice President of Student Affairs (if the respondent is a student) or 
the Vice President of Strategy and Operations (if the respondent is a non-student) (the “Appeals 
Officer”) within ten 
(10) days of receipt of the written determination of the complaint. The appeal must be in writing 
and contain the following: 

 
• Name of the complainant, 
• Name of the respondent, 
• A statement of the resolution of the complaint, including corrective action if any, 
• A detailed statement of the basis for the appeal including the specific facts, 

circumstances, and argument in support of it, and 
• Requested action, if any. 

 
The appellant may request a meeting with the Appeals Officer, but the decision to grant a meeting 
is within the Appeals Officer’s discretion. However, if a meeting is granted, then the other party 
will be granted a similar opportunity. 

 
C. Resolution of the Appeal 

 

The Appeals Officer will resolve the appeal within fifteen (15) business days of receiving it and may 
take any and all actions that they determine are in the interest of a fair and just decision. The 
decision of the Appeals Officer is final. The Appeals Officer shall issue a concise, written statement 
of the resolution of the appeal, including any changes made to the previous written determination. 
The written statement shall be provided to the complainant, respondent, and the Director within 
three (3) days of the resolution. 

 
 
 

 



Faculty/Staff Themes Details of the themes Current actions being completed  Suggested actions from 
faculty/staff 

Current State 

Healthcare More affordable healthcare 
Quality 

Completed the Benefit Consultant RFP process 
and the contract was awarded to USI Insurance 
Services effective 4/1/22. 
Collaborated with USI & BCBS to decrease the 
high deductible plan from $5000 to $3000. 
Reduced the family plan by 10%. Northwest 
covered all healthcare premium increases for 
the 2023 renewal period.
Implemented Physician Screening Visits. 
Faculty Senate President and Staff Council 
Chair have the option to join the Benefit & 
Wellness Committee.  

Decrease in healthcare 
premiums, specifically the 
family plan 

Benefit renewal discussions for the 2024 plan year will 
begin in August 2024.

Wellbeing and Perks Flexible work schedule Remote work policy for those positions that 
have the capability to work remotely. Not all 
positions can be approved for flexible or 
remote work. 
Flexible work and remote work policies are 
available for those departments who can 
accommodate. 

4 day work week 

Parking- review lots, free parking for 
employees, employee of the month 
parking spot 

Stacy Carrick shared the budget overview in the 
fall and spring with Faculty Senate and Staff 
Council.
Budget sessions were also held for all 
employees to attend.  

Free parking permits for 
employees 

Share the master plan for 
addressing the needs of the 
sidewalks and parking lots. 

Funds are used to fund upkeep to parking lots, 
sidewalks and streets. Facilities are working on a 
master plan to address the needs of the sidewalks and 
parking lots. 
This is a shared cost between students and employees 
for the upkeep of the University. 

Add parking as part of the total benefit/compensation 
study.

Employee discount for Horace 
Mann/LEET

The early childhood center was recently opened. Need 
time to evaluate the center's budget from a total 
compensation/benefit lens.



Work/life balance Foster Fitness implemented programs to meet 
needs of employees, updates are provided 
monthly in the HR Bulletin. 
As a focus on enployee wellness and mental 
health support our
Employee Wellness Coordinator implemented 
the wellness website.  
www.nwmissouri.edu/hr/wellness
There are also walking challenges available 
through the Move Spring app and a 5K coming 
up.
www.nwmissouri.edu/hr/wellness/exercise

Time to go to the fitness center 
Flexible schedules 

Work life balance and exercise is valued at Northwest. 
An incentive to promote exercise for employees is to 
offer free access for employees to use during non work 
time. An opportunity might be for the Benefit and 
Wellness Committee to look at population health. 
See above for Flexible Work Schedules. 

University dog park The Maryville Parks & Rec have a community dog park 
listed in their master plan. 

Budget for appreciation Each Leader has designated 1905 funds to be 
used for employee appreciation.
Each Leader received a 50% increase in funding 
for FY23 from the Northwest Foundation to be 
used for employee and student employee 
recognition. 
There are generic Northwest cards available in 
Human Resources for everyone to use as 
needed to show recognition and appreciation. 

Staff are invisible for 
recognition- need to recognize 
staff; contributions, pictures of 
all staff, all shifts,etc. 

Compensation COLA increases, today's economy 2% COLA increase in FY23
$15.00 minimum starting wage for all positions 
was approved for FY 23.
Retention Payment $1500.00 paid in February 
2023. 
4% COLA increase in FY24.

 

Increasing demands, do more with 
less, changing job descriptions 

Development opportunities for leaders. 
Change in job description doesn't always equate to 
change in compensation. 

No incentive for improvement
Pay inversions
Pay increases based on longevity and 
knowledge 
Evaluations in relation to 
compensation 

A Compensation Study is currently being 
completed by a third party Vendor, Evergreen. 
January-June they will be completing the 
market data survey. Recommendations will be 
provided to the NLT in July. Recommendations 
will be communicated out to stakeholders in 
August and presented to the Board of Regents 
in September. 

COLA/market are evaluated each year as part of the 
budget process. 
Not equipped for pay for performance evaluations.
Compensation study will provide guidance. Add Faculty 
Senate and Staff representatives on the Compensation 
Study Team. 



Trust/Communication Survey credibility Look at a new survey tool- Workforce Science 
Associates will be used for the 2023 survey cycle. 
Consideration of new survey tool going forward. 
Improve overall organizational communication and 
communications from Leaders on unit specifics.

Transparency on why decisions are 
made, the big picture, how 
employees are impacted 

The employee engagement survey action 
tracker continues to be updated in the HR 
Bulletin. 

Employees want to feel more 
like they understood the “why” 
behind decisions that impact 
the University and themselves 
as employees. 
Provide education on where 
the money is going. 

All employee meeting- not enough 
value

Continue to gather input for content for the All 
Employee Meetings. 
Received positive comments from faculty and staff 
regarding the January 2023 all Employee Meeting. 

Aggressive or incomplete messaging, 
ruling with fear

Don’t perceive as an 
organizational issue- need to 
address each situation. 

 

Hierarchy and timeliness of 
responses, leaders shouldn’t have to 
get involved

Proposed next steps: 
Human Resources communicating quarterly with Faculty Senate and Staff Council regarding all actions, outcomes and timelines. 

Updated 7.11.23
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