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HR’s Mission and Vision

Mission: To be an indispensable business partner fostering excellence and
success through people-first strategies

Vision: Wayne State University is an employer of choice

Values: Collaboration, Integrity, Innovation, Excellence, & Diversity, Equity
& Inclusion
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FY 2024 Highlights of Campus Personnel Accomplishments

Efficiency Improvements

» Eliminated paper paychecks
> Began automation of Banner Personnel Action Forms
» Mapped current state Recruit-to-Hire process with redesign underway

> Improved fall hiring/onboarding

Compliance Enhancements

» Enhanced multi-state compliance for out of state employees

» Reduced union grievances

Expanded training/professional development
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RTH - Completed mapping of the current state process and a second phase to redesign the process is underway to streamline, reduce processing times, increase automation, and improve the customer experience (both internally and externally for applicants).
Multi-State - Implemented a process to ensure the university is complying with regulatory requirements for its remote employees across 26 different states.
Paper Paychecks - - Implemented a direct deposit and pay card program to eliminate printing of paper checks.

Peak Hiring - - Collaborated with schools/colleges and developed improved processes for the peak winter and fall hiring seasons.
Union Grievances - - Improved collaboration with unions cutting grievances in half.
Training/LMS - - Developed and implemented the new LMS which contains new content for employees to use for on-demand, virtual training covering an array of topics and learning needs.  In conjunction with the Institutional Culture of Care (ICC) committee, we collaborated with several departments to develop a required compliance training course for all new hires beginning in FY2025.
B9 PAF - - Began rolling out automated Banner 9 personnel actions forms aimed at reducing manual/paper forms and improving workflows.  Full completion scheduled in FY2025.
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WSU Workforce Demographics

As of October 1, 2024

No. of 0
Employee Type T % of Total Employees
Non-Represented
Academic 1,838 21% Gender:
Non-Academic 1,238 14% Female = 57%
Total Non-Represented 3,076 35% Male = 43%
Represented
Academic 2,731 31% Ethnicity:
Non-Academic 1,056 12% White = 55%
Total Represented 3,787 44% African American = 23%
Asian = 16%
Total Regular Employees 6,863 79%
eu oy ° Other = 6%
Temporary
Students 1,473
Other Temporary 358
Total Temp Employees 1,831 21%
Total All Employees 8,694
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The continued need for succession planning given average employee ages in certain key groups:

Non-Represented Employees
The average age of academic administrators (i.e., Deans, Assistant and Associate Deans, and Chairs) is 55. The average age of executives and management is 53 and 49, respectively.  
 
 
Represented Employees
The average age of the following key groups is:
Operating Engineers – 55
Janitors – 54
AFSCME – 53 (Custodians, Groundskeepers, Parking Attendants, Lab Animal Techs)
Skilled Trades – 52 (not benefits eligible through WSU)
 
The average age of these groups is important to note, for succession planning purposes, since retirement eligibility begins at age 55 with 10 years of continuous university service or 5 years of contributions to the retirement savings account(s).  



Wayne State Turnover Half the National University Rate

Higher Education Industry (per CUPA-HR) 14%
WSU 7%
Separations for FY2022 - 2024
350
Separations in 300
FY 2024 totaled -
591, with a 29%
decline from 200
FY 2022.
150
100
50
0 —
Represented Academic  Rep. Non-Academic Non-Rep. Academic Non-Rep. Non-Academic Students & Temporary
Employees
FY2022 FY2023 mFY2024
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Separations represent individuals who actually left the university
Excludes (contract) renewals
Turnover remains stable at 7% which is same as FY23 and is 50% of the industry average
NRA is up due to 12-mo. Grad assistants, research faculty, research assistants, and medical residents


Internal promotions up in 2024
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Promotions have increased, on average, 145% between FY 2023 and FY 2024.
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Represented Academic (22%)
 12-month Academic Staff; 9 and 12-month faculty 
 
Represented Non-Academic (28%)
Professional and administrative (P&A) staff, and Staff Association clerical staff
 
Non-Rep. Academic (27%)
9-month deferred faculty and 12-month academic chairs and administrators
 
Non-Rep. Non-Academic (23%)
Executives, management and other professional staff
 



Hiring slowed in 2024

1,400
1,200
1,000
800
600
400

200

1,209
530 516 495 538
335 333
173 232 499
Represented Rep. Non-Academic Non-Rep. Academic  Non-Rep. Non- Students &
Academic Academic Temporary
Employees

FY2022 FY2023 ®FY2024

Total new hires for FY24, excluding student and temporary employees, were 881 employees.
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Hiring down in all classifications:
Rep. Acad – 12-mo fac, 9-mo grad assts, & PTF
Non-Rep Acad – Res Asst, med. Residents, PTF

Represented Academic (18%)
 
12-month faculty, 9-month graduate research/teaching assistants, and part-time faculty
 
Represented Non-Academic (5%)
Professional and administrative (P&A) staff, AFSCME, and Staff Association clerical staff
 
Non-Rep. Academic (18%)
12-month research faculty, medical residents, graduate assistants, and non-instructional part-time faculty.  
 
Non-Rep. Non-Academic (7%)
Student Assts/Tes (51%)  
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WSU Exit Interview Results for FY2024

v Can be completed via:
* In person interview with HR
* Private online survey

v FY24 Response rate:
57% overall: 43% - Represented, 54% - Non-represented
= 47% - separated after less than 2 years of employment
= 27% - separated after 2-5 years of employment
= 26% - separated after 5+ years of employment

v’ FY24 Results:
= 85% - would recommend WSU as an employer

= 75% - would return to WSU to work

Top Roles Vacated:

» Management

> Police Officers

» Research Assistants

» Major Gift Officers

» Administrative Assistants

Top turnover SCDs:
» Public Safety

» Medicine

» Research

» Development
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Our exit interview results are comparable to those reported by the Society for Human Resources Management (SHRM) which states that the top three reasons for employee departures relate to compensation, career advancement, and supervision.

Would recommend WSU is up 5% from 80% in FY23
Would return to WSU up slightly over FY23 from 73% to 75%
Leaving within 2 years is up 6% from 41% in FY23 to 47% in FY24



WSU Exit Interview Results for FY2024

= Exit Survey asked employees to rate various factors on their decision to leave with 3 scoring options:
= Did not influence
= Somewhat Influenced
= Heavily Influenced

= The survey asked about 28 various factors related to 4 Key Areas:
= Pay/Benefits
= Position Attributes
= Supervision Attributes
= University Attributes

= Over the 28 factors only the 2 below had an average score that equaled somewhat influenced, the rest
fell below:
= Compensation
= Career Advancement
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Would recommend WSU is up 5% from 80% in FY23
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Compensation top factor related to pay/benefits influencing the decision to leave

Compensation - |

Retirement
o M ¢
Paid Time Off - )
Healthcare _

Benefits

Tuition
1.1
Reimbursement -

Did not Influence

ﬁ

Somewhat Influenced

ﬁ

Heavily Ilﬁlfluenced
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Healthcare benefits include medical, dental & vision benefits
Increased activity in salary adjustments (for retention and equity)
Market analyses to support compensation increases and new hires
Salary equity analyses
Salary increases to remain competitive



Type of Work the top reason related to position influencing the decision to leave

Work Assignments/Type of Work || NG : :

Job Related Training || G 1+

Work Load/Schedule | <

Job Tools, Equip./Resources |G 1+

Physical Work Conditions || N

Retirement |G -

Position/Contract End | :-

Did not Influence

1

£
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Heavily Influenced




Leadership and Handling of issues top factors related to supervision influencing the decision to leave

Leadership |GGG : :
Supervisor Handling of Issues/Concerns |GG -
Fairness |GG 15
Communication of Expectations || NG :
Professional Development |G
Receptive to Ideas |GG : ¢
Teamwork |GG 15

Respect NG

ﬁ

1

1

]
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Career Advancement top factor related to Wayne State influencing the decision to leave

Career Advancement [N 2 o

Culture I,
Leadership NN : :

Communication [ IIEGNNEGEGEGEGEGEGEGE 15
Professional Development | 1 :
Work Life Balance || IIIIIINIGGEGEN 1 -
Policies & Procedures |GG ¢

Location/Commute
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Questions
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