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} The role of this  The West Virginia Higher Education Policy Commission (Com
responsibility for developing a five-year statewide master p

master p/cm is to that sets forth system goals, objectives, and strategies an

goals of the state. The Legislature has identified in st

emphasis: economic and workforce development

ion) has statutory
igher education
ned with meeting the
e eight areas of special
ccess and affordabil-
pletion, infra-and
infer-system cooperation and collaboration, and learning.
This new master plan meets the Commissi igati years 2013
] o to 2018 and is titled, Leading the W ' forth the
of hlgher education in overarching goals of the state’s sys

coordinate the efforts of

the various institutions

the state in a way Commission will work towar

that recognizes and  coordinate the efforts of th instituti igher education in the state in a
way that recognizes and c institution’s unique mission and
copifalizes on each contributions.  Through the com g process, the Commission asks each

with this master plan and the institution’s

institution’s unique

mission and
on a few, core, m , ng industries, in order to develop

contributions. 4 and sustain

omic environment. Not only will the state's public higher
to meet the current demands of traditional enrollees, but

g for the rest of their lives. The result is a responsive public
university sysfe at significantly contributes to the economic vitality of the state,
through encouraging and developing a highly skilled and flexible workforce.

These economic realities situate public higher education as vital in meeting current
orkforce demands and pushing West Virginia's economy forward. However, it is
o important to remember that the primary purpose of West Virginia's four-year
slic colleges and universities is to develop an educated citizenry. The outcome of
an educated citizenry is not as tangible as employment figures and revenue sums, but
it manifests itself in a population that understands how our society operates and has
the ability not only o maintain it, but also to improve it. Each West Virginia
community faces a distinct set of complex challenges. Whether it is funding local
K-12 education and social services, maintaining basic public works, promoting
tourism and local businesses, or seeking to strike a balance between environmental
concerns and resource gathering, there is need for people to be knowledgeable on
matters that affect the public good. West Virginia not only needs well-informed
leaders at all levels, but a groundswell of invested and responsive citizens that add
value to public discourse and work to meet the needs of their community. In a
complex, ever specializing world, a well-rounded education enables more citizens to
fully participate in their democracy.




West Virginia's public postsecondary institutions strive to prepare their students to
face the challenges within their local communities, as well as at the state, national,
and infernational levels. Not only does higher education need to impart a higher
order set of academic and professional skills, it also inspires students to think
creatively in relation to complicated social and scientific phenomenon. College
and university faculty encourage students to be curious about the world within and
outside of their respective institutions. Thus, faculty and staff have labored to
create curricular and co-curricular based programs that allow students to explore
via course-based projects, internships with business and government agencies, an
study abroad programs. In addition, institutions have invited private sector
non-profit organization leaders to campus and have recruited international
members in order to expose students to cultures and ways of thinking 1
beyond the institution and the state. These efforts introduce students
ties and rigorous challenges that will allow them to apply their educatio
of issues prior to their graduation. Later on, graduates will be able to
knowledge gleaned from these comprehensive experiences to real probl
home, at work, and in their community.

The new master plan for higher education renews a b

consistent with present and future economic needs and
brings to the fore pressing strategic priorities. It sets fo

retains entrepreneurs
the contribution hig
Commission commits fe
across all regions of
socio-economic groups.

: ) Higher education plays
e Commission reofflrms that access to
es issues key to ensuring that opportunity is a VifClI ro/e in educoﬁng
preparation; programmatic quality;

tention, progress foward degree, and - West Virginia’s citizens,

n1: It is rec gni%ed. that .to quimize the impact providing students
vironment of limited financial resources, the

itutions must exercise fiscal stewardship through
sources of external funding to maintain the

the tools they need

to be productive in

vally assess progress to determine how best to
eet goals.

outside €
determine
the workforce and be

The Importance igher Education in West Virginia

The importance of higher education is continually reinforced. During the Great COﬂfFibUﬁﬂg members
Recession, national unemployment rates for those with college degrees were lower

and rose more slowly than for those without degrees (Carnevale, Jayasundera, and of a democratic sociefy, {
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ose with a
as continued to
d States will need
f jobs will require
West Virginia,

} The Commission, Cheah, 2012). At the same time, the wage gap be
bachelor’s degree and those with only a high school dipl

in creating the master  grow over time. Projections indicate that by 2018, 1
22 million new college degree holders and that 6
postsecondary education (Carnevale, Smith, St

plon, SOUghf fo Iden“fy from 2008 to 2018 the number of jobs requi

and articulate state
priorities, provide

institutions flexibility in

olunteerism, have more
participate in educational
dren who in turn go on to
Payea, 2010). Furthermore, in
nd universities, institutions of higher
h. Faculty, staff, students, and

uhhzmg their unique activities with their children

o postsecondary education (Bau
missions and assefs fo  addition fo the teaching funchon ofc
educatio
work toward these  alumni
understand . aculty are integrating this

¢ munity problems info their
courses. e benefits to the state and also

responsiveness to and i ildi ctions between students and the

goals, and encourage

collaboratiog
moves society forward. In a more tangible sense,
ternal funding and lead to technology transfer, new
income, and the awarding of new patents. Research
e integration of the newest ideas and discoveries info
involvement of students in faculty research also has
beneﬂ’rs to the students themselves as well as creating a pipeline of future
graduate students, researchers, and entrepreneurs.

citizens and b

The Development of the Master Plan

e National Commission on Higher Education Accountability, which included
ernors, legislators, educators, and private sector leaders from every region
of the country, argued that improvement in higher education would come when
“accountability in higher education is a democratic process through which
shared goals are explicitly established, progress is measured, and work to
improve performance is motivated and guided” (2005). They also noted that
the success of American higher education has been achieved through a
diversified system of responsive, independent institutions and that this system has
employed a division of labor based on the distinctive but interrelated
capabilities and responsibilities of policy makers, institutional leaders, and
faculty and students. They argued that a distributed decentralized approach to
accountability reinforces a sense of obligation and empowerment with each
group focusing on goals within their respective domains. Burke (2004) similarly
argued that accountability would best function at the center of a triangle
balancing (1) state priorities, public needs and desires for higher education




programs and services; (2) academic concerns, the issues and interests of the
academic community, particularly professors and administrators; and (3) market
forces, the needs and demands of students, parents, and businesses, as well as other
clients of colleges and universities. He argued that each of these forces has a
contribution to make in furthering higher education accountability and that
infegrating the concerns of all provides a check against imbalances that can occur
if any one of them is given complete sway.

This master plan is an effort to articulate the shared goals of the state’s four-y
public colleges and universities and to set forth objectives on which system pr:
can be measured. It is recognized that policy makers and state level
institutional leaders, faculty and students have distinct responsi
capabilities that must be respected and harnessed to make progress.

market forces must each be given consideration. To that end, the Com
creating the master plan, sought to identify and articulate state priorities,

businesses. In order to identify those state priorities
comprehensive assessment of the status of the high
progress made under the prior master plan, Charting f
the state educational and economic context, and solicit
across the state.  Finally, the Commission reflected on
itself, seeking fo renew its best aspects
better frame and encourage the
time period.

Progress on Charting the F

First, there was an ang its five focal
areas. In the area r apble increases in
enrollment over the five-y v fult enrollment and
increased porhapohon of lov udents. This progress here is laudable and

oving forward to maintain access for all

Virginia's four-year public institutions

ad very low tuitions in comparison with their peer

aduate loan debt for bachelor degree graduates

period. Maintaining affordability through cost S
aid, and reducing debt of students requires increased } Further attention is

needed to improving

first-time, full-time freshmen decline slightly, whether measured as returning to the
same institution or any public institution. Furthermore, West Virginia retention rates
lag behind regional and national figures. Six-year graduation rates of first-time, full- . o
time freshmen have also declined slightly from 47.9 percent for the 2002 cohort to while maintaining

47.5 percent for the 2006 cohort and are below regional and national figures.

However, the passage rates of bachelor’s degree earners on licensure and ~ programmatic quo/iiy. ‘

retention and completion
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7 10 2011.
earners were
urther attention is
ing programmatic

} Co/leges and certification exams have increased in six of seven areas fr
Also, the passage rates of graduate and professional

universities have 90 percent or above in 10 of 13 exam areas in 2
needed fo improving retention and completion whil

many purposes byt qualiy.

o The area of economic growth has seen pro
the Commission needs with over 900 more degrees awarded i
increase has been in bachelor’s

to Wejgh the current technology, engineering, and mat
state context needs recent higher education
! recession. Finally, exter ants and contracts have

stakeholder input,
innovation. Innovation in higher

into the commercial realm. This
search universities, Marshall

and past system
performance to prioritize
among its numerous

overarching long-term

to improve higher education in West Virginia. The
there, as well as the numerous initiatives described in
bact that reported their efforts in meeting the

Also, as part of bringing the Charting the Future master plan to a close,
Commission staff hosted public forums at system institutions on each of the
plan’s focal areas. These forums featured campus representatives as speakers
but also provided an opportunity for students, faculty, staff, administrators, and
munity members to offer concerns, questions, and suggestions. Major
es that emerged from these discussions were: continuing to increase access
through outreach, flexible scheduling, technology, and cost containment; the
need for partnerships with businesses to create better linkages with the work-
force; better collaboration with K-12 education to promote readiness; focusing
on basic skills and high needs workforce areas; and making higher education
institutions accountable for student outcomes.

Another avenue through which the Commission has received stakeholder input
is through its participation in and assistance to the legislative Select Committee
on Outcomes-Based Funding Models in Higher Education. This committee,
charged with investigating methods of allotting higher education funding based
upon institutional performance on state objectives, has made explicit the
priorities of the Legislature: improving access overall and for important
subpopulations, such as adults and low-income students; increasing the
number of students reaching certain credit thresholds or momentum points; and
improving overall and on-time completion rates.




The third way in which stakeholder opinion has been included is through atftention to the
recommendations of the West Virginia College Completion Task Force which was
convened by the Chancellors of both the Commission and the Community and
Technical College System. The Task Force consisted of state policy and business
leaders; higher education faculty, administrators, classified staff, and students; and
public education representatives. It analyzed state and national data to diagnose the
challenges in college completion in the state and make recommendations for
improving these outcomes. Those recommendations included making graduati
visible and tangible priority across the state; reducing the time it takes for a st
earn a credential; improving developmental education; increasing adult
rates; and connecting funding to priorities.

Finally, the Commission solicited campus feedback about the chosen to
monitor progress toward the objectives in the master plan and ask uses t
provide challenging but reasonable targets on these metrics ba
historical data and local knowledge. These institution fargets were used to fo
system targets set in Leading the Way.

Learning from Charting the Future
Discussions were also held about the nature of
Commission staff and Commissioners. There was con

plan among

goals are added, bu
was also agreement barfure in several ways.

rent state context needs, stakeholder input, and
ong its numerous overarching long-term goals.

d those of its campuses on the most pressing } West Virginio

is projected to need
an additional 20,000

ation Report Card is designed to provide data that degrees b)/ 2018 to fill

the estimated 49 percent .

e visibility and communication about progress on the master
plan at either the or institution level. Moving forward, there will be an area of the . ..
Commission website dedicated to showing progress on the master plan, complete with of /Obs requiring

system level data, as well as the institutional compacts which are the means by which

institutions report not only their progress, but also the initiatives underway to improve pOSTSGCOﬂC/CIry

outcomes. This website can function not only as a means of accountability and

transparency, but also as a place where successful institutional efforts can be showcased  credentials. <
and shared with other campuses.

that there wa
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{ The Strategic Focus for 2013-18
In keeping with best practices, developing the strategi
thorough examination of the state’s economic and
2006). According to 2010 Census data, in West Vir
996,000 working-age adults (25-64 years old)
higher education attainment rate of young a
slightly higher at 29.9 percent, illustratin
The proportion of adults age 25 and o
is 17.3 percent as compared with
Virginia is projected to need a

us has involved a
ional context (Davis,
ercent of the state’s
-year degree; the
years old —is

2010). Raising the educ
force needs as well asto i ch are well below southern and

Looking at the state’s demograp s, however, demands that efforts are
ing aftention fo bringing in recent high
immediate need for college
lining until 2018 (SREB, 2010),
from elsewhere. Research
at there were nearly 200,000
ing college but never completed a
ave over 60 hours earned but no

West Virginia
credential.

d out fo these students to encourage their return to college
srofessional development to campuses on how best o meet
ing adults. Efforts such as these must be continued and
cational attainment of the state. Finally, data on the

ease degree production. Equally important is following
unity offered to students who enroll and being good stewards
of the investment both students and the state have made in their education.

Thus the strategic focus of Leading the Way centers on college completion and
fforts to retain students and promote timely progress toward their chosen
ree. However, the college-going rate of recent high school graduates still lags
ational average. Furthermore, traditionally underserved populations such as
low-income, minority, and first-generation students are less likely than their peers
to attend college. These trends demand a continued focus on access and
opening the doors of opportunity to as many West Virginians as possible. In order
to maximize the impact of access and success on the state, it is critical that
pathways from education to the West Virginia workforce are communicated to
students and that institutions engage with their communities and instill civic values
and problem solving skills into academic programs.  Finally, the impact that the
system’s institutions have on the state through pursuit of their research missions
must be continued. These activities enhance undergraduate learning, bring in

fime/y progress toward needed external funding, and create jobs and new businesses - all of which improve
quality of life for West Virginians and help to diversify and grow the state’s
their chosen degree. {  economy.




The areas of focus of Leading the Way are access, success, and impact. As shown in
figure 1, these three concepts are imagined to reinforce one another. Access maximizes
education opportunities while making available the benefits of academic success.
Student success makes an impact on the state’s civic, social, and economic future.
Higher levels of access and student success, as well as their impact on West Virginia
through an increase in educated graduates, community engagement, and research
contributions to the economy, make it increasingly likely that more students will inves
in higher education in the future. It is an amplifying cycle from which everyo
benefits.

{ Tools

In addition to these three focal areas, the master plan envisions o
central role for three best practices or tools. These tools are not ends
in and of themselves, but essential means for accomplishing the goals
in the focus areas. In an era of limited funding and an imperative for
increased output, it is vital to employ collaboratiomsto maximize
resources and effectiveness while avoiding duplic age in
fiscal responsibility to keep tuition, aid, and spend
goals; and utilize assessment of all initiatives, especic
ensure continual progress toward the Commission’s ai

S—

= :

Collaboration

Effective collaboration occurs no

transcends organizational and.ifistifu ies. Work ith
other sectors of education, i ons, and the te
sector maximizes resour n, and approc

laboration engg

and resources of partners port i is  Figure 1. 2013-18, Leading the Way:
Access. Success. Impact. Conceptual Model

ncially early enough to shape vital behaviors that
lege students. It also means partnering with local

assist students at a moment of critical academic and personal need. Collaboration for
impact entails partnering with the private sector to meet regional economic needs and
highlighting these opportunities to students. Furthermore, working with community and
government agencies to address local problems, and conducting research that

A Master Plan - ACCESS. SUCCESS. IMPACT. {
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} The master plon transcends disciplinary boundaries to tackle society’s most in
provides invaluable experiences for both faculty and stu

takes life through ~ Public good.

Fiscal Responsibility
Fiscal responsibility is a vital consideration and even
contracting state budgets and rising concerns

the Commission
working with

each institution West Virginia tends to lag the rest
from recessions and state budg
fo deve/op 2015. Furthermore, as policy
statutorily mandated areas s
a compact. { the concepts of increased learn
growing in importance. Fiscal r
Virginia and institutions of higher e

through financi

cognizes that the state of West
lay a role in the cost of education
itutional efficiency. Additionally,

enhance ed
Commission’

fforts and utilizing information about academic program
osts, demand, quality, and output to inform future investment. In the focal area of
impact, fiscal responsibility involves making investments in research infrastructure
that leads to external funding and development of technologies and businesses
at enhance the West Virginia economy.

Assessment is the means by which the system and institutions determine if their
academic programs and innovative strategies are effective in meeting intended
objectives. A culture of assessment that utilizes results for continuous improvement
will address how well strategies were implemented and how the results of the
assessment are then used to inform future efforts.  Alexander Astin, an expert in the
area of higher education assessment, argues that an assessment-oriented
institution will be characterized by a widespread spirit of inquiry and self-study as
well as a spirit of experimentation and innovation to improve - accompanied by
built-in mechanisms for assessing the effectiveness of these innovations (1993).
Assessment of learning outcomes is particularly important given recent research
indicating limited learning gains among traditional age students at a large sample
of four-year colleges and universities (Arum & Roksa, 2011). Furthermore, as the
Commission encourages institutions to retain and graduate more of their students,

10




11
learning assessment is the means fo ensure that rigor and academic quality are not

sacrificed. The Commission, as a coordinating board, does not dictate a standard
learning assessment, but directs the institutions with their unique missions, student
populations, and programmatic offerings, to continue and broaden efforts to assess
programmatic quality and student learning. Assessment in the area of access entails
sefting goals for outreach and financial aid outcomes and using progress to determine
the direction of future efforts. Assessment for success means utilizing student-level dat
to understand the factors shaping student persistence and completion and trackin
outcomes of retention and graduation initiatives. |t means assessing student |
both in general education and within academic programs to ensure achie
learning outcomes and to shape curricular improvement. Assessment in j
student employment outcomes, especially with regard to institution
efforts. Furthermore, data on the contributions of institutions, faculty, students
to tackling community challenges, filling workforce needs, and develo ntio
and businesses through research makes clear the return on the state’s inve
higher education provides.

The Role of the Commission in Leading the

The National Commission on Accountability in H
practical division of labor combined with a rigorous foc
responsibility can transform accountability from a politic
effort” (2005). The role of statewide po||cy boards, it arg
gools ond recommend strategies for ac

argues that “a

J e institutions a
the academic conce ir w. In keeping

his vision, the
plan takes life,

) As the Commission
encourages institutions
to retain and graduate
more of their students,

learning assessment is

the means to ensure

credits and e Senior High School Opinion Survey, the Financial Aid
Comprehensive , and in-depth research on outcomes for students participating
in developmental education, transfer students, and recipients of state financial aid
programs. The Commission also has been working over the past two years on the . .
creation of the P-20 longitudinal data system that will provide invaluable information academic qUOI”Ly
about how students move through secondary and postsecondary education and into the

West Virginia workforce. Moving forward, the Commission staff’s most important role are not sacrificed. {

that rigor and
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progress on
site, the Higher
and the Legislature.
ide data and reports
nd professional
in the master

} The Commission  ininforming stakeholders will be to report on institutional an
meeting the goals of Leading the Way through the syst

regu/orly gofhers Educoﬁ'or? Report Cgrd, and prgsen’ro’rions to the Com
Commission staff will also continue fo conduct rese

to institutions, and utilize relationships with oth
organizations to learn of and share informati
plan focal areas.

representatives from

campuses such as

) ) Support
pfeSldenTS, chief The Commission has support
negotiating statewide contr

academic officers,  Calculators that are re

institution’s website. The irgini NET), which reports to the

directors of the Regents ~ Commission, procured insti i r DegreeWorks, a web-based
academic advising and degree as well as Argos, a report creation

Bachelor of Arts (RBA) aking and creation of reports. WYNET

has also
reduce
abilities;
institutions.

osts; expanded d rage and disaster recovery

Program, the Data Policy

Advisory Council, efc.

college-going F onducts access outreach that benefits all

to provide a space for ]
udents and ins

anagement system for institution aid personnel.
ission has garnered external grants to help institutions
ning adults and redesigning developmental education.
Leading the Way, the Commission is committed to
that support institutions in their efforts to enhance

and col

Coordinate
Finally, the Commission coordinates gatherings and initiatives that help
institutions learn from one another and solve challenges. The Commission
egularly gathers representatives from campuses such as presidents, chief
demic officers, directors of the Regents Bachelor of Arts (RBA) Program, the
ita Policy Advisory Council, efc. to provide a space for information sharing and
collaboration. Recent, targeted efforts include statewide meetings to discuss
student retention and improving developmental education and entering into a
statewide agreement with Quality Matters, a peer review process for online
courses. The Commission and WVNET are piloting a web portal, the West
Virginia Remote Online Collaborative Knowledge System (WVROCKS), which is
a collaboration between all institutions that offer the Regents Bachelor of Arts
(RBA) Program enabling students across the state to take accelerated, affordable
quality online courses. WVNET has also hosted technology conferences both
virtually and face-to-face to provide a space for the state’s technology commu-
nities to learn about advances in educational technology and address common
issues. Over the Leading the Way master planning cycle, the Commission will
continue fo coordinate initiatives and gatherings of campus leaders, faculty, and
staff on issues related to access, success, and higher education’s impact on
West Virginia.
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» Definition:
West Virginians of all ages have the right to a quality education that empowers them,

{ Postsecondary Access
West Virginia has made
postsecondary access for its citiz 07 t0 2011, undergraduate first-time
freshmen enrollment increased

an increase
in the state increased from 18.6 percent in

s data is available.  Although these

he largest educational foundation in the nation, has
established a similar goal to increase college attainment to 60 percent by 2025.
At current completion rates, West Virginia would only have a 33.4 percent
postsecondary degree completion rate by 2025.

est Virginia's four-year public institutions can help close the degree gap by
asing enrollment in two key demographic groups: traditional aged students
duating from high school and adult students who are already in the workforce.
The Commission and the institutions will need to strengthen their access efforts
concerning secondary students beyond admissions and recruitment to developing
structured programs that promote college awareness and college-going support as
early as middle school. These activities will include outreach to students and
families for whom college was not a consideration and will most likely require the
state's colleges and universities to be more active partners in secondary education.
Unlike secondary students, adult students are more dispersed throughout a given
region, making it difficult for institutions to concentrate outreach services. There-
fore, institutions will have to develop stronger relationships with regional businesses
and government agencies to recruit adult students. These relationships will also

. . assist institutions in placing traditional and adult students into the workforce after
access for its citizenry. 4 graduation.

promoting postsecondary
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{ Access Efforts at the Commission ) The Co
The Commission has addressed postsecondary access in the state through a
number of initiatives and special programs through the Divisions of Student Success
and P-20 Initiatives, Academic Affairs, and Financial Aid. These divisions work
independently and cooperatively to offer programs such as GEAR UP, DegreeNow, .
College Goal Sunday, and other projects funded through the state’s federal College eir access
Access Challenge Grant (CACG).

Student Success and P-20 Initiatives
The Division of Student Success and P-20 Initiatives coordinates the Commij
access efforts.  The division oversees three major programs: the
Foundation of West Virginia (CFWV), Gaining Early Awareness and
Undergraduate Programs (GEAR UP) and CACG activities. Centra

secondary studen

be

d admissions an

uitment to developing

At the centerpiece of the effort is www.CFWV.com, a free, one-stop colle
career planning web portal. As of 2011, over 700 college access providers
been trained to use the website. CFWV is coordin
conjunction with the Community and Technical Co
Department of Education, and the West Virginia Depc
Arts.  The CACG grant, coordinated through C
Commission’s Division of Student Success and P-20
hundreds of events throughout the state each year, includi e fairs going support as eor/y
public events such as the West Virgini ir. i members in
the Commission office, the divisi ] county to assist s middle school. <
with college-going efforts. visi of brochures,

calendars, and guideboo ents across the

state.

structured programs that
ote college

ness and college-

ilies in the state’s
need|es’r counhes navigate -going process. Additionally, the HEROs
srs) program trains high school students to
and awareness. Currently, this program
ross the state and future plans include

e that students are adequately prepared for the
ork. The division supported the adoption of the

train faculty o andards. The division also helped to develop transition
literature and ma atics courses in which high school seniors with deficiencies will
enroll, allowing for'a smoother academic transition to college.

As part of DegreeNow, a Lumina Foundation funded statewide adult learner
initiative, which seeks to re-enroll adults with some college credit but no degree, the

A Master Plan - ACCESS. SUCCESS. IMPACT. {




} Leading the Way - West Virginia Higher Education Policy Commission

} In2011-12 the  Commission and the Community and Technical College Sys e partnered
with NASPA-Student Affairs Administrators in Highe ation and the

Commission provided — Council for Adult and Experiential Learning (CAEL) 4 nce adult-focused
P student and academic services. Another adult lea is the RBA Today

over 34,000 state initiative, @ commifmenf'mode by institutions e options and
supporis for students seeking to earn the Reg

. . . a flexible program designed to meet the nee
financial aid awards

TOTO/iﬂg almost 93 million  adult students 1o eamn colle
professional experiences. Fu
dollars to West Virginia  Remote Online Campus K

postsecondary students. ¢

ating in the Southern Regional
arket and coordinating Tuition
West Virginia residents to pursue
ia in other participating states at

The Commission enhances a
Education Board’s Academic

degree prg ns not available in Wes
tujtion rates.

Financial A
Financing a ¢
and for man

ep in the college-going process,
and intimidating.  Students and
historically underserved populations, are price
prior to the application of aid. Research has shown that
> likely to enroll as the price is discounted by aid dollars.
1-12 the Commission provided over 34,000 state
aling almost 93 million dollars to West Virginia
hrough its administration and stewardship of the
igher Education Grant; Higher Education Adult Part-
ngineering, Science and Technology Scholarship; and
Underwood-Smith Teacher Scholarship programs, the Division of Financial Aid
has been able to incentivize both recent high school graduates and non-
traditional adult students to enroll, helping to eliminate one of the greatest
rollment barriers, cost. In addition to coordinating outreach efforts with other
ions within the Commission, the Division of Financial Aid also provides
sentations and workshops to students and their families around the state. In
addition, the division offers financial aid training to high school counselors,
college support personnel and other college access stakeholders. The Com-
mission has also facilitated, through a statewide software contract, the creation
of the federally required net price calculators on each institution’s website.

{ Access Moving Forward
Progress continues to be made, but there is still much work to be done
regarding college access in West Virginia. Current efforts allow the
Commission and its institutions to reach a population of students who are
college-ready both academically and aspirationally, or students who have the
potential to be ready and only need additional assistance in one or two areas
of the college-going process (application assistance, standardized test/advance
placement preparation and registration, assistance completing the Free
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Application for Federal Student Aid (FAFSA), institutional choice, etc.). Behind this
cohort is another population of students that require comprehensive
college-going assistance in areas such as aspiration building, secondary curriculum
planning, tutoring, a mentor experience, and parental outreach, in addition fo those
services that college-ready students require. To meet West Virginia's future
educational and workforce goals, the Commission will require additional outreach
and support assistance from the four-year colleges and universities to establish a new
level of postsecondary access throughout the state. Working together with the We
Virginia Department of Education, local school officials, and regional col
access organizations, these activities will not only boost institutional enrollm
also allow institutions to develop stronger ties to the surrounding comm

income high school students enroll in higher education as comp
overall college-going rate of around 60 percent (Mortenson, 2010).

educational outreach to traditional and non-trad
availability of high speed internet results in red

ndersfclnd the ocodemlc criteria for college
ations associated with financial aid, both of
ons prior fo the transition to high school.

tions between K-12 and higher education. In
uing development of the state's P-20 data system
esearchers and practitioners to identify problem-
ne and develop targeted intervention strategies to
emic career.

Encouraging ts who are already in the workforce to enroll in
postsecondary p s carries its own set of specific challenges. In addition to
those same conditions that challenge the traditional student population, adults have
to balance commitments to their family, employers, and financial obligations when
considering future educational opportunities. In many cases, these adult students
have earned college credits already, reducing the credits and time necessary for

degree completion. Given that West Virginia has the highest percentage in the

17

Working together

with the West Virginia
Department of Education,
local school officials, and
regional college access
organizations, these
activities will not only
boost institutional
enrollments, but also
allow institutions to
develop stronger ties

to the surrounding

community. 4
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} Coordination between  country of veterans in its population, more can be done to gfevide tailored

outreach services to active and former service member, se potential

the Commission and students have demonstrated a propensity for disciplin ard work, and
also bring additional grant aid dollars to the state h Veterans Affairs

the individual institutions ~ Programs such as the Gl Bill. Providing oppo adults to earn

. access to higher education.
will be key to ensure
Furthermore, there will continue to be

that all students ~ enter into graduate programs of st

f th th li i
have access to rom both the public and priv

the information and
services they need
while minimizing

duplication of efforts. 4

P activities statewide, while maintaining CFWV efforts;

¢ Establish more sustainable sources of funding for statewide college
access programs; and

* Coordinate system learning and sharing about access efforts.

nd statewide admissions recruiting, the state's public colleges and
universities can provide a range of access related services addressing regional
needs through existing staff, facilities, and other resources. In particular, these
institutions can provide on the ground access services that specifically address
students who are not college-ready, but have potential and are critical to the
state’s attainment goals. The following suggestions, grounded in both college
access research and best practices, represent a small number of opportunities
that West Virginia's four-year colleges and universities can seize upon fo
promote college access:

* Commit fo helping sustain existing institutional and state-level higher
education access efforts for both graduate and undergraduate students;

* Help with efforts to provide educational outreach to the families of
regional students who might have reservations in supporting their
student's higher education aspirations;
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* Assist in providing financial aid literacy and Free Application for Federal
Student Aid (FAFSA) preparation to students, parents, and secondary
school personnel;

* Work with regional secondary schools to provide campus visits that would
afford many students their first opportunity fo visit a college campus. This
could also include hosting secondary curricular and co-curricular events
on-campus, such as science competitions, art events, and athletic camps;

* Coordinate faculty and staff visits to regional secondary schools to
continually reinforce institutional specific admission criteria and the need
to pursue rigorous academic coursework to prepare for college-level

* Develop relationships with regionally based corporations and busi
that would allow future students to easily understand the conn
between degree attainment and West Virginia workforce needs.
relationships could also provide outreach opportunities for curren
employees who are not higher education degree holders; and

* Partner with regional nonprofit groups and governmental agencies to
provide outreach to potential adult (25 years an student
populations. This could include admissions o jals, and
a web presence specifically focused on adult st

enrollment to 12,750 students.
rollment of low-income students to 22,000 students.

rollment of students from underrepresented racial/ethnic

e the percentage of West Virginia high school graduates continuing
on fo higher education in the following fall to the Southern Regional
Education Board (SREB) average.

* |nstitutions will provide a plan for a comprehensive, collaborative access
effort and report on the success and outcomes of this effort. This access

19
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} Togefhe,; effort should incorporate the best practices of: early i

involvement, education in the benefits of attendin

West Virginio's co/leges information about college going, financial aid
academic preparation and promotion of col
application assistance. The plan should
the institution’s mission, the institution’
and how the institution will assess t
progress tfoward its goals.

e, provision of
ce and literacy,
iness, and

and universities, along
with statewide and
regiono/ partners, * Institutions will provide their
can have a significant

’mPOCf on increasing administration and outre

. institution will assess the su
the number of traditional toward the godls.

se goals; and how the
se strategies to progress

and adult students
entering postsecondary

education in the state.
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) Definition:

Providing educational opportunity requires not just initial access to higher education, uring that
enrolled students are provided a quality postsecondary education that enables them
contributing members of society. Success entails students achieving intended lear,
education and their program of study, making steady progress toward comple,
a credential that certifies the acquisition of the programs’ knowledge and
includes remediating deficiencies students may have in skills required fs

roductive and
comes in general
ipately earning

oints to the need for continued
s. Retention rates of first-time

»  While graduation

rates have increased m the Southern Regional

Education B ini 3th among the 16 states in
from 45.6 percent for first-year rete eased from 47.9 percent for the

the 2001 cohort i i ur-year institutions earn their degree in six years, a rate
48.5 percent in or college requiring developmental education. These
graduate than those who do not require remediation.

cent required developmental English; 17.5 percent
olle ental mathematics; and 20.3 percent took a
developmenta If semesters beyond the first year are included, these
proportions go even higher.

Another indicator of student success is licensure and certification exam pass
ates of bachelor’s and master’s graduates. Data from the past five years
icate this as an area of strength as pass rates are high and exceed national
s rates in most fields. Faculty quality has also increased at four-year
institutions with almost all institutions since 2007 steadily increasing their
percentage of full-time faculty with terminal degrees.

Success Efforts at the Commission

The Commission has addressed postsecondary success in the state through a
number of initiatives related to retention, completion, developmental education,
and programmatic quality.

Completion

In 2010, the West Virginia College Completion Task Force was convened by
the Chancellors of the Commission and the Community and Technical
College System. This group was charged with examining state and national
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data on college completion in order to develop recommendations for how to
increase the number of West Virginians with high quality certificates and degrees. As
mentioned above, by 2018, 49 percent of the jobs in West Virginia will require
education and training beyond high school. These needs will require an additional
20,000 degree completers statewide over current projected degree production.
The Task Force’s recommendations for improving degree completion include:
making graduation a visible and tangible priority statewide, reducing the tim
necessary to complete degrees, improving developmental education, increasi
adult completions rates, and connecting funding to these priorities.

Developmental Education
As recommended by the College Completion Taskforce, one way to i
completion and reduce the time to completion is to restructure d
education. According to the national Complete College America initiativ
can get lost in what they label as 'the Bermuda Triangle' of develop
education: they go in but do not come out (CCA, 2011). Commission staff
been working with the public two-year institution
developmental education as part of a $1 million
Complete College America and a similar effort is
institutions.  This initiative supports the acceleratio
remedial coursework. The goal is to decrease the time s
bearing coursework while improving |eorn|ng outcome
into credit-bearing college courses o

aking steady progress
oward completion, and
tely earning a
redential that certifies

the acquisition of the

Other Success Initiatives
The Commission has under initiati ove outcomes.

Having identified gro are taking to :
nd skills.
complete their degre he standard and skills {

program’s knowledge

student services for meeting the unique needs of
ommission is exploring expanded utilization of
3y means to advancing adults toward degree
ing skills and competencies gained in non-class-

arning Assessment
room se

Program Qual
System efforts to promote programmatic quality have been consistent with its role as
a policy commission as opposed o governing board and have focused on having
policies in place that direct institutions to assess programmatic quality and student
learning without encroaching on institutional autonomy to undertake these processes
in a way befitting their unique missions and contexts. Institutions are mandated by
West Virginia Code and guided by Commission policy to annually review academic
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programs and assess them for viability, adequacy, necessi
with mission.  To monitor this assessment of progr
Commission receives summary reports of these revie
of the last master plan’s institutional comp
Commission has required that institutions re
outcomes assessment efforts.

consistency
ic quality, the
hermore, as part
ing process, the
dent learning

{ Success Moving Forward
In order to increase the number o
academic programs and earn t

ethnicity. To correspond with
efforts to re-enroll and graduat ave some college credits but no
of returning adults. Adults face
balancing home and work

responsik aphical access to campuses.
Finally, e ts persist and graduate at
lower rate on the outcomes of this

ill be engaging in a number of
will conduct research on factors impacting student

d learn from one another. The Commission will continue
to provide campus personnel opportunities for learning and sharing successes
and best practices related to retention, adult learners, and other completion
issues. The Commission will continue to require institutions to review and
report on academic program quality including student learning assessment and
> utilize these reviews and assessments to inform and direct future efforts.

both sustain and move West Virginia's postsecondary success agenda
forward, the state's four-year public colleges and universities will need to play
an increasing role in these efforts. Four-year institutions already provide a
range of success-related services which they are encouraged to sustain and
enhance. The following suggestions, grounded in both college success
research and best practices, provide a sampling of opportunities that instfitutions
can employ to promote college success:

* Provide students in need of remediation access to restructured
developmental education course formats that shorten time until

to income and students enter college-level coursework;
o * Collaborate across academic and student services units o promote
roce/efhmc:fy. { retention and completion;
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By utilizing these initiatives and employing others, West Virginia's colleges
universities can have a significant impact on increasin
system.

. 25
e Utilize just-in-time data for intervention with students exhibiting behaviors } Adults f
associated with dropout;

* Make specified curricular pathways and full-time attendance the default
for students;

* Coordinate with faculty and staff to implement first-year transition programs
including freshmen seminars, learning communities, etc.;

* Provide all undergraduate and graduate students with career services such

as job fairs, career workshops, internships, efc.;

L , . and constraints re
* Provide incentives for timely degree completion;

¢ Take responsibility for ensuring that transfer students receive maxi

raphical access
appropriate application of prior credits to their degree progra

<

* Ensure that faculty and student services personnel are trained in
implement best practices for returning adult students.

dent success across th

4

Goal: Increase the number of students at syste eting quality
academic prog¢

ess of students
ying objectivé

Toward the end of increasing four-year public institutions,

¢ achieved by 2018: <

developme education:

eshmen passing
) ercent @

lopmental
in English/

-time freshman students passing
ses taken in mathematics and

target populations.

o Increase the first-yea ntion rate of full-time, first-time degree-

o Increase the first-year refention rate of first-ime degree-seeking
freshmen from underrepresented racial/ethnic minority groups to
75 percent;
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} Evidence that o Increase the one-year refention rate of returning
students to 65 percent; and

West Virginio transfer o Increase the one-year retention rate of de eking fransfer students
to 76 percent.

students persist and * Increase the percentage of first-time, men earning
graduate at lower rates 65 percent.
* Increase the four- and si

than other students

demands a focus on

the outcomes of this o Increase the four- ion rate of low-income, first-time,
cent and 40 percent respectively;
population as well. { aduation rate of first-time degree-

ercent respectively; and

ation rate of degree-seeking transfer

yrovide brief summaries of the reporting year’s academic
ews. These summaries will focus on the academic quality of
ould include an evaluation of stated program outcomes.
Id include a description of the program’s assessment
and how the learning assessments inform program

programs a
The summa

for the future. The institution will also provide a follow-up report on the
progress and outcomes of the immediate prior year’s action plans.

* |nstitutions with graduate programs will provide a summary of
institutional efforts to improve the outcomes of students enrolled in these
programs along with how the success of these efforts will be assessed.
Initiatives may include efforts to improve licensure pass rates, strategies
for supporting students in the timely completion of their degrees, initiatives
to decrease student debt loads or other institutional efforts to improve
student success.

26




WEST VIRGINIA HIGHER EDUCATION

ACCESS. SUCCESS. IMPACT. A Master Plan {



} Leading the Way - West Virginia Higher Education Policy Commission

} Definition:
West Virginia's four-year public colleges and universities serve three core functions: teachiy, arch, and
service, though their focus on the different components varies by institutional mission.

respective regions. Although these impacts are naturally o
education institutions, they can be enhanced through the ¢
leadership to cultivate deeper parmerships with the schooks, bus nment agencies, and civic
and faith-based organizations in their communities. Developing a /Jemng these parinerships
can increase and improve the impact of Wt Viingi institutions as well as

of ways. One of the most important roles that all
cing educated and skilled graduates. Between 2007
of degrees awarded by Commission institutions

2007-08 to 13,008 in 2011-12, a growth of 7.6

ing, and mathematics (STEM) fields increased, but STEM
of all degrees declined slightly from 22.7 percent in 2007
to 21.8 percent in 2011. STEM degrees are in high demand throughout the
state. Not only is there demand for STEM degree holders in areas such as
engineering, energy production, and general research, but there is also a
itical need for STEM graduates in the education sector. In addition to
uates trained in STEM fields, West Virginia also needs more STEM
ducators to ensure that students in K-12 have access to teachers with deep
STEM knowledge. West Virginia also has a pressing need for highly skilled
graduates in the health sciences field. The state’s aging population, high rates
of chronic disease, and substance abuse challenges, in addition to changes to
federal policy, necessitate sustained attention to this field of occupations.

Producing research that helps expand understanding of the world and leads to
new solutions for society’s challenges is another important function of higher
education institutions, especially the state’s research universities, Marshall
University and West Virginia University. Between 2007 and 2011, the state’s
four-year public institutions received over $930 million in external research
educated citizenry and  funds. The largest single year was 2009, with over $243 million in external
funds for research. These grants not only help to sustain and create new jobs,

a skilled workforce. { but also help to develop the state's research infrastructure through new
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equipment and facilities. As innovation and knowledge-based industries become } The stat ur-year 29
more important for West Virginia’s economy, transferring the fruits of university .

research to the market is taking on increasing importance as well. This transfer of
technology represents an important revenue stream for higher education institutions
and the state. Between 2006 and 2011, 27 patents were issued to West Virginia’s
research universities and 72 licensing agreements executed, generating nearly
$600,000 in institutional revenue. Bringing innovations from the lab to the market
also means that they can be used to tackle pressing social, medical, or
economic problems.

tively and

the economic, ¢

Some of the most important benefits public higher education institutions
the state are the hardest to measure. Developing critical thinking skills a
values of service and civic responsibility in their students are both incredi

and,social vitality of

respective regions. 4

workforce needs align, it becomes easier for students
enrolled in coursework through internships, researc

service. For local com
postsecondary degree
capital.

While West Virginia's hig
impact on the stofe and its e are areas of concern as well. Net cost of

attendance 07 in 2007-08 to $8,212 in 2011-12, while

impact on t
Commission s duct research, provide professional development, and
communicate wi ate and local policy makers about institutional needs and
current best practices in higher education policy. One of the approaches the
Commission utilizes is contracting with West Virginia University’s Bureau of
Business and Economic Research to track West Virginia graduates once they enter
the workforce and to assess how future graduate production aligns with state and
industry needs.

A Master Plan - ACCESS. SUCCESS. IMPACT. {




} Leading the Way - West Virginia Higher Education Policy Commission

} Producing reseqarch ~ The Commission is also collaborating with the West Virgi
Education, WorkForce West Virginia, and the West Virgi work (WVNET)
that helps exoand  fo create and maintain a longitudinal pre-K o postse state data system
P P (P-20). The P-20 data system will allow the Com erform research
h college, and

UnderSfondlng of the into the workforce. This data will allow

stakeholders to form a better understandi

world and leads to new targeted interventions that will not only

olutions for society’s
challenges is another

important function s in the state to build leadership

ommission is the West Virginia
University. Campus Compact is a
ngagement by assisting and

) ) skills. Another initiative support
of h’gher education Campus Compact based at West

institutions, especially

the state’s research issi ide ampus Compact’s CFWV
universities. : i eration students. The Commission also

ave access to skilled healthcare providers.

supports higher education through identifying grant

well as seeking out funding opportunities from major

y the last three years, the Commission’s coordinated
effor‘rs have helped to attract over $1.8 million in private funds to improve
educational and economic outcomes for the state’s citizens. In addition to
helping obtain grant money from external sources, the Commission’s Division
of Science and Research oversees the distribution of state research funds
ough programs such as the Research Challenge Grant and the West
ia Research Trust Fund.

Finally, the Commission helps stimulate economic growth through various
research initiatives. Patents and intellectual properties developed through
scientific research can be licensed and commercialized creating new monetary
opportunities for state institutions. The Commission’s Vision 2015: The West
Virginia Science and Technology Strategic Plan lays out sixteen goals centered
around stimulating research and development across the state. Additionally,
the Commission received the Research Infrastructure Improvement award,
“Biotechnology for Enhanced Public Security and Environmental Security” from
the National Science Foundation in August 2010. This five-year grant of $20
million is the largest NSF grant ever received in West Virginia. This award is to
support academic research in several key areas to ensure the long-term viability
of West Virginia technology competitiveness and economic development. The
development of the West Virginia Regional Technology Park is also a major

30




research effort overseen by the Commission. Acquired in 2010, this property is a
critical addition to the state’s research infrastructure that is helping to grow the state’s
knowledge economy. It will serve as a place for technical training, research and
technology transfer, and provide an anchor for innovation-based industry in the
greater Kanawha Valley and the state.

Impact Moving Forward
Despite the fact that West Virginia has been successful in increasing the number
graduates, STEM degree holders, and external research funds over the last five
the state needs further progress to meet the demands of a 21st century in
and knowledge based economy. Labor economists at Georgetown
predict that West Virginia will need at least 20,000 more certificate, a
bachelor's degree holders by 2018 to maintain the present-day econ
diversify and grow the state's economy would require additional deg
beyond 20,000. One of the critical strategies for increasing the number o
holders identified by the College Completion Task Force was to involve busine
families, K-12 leaders, state agencies, and non-profi
the barriers that stand between students completing
state’s workforce as skilled and knowledgeable cont
for engaging with other stakeholders include, but are n
programs with regional workforce needs; working
organizations fo arrange internships and job placeme
regularly with industry fo see if universi

ation through advocacy and the acquisition
ill also continue to work with campus-based

» Creating stronger

institutional bonds

improving higher education’s impact onthe state /ith the surrounding
udes ensuring that student debt levels after

of the Commission’s commitment to ensuring a communify benefifs
dable and that state support for higher education in
aid in particular, is adequate. While the individual
financial decisi students are beyond the direct control of institutions or the . .
Commission, combining sound financial guidance while protecting affordability the university, students,
helps ensure that students will gain value from their investment in higher education

and be able to participate fully in the social and economic life of the state. and local businesses

all parties involved:

The academic impact of the state's colleges and universities begins with the

institution’s commitment to student success. Increasing the quality of curricular and and organizations. {
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' } Part of the Commission’s  co-curricular programs not only serves students' best inte ut will also

commitment to ensuring increosir?gly diverse workforce, which is required for ginia's continuing
economic success.

a positive impact on Postsecondary degree holders also help stimul al economies.
Traditionally, during times of economic

the state is to work with education, across all sectors, experie

as a vehicle for transforming thei
investment, there is the expectati

Legislature to make sure I order to best prepare th

rceived value of high
and economic fortunes.

institutions and the

that tuition remains

once students graduate, they are
affordable and that education competencies as wel

) opportun professional develop
state support for higher  avenues

r institutions play a limited role
rovide students with both general
ality academic programs and
inancial literacy, and different

education in general,  students the

and for financial aid in ocal businesses to learn about

* Create a '
provide students with opportunities such as

workforce

particular, is ade
out West Virginia businesses and organizations

ic programs;

acy guidance and ensure that students understand
student loans;

r placement efforts for current students and alumni to
reduce student loan default rates;

Integrate community service, service learning, and regional community
challenges into curricular and co-curricular activities; and

Conftribute to the state’s knowledge economy by conducting basic
research, acquiring external research funding and expanding
technology transfer.
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Goal: Increase the impact that public colleges and universities have on West Vir
through production of qualified graduates ready to contribute to the workfor:
the community, provision of needed services, and research and develop
promote knowledge production and economic growth.

Toward the goal of increasing the impact that its member institutions have on the st

¢ Increase the number of degrees awarded annually at the
undergraduate and graduate levels overall and in nee

(1) developing formal partnerships with bt
and other employers; and (2) enhancing i

01310 2018, a total of 30 patents issued;

o From 2013 to 2018, a total of 20 start-up companies based on university
technology; and

o Track the number of articles that faculty members publish in peer-
reviewed journals and increase the number of these publications over
the master planning cycle.
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CONCLUSION

Leading the Way: Access. Success. Impact. is a bold new master plan which directs the system’s
aftention to the three focal areas that most need attention to meet the challenges West Virginia faces in the
coming decade. In order for higher education to substantially improve the economy and quality
Virginia, the Commission and its institutions must concentrate on opening the doors of higher

4

quality and rigor. To deepen the impact that system institutions hav: e state, higher education must align
these opportunities.

education also has an impact on the state through the service ins to their communities, and
increasingly through incorporating service learning and civic engag the curriculum itself so that
students carry forth these values and skills. e state through advancing
knowledge generally and promoting outside in , jobs, and businesses.

While access, success, and impact can be provement in each
reinforces the others. Higher levels of student ¢ dents will think that
investment in higher education is worthwhile. Inc ior in the state as well as a robust
research and technology environment are attrac i - ooking to locate in West
Virginia. These additions to the economy increase
ed focal areas.

sessment also ensure that the Commission and its
campuses maximi i i of very tight budgets, leverage the ideas and
er progress is being made toward the system’s

ay imagines a large role for public higher education in improving quality of life in
ing fo the creation of a more diverse and robust economy that is competitive in a
d marketplace. Fulfilling this role will require extraordinary efforts from and

<

» While access, success, and impact can be conceived of as a linear progression,

improvement in each reinforces the others. 4
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WEST VIRGINIA Do Not Mark In This Box

'SECRETARY OF STATE
NATALIE E. TENNANT
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AND
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AGENCY: Higher Education Policy Commission TITLE NUMBER: 133

West Virginia Code §18B-1B-5, §18B-4-2a, §18B-7, §18B-8, §18B-9 and §18B-9A

CITE AUTHORITY:

AMENDMENT TO AN EXISTING RULE: YES—— NO_X_
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COMMENT PERIOD IS HEREBY APPROVED BY THE PROMULGATING AGENCY FOR FILING WITH
THE SECRETARY OF STATE AND THE LEGISLATIVE RULE-MAKING REVIEW COMMITTEE FOR
THEIR REVIEW.
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§133-53-1.

§133-53-2.

TITLE 133 .

LEGISLATIVE RULE
WEST VIRGINIA HIGHER EDUCATION POLICY COMMISSION
SERIES 53
HUMAN RESOURCES ADMINISTRATION

General.

1.1.  Scope. This rule establishes policy in a number of areas regarding human

resources administration for the employees of the West Virginia Higher
Education Policy Commission (Commission) and the public higher
education institutions in West Virginia. It also provides guidelines for
governing boards relative to decisions pertaining to public higher
education employees.
The primary responsibility for implementation rests with the Commission,
in consultation with the West Virginia Council for Community and
Technical College Education (Council), who shall provide leadership and
assistance to the human resources professionals within each organization
to bring about the changes successfully.

1.2.  Authority. West Virginia Code §18B-1B-5, §18B-4-2a, §18B-7, §18B-8,
§18B-9 and §18B-9A.

1.3.  Filing Date.

1.4.  Effective Date.

1.5. Repeals and replaces Title 133 Series 8, Sections 3, 10, 11, 18, and 19.

Purpose.

2.1. The intent of this rule is to establish a statewide, integrated human

resources structure capable of, but not limited to, meeting the following
objectives.

2.1.a. Providing benefits to the citizens of the State of West Virginia by
supporting the public policy agenda as articulated by state
policymakers;

2.1.b. Addressing fiscal responsibility by making the best use of scarce
resources and promoting fairness, accountability, credibility,
transparency and a systematic (FACTS) approach to progress in
personnel decision-making;
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§133-53-3.

2.1.c.

2.1.d.

2.1.e.

2.11.

2.1.9.

2.1.h.

2.1.i.

2.1.k.

2.1.1.

Definitions.

3.1.

Building upon human resources best practices to prevent, reduce,
or, wherever possible, eliminate arbitrary and capricious decisions
affecting employees of higher education organizations;

Creating a stable, self-regulating human resources system capable
of evolving to meet changing needs;

Providing for institutional flexibility —with  meaningful
accountability;

Adhering to federal and state laws, promulgated and adopted rules;

Implementing, as appropriate, human resources best practices
throughout the state higher education system;

Developing and implementing a classification and compensation
system that is fair, transparent, understandable, easy to administer,
self regulating, and adaptable to meet future goals and priorities;

Providing for careful consideration of the recommendations and
supporting documentation contained in the Final Report of the
Select Committee on Higher Education Personnel;

Encouraging organizations to pursue a human resources strategy
which provides monetary and non-monetary returns to employees
in exchange for their time, talents, and efforts to meet articulated
goals, objectives and priorities of the State, the Commission and
the organization;

Maximizing the recruitment, motivation and retention of highly
qualified employees, ensuring satisfaction and engagement of
employees with their jobs, ensuring job performance and achieving
desired results; and

Providing for recommendations from the Compensation Planning
and Review Committee and the Job Classification Committee to be
considered by the Commission and to be included in the legislative
reporting process.

Base Salary. The amount or a rate of compensation for a specified
position of employment or activity excluding annual experience increment
and any other payments or allowances for work or activity unrelated to
that specified position of employment.
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3.2.

3.3.

3.4.

3.5.

3.6.

3.7.

3.8.

3.9.

3.10.

3.11.

3.12.

3.13.

Benchmark Job. A job that is commonly found and defined and is used to
make pay comparisons, either within the organization or to comparable
jobs outside the organization.

Benefits. Programs that an employer uses to supplement the cash
compensation of employees, including but not limited to, health and
welfare plans, retirement plans, pay for time not worked, and other
employee perquisites.

Career Ladder. A structured sequence of related, upwardly progressing
positions.

Chancellor. Chancellor refers to the chief executive officer of the West
Virginia Higher Education Policy Commission or the West Virginia
Council for Community and Technical College Education, as appropriate.

Classification System. An organized structure in which classified jobs,
job descriptions, job titles, and job analyses are utilized to determine a
hierarchy of jobs, career ladders and pay grade assignments.

Classified Employee. Any regular employee of an organization who holds
a full-time or part-time position and is assigned a particular job and job
title within the classification system established by this rule or by other
duly promulgated and adopted rules of the Commission.

Compensation. Earnings provided by an employer to an employee for
services rendered.

Compensation Philosophy. The guiding principles that ensure that a
compensation program supports an organization’s culture.

Compensation Strategy. The principles that guide the design,
implementation and administration of a compensation program at an
organization for the purpose of supporting the organization’s mission,
vision, goals and objectives.

Employee Classification or Employee Class. There are three employee
classes: classified, nonclassified and faculty.

External Market Compensation: The external market, for purposes of
evaluating relative market equity, for a classified, nonclassified or faculty
position, shall be deemed to be the median compensation of substantially
comparable positions in the relevant recruitment market as provided for in
the approved institutional salary rule.

Factor. A key position trait used to evaluate a classified position
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3.14.

3.15.

3.16.

3.17.

3.18.

3.19.

3.20.

3.21.

3.22.

3.23.

according to a point factor system. The items are Knowledge; Experience;
Complexity and Problem Solving; Freedom of Action; Breadth of
Responsibility; Scope and Effect; Intrasystems Contacts; External
Contacts; Direct Supervision Exercised; Indirect Supervision Exercised;
Physical Coordination; and Working Conditions and Physical Demands.

Full Funding. When an organization provides, in total, one hundred
percent of the funds needed to meet the salary funding target reflected in
the Temporary Higher Education Classified Employee Annual Salary
Schedule, as calculated in October, 2010.

Generic Job Description. A summary of the essential functions of a job,
including the general nature of the work performed, a characteristic listing
of duties and responsibilities, and the specifications necessary to perform
the work.

Hot Jobs. Jobs which are subject to market volatility and in high demand,
usually for a temporary length of time, for which there is a low supply of
available workers with the required education, skills and abilities.

Institutions. The following entities individually or collectively—Bluefield
State College; Concord University; Fairmont State University; Glenville
State College; Marshall University; Shepherd University; West Liberty
University; West Virginia School of Osteopathic Medicine; West Virginia
State University; and West Virginia University, including Potomac State
College and West Virginia University Institute of Technology.

Job. The total collection of tasks, duties, and responsibilities assigned to
one or more individuals whose work is of the same nature and level.

Job Evaluation. A formal process used to evaluate classified jobs,
establish proper pay grades, and slot jobs in pay grades.

Job Family. A series of job titles in an occupational area or group.

Job Title. The label that uniquely identifies and generally describes a job.
The same descriptive job title shall be given to a group of jobs, regardless
of location in the organization, which are substantially the same in duties
and responsibilities, and which require substantially the same knowledge,
skills and abilities performed under similar working conditions.

Major Deficiency. When an organization has failed to comply with
federal or state law or with personnel rules of the Commission as
identified by the human resources review.

Meaningful Accountability. Measures that ensure adherence to rules and
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3.24.

3.25.

3.26.

3.27.

3.28.

3.29.

policies and provides for consequences for non-compliance.

Merit Increases. A discretionary salary increase given to an employee to
reward demonstrated achievements in the performance of the duties and
responsibilities of a position, as evaluated by criteria established by the
organization.

Nonclassified Employee. An employee of an organization who holds a
position that is not assigned a particular job and job title within the
classification system established by this rule, or, by other duly
promulgated and adopted rules of the Commission and who meets one or
more of the following criteria:

3.2.5.a.Employee holds a direct policy-making position at the department
or organization level; or

3.25.b. Employee reports directly to the president or chief executive
officer of the organization.

Nonclassified Job Description. A summary of the most important features
of a job, including the general nature and level of the work performed.

Organizations. The following entities individually or collectively—
Bluefield State College; Concord University; Fairmont State University;
Glenville State College; Marshall University; Shepherd University; West
Liberty University; West Virginia School of Osteopathic Medicine; West
Virginia State University; West Virginia University, including Potomac
State College and West Virginia University Institute of Technology; Blue
Ridge Community and Technical College; Bridgemont Community and
Technical College; Eastern West Virginia Community and Technical
College; Kanawha Valley Community and Technical College; Mountwest
Community and Technical College; New River Community and Technical
College; Pierpont Community and Technical College; Southern West
Virginia Community and Technical College; West Virginia Northern
Community College; West Virginia University at Parkersburg; the Office
of the Higher Education Policy Commission; the Office of the Council for
Community and Technical College Education; and the West Virginia
Network for Educational Telecomputing.

Pay Grade. The level to which a job is assigned within a classification
structure.

Peer Group. The job occupation group as recommended by the external
vendor conducting the employee market salary study used to compare
where each employee category falls in relation to its relevant recruitment
market.
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3.30.

3.31.

3.32.

3.33.

3.34.

3.35.

3.36.

3.37.

3.38.

3.39.

Point Factor Methodology. A method used to evaluate job factors in order
to determine the pay grade to which a classified position is assigned.

Position. A set of duties and responsibilities requiring employment of a
single employee at a particular organization.

Position Information Questionnaire (P1Q). A tool used in the creation and
evaluation of a classified position including the factors of Knowledge;
Experience; Complexity and Problem Solving; Freedom of Action; Scope
and Effect; Breadth of Responsibility; Intrasystems Contacts; External
Contacts; Direct Supervision Exercised; Indirect Supervision Exercised,;
Physical Coordination; and Working Conditions and Physical Demands.

President. A chief executive officer of an institution of higher education
in West Virginia who reports to the institution’s governing board.

Promotion. Movement from a classified position requiring a certain level
of skill, effort, and authority into a vacant or newly created classified
position assigned to a different job title and a higher pay grade that
requires a greater degree of skill, effort, and authority.

Relative Market Equity. The relative market status of each employee
classification at an organization falls within five (5) percent of all other
employee classifications within the organization for the preceding three-
year period. A comparison of the relative market status of the three
distinct employee classes wherein the range from the class furthest from
its market is within five (5) percent of the class closest to its market.

Relative Market Status. The calculated relationship between the average
salary of each employee classification and its peer group.

Return Rights. The right of a nonclassified employee to return to either
classified status or faculty status when provided for in the employee’s
contract or when an employee is involuntarily transferred to a
nonclassified position; provided, however, that the return right either shall
be provided for in West Virginia Code, or be in writing, a copy of which is
to be provided to the employee and placed in the personnel file. For return
to classified status, this writing must set forth the classified job title and
pay grade. For return to faculty status, this writing must set forth the
appropriate faculty track, and rank.

Salary Benchmarking. The process of market pricing a benchmark job.

Salary Schedule. A schedule consisting of a series of pay grades enacted
by the Legislature or the Commission.
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3.40. Step. A standard progression in pay rate established within a pay grade.

8133-53-4.  Classification and Compensation System Goals and Objectives.

4.1.

The Commission, in consultation with the Council, shall implement,
control, supervise, and manage a complete, uniform system of personnel
classification and compensation for classified employee positions. The
chief purposes of the system are to accomplish the following goals and

objectives:

4.1.a. Attract well qualified and diverse applicants.

4.1.b. Retain and motivate employees to accomplish objectives, goals,
and priorities in state law, rules of the Commission, state-wide
master plans for higher education, and institutional compacts.

4.1.c. Retain and reward classified employees who make valuable
contributions to state and organization goals, objectives and
priorities.

4.1.d. Compensate employees within an organization fairly in relation to
one another.

4.1.e. Compensate employees across the higher education system who
are performing similar work at similar wage rates.

4.1.f. Compensate employees at levels that are competitive with
appropriate external markets and are fiscally responsible.

4.1.9. Ensure that regular market salary analyses are performed to
determine how organization compensation for all classes of
employees compares to compensation in relevant external markets.

4.1.h. Maintain a uniform system for classifying jobs and positions of an
organization’s classified employees.

4.1.i. Move classified employees through the compensation system
based on performance and other objective, measureable factors
including education, years of experience in higher education and
experience above position requirements.

4.1.). Assign each current employee to an initial step for his or her pay

grade that is closest to and exceeds his or her current salary
regardless of previous education, experience or performance. The
salary of a current employee may not be reduced by a job
reclassification, a modification of the market salary schedule, or
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4.2.

4.3.

4.4,

4.5.

4.6.

4.7.

other conditions that the Commission and the Council consider
appropriate and reasonable.

The Commission, in consultation with the Job Classification Committee
(JCC), shall have in place a generic job description for every classified job
title.

The Commission, in consultation with the JCC, shall develop a Position
Information Questionnaire (P1Q) to be used by all organizations to gather
data necessary for classification of positions.

4.3.a. Each organization must ensure that a PIQ shall exist for every
classified position. A PIQ shall be updated at least every three
years for accuracy by the employee and supervisor and submitted
to human resources. Submission of an updated PIQ does not
constitute a request for a classification review. A formal request
must be made pursuant to section six of this rule.

4.3.b. Neither the employee nor the supervisor shall place duties in the
employee’s PIQ that the employee is not performing, but may be
expected to perform in the future.

Salary adjustments shall be made in accordance with the procedures for
upgrades and downgrades specified in Commission rule or rules. During
the course of its reviews, should the JCC discover the systematic
misapplication of the program by an organization, it shall notify the
Chancellors, who will take the appropriate action warranted.

Whenever the Chancellors, in consultation with the Vice Chancellor for
Human Resources and the JCC determine that employees have been
misclassified at the organizational level, they shall order that these
classifications and salaries be immediately adjusted to the proper level.

Absent fraud on the behalf of the employee, any overpayment to the
employee because of an erroneous classification decision by an
organization shall not be collected from the employee. However, any
erroneous overpayment to such an employee, once corrected, shall not be
deemed as evidence in claims by other employees that the classification
and compensation program is not equitable or uniform.

Provide that recommendations from the Compensation Planning and
Review Committee (CPRC) and the JCC be considered by the
Commission and the Council and be included in the legislative reporting
process.
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§133-53-5.

4.8.

4.9.

The Commission may allow the CPRC to collapse the three lowest pay
grades into a single pay grade and provide for employees to be paid at
rates appropriate to the highest of the three lowest pay grades.

Pursuant to State law, the Commission may not delegate to the JCC or the
CPRC the following:

4.9.a. Approval of a classification and compensation rule;
4.9.b. Approval of the job evaluation plan;
4.9.c. Approval of the annual market salary schedule; and

4.9.d. Approval of the annual minimum salary schedule.

Job Classification Committee.

5.1

5.2.

5.3.

5.4.

5.5.

5.6.

The Commission hereby establishes a Job Classification Committee
(JCC). This committee shall replace the Job Evaluation Committee (JEC)
upon the effective date of this rule. The Vice Chancellor for Human
Resources shall serve as the Chair of the Job Classification Committee.

The JCC shall be comprised of four classified employees and six Human
Resources specialists, ensuring representation from the Council
institutions and the Commission institutions.

The Chancellor shall solicit nominations for JCC members from the
Advisory Council of Classified Employees (ACCE) and the Chief Human
Resources Officers (CHROSs).

JCC members shall be appointed by the Chancellor of the West Virginia
Higher Education Policy Commission, with concurrence of the Chancellor
of the West Virginia Council for Community and Technical College
Education, subject to approval by the Commission and Council.

An organization may have no more than two members serving on the
Committee at any time and the combined membership representing
various groups or divisions within or affiliated with an organization in
total may not constitute a majority of the membership.

Committee members shall serve staggered terms. One third of the initial
appointments shall be for two years, one third for three years and one third
for four years. Thereafter, the term is four years. A member may not
serve more than four years consecutively.
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5.1.

5.8.

The Commission shall use a point factor methodology to classify jobs.
The Commission, in consultation with the Council, may adjust the job
evaluation plan, including the factors used to classify jobs and their
relative values, if necessary.

Powers and duties of the Job Classification Committee include, but are not
limited to, the following:

5.8.a.

5.8.b.

5.8.c.

5.8.d.

5.8.e.

5.8.1.

5.8.0.

5.8.h.

5.8.1.

5.8.k.

Providing a system of audit for all job descriptions to make sure
that the responsibilities of positions are accurately reflected;

Modifying and deleting jobs and assigning job titles;

Reviewing and revising job titles to make them consistent among
organizations, including adopting consistent title abbreviations;

Establishing job worth hierarchies and data lines for each job title;

Classifying jobs, establishing proper pay grades, and placing jobs
in pay grades consistent with the job evaluation plan;

Determining when new job titles are needed and creating new job
titles within the system;

Recommending base pay enhancements for jobs for which the
application of point factor methodology produces significantly
lower salaries than external market pricing. The JCC may exercise
this authority only if it reevaluates each job annually to make a
determination whether the enhancement should be continued;

Recommending a procedure for performing job family reviews for
the joint approval of the Commission and Council;

Determining appropriate career ladders within the classification
system and establishing criteria for career progression;

Hearing job classification appeals prior to commencement of the
formal grievance process pursuant to Commission rule or rules;
and

Developing operational procedures which shall include, but not be
limited to, the keeping of minutes which shall be recorded, posted
and maintained at the direction of the Vice Chancellor for Human
Resources.
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5.9.

5.10.

The JCC shall meet monthly if there is business to conduct and also may
meet more frequently at the call of the chair, given adequate lead time. A
majority of the voting members serving on the Committee at a given time
constitutes a quorum for the purpose of conducting business providing that
both classified staff and human resources representatives are present.

When evaluating jobs, the JCC shall use the following procedure:

5.10.a. Each JCC member shall classify each job individually,
independently of other members;

5.10.b. The chair shall compile and share the individual evaluations with
the whole JCC,; and

5.10.c. After discussing the issues and resolving differences, the JCC shall
make a determination of the appropriate classification for each job.
The Vice Chancellor for Human Resources shall communicate, in
writing, the JCC’s decision to the CHROs and members of the JCC
within ten working days.

8133-53-6.  Classification Review Request of Existing Position.

6.1.

6.2.

An incumbent classified employee or the employee’s supervisor may
request a PIQ review when significant changes occur in the principal
duties and responsibilities of a classified position. To initiate the review,
the employee and supervisor must revise the PIQ and submit it to Human
Resources along with a formal request for a review. The request must
include the date and the reason for such request.

6.1.a. The responsibility for assigning tasks and duties to a position
belongs to the supervisor.

6.1.b. Requests for position reviews also may be initiated by an employee
with Human Resources after discussion with the immediate
supervisor.

6.1.c. PIQ reviews also may be initiated by the institution’s Chief Human
Resources Officer or his/her designee after discussion with the
immediate supervisor.

Within forty-five (45) working days from the date of the formal request
for review of a PIQ, the institution’s Chief Human Resources Officer or
his/her designee shall report to the requestor in writing the result of the
classification review.
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§133-53-7.

6.3.

An organization that fails to complete a review within the specified time
shall provide the employee back pay from the date the request for review
was received if the review, when completed, produces a reclassification of
the position into a job in a higher pay grade.

Classification Appeals Process.

7.1.

7.2.

7.3.

7.4.

The objective of classifying a position is to determine job content and its
relative worth. A job’s title and description are based upon the duties and
responsibilities of the position, not the characteristics of the individual
holding the position.

In the event that a classified employee disagrees with a classification
decision made at the organizational level, he/she may appeal that decision
in writing to the Vice Chancellor for Human Resources for review by the
JCC. Filing a classification appeal, however, shall not abridge the rights
of a classified employee to file a formal grievance, using the statutory
grievance process as set forth in West Virginia Code 86C-2-1 et seq.;
provided, however, upon the simultaneous filing of a statutory grievance
and a classification appeal to the Vice Chancellor for Human Resources
by a classified employee, a request may be made, in writing, by the
classified employee to hold the grievance in abeyance until the review by
the JCC is completed and a classification decision is rendered by the JCC.

Time limits.

7.3.a. The classified employee shall submit a completed “Classification
Appeals Form” to the organization’s Human Resources office
within ten (10) working days from the date of receipt of the notice
of the organization’s classification decision.

7.3.b. The organization’s human resources staff shall render a decision
on the appeal within five (5) working days whether the original
decision shall be upheld.

7.3.c. The classified employee shall have five (5) working days from the
date of receipt of the notice upholding the original decision of the
organization to appeal the action to the Vice Chancellor for Human
Resources for submission to the JCC.

Upon receipt of the classified employee’s appeal of the organization’s

decision, the Vice Chancellor for Human Resources shall forward the
appeal to the JCC.
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7.5.

7.4.4.

7.4.b.

7.4.c.

The JCC shall review the Classification Appeals Form, the original
PIQ, and all supporting documentation, submitted by a classified
employee to the Human Resources Office.

The JCC may review comparable positions within the
organizations, as defined in Section 3.27 of this rule.

The JCC shall notify the classified employee, and the
organization’s Human Resources Office, of its decision in writing,
within twenty (20) working days from the date of receipt of the
appeal to the Vice Chancellor for Human Resources. The
notification shall specify the effective date should there be any
change in status.

An appeal shall not be considered if based on any of the following
reasons:

7.5.a.

7.5.b.

7.5.c.

7.5.d.

7.5.e.

Seniority. An appeal shall not be considered if it is based on the
employee’s length of service with the organization or with the state
of West Virginia.

Qualifications of the individual incumbent. An appeal shall not be
considered if it is based upon the individual classified employee’s
qualifications. A classification determination is based upon the
requirements in the PIQ necessary to perform the duties and
responsibilities of the position.

Anticipated future job responsibilities. An appeal shall not be
considered if it is based upon responsibilities that may be included
in the job assignment in the future.

Job Performance. An appeal shall not be considered if it is based
upon the performance of the incumbent or certain personality traits
(e.g., loyalty, dedication, commitment to organization,
hardworking, etc.). A classification determination is based upon
the level and complexity of the duties and responsibilities outlined
in the PIQ, not the characteristics of the individual holding the
position.

Salary within a salary range. An appeal shall not be considered if it
is based upon the fact that an employee’s salary is close to the
maximum of a salary range or the relative position of the salary
within the assigned salary range.
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7.5.f. Increase in the volume of work. An appeal shall not be considered
if it is based on the volume of work rather than the level of
responsibilities and complexity of the work.

8133-53-8.  Compensation Planning and Review Committee.

8.1.

8.2.

8.3.

8.4.

8.5.

8.6.

The Commission shall hereby establish and maintain a Compensation
Planning and Review Committee (CPRC). The Vice Chancellor for
Human Resources shall serve as the Chair of the CPRC.

The composition of the CPRC shall consist of the Vice Chancellor for
Human Resources, the Vice Chancellor for Finance, two members
representing the statewide Advisory Council of Classified Employees,
one from institutions under the jurisdiction of the Council and one from
institutions under the jurisdiction of the Commission; two members
representing the Advisory Council of Faculty; one from institutions under
the jurisdiction of the Council and one from institutions under the
jurisdiction of the Commission; and two human resources administrators
from institutions under the jurisdiction of the Council, and two human
resources administrators from institutions under the jurisdiction of the
Commission; and a president from each of the two systems.

The method for nominating CPRC members shall be representative of all
the higher education organizations and affected constituent groups,
including specifically providing for membership selections to be made
from nominations from the Advisory Council of Classified Employees, the
Advisory Council of Faculty, the human resources representatives, and the
Council of Presidents group. The Presidents shall nominate a president
from their respective systems. The Chancellors, jointly, shall appoint
members from nominations made by these affected constituent groups and
require approval of the Commission and Council before beginning service.

An organization may have no more than two members serving on the
CPRC at any time and the combined membership representing various
groups or divisions within or affiliated with an organization in total may
not constitute a majority of the membership.

The CPRC members shall develop operational procedures which shall
include, but not be limited to, the keeping of minutes which shall be
recorded, posted and maintained at the direction of the Vice Chancellor for
Human Resources.

The CPRC shall manage all aspects of compensation planning and review
that the Commission delegates to it, within the provisions of state law.
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8.7.

8.8.

8.9.

CPRC members shall serve staggered terms. One third of the initial
appointments shall be for two years, one third for three years and one third
for four years. Thereafter, the term is four years. A member may not
serve more than four years consecutively.

The CPRC shall meet at least quarterly and at other times at the call of the
Chair. A majority of the voting members serving on the CPRC at a given
time constitutes a quorum for the purpose of conducting business,
provided that at least one member from each constituent group is present.

The CPRC has powers and duties which include, but are not limited to, the
following:

8.9.a. Making annual recommendations for revisions in the system
compensation plan, based on existing economic, budgetary and
fiscal conditions or on market study data;

8.9.b. Overseeing the five-year external market salary study;
8.9.c. Overseeing the annual internal market review;

8.9.d. Meeting at least annually with the JCC to discuss benchmark jobs
to be included in salary surveys, market “hot jobs” that may
require a temporary salary adjustment, results of job family
reviews, and assessment of current job titles within the
classification system for market matches and other issues as the
Vice Chancellor for Human Resources, in consultation with the
Chancellors, determines to be appropriate;

8.9.e. Recommending to the Chancellors a process for their approval to
recommend and calculate temporary salary adjustments and any
time limits or reviews of these adjustments; and

8.9.f. Performing other duties as assigned by the Commission or as
necessary or expedient to maintain an effective classification and
compensation system.

8133-53-9.  Compensation: Classified Market Salary Structure and Minimum Salary
Schedule.

9.1.

The Commission and Council shall develop and maintain a market salary
structure and minimum salary schedule and ensure that all organizations
under its jurisdiction adhere to state and federal laws and duly
promulgated and adopted organization rules.
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9.2.

9.3.

9.4.

9.5.

The Commission and Council shall jointly contract with a qualified
external vendor to conduct a market salary study for each category of
employees at least once within each five-year period. Based on the study
results, the Commission and Council, in consultation with the CPRC, and
taking into consideration the recommendations of the external vendor,
may take any combination of the following actions in regard to the
classified market salary structure:

9.2.a. Adjust the number of pay grades;

9.2.b. Adjust the point values necessary for a job to be assigned to a
particular pay grade;

9.2.c. Adjust the midpoint differentials between pay grades to better
reflect market conditions; or

9.2.d. Adjust the range spread for any pay grade.

The Commission, in consultation with the Council, may perform an annual
review of market salary data to determine how salaries have changed in
the external market. Based on supporting data derived from that review,
the Commission and Council, with input from the CPRC, shall adjust the
market salary structure. In the absence of a market salary study conducted
by a qualified external vendor, the Commission and Council may not
adjust the midpoint differentials between pay grades unless required to do
so by a change in minimum wage or other laws or regulations and may not
adjust the range spread for any pay grade.

The market salary structure serves as the basis for the following activities:

9.4.a. Evaluating compensation of classified employees in relation to
appropriate external markets. The external market compensation
for a job shall be deemed to be the median compensation of
substantially comparable positions in the relevant recruitment
market; and

9.4.b. Developing the minimum salary schedule to be adopted by the
Commission and Council. No organization may compensate a
classified employee at a salary rate of less than the minimum
salary rate values provided for in the minimum salary schedule.

The market salary structure shall include the following criteria:

9.5.a. The number of pay grades and steps to be included in the structure;
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§133-53-10.

9.6.

9.7.

9.8.

9.9.

9.10.

9.5.b. A midpoint value for each pay grade which represents the average
salary of jobs in that pay grade. The Commission and Council
may choose a midpoint step value at its discretion, based on its
compensation philosophy, which need not be based exclusively on
market salary data; and

9.5.c. The minimum and maximum step values based on an established
range spread, as well as values for other steps in the salary
structure.

The Commission and Council may annually approve a minimum salary
schedule that sets forth a compensation level for each step and pay grade
below which no organization employee may be paid.

The minimum salary floor for each pay grade and step on the minimum
salary schedule shall be at an appropriate percentage of the most recent
annual market salary data, to be determined by the Commission and
Council. The Commission and Council also shall consider the minimum
wage and other laws that ensure that employees earn a living wage and
shall maintain a salary structure which ensures that the average salary of
each class of employees meets relative market equity among employee
classes. The Commission and Council may take into consideration other
factors they consider appropriate.

The external market, for purposes of evaluating relative market equity, for
a classified, nonclassified or faculty position, shall be deemed to be the
median compensation of substantially comparable positions in the relevant
recruitment market, as provided for in the approved institutional salary
rule.

The salary of a classified employee working fewer than thirty-seven and
one-half hours per week shall be prorated. The organization’s salary rule
may provide for differential pay for certain classified employees who
work different shifts, weekends or holidays.

Merit increases may be granted if they are in accordance with state code
and with duly promulgated rules of the Commission.

Salary Benchmarking.

10.1.

10.2.

The Commission will utilize an experienced compensation consultant to
perform the functions related to salary benchmarking.

Job descriptions representative of all categories of employees will be

reviewed to ensure that the duties and responsibilities are understood so
that appropriate matches can be made to benchmark positions. The
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following guidelines will be used for benchmark selection:

10.2.a. Representation of all job families and levels throughout the system.
10.2.b. Highly populated jobs.

10.2.c. Jobs found in most of the system institutions.

10.2.d. Jobs with recruitment or retention problems.

10.2.e. Geographic differentials as necessary will be used to ensure that

the data are reflective of the labor market and economic
conditions.

8133-53-11. Full Funding: Temporary Higher Education Classified Employee Annual
Salary Schedule.

11.1.

11.2.

11.3.

Once the Commission has certified that an organization under its
jurisdiction has achieved full funding of the Temporary Higher Education
Classified Employee Annual Salary Schedule, the organization’s
governing board has the authority to pay classified employees in excess of
the salary on the Temporary Higher Education Classified Employee
Annual Salary Schedule for their pay grade and years of experience, as
long as the governing board has a salary rule in place ensuring that salary
increases above the salary schedule are distributed equitably and in a
manner consistent with the uniform classification and compensation
system.

An organization has achieved full funding of the Temporary Higher
Education Classified Employee Annual Salary Schedule when it provides,
in total, one hundred percent of the funds needed to meet the salary
funding target as calculated in October 2010. When an organization is
fully funded, the Chancellor shall provide official certification that the
organization has attained full funding of the Temporary Higher Education
Classified Employee Annual Salary Schedule.

Until an organization is fully funded or making appropriate progress as
defined in this rule, the following restrictions apply:

11.3.a. Classified salary increases distributed within the organization shall
be provided in accordance with the uniform classification and
compensation system established by §18B-9A-1 et seq.

11.3.b. An organization may not provide discretionary salary increases

including performance or merit based increases to the president or
chief executive or any group or class of employees, other than
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11.4.

11.5.

classified employees.

An organization is considered to be making appropriate progress when it
has funded at least twenty-five percent of the amount needed to reach full
funding of the Temporary Higher Education Classified Employee Annual
Salary Schedule by July 1, 2012; has funded at least fifty percent of the
calculated amount by July 1, 2013; has funded at least seventy-five
percent of the calculated amount by July 1, 2014 and has funded one
hundred percent of the calculated amount by July 1, 2015.

Until such time that a new salary schedule is implemented, the current
Temporary Higher Education Classified Employee Annual Salary
Schedule, consisting of a minimum annual salary for each pay grade in
accordance with experience in West Virginia higher education or West
Virginia state government, shall be in place. An employee is considered
equitably compensated if his or her salary is at the minimum salary on the
Temporary Higher Education Classified Employee Annual Salary
Schedule that is required for his or her pay grade and years of experience
on the July 1, 2001 salary schedule.

8133-53-12. Classification System Methodology Audit.

12.1.

By July 1, 2014 and at least once within each five year period thereafter,
the Commission and Council shall review the effectiveness of the system
for classifying jobs and submit an in-depth report to the Legislative
Oversight Commission on Education Accountability. The report shall
include, but is not limited to, findings, recommendations and supporting
documentation regarding the following job classification issues:

12.1.a. The effectiveness of the point factor methodology and a
determination of whether it should be maintained; and

12.1.b. The status of the job evaluation plan, including the factors used to
classify jobs or their relative values, and a determination of
whether the plan should be adjusted.

§133-53-13. Nonclassified Employees.

13.1.

13.2.

By July 1, 2013, the percentage of personnel placed in the category of
nonclassified may not exceed twenty-five percent of the total number of
classified and nonclassified employees of that organization.

Except as otherwise provided for in this rule, by July 1, 2015, the
percentage of personnel placed in the category of nonclassified may not
exceed twenty percent of the total number of classified and nonclassified
employees of that organization.
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13.3.

13.4.

13.5.

13.6.

13.7.

13.8.

Organizations may request an extension to July 1, 2016, to comply with
the requirement that the percentage of personnel placed in the category of
nonclassified may not exceed twenty percent of the total number of
classified and nonclassified employees of that organization. If an
extension is granted, it may not exceed twenty-five percent and it must be
approved in advance of implementing such extension, by both the
institution’s governing board and the Commission.

In establishing return rights of a nonclassified employee to classified
status, the return rights must be evidenced in writing, provided to the
employee and placed into the employee’s personnel file, and must
articulate the job title and pay grade. If the institution’s compensation
system establishes discretion as to placement on the salary schedule, then
an indication of that placement must be specified.

In establishing return rights of a nonclassified employee to faculty status,
the return rights must be evidenced in writing, provided to the employee
and placed into the employee’s personnel file, and must articulate faculty
track, tenure status if any, faculty rank if any, faculty job title, faculty
compensation rate, and if non-tenured, whether the faculty status would be
for a term, defined in the document, or for the remainder of the academic
or fiscal year following separation from nonclassified status.

Classified employees who were involuntarily transferred to non-classfied
positions have the right to return to classified positions based on West
Virginia Code provisions.

When an organization counts, as faculty or classified staff, those
administrators who retain the right to return to faculty or classified
positions, these designations apply only to the calculation of the
organization’s compliance with the statutory maximum ratio of
nonclassified employees and are to be treated and counted as nonclassified
employees for all other purposes. An organization shall report to the
Commission all nonclassified employees who retain return rights to either
a classified or faculty position in the category of “nonclassified” in all data
submissions or analysis other than the determination of the ratio of
nonclassified employees, including but not limited to the analysis of
relative market equity.

The current annual salary of a nonclassified employee may not be reduced
if his or her position is redefined as a classified position solely to meet the
requirements of West Virginia Code §18B-7-11. If such a nonclassified
employee is reclassified, his or her salary does not constitute evidence of
inequitable compensation in comparison to other employees in the same
pay grade.

65



§133-53-14.

§133-53-15.

Employee Performance Evaluations.

14.1.

14.2.

14.3.

14.4.

14.5.

After a classified employee’s probationary period, during which 3-month
and 6-month probationary performance evaluations are required, each
employee shall receive a written evaluation of his or her job related
performance on an annual basis. A copy of the evaluation document shall
be placed into the employee’s personnel file and must include
confirmation, through a physical or an electronic signature of the
employee, signifying that the employee has participated in the evaluation
process.

Organizations shall conduct regular performance evaluations of non-
classified employees and faculty as well as classified employees.

Each organization shall develop a consistent, objective performance
evaluation system and evaluation instrument(s).

Organizations shall train supervisors in the best practices of conducting
employee performance evaluations.

Supervisors who fail to conduct evaluations of those employees who
report to them, according to their organization’s policies, may be subject
to disciplinary action.

Training and Development.

15.1.

The Vice Chancellor for Human Resources shall carry out the following
duties related to training and development:

15.1.a. Analyzing and determining training needs of organization
employees and formulating and developing plans, procedures and
programs to meet specific training needs and problems. Successful
completion of these tasks requires the Vice Chancellor for Human
Resources to work closely with and communicate regularly with
the training and development coordinators employed by each
organization.

15.1.b. Developing, constructing, maintaining and revising training
manuals and training aids or supervising development of these
materials by outside suppliers.

15.1.c. Planning, conducting, and coordinating management inventories,
appraisals, placement, counseling and training.
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15.2.

15.3.

15.4.

15.5.

15.1.d. Coordinating participation by all employees in training programs
developed internally or provided by outside contractors.

15.1.e. Administering and analyzing an annual training and development
needs survey. The survey may coincide with the completion of the
annual performance review process.

15.1.f. Developing model supervisor training programs in order to provide
guidance in best practices related to supervision of subordinates
and compliance with federal and state employment laws and rules
of the Commission.

15.1.g. Developing training and professional development programs for
personnel who administer human resources functions at each
organization in response to performance reviews of those
personnel, which are conducted at least once every three years.

The Commission shall assist organization human resources professionals
in applying Fair, Accountable, Credible, Transparent, and Systematic
(FACTYS) principles to all human resources functions and shall provide
model training programs to organizations upon request for assistance.

Funds allocated or made available for employee continuing education and
development may be used to compensate and pay expenses for faculty or
staff pursuing additional academic study or training to better equip
themselves for their duties.

Subject to legislative appropriation therefore, the Commission shall
provide additional, regular training and professional development for
human resources employees and any appointees to committees appointed
by this rule. The training and development shall be:

15.4.a. Mandatory with appropriate consideration given to limiting travel
demands on employees; and

15.4.b. In addition to and may not supplant the training and professional
development regularly provided to any class of employees by each
organization.

An account of the total amount, type of training or professional
development provided, the number of employees who participated and the
overall cost of the training and professional development provided to
employees shall be provided to the Commission by the organizations as
part of the annual personnel reports at a time designated by the
Commission.
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§133-53-16.

Organizational Rules.

16.1.

16.2.

16.3.

16.4.

16.5.

Each institution shall amend any of its policies/rules to comply with the
Commission’s rule or rules no later than six months after the effective date
of any change in statute or Commission rule or rules, unless a different
compliance date is specified within the statute or rule containing the
requirements or mandate.

An institution may not adopt a rule, as mandated by this subsection, until
it has consulted with the appropriate employee classes affected by the
institution’s rule or rule’s provisions. At a minimum, consultations with
the institutional Classified Employees Council (staff council) and/or the
institutional Faculty Senate (faculty senate), as appropriate, shall take
place.

If an institution fails to adopt a rule or rules as mandated by this
subsection, the Commission may prohibit it from exercising any flexibility
or implementing any discretionary provision relating to human resources
contained in statute or in a Commission rule until the organization's rule
requirements have been met.

An institution may exercise additional flexibility or areas of operational
discretion identified in statute or in Commission rule or rules when it
meets the following requirements:

16.4.a. Receives certification from the Commission that the institution has
achieved full funding of the Temporary Higher Education
Classified Employee Annual Salary Schedule or is making
appropriate progress toward achieving full funding.

16.4.b. Promulgates a comprehensive salary rule or rules as required by
statute.

16.4.c. Receives approval for the salary rule from the Chancellor.
16.4.d. Adopts the rule by vote of the institution’s governing board.

The Chancellor or his or her designee has the authority and the duty to
review each institution’s salary rule or rules and to recommend changes to
the rule or rules to bring them into compliance with state and federal law,
Commission rule or rules or legislative and Commission intent. The
Chancellor may reject or disapprove any rule or rules, in whole or in part,
if he or she determines that it is not in compliance with any law or
rule/rules or if it is inconsistent with Legislative and Commission intent or
does not sufficiently address and include measures that foster meaningful
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§133-53-17.

accountability of the institution to this rule, its own rules and state and
federal law.

Organizational Accountability.

17.1.

17.2.

17.3.

17.4.

17.5.

The Commission shall conduct a systematic human resources review of
each organization by an external vendor possessing experience and
expertise in conducting these reviews every five years, subject to
Legislative appropriation. The first review shall be completed no later than
June 30, 2013.

The review shall focus on highlighting strengths and identifying and
correcting any deficiencies in complying with state and federal law and in
adhering to personnel rule or rules of the Commission.

The Commission shall provide organizations with reasonable notice prior
to conducting a human resources review and shall identify the subjects to
be examined in the review.

A major deficiency means an organization has failed to comply with
federal or state law or with personnel rules of the Commission. The
following guidelines exist for correcting deficiencies should any be found:

17.4.a. When a major deficiency is identified, the Commission shall notify
the governing board of the institution in writing within forty
working days, giving particulars of the deficiency and outlining
steps the governing board is required to take to correct the
deficiency.

17.4.b. The governing board shall correct the major deficiency within four
months and shall notify the Commission when the deficiency has
been corrected; however, extensions of this time frame may be
requested and granted by the Commission.

If the governing board fails to correct the major deficiency or fails to
notify the Commission that the deficiency has been corrected within a
period of four months from the time the governing board receives
notification, the Commission shall apply sanctions as specified:

17.5.a. A formal reprimand shall be placed in the personnel file of each
key administrator who shares responsibility and has operational
authority in the area of the identified deficiency. The maximum
period of time this reprimand shall remain in the personnel file
shall be one year.
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17.6.

17.7.

17.5.b. Other sanctions may include, but are not limited to, suspending
new hiring by the organization and prohibiting compensation
increases for key administrators who have authority over the areas
of major deficiency until the identified deficiencies are corrected.

To the extent that major deficiencies are identified relative to the
Commission central office the sanctions described above shall be
applicable.

The Vice Chancellor for Human Resources shall report annually to the
Commission on each institution under its jurisdiction on its adherence to
this rule, the institution’s own rules and both state and federal law
regarding personnel and accountability.
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APPENDIX B

FISCAL NOTE FOR PROPOSED RULES

Rule Title: Human Resources Administration

Type of Rule: Legislative [ |Interpretive [ ___| Procedural

Agency: Higher Education Policy Commission

Address: 1018 Kanawha Blvd. East, Suite 700, Charleston, WV 25301
Contact: Dr. Paul L. Hill, Chancellor

Phone Number: 304-558-0699 Email: chancellor@hepc.wvnet.edu

Fiscal Note Summary
Summarize in a clear and concise manner what impact this measure

will have on costs and revenues of state government.

No impact.

Fiscal Note Detail
Show over-all effect in Item 1 and 2 and, in Item 3, give an explanation of
Breakdown by fiscal year, including long-range effect.

FISCAL YEAR
Effect of Proposal Current Next Fiscal Year
Increase/Decrease Increase/Decrease (Upon Full Implementation)
(use “-%) (use “-)
1. Estimated Total Cost 0.00 0.00 0.00
Personal Services 0.00 0.00 0.00
Current Expenses 0.00 0.00 0.00
Repairs & Alterations 0.00 0.00 0.00
Assets 0.00 0.00 0.00
Other 0.00 0.00 0.00
% Dstmated Total 0.00 0.00 0.00
Rule Title: L4




Rule Title: Human Resources Administration

3. Explanation of above estimates (including long-range effect):
Please include any increase or decrease in fees in your estimated total revenues.

There will be no effect on cost or revenue.

MEMORANDUM

Please identify any areas of vagueness, technical defects, reasons the proposed rule would
not have a fiscal impact, and/or any special issues not captured elsewhere on this form.

Date: February 19, 2013

Signatutyﬁ’(@—n?}?)r Autherized Representative
( V

/ <
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West Virginia Higher Education Policy Commission c%
West Virginia Community and Technical College System 1 Wb

COMMUNITY AND TE

1018 Kanawha Boulevard East, Suite 700
Charleston, WV 25301
(304) 558-2101

David K. Hendrickson Robert L. Brown
. www.hepc.wvnet.edu A
Chair www.wvctcs.org Chinie
Paul L. Hill James L. Skidmore
Chancellor Chancellor

Title 133 and Title 135
Series 53
Legislative Rule
Human Resources Administration

Summary of Comments and Responses

Comment: A comment questioned the modification of the definition of “peer group” from
that contained within West Virginia Code §18B-1-2.

Response: The definition of “peer group” was refined to track the statutory
definition while making it consistent with compensation principles. (Section
3.2.9.))

Comment: A comment proposed to include a definition for “meaningful accountability.”

Response:  Two sections were modified/added to address “meaningful
accountability.” (Section 3.23. and Section 16.5.)

Comment: Comments were received on several references to the “Commission and the
Council” and suggested modification to “Commission in consultation with the Council.”

Response: The rule was modified to read Commission and Council, or Council
and Commission, where appropriate.

Comment: A comment was received suggesting an amendment to the composition of
the Job Classification Committee to create equal representation between Human
Resource Specialists and ACCE members on the committee.

Response: No change was made to the composition of this committee on
grounds that the work of the committee is largely technical in nature and should
be performed primarily by those with professional qualifications and broader
experience in the classification field. (Section 5.2.)

Comment: A suggestion was made to include the word “maintain” with respect to
minutes of the Job Classification Committee.

Response: This suggestion was incorporated into the rule. (Section 5.8.k.)
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Page 2

Comment: A comment asked for clarification of the position review appeals process.

Response: Clarifying language was added better to define the steps in the
appeals process. (Section 7.2.)

Comment: A suggestion was made to include reference to peer group organizations as
a resource for a review of “comparable positions” in a position review appeal.

Response: This suggestion was incorporated into the rule. (Section 7.4.b.)

Comment: A suggestion was made to refine the language under “Job Performance” as
an illegitimate basis for an appeal of a position review.

Response: This suggestion was incorporated into the rule. (Section 7.5.d.)

Comment: Comments were received regarding the composition of the Compensation
Planning and Review Committee.

Response: Changes to the composition of this committee were proposed by the
Commission and the Council. (Section 8.2.)

Comment: A proposal was received to require at least one member of each affected
constituent group to be present in order to establish a quorum on the Compensation
Planning and Review Committee.

Response: This suggestion was incorporated into the rule. (Section 8.8.)
Comment: A comment questioned the undefined term “living wage.”

Response: This term was removed from the rule.
Comment: A comment suggested the necessity to conduct a market compensation
study every five years to include all three classes of employees so as to be able to
assess relative market equity.

Response: This suggestion was incorporated into the rule. (Section 9.2.)

Comment: A comment sought to limit the capacity of an individual institutional salary
rule to dictate a relevant recruitment market.

Response: This suggestion was incorporated into the rule. (Section 9.4.a.)

Comment: A suggestion was made that the change to the definition of “peer group”
affected a change in the relevant recruitment market.

74



Page 3

Response: The amendment to the definition of “peer group” addresses this
concern and no change was made to the language of the rule.

Comment: A comment proposed to limit the use of merit increases in pay.
Response: This proposal was rejected by the Commission and the Council.

Comment: A suggestion was made to change the word “engage” to “utilize” with
respect to the hiring of an outside consultant to conduct a market survey.

Response: This suggestion was incorporated into the rule. (Section 10.1.)

Comment: A comment suggested that job descriptions of all classes of employees
would be required for salary benchmarking purposes.

Response: This suggestion was incorporated into the rule. (Section 10.2.)

Comment: A comment—recognizing that it would require a change in the law—
proposed to amend the date against which each institution’s fully funded status would
be tested.

Response: This comment was rejected as the date is set by the statute.

Comment: A comment challenges the law’s requirement that certain non-classified and
faculty positions be counted as classified for purposes of testing the 80/20 classified-to-
non-classified employee ratio.

Response: This comment was rejected since the rule tracks the language of the
law in this regard. Some language was added to emphasize that such positions
would be treated as classified only for the purpose of calculating the ratio.
(Section 13.7).

Comment: A few comments addressed the need to ensure that performance
evaluations are regularly conducted of all employees and to provide supervisor training
for this function.

Response: Most of these comments were incorporated into the rule. (Section
14.2. and Section 14.4.)

Comment: A suggestion proposed to require consultation with Institutional Classified
Employee Council (as opposed to ACCE) and Institutional Faculty Senate (as opposed
to ACF) before the adoption of an institution’s rule.

Response: This suggestion was incorporated into the rule. (Section 16.2).
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West Virginia Higher Education Policy Commission
Meeting of February 1, 2013

ITEM: Final Approval of Revised Series 53, Human
Resources Administration

INSTITUTIONS: All

RECOMMENDED RESOLUTION: Resolved, That the West Virginia Higher

Education Policy Commission approves Series
53, Human Resources Administration, as an
emergency rule for submission to the
Legislative =~ Oversight =~ Commission  on
Education Accountability for approval and
subsequent filing with the Secretary of State.

Further Resolved, That the West Virginia
Higher Education Policy Commission approves
Series 53, Human Resources Administration,
as a legislative rule for final filing with the
Secretary of State and further legislative action
contingent upon the Legislative Oversight
Commission on Education Accountability
approval of the emergency rule.

STAFF MEMBER: Mark Toor
BACKGROUND:

Series 53, Human Resources Administration, establishes an employee classification
and compensation system. Initially, the Chancellors formed an Emergency Rule Writing
Committee consisting of Chief Human Resources Officers and representatives of the
Advisory Council of Classified Employees (ACCE) to develop a proposed emergency
rule and corresponding legislative rule to promulgate the requirements of Senate Bill
330. The proposed rules, as recommended by the Emergency Rule Writing Committee,
were approved by the Commission at the December 7, 2012 meeting for submission to
the Legislative Oversight Commission on Education Accountability (LOCEA) for
approval as well as for filing with the Secretary of State for a thirty-day public comment
period.

Subsequently, LOCEA did not approve the emergency rule, which resulted in revisions
to further clarify legislative intent. Additional changes have been made to the
emergency and legislative rules, as a result of comments offered by ACCE. Mr. Mark
Toor, Vice Chancellor for Human Resources, will summarize the changes made to the
rules as a result of LOCEA’s review and ACCE’s comments. Staff recommends
approval of the rules as presented and requests the ability to make any additional
technical, non-substantive changes.
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CTCSe#

COMMUNITY AND TECHNICAI)
COLLEGE SYSTEM OF WV

Report to the Legislative Oversight Commission
on Education Accountability

March 18, 2013

Title 135, Series 53, Legislative Rule
Human Resources Administration
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WEST VIRGINIA Do Not Mark In This Box

SECRETARY OF STATE
NATALIE E. TENNANT ZIIFEB 19 PM 2::

ADMINISTRATIVE LAW DIVISION

RO o o SRS ORI s . R
NOTICE OF AGENCY APPROVAL OF A PROPOSED RULE
AND
FILING WITH THE LEGISLATIVE RULE-MAKING REVIEW COMMITTEE
AGENCY: WYV Council for Community and Technical College Education 4 TITLE NUMBER: 135
CITE AUTHORITY: §18B-1B-5, §18B-4-2a, §18B-7, §18B-8, §18B-9 and §18B-9A
AMENDMENT TO AN EXISTING RULE: YES No_X

IF YES, SERIES NUMBER OF RULE BEING AMENDED:
TITLE OF RULE BEING AMENDED:

IF NO, SERIES NUMBER OF RULE BEING PROPOSED: 515 >3

TITLE OF RULE BEING PROPOSED, Human Resources Administration

THE ABOVE PROPOSED LEGISLATIVE RULE HAVING GONE TO A PUBLICHEARING OR A PUBLIC
COMMENT PERIOD ISHEREBY APPROVED BY THE PROMULGATING AGENCY FOR FILING WITH
THE SECRETARY OF STATE AND THE LEGISLATIVE RULE-MAKING REVIEW COMMITTEE FOR
THEIR REVIEW.
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TITLE 135
LEGISLATIVE RULE

WEST VIRGINIA COUNCIL FOR COMMUNITY AND TECHNICAL

§135-53-1.

§135-53-2.

COLLEGE EDUCATION

SERIES 53
HUMAN RESOURCES ADMINISTRATION
General.
1.1.  Scope. This rule establishes policy in a number of areas regarding human

resources administration for the employees of the West Virginia Council
for Community and Technical College Education (Council) and the public
higher education institutions in West Virginia. It also provides guidelines
for governing boards relative to decisions pertaining to public higher
education employees.

The primary responsibility for implementation rests with the West
Virginia Higher Education Policy Commission, in consultation with the
Council, who shall provide leadership and assistance to the human
resources professionals within each organization to bring about the
changes successfully.

1.2.  Authority. West Virginia Code 818B-1B-5, §18B-4-2a, §18B-7, §18B-8,
§18B-9 and §18B-9A.

1.3.  Filing Date. February __, 2013.

1.4.  Effective Date. February _ , 2013.

1.5. Repeals and replaces Title 135 Series 8, Sections 3, 10, 11, 18, and 19.

Purpose.

2.1. The intent of this rule is to establish a statewide, integrated human

resources structure capable of, but not limited to, meeting the following
objectives.

2.1.a. Providing benefits to the citizens of the State of West Virginia by
supporting the public policy agenda as articulated by state
policymakers;

2.1.b. Addressing fiscal responsibility by making the best use of scarce
resources and promoting fairness, accountability, credibility,
transparency and a systematic (FACTS) approach to progress in
personnel decision-making;
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§135-53-3.

2.1.c.

2.1.d.

2.1.e.

2.11.

2.1.9.

2.1.h.

2.1.i.

2.1.k.

2.1.1.

Definitions.

3.1.

Building upon human resources best practices to prevent, reduce,
or, wherever possible, eliminate arbitrary and capricious decisions
affecting employees of higher education organizations;

Creating a stable, self-regulating human resources system capable
of evolving to meet changing needs;

Providing for institutional flexibility —with  meaningful
accountability;

Adhering to federal and state laws, promulgated and adopted rules;

Implementing, as appropriate, human resources best practices
throughout the state higher education system;

Developing and implementing a classification and compensation
system that is fair, transparent, understandable, easy to administer,
self regulating, and adaptable to meet future goals and priorities;

Providing for careful consideration of the recommendations and
supporting documentation contained in the Final Report of the
Select Committee on Higher Education Personnel;

Encouraging organizations to pursue a human resources strategy
which provides monetary and non-monetary returns to employees
in exchange for their time, talents, and efforts to meet articulated
goals, objectives and priorities of the State, the Council and the
organization;

Maximizing the recruitment, motivation and retention of highly
qualified employees, ensuring satisfaction and engagement of
employees with their jobs, ensuring job performance and achieving
desired results; and

Providing for recommendations from the Compensation Planning
and Review Committee and the Job Classification Committee to be
considered by the Council and to be included in the legislative
reporting process.

Base Salary. The amount or a rate of compensation for a specified
position of employment or activity excluding annual experience increment
and any other payments or allowances for work or activity unrelated to
that specified position of employment.
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3.2.

3.3.

3.4.

3.5.

3.6.

3.7.

3.8.

3.9.

3.10.

3.11.

3.12.

3.13.

Benchmark Job. A job that is commonly found and defined and is used to
make pay comparisons, either within the organization or to comparable
jobs outside the organization.

Benefits. Programs that an employer uses to supplement the cash
compensation of employees, including but not limited to, health and
welfare plans, retirement plans, pay for time not worked, and other
employee perquisites.

Career Ladder. A structured sequence of related, upwardly progressing
positions.

Chancellor. Chancellor refers to the chief executive officer of the West
Virginia Council for Community and Technical College Education or the
West Virginia Higher Education Policy Commission, as appropriate.

Classification System. An organized structure in which classified jobs,
job descriptions, job titles, and job analyses are utilized to determine a
hierarchy of jobs, career ladders and pay grade assignments.

Classified Employee. Any regular employee of an organization who holds
a full-time or part-time position and is assigned a particular job and job
title within the classification system established by this rule or by other
duly promulgated and adopted rules of the Council.

Compensation. Earnings provided by an employer to an employee for
services rendered.

Compensation Philosophy. The guiding principles that ensure that a
compensation program supports an organization’s culture.

Compensation Strategy. The principles that guide the design,
implementation and administration of a compensation program at an
organization for the purpose of supporting the organization’s mission,
vision, goals and objectives.

Employee Classification or Employee Class. There are three employee
classes: classified, nonclassified and faculty.

External Market Compensation: The external market, for purposes of
evaluating relative market equity, for a classified, nonclassified or faculty
position, shall be deemed to be the median compensation of substantially
comparable positions in the relevant recruitment market as provided for in
the approved institutional salary rule.

Factor. A key position trait used to evaluate a classified position
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3.14.

3.15.

3.16.

3.17.

3.18.

3.19.

3.20.

3.21.

3.22.

according to a point factor system. The items are Knowledge; Experience;
Complexity and Problem Solving; Freedom of Action; Breadth of
Responsibility; Scope and Effect; Intrasystems Contacts; External
Contacts; Direct Supervision Exercised; Indirect Supervision Exercised;
Physical Coordination; and Working Conditions and Physical Demands.

Full Funding. When an organization provides, in total, one hundred
percent of the funds needed to meet the salary funding target reflected in
the Temporary Higher Education Classified Employee Annual Salary
Schedule, as calculated in October, 2010.

Generic Job Description. A summary of the essential functions of a job,
including the general nature of the work performed, a characteristic listing
of duties and responsibilities, and the specifications necessary to perform
the work.

Hot Jobs. Jobs which are subject to market volatility and in high demand,
usually for a temporary length of time, for which there is a low supply of
available workers with the required education, skills and abilities.

Institutions. The following entities individually or collectively—Blue
Ridge Community and Technical College; Bridgemont Community and
Technical College; Eastern West Virginia Community and Technical
College; Kanawha Valley Community and Technical College; Mountwest
Community and Technical College; New River Community and Technical
College; Pierpont Community and Technical College; Southern West
Virginia Community and Technical College; West Virginia Northern
Community College and West Virginia University at Parkersburg.

Job. The total collection of tasks, duties, and responsibilities assigned to
one or more individuals whose work is of the same nature and level.

Job Evaluation. A formal process used to evaluate classified jobs,
establish proper pay grades, and slot jobs in pay grades.

Job Family. A series of job titles in an occupational area or group.

Job Title. The label that uniquely identifies and generally describes a job.
The same descriptive job title shall be given to a group of jobs, regardless
of location in the organization, which are substantially the same in duties
and responsibilities, and which require substantially the same knowledge,
skills and abilities performed under similar working conditions.

Major Deficiency. When an organization has failed to comply with

federal or state law or with personnel rules of the Council as identified by
the human resources review.
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3.23.

3.24.

3.25.

3.26.

3.27.

3.28.

3.29.

Meaningful Accountability. Measures that ensure adherence to rules and
policies and provides for consequences for non-compliance.

Merit Increases. A discretionary salary increase given to an employee to
reward demonstrated achievements in the performance of the duties and
responsibilities of a position, as evaluated by criteria established by the
organization.

Nonclassified Employee. An employee of an organization who holds a
position that is not assigned a particular job and job title within the
classification system established by this rule, or, by other duly
promulgated and adopted rules of the Council and who meets one or more
of the following criteria:

3.2.5.a.Employee holds a direct policy-making position at the department
or organization level; or

3.2.5.b.Employee reports directly to the president or chief executive
officer of the organization.

Nonclassified Job Description. A summary of the most important features
of a job, including the general nature and level of the work performed.

Organizations. The following entities individually or collectively—
Bluefield State College; Concord University; Fairmont State University;
Glenville State College; Marshall University; Shepherd University; West
Liberty University; West Virginia School of Osteopathic Medicine; West
Virginia State University; West Virginia University, including Potomac
State College and West Virginia University Institute of Technology; Blue
Ridge Community and Technical College; Bridgemont Community and
Technical College; Eastern West Virginia Community and Technical
College; Kanawha Valley Community and Technical College; Mountwest
Community and Technical College; New River Community and Technical
College; Pierpont Community and Technical College; Southern West
Virginia Community and Technical College; West Virginia Northern
Community College; West Virginia University at Parkersburg; the Office
of the Higher Education Policy Commission; the Office of the Council for
Community and Technical College Education; and the West Virginia
Network for Educational Telecomputing.

Pay Grade. The level to which a job is assigned within a classification
structure.

Peer Group. The job occupation group as recommended by the external
vendor conducting the employee market salary study used to compare
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3.30.

3.31.

3.32.

3.33.

3.34.

3.35.

3.36.

3.37.

3.38.

where each employee category falls in relation to its relevant recruitment
market.

Point Factor Methodology. A method used to evaluate job factors in order
to determine the pay grade to which a classified position is assigned.

Position. A set of duties and responsibilities requiring employment of a
single employee at a particular organization.

Position Information Questionnaire (P1Q). A tool used in the creation and
evaluation of a classified position including the factors of Knowledge;
Experience; Complexity and Problem Solving; Freedom of Action; Scope
and Effect; Breadth of Responsibility; Intrasystems Contacts; External
Contacts; Direct Supervision Exercised; Indirect Supervision Exercised,;
Physical Coordination; and Working Conditions and Physical Demands.

President. A chief executive officer of an institution of higher education
in West Virginia who reports to the institution’s governing board.

Promotion. Movement from a classified position requiring a certain level
of skill, effort, and authority into a vacant or newly created classified
position assigned to a different job title and a higher pay grade that
requires a greater degree of skill, effort, and authority.

Relative Market Equity. The relative market status of each employee
classification at an organization falls within five (5) percent of all other
employee classifications within the organization for the preceding three-
year period. A comparison of the relative market status of the three
distinct employee classes wherein the range from the class furthest from
its market is within five (5) percent of the class closest to its market.

Relative Market Status. The calculated relationship between the average
salary of each employee classification and its peer group.

Return Rights. The right of a nonclassified employee to return to either
classified status or faculty status when provided for in the employee’s
contract or when an employee is involuntarily transferred to a
nonclassified position; provided, however, that the return right either shall
be provided for in West Virginia Code, or be in writing, a copy of which is
to be provided to the employee and placed in the personnel file. For return
to classified status, this writing must set forth the classified job title and
pay grade. For return to faculty status, this writing must set forth the
appropriate faculty track, and rank.

Salary Benchmarking. The process of market pricing a benchmark job.
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§135-53-4.

3.39. Salary Schedule. A schedule consisting of a series of pay grades enacted
by the Legislature or the Council.

3.40. Step. A standard progression in pay rate established within a pay grade.

Classification and Compensation System Goals and Objectives.

4.1. The Council, in consultation with the Commission, shall implement,
control, supervise, and manage a complete, uniform system of personnel
classification and compensation for classified employee positions. The
chief purposes of the system are to accomplish the following goals and
objectives:

4.1.a. Attract well qualified and diverse applicants.

4.1.b. Retain and motivate employees to accomplish objectives, goals,
and priorities in state law, rules of the Council, state-wide master
plans for higher education, and institutional compacts.

4.1.c. Retain and reward classified employees who make valuable
contributions to state and organization goals, objectives and
priorities.

4.1.d. Compensate employees within an organization fairly in relation to
one another.

4.1.e. Compensate employees across the higher education system who
are performing similar work at similar wage rates.

4.1.f. Compensate employees at levels that are competitive with
appropriate external markets and are fiscally responsible.

4.1.9. Ensure that regular market salary analyses are performed to
determine how organization compensation for all classes of
employees compares to compensation in relevant external markets.

4.1.h. Maintain a uniform system for classifying jobs and positions of an
organization’s classified employees.

4.1.i. Move classified employees through the compensation system
based on performance and other objective, measureable factors
including education, years of experience in higher education and
experience above position requirements.

4.1.). Assign each current employee to an initial step for his or her pay

grade that is closest to and exceeds his or her current salary
regardless of previous education, experience or performance. The
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4.2.

4.3.

4.4,

4.5.

4.6.

4.7.

salary of a current employee may not be reduced by a job
reclassification, a modification of the market salary schedule, or
other conditions that the Council and the Commission consider
appropriate and reasonable.
The Council, in consultation with the Job Classification Committee (JCC),
shall have in place a generic job description for every classified job title.

The Council, in consultation with the JCC, shall develop a Position
Information Questionnaire (P1Q) to be used by all organizations to gather
data necessary for classification of positions.

4.3.a. Each organization must ensure that a PIQ shall exist for every
classified position. A PIQ shall be updated at least every three
years for accuracy by the employee and supervisor and submitted
to human resources. Submission of an updated PIQ does not
constitute a request for a classification review. A formal request
must be made pursuant to section six of this rule.

4.3.b. Neither the employee nor the supervisor shall place duties in the
employee’s PIQ that the employee is not performing, but may be
expected to perform in the future.

Salary adjustments shall be made in accordance with the procedures for
upgrades and downgrades specified in Council rule or rules. During the
course of its reviews, should the JCC discover the systematic
misapplication of the program by an organization, it shall notify the
Chancellors, who will take the appropriate action warranted.

Whenever the Chancellors, in consultation with the Vice Chancellor for
Human Resources and the JCC determine that employees have been
misclassified at the organizational level, they shall order that these
classifications and salaries be immediately adjusted to the proper level.

Absent fraud on the behalf of the employee, any overpayment to the
employee because of an erroneous classification decision by an
organization shall not be collected from the employee. However, any
erroneous overpayment to such an employee, once corrected, shall not be
deemed as evidence in claims by other employees that the classification
and compensation program is not equitable or uniform.

Provide that recommendations from the Compensation Planning and

Review Committee (CPRC) and the JCC be considered by the Council and
the Commission and be included in the legislative reporting process.
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§135-53-5.

4.8.

4.9.

The Council and Commission may allow the CPRC to collapse the three
lowest pay grades into a single pay grade and provide for employees to be
paid at rates appropriate to the highest of the three lowest pay grades.

Pursuant to State law, the Council may not delegate to the JCC or the
CPRC the following:

4.9.a. Approval of a classification and compensation rule;
4.9.b. Approval of the job evaluation plan;
4.9.c. Approval of the annual market salary schedule; and

4.9.d. Approval of the annual minimum salary schedule.

Job Classification Committee.

5.1

5.2.

5.3.

5.4.

5.5.

5.6.

The Council hereby establishes a Job Classification Committee (JCC).
This committee shall replace the Job Evaluation Committee (JEC) upon
the effective date of this rule. The Vice Chancellor for Human Resources
shall serve as the Chair of the Job Classification Committee.

The JCC shall be comprised of four classified employees and six Human
Resources specialists, ensuring representation from the Council
institutions and the Commission institutions.

The Chancellor shall solicit nominations for JCC members from the
Advisory Council of Classified Employees (ACCE) and the Chief Human
Resources Officers (CHROSs).

JCC members shall be appointed by the Chancellor of the West Virginia
Higher Education Policy Commission, with concurrence of the Chancellor
of the West Virginia Council for Community and Technical College
Education, subject to approval by the Commission and Council.

An organization may have no more than two members serving on the
Committee at any time and the combined membership representing
various groups or divisions within or affiliated with an organization in
total may not constitute a majority of the membership.

Committee members shall serve staggered terms. One third of the initial
appointments shall be for two years, one third for three years and one third
for four years. Thereafter, the term is four years. A member may not
serve more than four years consecutively.



5.7.

5.8.

5.9.

The Council shall use a point factor methodology to classify jobs. The
Council, in consultation with the Commission, may adjust the job
evaluation plan, including the factors used to classify jobs and their
relative values, if necessary.

Powers and duties of the Job Classification Committee include, but are not
limited to, the following:

5.8.a.

5.8.b.

5.8.c.

5.8.d.

5.8.e.

5.8.1.

5.8.0.

5.8.h.

5.8.1.

5.8.k.

Providing a system of audit for all job descriptions to make sure
that the responsibilities of positions are accurately reflected;

Modifying and deleting jobs and assigning job titles;

Reviewing and revising job titles to make them consistent among
organizations, including adopting consistent title abbreviations;

Establishing job worth hierarchies and data lines for each job title;

Classifying jobs, establishing proper pay grades, and placing jobs
in pay grades consistent with the job evaluation plan;

Determining when new job titles are needed and creating new job
titles within the system;

Recommending base pay enhancements for jobs for which the
application of point factor methodology produces significantly
lower salaries than external market pricing. The JCC may exercise
this authority only if it reevaluates each job annually to make a
determination whether the enhancement should be continued;

Recommending a procedure for performing job family reviews for
the joint approval of the Council and Commission;

Determining appropriate career ladders within the classification
system and establishing criteria for career progression;

Hearing job classification appeals prior to commencement of the
formal grievance process pursuant to Council rule or rules; and

Developing operational procedures which shall include, but not be
limited to, the keeping of minutes which shall be recorded, posted
and maintained at the direction of the Vice Chancellor for Human
Resources.

The JCC shall meet monthly if there is business to conduct and also may
meet more frequently at the call of the chair, given adequate lead time. A
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5.10.

majority of the voting members serving on the Committee at a given time
constitutes a quorum for the purpose of conducting business providing that
both classified staff and human resources representatives are present.

When evaluating jobs, the JCC shall use the following procedure:

5.10.a. Each JCC member shall classify each job individually,
independently of other members;

5.10.b. The chair shall compile and share the individual evaluations with
the whole JCC,; and

5.10.c. After discussing the issues and resolving differences, the JCC shall
make a determination of the appropriate classification for each job.
The Vice Chancellor for Human Resources shall communicate, in
writing, the JCC’s decision to the CHROs and members of the JCC
within ten working days.

8135-53-6.  Classification Review Request of Existing Position.

6.1.

6.2.

6.3.

An incumbent classified employee or the employee’s supervisor may
request a PIQ review when significant changes occur in the principal
duties and responsibilities of a classified position. To initiate the review,
the employee and supervisor must revise the PIQ and submit it to Human
Resources along with a formal request for a review. The request must
include the date and the reason for such request.

6.1.a. The responsibility for assigning tasks and duties to a position
belongs to the supervisor.

6.1.b. Requests for position reviews also may be initiated by an employee
with Human Resources after discussion with the immediate
supervisor.

6.1.c. PIQ reviews also may be initiated by the institution’s Chief Human
Resources Officer or his/her designee after discussion with the
immediate supervisor.

Within forty-five (45) working days from the date of the formal request
for review of a PIQ, the institution’s Chief Human Resources Officer or
his/her designee shall report to the requestor in writing the result of the
classification review.

An organization that fails to complete a review within the specified time
shall provide the employee back pay from the date the request for review
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was received if the review, when completed, produces a reclassification of
the position into a job in a higher pay grade.

8135-53-7.  Classification Appeals Process.

7.1.

7.2.

7.3.

74.

The objective of classifying a position is to determine job content and its
relative worth. A job’s title and description are based upon the duties and
responsibilities of the position, not the characteristics of the individual
holding the position.

In the event that a classified employee disagrees with a classification
decision made at the organizational level, he/she may appeal that decision
in writing to the Vice Chancellor for Human Resources for review by the
JCC. Filing a classification appeal, however, shall not abridge the rights
of a classified employee to file a formal grievance, using the statutory
grievance process as set forth in West Virginia Code 86C-2-1 et seq.;
provided, however, upon the simultaneous filing of a statutory grievance
and a classification appeal to the Vice Chancellor for Human Resources
by a classified employee, a request may be made, in writing, by the
classified employee to hold the grievance in abeyance until the review by
the JCC is completed and a classification decision is rendered by the JCC.

Time limits.

7.3.a. The classified employee shall submit a completed “Classification
Appeals Form” to the organization’s Human Resources office
within ten (10) working days from the date of receipt of the notice
of the organization’s classification decision.

7.3.b. The organization’s human resources staff shall render a decision
on the appeal within five (5) working days whether the original
decision shall be upheld.

7.3.c. The classified employee shall have five (5) working days from the
date of receipt of the notice upholding the original decision of the
organization to appeal the action to the Vice Chancellor for Human
Resources for submission to the JCC.

Upon receipt of the classified employee’s appeal of the organization’s
decision, the Vice Chancellor for Human Resources shall forward the
appeal to the JCC.

7.4.a. The JCC shall review the Classification Appeals Form, the original

PIQ, and all supporting documentation, submitted by a classified
employee to the Human Resources Office.
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§135-53-8.

7.4.b.

7.4.c.

The JCC may review comparable positions within the
organizations, as defined in Section 3.27 of this rule.

The JCC shall notify the classified employee, and the
organization’s Human Resources Office, of its decision in writing,
within twenty (20) working days from the date of receipt of the
appeal to the Vice Chancellor for Human Resources. The
notification shall specify the effective date should there be any
change in status.

7.5.  An appeal shall not be considered if based on any of the following
reasons:

7.5.a.

7.5.b.

7.5.c.

7.5.d.

7.5.e.

7.5.1.

Seniority. An appeal shall not be considered if it is based on the
employee’s length of service with the organization or with the state
of West Virginia.

Qualifications of the individual incumbent. An appeal shall not be
considered if it is based upon the individual classified employee’s
qualifications. A classification determination is based upon the
requirements in the PIQ necessary to perform the duties and
responsibilities of the position.

Anticipated future job responsibilities. An appeal shall not be
considered if it is based upon responsibilities that may be included
in the job assignment in the future.

Job Performance. An appeal shall not be considered if it is based
upon the performance of the incumbent or certain personality traits
(e.g., loyalty, dedication, commitment to organization,
hardworking, etc.). A classification determination is based upon
the level and complexity of the duties and responsibilities outlined
in the PIQ, not the characteristics of the individual holding the
position.

Salary within a salary range. An appeal shall not be considered if it
is based upon the fact that an employee’s salary is close to the
maximum of a salary range or the relative position of the salary
within the assigned salary range.

Increase in the volume of work. An appeal shall not be considered
if it is based on the volume of work rather than the level of
responsibilities and complexity of the work.

Compensation Planning and Review Committee.
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8.1.

8.2.

8.3.

8.4.

8.5.

8.6.

8.7.

The Council and Commission shall hereby establish and maintain a
Compensation Planning and Review Committee (CPRC). The Vice
Chancellor for Human Resources shall serve as the Chair of the CPRC.

The composition of the CPRC shall consist of the Vice Chancellor for
Human Resources, the Vice Chancellor for Finance, two members
representing the statewide Advisory Council of Classified Employees, one
from institutions under the jurisdiction of the Council and one from
institutions under the jurisdiction of the Commission; two members
representing the Advisory Council of Faculty; one from institutions under
the jurisdiction of the Council and one from institutions under the
jurisdiction of the Commission; and two human resources administrators
from institutions under the jurisdiction of the Council, and two human
resources administrators from institutions under the jurisdiction of the
Commission; and a president from each of the two systems.

The method for nominating CPRC members shall be representative of all
the higher education organizations and affected constituent groups,
including specifically providing for membership selections to be made
from nominations from the Advisory Council of Classified Employees, the
Advisory Council of Faculty, the human resources representatives, and the
Council of Presidents group. The Presidents shall nominate a president
from their respective systems. The Chancellors, jointly, shall appoint
members from nominations made by these affected constituent groups and
require approval of the Council and Commission before beginning service.

An organization may have no more than two members serving on the
CPRC at any time and the combined membership representing various
groups or divisions within or affiliated with an organization in total may
not constitute a majority of the membership.

The CPRC members shall develop operational procedures which shall
include, but not be limited to, the keeping of minutes which shall be
recorded, posted and maintained at the direction of the Vice Chancellor for
Human Resources.

The CPRC shall manage all aspects of compensation planning and review
that the Council delegates to it, within the provisions of state law.

CPRC members shall serve staggered terms. One third of the initial
appointments shall be for two years, one third for three years and one third
for four years. Thereafter, the term is four years. A member may not
serve more than four years consecutively.
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§135-53-9.

8.8.

8.9.

The CPRC shall meet at least quarterly and at other times at the call of the
Chair. A majority of the voting members serving on the CPRC at a given
time constitutes a quorum for the purpose of conducting business,
provided that at least one member from each constituent group is present.

The CPRC has powers and duties which include, but are not limited to, the
following:

8.9.a. Making annual recommendations for revisions in the system
compensation plan, based on existing economic, budgetary and
fiscal conditions or on market study data;

8.9.b. Overseeing the five-year external market salary study;
8.9.c. Overseeing the annual internal market review;

8.9.d. Meeting at least annually with the JCC to discuss benchmark jobs
to be included in salary surveys, market “hot jobs” that may
require a temporary salary adjustment, results of job family
reviews, and assessment of current job titles within the
classification system for market matches and other issues as the
Vice Chancellor for Human Resources, in consultation with the
Chancellors, determines to be appropriate;

8.9.e. Recommending to the Chancellors a process for their approval to
recommend and calculate temporary salary adjustments and any
time limits or reviews of these adjustments; and

8.9.f. Performing other duties as assigned by the Council or Commission
or as necessary or expedient to maintain an effective classification
and compensation system.

Compensation: Classified Market Salary Structure and Minimum Salary
Schedule.

9.1.

9.2.

The Council and Commission shall develop and maintain a market salary
structure and minimum salary schedule and ensure that all organizations
under its jurisdiction adhere to state and federal laws and duly
promulgated and adopted organization rules.

The Council and Commission shall jointly contract with a qualified
external vendor to conduct a market salary study for each category of
employees at least once within each five-year period. Based on the study
results, the Council and Commission, in consultation with the CPRC, and
taking into consideration the recommendations of the external vendor,
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9.3.

9.4.

9.5.

may take any combination of the following actions in regard to the
classified market salary structure:

9.2.a. Adjust the number of pay grades;

9.2.b. Adjust the point values necessary for a job to be assigned to a
particular pay grade;

9.2.c. Adjust the midpoint differentials between pay grades to better
reflect market conditions; or

9.2.d. Adjust the range spread for any pay grade.

The Commission, in consultation with the Council, may perform an annual
review of market salary data to determine how salaries have changed in
the external market. Based on supporting data derived from that review,
the Council and Commission, with input from the CPRC, shall adjust the
market salary structure. In the absence of a market salary study conducted
by a qualified external vendor, the Council and Commission may not
adjust the midpoint differentials between pay grades unless required to do
so by a change in minimum wage or other laws or regulations and may not
adjust the range spread for any pay grade.

The market salary structure serves as the basis for the following activities:

9.4.a. Evaluating compensation of classified employees in relation to
appropriate external markets. The external market compensation
for a job shall be deemed to be the median compensation of
substantially comparable positions in the relevant recruitment
market; and

9.4.b. Developing the minimum salary schedule to be adopted by the
Council and Commission. No organization may compensate a
classified employee at a salary rate of less than the minimum
salary rate values provided for in the minimum salary schedule.

The market salary structure shall include the following criteria:

9.5.a. The number of pay grades and steps to be included in the structure;

9.5.b. A midpoint value for each pay grade which represents the average
salary of jobs in that pay grade. The Council and Commission
may choose a midpoint step value at its discretion, based on its

compensation philosophy, which need not be based exclusively on
market salary data; and
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9.6.

9.7.

9.8.

9.9.

9.10.

9.5.c. The minimum and maximum step values based on an established
range spread, as well as values for other steps in the salary
structure.

The Council and Commission may annually approve a minimum salary
schedule that sets forth a compensation level for each step and pay grade
below which no organization employee may be paid.

The minimum salary floor for each pay grade and step on the minimum
salary schedule shall be at an appropriate percentage of the most recent
annual market salary data, to be determined by the Council and
Commission. The Council and Commission also shall consider the
minimum wage and other laws that ensure that employees earn a living
wage and shall maintain a salary structure which ensures that the average
salary of each class of employees meets relative market equity among
employee classes. The Council and Commission may take into
consideration other factors they consider appropriate.

The external market, for purposes of evaluating relative market equity, for
a classified, nonclassified or faculty position, shall be deemed to be the
median compensation of substantially comparable positions in the relevant
recruitment market, as provided for in the approved institutional salary
rule.

The salary of a classified employee working fewer than thirty-seven and
one-half hours per week shall be prorated. The organization’s salary rule
may provide for differential pay for certain classified employees who
work different shifts, weekends or holidays.

Merit increases may be granted if they are in accordance with state code
and with duly promulgated rules of the Council.

Salary Benchmarking.

10.1.

10.2.

The Council and Commission will utilize an experienced compensation
consultant to perform the functions related to salary benchmarking.

Job descriptions representative of all categories of employees will be
reviewed to ensure that the duties and responsibilities are understood so
that appropriate matches can be made to benchmark positions. The
following guidelines will be used for benchmark selection:

10.2.a. Representation of all job families and levels throughout the system.

10.2.b. Highly populated jobs.
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10.2.c. Jobs found in most of the system institutions.
10.2.d. Jobs with recruitment or retention problems.
10.2.e. Geographic differentials as necessary will be used to ensure that

the data are reflective of the labor market and economic
conditions.

8135-53-11. Full Funding: Temporary Higher Education Classified Employee Annual
Salary Schedule.

11.1.

11.2.

11.3.

11.4.

Once the Council has certified that an organization under its jurisdiction
has achieved full funding of the Temporary Higher Education Classified
Employee Annual Salary Schedule, the organization’s governing board
has the authority to pay classified employees in excess of the salary on the
Temporary Higher Education Classified Employee Annual Salary
Schedule for their pay grade and years of experience, as long as the
governing board has a salary rule in place ensuring that salary increases
above the salary schedule are distributed equitably and in a manner
consistent with the uniform classification and compensation system.

An organization has achieved full funding of the Temporary Higher
Education Classified Employee Annual Salary Schedule when it provides,
in total, one hundred percent of the funds needed to meet the salary
funding target as calculated in October 2010. When an organization is
fully funded, the Chancellor shall provide official certification that the
organization has attained full funding of the Temporary Higher Education
Classified Employee Annual Salary Schedule.

Until an organization is fully funded or making appropriate progress as
defined in this rule, the following restrictions apply:

11.3.a. Classified salary increases distributed within the organization shall
be provided in accordance with the uniform classification and
compensation system established by §18B-9-1 et seq.

11.3.b. An organization may not provide discretionary salary increases
including performance or merit based increases to the president or
chief executive or any group or class of employees, other than
classified employees.

An organization is considered to be making appropriate progress when it
has funded at least twenty-five percent of the amount needed to reach full
funding of the Temporary Higher Education Classified Employee Annual
Salary Schedule by July 1, 2013; has funded at least fifty percent of the
calculated amount by July 1, 2014; has funded at least seventy-five
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11.5.

percent of the calculated amount by July 1, 2015 and has funded one
hundred percent of the calculated amount by July 1, 2016.

Until such time that a new salary schedule is implemented, the current
Temporary Higher Education Classified Employee Annual Salary
Schedule, consisting of a minimum annual salary for each pay grade in
accordance with experience in West Virginia higher education or West
Virginia state government, shall be in place. An employee is considered
equitably compensated if his or her salary is at the minimum salary on the
Temporary Higher Education Classified Employee Annual Salary
Schedule that is required for his or her pay grade and years of experience
on the July 1, 2001 salary schedule.

8135-53-12. Classification System Methodology Audit.

§135-53-13.

12.1.

By July 1, 2014 and at least once within each five year period thereafter,
the Council and Commission shall review the effectiveness of the system
for classifying jobs and submit an in-depth report to the Legislative
Oversight Commission on Education Accountability. The report shall
include, but is not limited to, findings, recommendations and supporting
documentation regarding the following job classification issues:

12.1.a. The effectiveness of the point factor methodology and a
determination of whether it should be maintained; and

12.1.b. The status of the job evaluation plan, including the factors used to
classify jobs or their relative values, and a determination of
whether the plan should be adjusted.

Nonclassified Employees.

13.1.

13.2.

13.3.

By July 1, 2013, the percentage of personnel placed in the category of
nonclassified may not exceed twenty-five percent of the total number of
classified and nonclassified employees of that organization.

Except as otherwise provided for in this rule, by July 1, 2015, the
percentage of personnel placed in the category of nonclassified may not
exceed twenty percent of the total number of classified and nonclassified
employees of that organization.

Organizations may request an extension to July 1, 2016, to comply with
the requirement that the percentage of personnel placed in the category of
nonclassified may not exceed twenty percent of the total number of
classified and nonclassified employees of that organization. If an
extension is granted, it may not exceed twenty-five percent and it must be
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13.4.

13.5.

13.6.

13.7.

13.8.

approved in advance of implementing such extension, by both the
institution’s governing board and the Council.

In establishing return rights of a nonclassified employee to classified
status, the return rights must be evidenced in writing, provided to the
employee and placed into the employee’s personnel file, and must
articulate the job title and pay grade. If the institution’s compensation
system establishes discretion as to placement on the salary schedule, then
an indication of that placement must be specified.

In establishing return rights of a nonclassified employee to faculty status,
the return rights must be evidenced in writing, provided to the employee
and placed into the employee’s personnel file, and must articulate faculty
track, tenure status if any, faculty rank if any, faculty job title, faculty
compensation rate, and if non-tenured, whether the faculty status would be
for a term, defined in the document, or for the remainder of the academic
or fiscal year following separation from nonclassified status.

Classified employees who were involuntarily transferred to non-classfied
positions have the right to return to classified positions based on West
Virginia Code provisions.

When an organization counts, as faculty or classified staff, those
administrators who retain the right to return to faculty or classified
positions, these designations apply only to the calculation of the
organization’s compliance with the statutory maximum ratio of
nonclassified employees and are to be treated and counted as nonclassified
employees for all other purposes. An organization shall report to the
Council all nonclassified employees who retain return rights to either a
classified or faculty position in the category of “nonclassified” in all data
submissions or analysis other than the determination of the ratio of
nonclassified employees, including but not limited to the analysis of
relative market equity.

The current annual salary of a nonclassified employee may not be reduced
if his or her position is redefined as a classified position solely to meet the
requirements of West Virginia Code §18B-7-11. If such a nonclassified
employee is reclassified, his or her salary does not constitute evidence of
inequitable compensation in comparison to other employees in the same
pay grade.

8135-53-14. Employee Performance Evaluations.

14.1.

After a classified employee’s probationary period, during which 3-month
and 6-month probationary performance evaluations are required, each
employee shall receive a written evaluation of his or her job related
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§135-53-15.

14.2.

14.3.

14.4.

14.5.

performance on an annual basis. A copy of the evaluation document shall
be placed into the employee’s personnel file and must include
confirmation, through a physical or an electronic signature of the
employee, signifying that the employee has participated in the evaluation
process.

Organizations shall conduct regular performance evaluations of non-
classified employees and faculty as well as classified employees.

Each organization shall develop a consistent, objective performance
evaluation system and evaluation instrument(s).

Organizations shall train supervisors in the best practices of conducting
employee performance evaluations.

Supervisors who fail to conduct evaluations of those employees who
report to them, according to their organization’s policies, may be subject
to disciplinary action.

Training and Development.

15.1.

The Vice Chancellor for Human Resources shall carry out the following
duties related to training and development:

15.1.a. Analyzing and determining training needs of organization
employees and formulating and developing plans, procedures and
programs to meet specific training needs and problems. Successful
completion of these tasks requires the Vice Chancellor for Human
Resources to work closely with and communicate regularly with
the training and development coordinators employed by each
organization.

15.1.b. Developing, constructing, maintaining and revising training
manuals and training aids or supervising development of these
materials by outside suppliers.

15.1.c. Planning, conducting, and coordinating management inventories,
appraisals, placement, counseling and training.

15.1.d. Coordinating participation by all employees in training programs
developed internally or provided by outside contractors.

15.1.e. Administering and analyzing an annual training and development

needs survey. The survey may coincide with the completion of the
annual performance review process.
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15.2.

15.3.

15.4.

15.5.

15.1.f. Developing model supervisor training programs in order to provide
guidance in best practices related to supervision of subordinates
and compliance with federal and state employment laws and rules
of the Council.

15.1.g. Developing training and professional development programs for
personnel who administer human resources functions at each
organization in response to performance reviews of those
personnel, which are conducted at least once every three years.

The Council shall assist organization human resources professionals in
applying Fair, Accountable, Credible, Transparent, and Systematic
(FACTYS) principles to all human resources functions and shall provide
model training programs to organizations upon request for assistance.

Funds allocated or made available for employee continuing education and
development may be used to compensate and pay expenses for faculty or
staff pursuing additional academic study or training to better equip
themselves for their duties.

Subject to legislative appropriation therefore, the Council shall provide
additional, regular training and professional development for human
resources employees and any appointees to committees appointed by this
rule. The training and development shall be:

15.4.a. Mandatory with appropriate consideration given to limiting travel
demands on employees; and

15.4.b. In addition to and may not supplant the training and professional
development regularly provided to any class of employees by each
organization.

An account of the total amount, type of training or professional
development provided, the number of employees who participated and the
overall cost of the training and professional development provided to
employees shall be provided to the Council by the organizations as part of
the annual personnel reports at a time designated by the Council.

§135-53-16. Organizational Rules.

16.1.

Each institution shall amend any of its policies/rules to comply with the
Council’s rule or rules no later than six months after the effective date of
any change in statute or Council rule or rules, unless a different
compliance date is specified within the statute or rule containing the
requirements or mandate.
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16.2.

16.3.

16.4.

16.5.

An institution may not adopt a rule, as mandated by this subsection, until
it has consulted with the appropriate employee classes affected by the
institution’s rule or rule’s provisions. At a minimum, consultations with
the institutional Classified Employees Council (staff council) and/or the
institutional Faculty Senate (faculty senate), as appropriate, shall take
place.

If an institution fails to adopt a rule or rules as mandated by this
subsection, the Council may prohibit it from exercising any flexibility or
implementing any discretionary provision relating to human resources
contained in statute or in a Council rule until the organization's rule
requirements have been met.

An institution may exercise additional flexibility or areas of operational
discretion identified in statute or in Council rule or rules when it meets the
following requirements:

16.4.a. Receives certification from the Council that the institution has
achieved full funding of the Temporary Higher Education
Classified Employee Annual Salary Schedule or is making
appropriate progress toward achieving full funding.

16.4.b. Promulgates a comprehensive salary rule or rules as required by
statute.

16.4.c. Receives approval for the salary rule from the Chancellor.
16.4.d. Adopts the rule by vote of the institution’s governing board.

The Chancellor or his or her designee has the authority and the duty to
review each institution’s salary rule or rules and to recommend changes to
the rule or rules to bring them into compliance with state and federal law,
Council rule or rules or legislative and Council intent. The Chancellor may
reject or disapprove any rule or rules, in whole or in part, if he or she
determines that it is not in compliance with any law or rule/rules or if it is
inconsistent with Legislative and Council intent or does not sufficiently
address and include measures that foster meaningful accountability of the
institution to this rule, its own rules and state and federal law.

8§135-53-17. Organizational Accountability.

17.1.

The Council shall conduct a systematic human resources review of each
organization by an external vendor possessing experience and expertise in
conducting these reviews every five years, subject to Legislative
appropriation. The first review shall be completed no later than June 30,
2013.
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17.2.

17.3.

17.4.

17.5.

17.6.

17.7.

The review shall focus on highlighting strengths and identifying and
correcting any deficiencies in complying with state and federal law and in
adhering to personnel rule or rules of the Council.

The Council shall provide organizations with reasonable notice prior to
conducting a human resources review and shall identify the subjects to be
examined in the review.

A major deficiency means an organization has failed to comply with
federal or state law or with personnel rules of the Council. The following
guidelines exist for correcting deficiencies should any be found:

17.4.a. When a major deficiency is identified, the Council shall notify the
governing board of the institution in writing within forty working
days, giving particulars of the deficiency and outlining steps the
governing board is required to take to correct the deficiency.

17.4.b. The governing board shall correct the major deficiency within four
months and shall notify the Council when the deficiency has been
corrected; however, extensions of this time frame may be
requested and granted by the Council.

If the governing board fails to correct the major deficiency or fails to
notify the Council that the deficiency has been corrected within a period of
four months from the time the governing board receives notification, the
Council shall apply sanctions as specified:

17.5.a. A formal reprimand shall be placed in the personnel file of each
key administrator who shares responsibility and has operational
authority in the area of the identified deficiency. The maximum
period of time this reprimand shall remain in the personnel file
shall be one year.

17.5.b. Other sanctions may include, but are not limited to, suspending
new hiring by the organization and prohibiting compensation
increases for key administrators who have authority over the areas
of major deficiency until the identified deficiencies are corrected.

To the extent that major deficiencies are identified relative to the Council
central office the sanctions described above shall be applicable.

The Vice Chancellor for Human Resources shall report annually to the
Council on each institution under its jurisdiction on its adherence to this
rule, the institution’s own rules and both state and federal law regarding
personnel and accountability.
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QUESTIONNAIRE

(Please include a copy of this form with each filing of your rule: Notice of Public Hearing or Comment Period; Proposed
Rule, and if needed, Emergency and Modified Rule.)

DATE: [February 19, 2013

TO: LEGISLATIVE RULE-MAKING REVIEW COMMITTEE

FROMZ(Agency Name, Address & Phone No i i i
1018 Kanawha Blvd, East, Suite 700, Charleston, WV

25301

Phone: 304-558-0265

LEGISLATIVE RULE TITLE: _Human Resources Administration

1. Authorizing statute(s) citation §18B-1B-5 §18B-4-22 §18B.7 §18B-8 §18R-Oand
§18B-9A

2. a.  Date filed in State Register with Notice of Hearing or Public Comment Period:

December 18, 2012 (filed for public comment)

b.  What other notice, including advertising, did you give of the hearing?

Notice via email to Community and Technical College presidents and constituent groups.
Placed on Council web site in Council meeting agenda.

c.  Date of Public Hearing(s) or Public Comment Period ended:

January 18, 2013

d.  Attach list of persons who appeared at hearing, comments received, amendments, reasons
for amendments.

Attached X No comments received
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e.  Date you filed in State Register the agency approved proposed Legislative Rule following
public hearing: (be exact)

February 19, 2013

f.  Name, title, address and phone/fax/e-mail numbers of agency person(s) to receive
all written correspondence regarding this rule: (Please type)

James | Skidmore, Chancellor
WV Council for Community and Technical College Education
1018 Kanawha Blvd., East, Suite 700

Tharteston, WV 25301

Phone: 304-558-0265

Eax: 304-558-1646

skidmore@wvctcs.org

g. IF DIFFERENT FROM ITEM ‘P, please give Name, title, address and phone
number(s) of agency person(s) who wrote and/or has responsibility for the contents of this

rule: (Please type)

SAME

If the statute under which you promulgated the submitted rules requires certain findings and
determinations to be made as a condition precedent to their promulgation:

a.  Give the date upon which you filed in the State Register a notice of the time and place
of a hearing for the taking of evidence and a general description of the issues to be
decided.
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Date of hearing or comment period:

On what date did you file in the State Register the findings and determinations required
together with the reasons therefor?

Attach findings and determinations and reasons:

Attached
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/W@ WEST VIRGINIA COUNCIL FOR COMMUNITY AND TECHNICAL COLLEGE EDUCATION

- Nelson B. Robinson Jr., Chair * James L. Skidmore, Chancellor
COMMUNITY AND TECHNICAL
COLLEGE SYSTEM OF WV
SUMMARY
Title 135

Legislative Rule
WV Council for Community and Technical College Education

Series 53
Human Resources Administration

This rule establishes policy in a number of areas regarding human resources
administration for the employees of the West Virginia Council for Community and
Technical College Education (Council) and the public higher education institutions in
West Virginia. It also provides guidelines for governing boards relative to decisions
pertaining to public higher education employees.
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Summary of Comments and Responses on Series 53 Rule

Comment: A comment questioned the modification of the definition of “peer group”
from that contained within West Virginia Code §18B-1-2.

Response: The definition of “peer group” was refined to track the statutory definition
while making it consistent with compensation principles.

Comment: A comment proposed to include a definition for “meaningful
accountability.”

Response: Two sections were modified/added to address “meaningful accountability.”
Comment: Comments were received on several references to the “Commission and
the Council” and suggested modification to “Commission in consultation with the
Council.”

Response: The proposed changes were adopted.

Comment: A comment was received suggesting an amendment to the composition of
the Job Classification Committee to create equal representation between Human
Resource Specialists and ACCE members on the committee.

Response: No change was made to the composition of this committee on grounds
that the work of the committee is largely technical in nature and should be performed
primarily by those with professional qualifications and broader experience in the
classification field.

Comment: A suggestion was made to include the word “maintain” with respect to
minutes of the Job Classification Committee.
Response: This suggestion was incorporated into the rule.

Comment: A comment asked for clarification of the position review appeals process.
Response: Clarifying language was added better to define the steps in the appeals
process.

Comment: A suggestion was made to include reference to peer group organizations
as a resource for a review of “comparable positions” in a position review appeal.
Response: This suggestion was incorporated into the rule.

Comment: A suggestion was made to refine the language under “Job Performance”
as an illegitimate basis for an appeal of a position review.
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Response: This suggestion was incorporated into the rule.

Comment: Comments were received regarding the composition of the Compensation
Planning and Review Committee.

Response: Changes to the composition of this committee were proposed by the
Commission and the Council and were adopted by LOCEA in the Emergency Rule.

Comment: A proposal was received to require at least one member of each affected
constituent group to be present in order to establish a quorum on the Compensation
Planning and Review Committee. A

Response: This suggestion was incorporated into the rule.

Comment: A comment questioned the undefined term “living wage.”
Response: This term was removed from the rule.

Comment: A comment suggested the necessity to conduct a market compensation
study every five years to include all three classes of employees so as to be able to
assess relative market equity.

Response: This suggestion was incorporated into the rule.

Comment: A comment sought to limit the capacity of an individual institutional salary
rule to dictate a relevant recruitment market.
Response: This suggestion was incorporated into the rule.

Comment: A suggestion was made that the change to the definition of “peer group”
affected a change in the relevant recruitment market.
Response: The amendment to the definition of “peer group” addresses this concern
and no change was made to the language of the rule.

Comment: A comment proposed to limit the use of merit increases in pay.
Response: This proposal was rejected by the Commission and the Council.

Comment: A suggestion was made to change the word “engage” to “utilize” with
respect to the hiring of an outside consultant to conduct a market survey.
Response: This suggestion was incorporated into the rule.

Comment: A comment suggested that job descriptions of all classes of employees
would be required for salary benchmarking purposes.
Response: This suggestion was incorporated into the rule.

Comment: A comment—recognizing that it would require a change in the law—
proposed to amend the date against which each institution’s fully funded status would
be tested.

Response: This comment was rejected as the date is set by the statute.
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Comment: A comment challenges the law’s requirement that certain non-classified
and faculty positions be counted as classified for purposes of testing the 80/20
classified-to-non-classified employee ratio.

Response: This comment was rejected since the rule tracks the language of the law
in this regard. Some language was added to emphasize that such positions would be
treated as classified only for the purpose of calculating the ratio.

Comment: A few comments addressed the need to ensure that performance
evaluations are regularly conducted of all employees and to provide supervisor training
for this function. E

Response: Most of these comments were incorporated into the rule.

Comment: A suggestion proposed to require consultation with Institutional Classified
Employee Council (as opposed to ACCE) and Institutional Faculty Senate (as opposed
to ACF) before the adoption of an institution’s rule.

Response: This suggestion was incorporated into the rule.
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