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The recommendations below reflect the work of both the Staff Recognition Work Group and the Staff Recognition Focus Group (see appendix A). Across the board, issues were raised by both groups that related to communication, recognition, and career opportunities, regardless of the assigned topics.  The consistent subject crossover reinforced the need for addressing these three critical areas that influence the work climate.  In regard to their charge, the Work Group and Focus Group had a final joint meeting which afforded everyone the opportunity to explore, explain, elaborate and clarify issues raised independently by each group and refine recommendations.

Definition of Recognition

The groups spent a good deal of time developing a working definition and common understanding of recognition. Below is a bullet point summary of the major factors to be included in the operational definition of recognition. It is the groups’ desire that UCR will take these into account in implementing improvements to recognition programs on campus. 
• Acknowledgment of one’s contribution or accomplishments

• Recognition is a complex subject and has both positive outcomes (reinforcement of desired behavior; improved morale etc.) and negative outcomes (peer jealousy, perceptions of favoritism etc.)

• Positive feedback on an employee’s contribution to the University 

• Proactive—this means that the source of recognition (manager, supervisor, or peer) is looking for reasons to do it

• Validation of performance

• Focus on the human side, not just the monetary side

• Should occur at the departmental, divisional, and campus-wide levels

• Can be for a single act or for overall performance

• With formal recognition (service awards for example) timing is very important— delays can minimize the positive impact

• Should serve to praise, compliment and encourage

• Can be formal (public recognition, established reward system, etc.), or informal (one on one, simple thank you, etc.)

• Can be delivered by a higher-level manager, a supervisor, or a peer

• Clear guidelines and rules should be attached to formal recognitions
• Consistent practice should be in place - currently some departments have a strict nomination process and some do not

• The effective delivery of recognitions requires an appropriate level of training and appropriate skill set

• It is delivered privately (one on one / face to face, E-mail, note) and publicly (service recognition, incentive award, etc.)

• Attempts to be egalitarian sometimes neutralizes the impact of recognition

• It is possible that the recipient may have mixed feelings about an award that may alienate their peers or in some way set them apart from their coworkers

• Recognition lies in both the perceptions of the giver and the receiver 

Recognition at UCR
Recognition is critical to UCR in fulfilling its mission; however, the general opinion is that it is not practiced effectively campus-wide. A common perception is that faculty tends to receive more recognition than staff. Other than a formal award system, recognition is dependent upon the individuals in charge. Many managers and supervisors either don’t recognize or don’t care about the connection between recognition and morale. The managers and supervisors who don’t give positive feedback, those who think people should not be praised for simply doing their jobs, or those who only give negative feedback, don’t realize the powerful potential that lies in simple acts of recognition and common courtesies such as “Thank you.” 

There are areas where recognition seems to be working:

• Service award programs

• Some supervisors and managers who “get” the importance of recognition can be found across campus 

• Staff Assembly newsletter, to some extent 

However, UCR does have its share of recognition issues, problems, and challenges. The groups embrace the idea that all of the shortcomings present opportunities for improvements and that it is important for the University to acknowledge their existence.

• There’s more emphasis on faculty accomplishments than staff. This is reflected on the campus web site, Inside UCR, and SCOTmail
• We don’t do a good job of recognizing new employees when they’re hired
• Some managers and higher level leaders don’t “recognize” staff presence; instead of looking people in the eye when they pass by, some put their head down or only look ahead. A simple acknowledgment, or hello, or eye contact and a nod, is an important form of recognition

• Some supervisors need some training in simple courtesies. Institute or offer training for mangers and supervisors on positive feedback, recognition, performance management, team, and morale development. Faculty could use some briefings on this subject, too. There is power in a simple and genuine “Thank you”

• Staff in academic units feel very undervalued.  Faculty need to be called upon to show greater appreciation for those supporting their work 

• Some supervisors carry a negative attitude toward recognition, “Why should I reward you for just doing your job?” 

• The perception exists that leadership does not give recognition programs a high priority
• Some clerical operations have managers who are overly focused on educational degrees which creates the perception that advancement opportunities are limited. An emphasis should also be placed on experience and expertise
• The campus does not have enough programs to recognize years of service
• Historically staff has not had enough opportunity to provide input into the development of recognition programs
• The campus does not have campus-wide recognition events
• If performance appraisals were connected to recognition and a formal two-way communication between supervisor and staff, there might be a better chance of institutionalizing the practice of recognition
Recommendations

The following recommendations are not listed in any particular order.
1. Introduce a “Who’s New at UCR” Practice

UCR should create a new employee recognition feature on the campus website.  New employees will be highlighted during their first month of hire.  This could include a Photo, standard information about the person and maybe one unique tidbit (hobby or expertise, something unusual about the individual). 
2. Offer a Public Form of Recognition on the UCR Web Site

This could include a photo of the employee and description of his/her accomplishment.
3. Institute a Time Off policy as a Form of Recognition

Maybe a half-day off on the employee’s anniversary of hire. Some departments allow two hours of coming in late or leaving early every quarter. The “off time”—the  two hours or half day would have to be flexible to accommodate the needs of the supervisor and/or the employee.

4. Include Five Years of Service as a Formal Recognition

When staff become vested (at five years of service) this is a milestone, and yet they are not formally recognized by the University until 10 years of service.  Implementing recognition at the 5 year mark would help staff feel appreciated for their dedicated service to UCR.  
5. Recognition for Operations Staff

Create a Director’s “Above and Beyond” card to be given when staff do something out of the ordinary or are consistently excellent performers. This would help them feel valued. Ideally a tangible reward could be included with the card (credit for he Bookstore, Dining, etc.).
6. New Employee Welcome

More attention needs to be given to introducing new employees to their department and to the campus. This needs to be done at the local level and involve the personal attention of one’s supervisor. 

7. Academic Senate Appreciation Program

A large number of our staff work in academic units. Ideally, the Academic Senate should be asked to take a lead role in developing and endorsing staff recognition programs involving the faculty.

8. Staff Contributions to Faculty Accomplishments

Group members recognize that the accomplishments of our faculty should be recognized at the highest level. They also recognize that staff plays a critical role in the supporting faculty. It is only fitting the staff be recognized along with faculty as appropriate.

9. Employee of the Month
An employee of the month program needs to be instituted. A work group should be assembled to develop the details. Some ideas include providing preferred parking, lunch with the “administration” etc. 

10. Certificate of Appreciation
All levels of management should issue certificate of appreciation to employees who are performing well. A work group should be established to work through the details of such a program.
11. Training Programs

The campus should provide a broad array of training programs for supervisors, managers and staff to facilitate the development of a more effective recognition program and culture at UC.

12) Accountability

Measures need to be adopted to hold manager and supervisor accountable for executing UCR’s recognition programs. 

Conclusion

The most significant challenge that UCR faces in developing a recognition program that meets the needs of staff is willingness of the leadership, managers, supervisors, faculty and staff to change their behavior. Generally, group members felt that a significant change can be realized through the employment of everyday common courtesies by management.  Additionally, peer recognition plays a highly critical role in creating and maintaining a positive, functional work environment. Management should create opportunities for more of this to occur. It is generally understood that more training for managers and staff is needed to ensure that the campus develops a successful recognition program and culture. A key element to our success is to develop mechanisms to hold those in authority accountable to following through on related campus initiatives.


