
To: President Roellke, University Vice Presidents, and Director of Athletics 
From: DeLand Staff Advisory Council 
Subject: 2020 Campus Climate Survey  
 
The 2020 Campus Climate Survey provides many of the same insights into the staff experience as the 
2016 Rankin and Associates Campus Climate Survey and reflects the overall concerns we have received 
from staff constituents over the past few years.  
 
The DeLand Staff Advisory Council provides the following feedback and recommendations for your 
consideration in response to the 2020 Campus Climate Survey.  
 
Childcare 
Over half of staff respondents (54%) disagreed that Stetson provides adequate resources to help them 
manage work-life balance, with 54% also disagreeing that childcare benefits are competitive. This is a 
concern for both staff retention and staff recruitment. Throughout the past two years, we have received 
feedback from staff constituents that unmet childcare needs include paid parental leave, access to 
quality childcare, affordability of childcare, childcare for school breaks, and childcare for non-traditional 
work schedules.  
 
Recommendation:  
Create a subgroup to assess the childcare needs and potential benefits for all employees that includes 
representatives from faculty and staff leadership. Topics for consideration should include paid parental 
leave, childcare subsidies, direct pay of childcare expenses, priority enrollment agreements with local 
childcare providers, discounted rates with local childcare providers, and University-provided school break 
programming.  
 
Classism 
83% of staff respondents who had seriously considered leaving Stetson reported believing that the 
campus climate was uncomfortable. While the faculty/staff divide remains evident, the growing concern 
is the divide between staff and their supervisors. Staff members continue to report that they are 
experiencing exclusionary conduct from their department chairs and/or supervisors. The survey 
indicates that 68% of staff respondents believe that there is a hierarchy within staff positions that values 
some voices more than others.  
 
Recommendation:  
Reiterating a prior recommendation to the VP group that consideration be given to increasing training 
efforts related to supervisory and leadership skill development. We recommend a subgroup be created to 
discuss supervisory specific initiatives, a supervisor evaluation process, and identify opportunities and 
resources for resolving supervisor and staff conflict.  
 
Communication and Collaboration 
Comparable to the data reported in the 2016 survey, staff continue to feel that their opinions are not 
valued by the faculty and administration. This feedback is consistent with the information we received in 
our systems and process improvement survey conducted in 2019. Survey data shows that there is a 
belief that policies continue to be enforced inconsistently.  
 
Pryor Education Insights report indicated that “staff noted there was tension and mistrust between 
various groups at Stetson. Some referenced the upper administration and faculty, and others described 



communication issues between others that was more rooted to a department.” There is a belief among 
staff that a primary source of this mistrust and divisiveness on the DeLand campus is a result of the 
actions of the upper administration. From divisional leadership down, there is a level of competitiveness 
and territorial behavior displayed. Animosity over budgets, staffing levels, and perceived administrative 
bloat have continued to add to this tension.  
 
Recommendations:  
Reiterating a prior recommendation to the VP group that divisional meetings occur on a quarterly basis 
(at a minimum) to make the Vice Presidents and Director of Athletics more available and accessible to 
their staff.  
 
Establish a subgroup to create initiatives to improve cross-divisional and cross-functional collaboration 
and unity.  
 
Compensation 
Consistent with the 2016 data, the 2020 survey indicated that over half of staff respondents seriously 
considered leaving Stetson. Financial reasons remain the primary driver for staff discontent with four 
out of five (81%) staff disagreeing that staff salaries are competitive. The number of staff members 
indicating that there are limited opportunities for advancement was also significant. We believe that 
current salary levels are not only causing us to lose talent, they are preventing us from hiring talent.  
 
Staff members (67%) continue to believe they are lacking clear procedures on how to advance at 
Stetson and almost half (48%) of respondents expressed that the performance evaluation process is not 
productive. Those concerns combined with questions surround an inequitable merit process have led to 
additional financial and compensation-based frustrations.  
 
Additionally, we believe that the administration overinflates the value of non-compensation benefits 
such as tuition benefits. Tuition benefits are only valuable for the members of our population who have 
college-aged dependents interested in attending Stetson or are eligible for tuition exchange benefits 
and for those employees whose education goals match our program offerings. Many positions at 
Stetson encourage or require applicants to have advanced degrees, further lessening the likelihood that 
a staff member will have academic goals that can be met through this benefit.  
 
Recommendations:  
Hire a consultant to conduct a University-wide compensation review with the caveat that our peer 
comparison groups may vary by division and department. The consultant should work with each division 
to identify true peer comparisons prior to conducting the review. We recommend reviewing the 
employee paid medical insurance costs in our peer comparison groups and include that data as a factor 
when assessing compensation rates.   
 
Create a subgroup to review and assess the effectiveness of current employee development, evaluation, 
and merit-based compensation practices.  
 
Strategic Staffing 
As shown in the 2020 Campus Climate Survey results, workload management remains a concern for the 
staff population. 38% of staff respondents are unable to complete their assigned duties during 
scheduled hours, 56% of staff respondents state their workload was permanently increased without 
additional compensation due to other staff departures (e.g., retirement positions not filled), and 43% of 



staff respondents believe that they perform more work than their Stetson colleagues with similar 
performance expectations (e.g., formal and informal mentoring or advising, helping with student groups 
and activities, providing other support). Both increased workload and a perceived unmanageable 
workload made some staff respondents seriously consider leaving Stetson.  
 
Recommendation:  
Establish a subgroup to evaluate the restructuring of the current strategic staffing process to create a 
more holistic, university-wide organizational development model that provides a forum for evaluating 
and rebalancing workloads, assessing the critical nature of positions and tasks, and approving funding, 
position creation, and hiring based on what is best for the University as opposed to looking at hiring 
solely on a divisional level. We believe that decision making based on what is in the best interest of the 
University may elevate some of the divisional tension referenced in the Communication and 
Collaboration portion of our feedback.  


