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Dr. George Cooper,

Deputy Administrator

Partnerships

Cooperative State Research, Education, and Extension Service
U.S. Department of Agriculture

Washington, D.C. 20250

Dear Dr. Cooper:

Enclosed is the University of Minnesota AREERA Plan of Work document that you
requested. It includes a plan and programs for each of the five national goals.

Please contact Dr. Phil Larsen if you have questions.
Sincerely,
At

Marilyn DeLong
MAES Deputy Director
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University of Minnesota
Implementation of Plan of Work for Research
in the Agricultural Experiment Station
Federal Fiscal Years 2000-2004

A. Background

The Agricultural Research, Extension, and Education Reform Act of
1998 (AREERA) requires that each Agricultural Experiment Station (AES)
develop a Plan of Work (POW), in addition to the system of Hatch and
regional projects.

The University of Minnesota Agricultural Experiment Station (MAES)
is comprised of research contributions from five colleges as follows: College
of Agricultural, Food, and Environmental Sciences (COAFES), College of
Natural Resources (CNR), College of Human Ecology (CHE), College of
Veterinary Medicine (CVM), and College of Biological Sciences (CBS).
Research funding is distributed among these five colleges based upon their
research activity. Management of research is decentralized to each
collegiate Dean who also serves as Associate or Assistant Director of the
Agricultural Experiment Station. The Dean of COAFES serves as Director of
the AES, the Deans of CNR and CHE have the title of Associate Directors of
MAES, and the Deans of CVM and CBS have the title of Assistant Directors.

The contact for the Minnesota Agricultural Experiment Station is the
Director:

Dr. Phil Larsen, Interim Director

University of Minnesota Agricultural Experiment Station
190 Coffey Hall

1420 Eckles Avenue

St Paul, MN 55108

B. Operating Philosophy

The shared missions of the Agricultural Experiment Station and the
University of Minnesota Extension Service include serving the people of
our state based upon three parameters: economic viability; environmental
sustainability; and quality of life. We are committed to serve all sectors of
the population and to that end view diversity in ideas and people as a
strength. We believe the roles of participants within our programs should
be structured to promote collaborations and an arena for change.
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Five pervasive values for our projects and programs in each of the
five goals of GPRA include:

1. to integrate research, education and outreach efforts in a
comprehensive program;

2. to engage in research and educational practices that do not
deplete our nonrenewable resources nor negate quality of life;
3. to derive synergy from multidisciplinary research and
collaborative learning partnerships;

4. to support and encourage experiential knowledge and the co-
learning role of citizens;

5. to encourage diversity of ideas and people within a learning
environment.

Stakeholder Input:

Continuous stakeholder input is sought from key constituents and
stakeholders appropriate to each research goal. These include groups such
as the following: peers, advisory councils, commodity groups, racial and
ethnic minorities, i.e. citizens within tribal colleges. Input from such
groups is sought yearly and research and outreach programs are planned
based upon their responses. In addition, a system of Regional Partners is
being developed throughout Minnesota to address and engage in research
critical to their region (3 were developed in 1999 and additional regional
partners will be formed as funding from the State Legislature is secured).
(See Appendix 1 for operating principles for Regional Partnerships.)

In addition every three years, stakeholder input for the research
program as a whole will be sought. The Directors and Associate Directors
of AES (representing all 5 colleges listed above) plan to visit six regions
within the state of Minnesota to present and receive feedback for their
research programs to all who wish to attend. Publicity will include media
announcements (radio, e-mail, and posters in designated public spaces
such as local libraries, and Research and Outreach Centers located within
each region).

Equal Opportunity

We adopt by reference the University of Minnesota’s Affirmative
Action Program for procedures for reporting Civil Rights compliance and
Equal Employment Opportunity requirements (See Appendix 2) .
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Funding Resources

Funding resources include federal funding (Hatch) and state
contributions to research at the approximate ratio of 1:9 . Thus the state
contributes far more than the match required to receive federal funding.
In addition, special state research initiatives address critical issues such as
wheat scab, avian respiratory disease, rural economic viability. The Rapid
Response fund is a source of funding from a recent state legislative
initiative set up to address ongoing and evolving critical issues in
Minnesota. To receive funding from Rapid Response involves a
competitive process of proposal submission and review. (See Appendix 3
for guidelines for proposals for Rapid Response).

Other funding comes from commodity check-offs in such agricultural
products as canola, wild rice, barley, milk and beef. Considerable funding
for research derives from federal funding agencies i.e., NSF, NIH as well as
national and local industry, i.e., Cargill. For example, NSF funding helps to
support state-of-the-art instrumentation in the Mass Spectrometry Center.

Scientific Merit and Peer Review _Process

Minnesota engages in a scientific merit and peer review process for
all projects. Peer review involves both reviewers internal and external to
the University (See Appendix 3 for review process for the Rapid Response
fund and Appendix 4 for reviewer form for AES projects).

At the University of Minnesota each College engages in a strategic
planning process on a yearly basis. The result is a “Compact” for each
College that serves as a basis for strategic planning and negotiations with
central administration. (See Appendix 5 for examples of Compacts for
Colleges with AES funding).

Identification of multi-state, multi-disciplinary research programs.

Minnesota engages in multi-state projects through the regional
research programs as well as an extensive program with adjacent states
(See Appendix 6). An important criterion for Minnesota to engage in
multi-state research is that projects be multi-disciplinary as well. The
University of Minnesota also engages in multi-state research with adjacent
states. For example the University of Minnesota has joint projects and
faculty appointments with North Dakota State University that involve
collaborating on sugarbeet management and production, potatoes
management and production, and cropping systems, with the University of
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Wisconsin, Madison on dairy research, with Iowa State University on use of
wetlands, with VPI on avian research.

Identification of research integrated with extension outreach programs:

Appendix 7 indicates the extensive listing of University of Minnesota
faculty with joint appointments including both research and outreach
components. This listing exceeds the federal requirement for integration
and will serve to provide evidence of the integrative efforts for federal
funding at the University of Minnesota.

In addition to meeting funding requirements there are many other
evidences of programs initiating research and carrying through to
dissemination through outreach. MN IMPACTS is a joint research and
outreach database for reporting research and outreach impacts within the
state of Minnesota (See Appendix 8 for an example of a research
accountability report from an AES project. Access the web site for
additional examples at www3.extension.umn.edu/mn impacts).

C. Plan of Work

The Minnesota POW is organized around the five national REE goals and the
following information is reported under each goal for each program:

Statement of Issues

Performance Goals: Output and Outcome Indicators
Key Program Components

Internal and External Linkages

Target Audiences

Program Duration

Allocation of resources
Appendix 9 includes the allocation of funding resources for each Goal and
specific Hatch projects within each College.

Goal 1: Through research and education, empower the
agricultural system with knowledge that will improve
competitiveness in domestic production, processing, and
marketing. (An agricultural system that is highly competitive in
the global economy.)

Goal 1-Program 1: Agricultural Production and
Farm Business Management
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Statement of Issue:

The 1996 Farm Act quickly and dramatically changed the decision-making
environment for farmland operators, owners, and managers. The
emergence of the Farm Act with its production flexibility contract
payments (PFCPs) and its almost complete elimination of planting
restrictions jolted many engaged in agriculture. Some of the primary
issues Minnesota agricultural producers will need to address as a result of
the changes in the agricultural industry and policy include: strategic
positioning, transferring management capabilities, frequent performance
monitoring, evaluating information technologies, marketing options,
monitoring external factors, managing information, and accountability.

The Center for Farm Financial Management within the College of
Agricultural, Food and Environmental Sciences was established to conduct
research and develop educational tools for farmers, agricultural lenders
and educators to apply the principles and concepts of farm planning,
financing and analysis in a practical manner. These educational tools are
usually in the form of computer software that we develop and support to
help improve the decision-making ability of farmers. To remain
competitive in agriculture, Minnesota producers and agriculture businesses
must be better able to develop sound production and business
management plans, and access educational and informational technologies.

Output/Outcome Indicators:
-CRIS Reports
-MN IMPACTS
-Number of refereed journal articles and other peer review
publications
-Industry applications of findings
Performance Goals: will vary with research project.

Key Program Components:
-Conduct research to support improved decision making and risk
management in farm planning and financing for farmers and lenders.
-Conduct research to support improved decision making in financing
for agricultural business owners.

Internal and External Linkages:

e Internal collaborations to accomplish program and objectives
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-Agronomic and animal related departments, and technical
communications in the College of Agricultural, Food, and
Environmental Sciences (COAFES)

-USDA/ARS

-University of Minnesota Extension Service

e External Collaborations:
-Farm Lenders
-Farm Credit Institutions
-Farm Service Agency

Target Audiences:
-Farmers and ranchers
-Extension educators
-University/Technical college educators
-Agricultural lenders
-Veterinarians
-Other public agencies
-Private businesses and consultants

Program Duration:
Five years

Goal 1-Program 2: Agricultural Marketing and Distribution

Statement of Issue:

The livestock industry is a high value economic enterprise in Minnesota's
agricultural economy. Improvements in economic efficiency affect many
people involved in production, distribution and marketing of livestock and
meat products -- impacts are likely to be long-term in nature (10-20
years). The greatest economic value is likely derived from the price risk
management. Improved price risk management can result in substantially
improved profitability in any given year.

The production and distribution of food and fiber in Minnesota have

changed dramatically during the last decade. Food in the supermarket and
restaurant is as likely to come from another state or continent as it is from
Minnesota, thereby creating a disconnect between producer and consumer.

Output/Outcome Indicators:
-CRIS Reports
-MN IMPACTS
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-Number of refereed journal articles and other peer review
publications
-Industry applications of findings

Performance Goals: will vary with research project.

Key Program Components:
-Conduct research to support improved decision making in farm
planning and financing for farmers and lenders.
-Conduct research to support improved decision making in financing
for agricultural business owners.

Internal and External Linkages:

e Internal collaborations to accomplish program and objectives:
-Agronomic and animal related departments in the College of
Agricultural, Food, and Environmental Sciences (COAFES); Veterinary
Medicine
-USDA/ARS
-University of Minnesota Extension Service

e External Collaborations:
-Farm Lenders
-Farm Credit Institutions
-Farm Service Agency

Target Audiences:
-Farmers and ranchers
-Extension educators
-University/Technical college educators
-Agricultural lenders
-Veterinarians
-Other public agencies
-Private businesses and consultants

Program Duration:
-Five years

Goal 1-Program 3: International Economic Competitiveness
Statement of Issue:

Minnesota agriculture has become much more affected by global
conditions. Economic decline in Southeast Asia affects the ability to market
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commodities in that part of the world. Growing conditions in Brazil and
Canada affect the price of Minnesota products. And, trade agreements
affect what can be bought and sold in countries around the world.

The Center for International Food and Agricultural Policy in the College of
Agricultural, Food, and Environmental Sciences was established to analyze
the forces that underlie international trade restrictions; describe the
dynamic interdependence of farmers' production and investment decisions
and governments' agricultural and trade policy decisions; and look at the
economic effects of policy decisions in other countries on agriculture in
Minnesota and the U.S. With its interdisciplinary approach, the center uses
its research and education activities to increase international
understanding about food, agriculture, nutrition, natural and human
resources, and the environment, and to positively impact the policies of
both developed and developing countries

Output/Outcome Indicators:
-CRIS Reports
-MN IMPACTS
-Number of refereed journal articles and other peer review
publications
-Industry applications of findings
Performance Goals: will vary with research project.

Key Program Components:
-Conduct research on the economic interrelationships in both the
domestic and foreign food and agricultural industries.
-Develop and maintain an analytical support system that facilitates
research and analysis on food, agricultural and trade policy issues.
-Evaluate supply, demand and policy factors in the United States and
abroad that influence both short-term and long-term trade prospects
and patterns.
-Provide information to help public policy participants and decision-
makers evaluate trade and policy issues and increase public
understanding of these issues.
-Provide access to information technologies and training materials
and continue research on the use of educational technologies.

Internal and External Linkages:

¢ Internal collaborations to accomplish program and objectives:



T TENE S0 SR AT TS MRS WT 73

Page 9

-Research and extension faculty in the departments of Food Science
and Nutrition; Applied Economics; Rhetoric; Soil, Water, and Climate,
(COAFES)

-Hubert H. Humphrey Institute of Public Affairs (UM)

-Economics Department (UM)

-College of Natural Resources (UM)

-Law School (UM)

-Carlson School of Management (UM)

-Political Science department

-University of Minnesota Extension Service.

e External Collaborations:
-30 international affiliates in countries such as Poland, Germany,
Italy, and Argentina

Target Audiences:
-State legislatures
-Farmers
-Extension educators
-University/Technical college educators
-Agricultural lenders
-Private businesses and consultants

Program Duration:
Five years

Goal 1-Program 4: Physiological Processes Impacting
Production and Quality Traits in Agricultural Animals

Statement of Issue:

Increasing the profitability of producing food from animals is a primary
concern for Minnesota livestock producers. Research is needed to increase
the understanding of the physiologic mechanisms affecting reproduction,
growth and performance. These understandings will be vital for production
efficiency and promotion of a healthy and competitive livestock industry
in Minnesota. Reproduction is of major economic importance to producers
of ruminant animals because it greatly impacts overall production
efficiency. A better understanding of their reproductive and growth
mechanisms will give rise to strategies and technologies to enhance
production

For Minnesota animal producers industries to remain viable, it is necessary
to produce animals which provide consumers with the quality meat, milk
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and poultry products they desire at an affordable cost. High production
efficiency and lean growth will be in greater demand for expanding
national and international markets, along with being environmentally
responsible.

Output/Outcome Indicators:

-CRIS Reports

-MN IMPACTS

-Number of refereed journal articles and other peer review
publications

-Industry applications of findings

Performance Goals: will vary with research project.

Key

Program Components:

-Improve production profitability through reproductive strategies
and research.

-Increase research on lean growth and alternative animal products
for consumer driven markets. |

Internal and External Linkages:

e Internal collaborations to accomplish program and objectives:

-Research and extension faculty in the departments of Animal
Science; Food Science and Nutrition; Applied Economics; Agronomy
and Plant Genetics

-Center for Alternative Plant and Animal Products (COAFES)
-USDA/ARS

-College of Veterinary Medicine

-University of Minnesota Extension Service

e External Collaborations:

-MN Cattleman’s Association

-MN Turkey Growers Association
-National Turkey Federation

-MN Pork Producers

-National Pork Producers Association
-U.S. and MN Feed Industry

-Minnesota Milk Producer’s Association

Target Audiences:

-Farmers
-Extension educators
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-University/Technical college educators
-MN feed industry

-Veterinarians

-Private businesses and consultants

Program Duration:
Five years

Goal 1-Program 5: Animal Production and
Management Strategies

Statement of Issue:

Minnesota livestock producers are challenged with integrating knowledge
from diverse disciplines into production practices suitable for their
individual operation. Research on animal production systems must address
the interactions among nutrition, genetics, reproduction, physiology,
microbiology, immunology, and molecular biology, and also related effects
on animal health, farm management, productivity, and impacts to the
environment.

In Minnesota, large amounts of land (including two million acres of
conservation reserve land) are suited for beef cow/calf, sheep and dairy
operations, but the cost of production is high due to feed costs and
inefficient use of available forage. Research is needed to develop grazing
and forage systems to reduce feed costs and improve profitability.

Research leading to applications in production efficiency, sustainability,
animal and environmental well-being, and high quality products are
imperative if Minnesota animal agriculture is to remain economically
viable.

Output/Outcome Indicators:
-CRIS Reports
-MN IMPACTS
-Number of refereed journal articles and other peer review
publications
-Industry applications of findings
Performance Goals: will vary with research project.

Key Program Components:
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-Nutrition and management factors affecting the biologic and
economic efficiency of animal production systems.

-Evaluation of alternative feeds and feeding and management
strategies to improve economic efficiency.

-Determination of nutrient requirements to enhance economic and
environmentally sustainable animal production.

-Improved definition of dietary nutrient needs for food animals.
-Provide information on improved sources of nutrients.
-Production systems research to optimize system parameters that
result in sound environmental and profitable production strategies.

Internal and External Linkages:

e Internal collaborations to accomplish program and objectives:
-Research and extension faculty in the departments of Animal
Science; Food Science and Nutrition; Applied Economics; Soil, Water,
and Climate; Biosystéms & Agricultural Engineering; Agronomy and
Plant Genetics (COAFES)

-Center for Alternative Plant and Animal Products (COAFES)
-MN Institute for Sustainable Agriculture

-USDA/ARS

-College of Veterinary Medicine

-University of Minnesota Extension Service.

e External Collaborations:
-MN Cattleman’s Association
-MN Turkey Growers Association
-Nation Turkey Federation
-MN Pork Producers
-MN Soybean Growers Association
-National Pork Producers Association
-U.S. and MN Feed Industry
-MN Milk Producers Association

Target Audiences:
-Farmers
-Extension educators
-University/Technical college educators
-MN feed industry
-Other public agencies
-Private businesses and consultants

Program Duration:
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Five years
Goal 1-Program 6: Genetic enhancements in animal systems

Statement of Issue:

Minnesota meat producers currently face the challenge of minimizing their
production costs while supplying leaner, more visually appealing meats to
various consumer markets. Research is currently being conducted to
identify genetic differences in animals which impact economically
important traits, detection of genes involved in disease resistance, or
inherited diseases related to that industry. The results of this research
would assist producers in their efforts to accelerate the genetic
improvement of meat-bearing animals.

Meat producers are interested in increasing their competitiveness by
offering leaner, juicier meats. With new genetic technology, the
end-product quality improves in relation to costs involved with raising the
animals, as producers realize an average daily gain of weight with better
feed efficiency. Previous research has indicated as much as a 25% increase
in this efficiency.

Additionally, the use of genetic maps and markers will result in products
that maintain a generally higher visual appeal to the consumer. For
producers and packers, this is where much of the end value comes from, so
they can cater towards different global markets, according to specific
consumer preferences. While the overall economic impact is still difficult to
determine, our goal is to make Minnesota producers more competitive. If
we can transfer technology effectively to producers, it will naturally have
an improved job effect on both family businesses and corporations. As
such, producers will be able to get contracts with packing plants that
guarantee higher prices based on quality. While this process does not
directly affect consumer prices, the packers will eventually be able to offer
better prices as quality becomes more consistent.

Output/Outcome Indicators:
-CRIS Reports
-MN IMPACTS
-Number of refereed journal articles and other peer review
publications
-Industry applications of findings
Performance Goals: will vary with research project.

Key Program Components:
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-Identify major animal genes that affect growth and development,
reproductive performances, lactation, and disease resistance or
susceptibility characteristics.

-Identify genetic differences in animals that impact economically
important traits or inherited diseases.

-Identify biotechnology that would assist producers in their efforts to
accelerate the genetic improvement of meat-bearing animals.
-Construct linkage maps of the animal genomes (total nuclear DNA)
through the application of highly informative markers called micro-
satellites. By analyzing the segregation patterns of these markers in
various reference families and clinical cases, we will help define
those areas of the genome where genetic differences affect
observable traits and diseases. Markers of specific regions, which

] have a major impact on economic traits or genetic diseases, can then
! be incorporated into marker-assisted selective breeding programs.

rroea ey nes

Internal and External Linkages:

e Internal collaborations:
-Researchers and extension faculty in the departments of Animal
Science; and Food Science and Nutrition (COAFES)
-University of Minnesota Extension Service
-USDA-ARS
-College of Veterinary Medicine.

e External Collaborations:
-MN Cattleman’s Association
-MN Turkey Growers Association
-National Turkey Federation
-MN Pork Producers
-National Pork Producers Association
-U.S. and MN Feed Industry
-MN Milk Producers Association

Target Audiences:
-Livestock producers
-Veterinarians
-Consumers
-Researchers

Program Duration:
Five years

|
i
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Goal 1-Program 7: Understanding physiological processes
impacting production and quality traits in cropping
systems

Statement of Issue:

Increasing efficiencies of producing crop plants is a primary concern for
Minnesota producers. Research is needed to increase the understanding of
component biological responses that determine crop yield and quality
parameters at a range of levels from the biochemical to the physiological.
Emphasis will need to be placed on the bases of adaptability to stresses
caused by high temperature, adaptability of a range of current and
alternative crops, water storage, malnutrition and competition from weeds,
pests and diseases. The intention is to learn how to manipulate these
responses through genetic and agronomic means.

Output/Outcome Indicators:
-CRIS Reports
-MN IMPACTS
-Number of refereed journal articles and other peer review
publications
-Industry applications of findings
Performance Goals: will vary with research project.

Key Program Components:
-Increase knowledge of biological components of crop yield.
-Adaptability of crop plants to environmental stresses.
-Understanding of the role of genetics in production and quality
traits.

Internal and External Linkages:

e Internal collaborations to accomplish program and objectives:
-Research and extension faculty in the departments of Agronomy and
Plant Genetics; Soil, Water, and Climate; Horticultural Science;
Entomology; Plant Biology; and Plant Pathology; Biosystems &
Agricultural Engineering (COAFES).

-University of Minnesota Extension Service

-Center for Alternative Plant and Animal Products (COAFES)
-USDA/ARS

-Minnesota Institute for Sustainable Agriculture
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e External Collaborations:
-Minnesota Department of Agriculture
-MN Wheat and Barley Growers
-MN Soybean Growers Association
-MN Corn Growers Association
-MN Wild Rice Growers Association
-MN Valley Alfalfa Producers
-MN Potato Growers Association;
-Midwest Food Processors Association

Target Audiences:
-Producers
-Extension Educators
-Crop consultants
-Seed industry

Program Duration:
Five years

Goal 1-Program 8: Genetic enhancement in plant production
systems

Statement of Issue:

_Germplasm is the key element of successful plant breeding programs.
Germplasm development involves research to improve the yield,
adaptability, disease resistance, resistance to environmental stress, and
product quality. Evaluation, development, and enhancement require
long-term commitments to develop superior germplasm sources.

New sources of genetic variation to improve the germplasm resource base
of Minnesota’s agricultural crops and new information on the inheritance
of commercially important traits is essential. = Research in the program is
linked directly to conventional breeding programs undertaken by the
Minnesota Agricultural Experiment Station.

More effective procedures for manipulating germplasm via -
marker-assisted selection, elucidating genetic bases of traits with complex
inheritances, identifying and characterizing novel heterotic groups and
quantitative trait loci, identifying optimal germplasm for specific breeding
programs, and applying knowledge in production between breeding and
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programs will be needed to insure genetic diversity of Minnesota’s plant
production systems.

Output/Outcome Indicators:

-CRIS Reports

-MN IMPACTS

-Number of refereed journal articles and other peer review
publications

-Industry applications of findings

Performance Goals: will vary with research project.

Key

Components:

-Germplasm development, genetic transformation and the
development and application of molecular markers.

-Crop improvement for the introduction of new genes to increase
resistance to pests an diseases; and improve both productivity and
crop quality.

-Development of new technologies to develop more rapid and
efficient methods of identifying useful properties of genes and for
manipulating genetic material.

-Develop new approaches in the characterization and classification of
genetic material and in the application of new biotechnologies will
support the development of new crops.

-Development of new approaches for breeding and genetic
improvement utilizing molecular technologies.

Internal and External Linkages:

e Internal collaborations to accomplish program and objectives:

-Research and extension faculty in the departments of Agronomy
and Plant Genetics; Soil, Water, and Climate; Horticultural Science;
Entomology; Plant Biology; and Plant Pathology.

-University of Minnesota Extension Service

-Center of Alternative Plant and Animal Products (COAFES)
-USDA/ARS

e External Collaborations:

-Minnesota Department of Agriculture

-MN Wheat and Barley Growers

-MN Soybean Growers Association, Forage, Turf Organizations
-MN Corn Growers Association

-MN River Valley Potato Growers; Area II Potato Growers
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-MN Wild Rice Growers Association
-MCIA
Target Audiences:
-Producers
-Extension Educators
-Crop consultants
-Seed industry

Program Duration:
Five years

Goal 1-Program 9: Crop Production and Management Strategies

Statement of Issue:

Production capacity, production efficiency, and crop protection are major
factors supporting Minnesota crop productivity. Minnesota agriculture is
relatively diverse with production in corn, soybean, spring wheat, barley,
alfalfa, sugarbeets, and sunflower ranking in the top 4 nationally.
Minnesota producers are seeking ways to minimize their inputs in the
areas of pesticides and fertilizers with the adoption of new crop
technologies, diversifying their crops, minimizing soil erosion with less
tillage operations, and taking advantage of new alternative crop markets.

New technologies, including plant transformation, genomics, and computer
assisted biology will help provide the necessary tools needed understand
and later modify plants for improved production characteristics.

Production of high quality food is an important industry in Minnesota, and
sustaining this high level of production and quality is imperative.
However, to remain viable in an increasingly global and competitive
agriculture market, Minnesota producers must have access to novel
approaches that reduce production risks while protecting the natural
resource base of the state.

Output/Outcome Indicators:
-CRIS Reports
-MN IMPACTS
-Number of refereed journal articles and other peer review
publications
-Industry applications of findings
Performance Goals: will vary with research project.
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Key

Components:

-Farming systems that maximize profitability while protecting the
natural resource base.

-Research to identify and overcome constraints to crop production.
-Research focuses on soil health, tillage systems, crop rotations, pest
management, and decision support systems that will accelerate the
adoption of research results on farms by demonstrating the benefits
of research in terms of the whole farm.

-Development and subsequent transfer to customers of efficient crop
production and sustainable cropping systems. Overall challenges are
to substantially increase the knowledge base of, and sustainable
technology for crop production and cropping systems; to improve the
delivery of technologies generated; and to promote the use of these
systems.

Internal and External Linkages:

e Internal collaborations to accomplish program and objectives:

-Research and extension faculty in the Departments of Agronomy and
Plant Genetics; Soil, Water, and Climate; Horticultural Science;
Entomology; Plant Biology; Plant Pathology; Biosystems &
Agricultural Engineering.

-University of Minnesota Extension Service

-Center for Alternative Plant and Animal Products (COAFES)
-USDA/ARS

-MN Institute for Sustainable Agriculture

e External Collaborations:

-Minnesota Department of Agriculture

-MN Wheat and Barley Growers

-MN Soybean Growers Association; MN Canola Growers
-MN Corn Growers Association; Turf, Forage Growers
-MN Wild Rice Growers Association

-MN Potato Growers Association

Target Audiences:

-Producers
-Extension Educators
-Crop consultants

Program Duration:

Five years
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Goal 1-Program 10: Value Added Agriculture

Statement of issue:

Minnesota agriculture faces increasing, intense competition in the global
marketplace. Worldwide, agricultural production has increased faster than
demand in many areas, resulting in current commodity surpluses, low
prices, and unreliable profitability.  Recent shifts in U.S. farm policy to
remove price supports emphasize the need for Minnesota producers to
move beyond production of ever-larger quantities of ever-cheaper
commodities.  Producers must be able and willing to produce
higher-quality products that can be differentiated from lower-value
commodities; commodities and co-products must be converted into useful
value-added food and nonfood products; and products must be protected
from contamination or loss of quality after harvest to ensure
marketability. These applications could include traditional uses such as
foods and feeds, or nontraditional applications in nonfood products such as
adhesives, plastics, composite products, fuels, and lubricants. Other uses
could include nutraceuticals, pharmaceuticals, biopesticides, or other
high-value uses.

Output/Outcome Indicators:
-CRIS Reports
-MN IMPACTS
-Number of refereed journal articles and other peer review
publications
-Industry applications of findings
Performance Goals: will vary with research project.

Key Components:
-Research to develop knowledge and technology for crop and animal
product quality measurement and maintenance or enhancement
during processing and marketing.
-Commodity and co-product processing into value-added materials;
and new specialty products from crops and animals.
-Research to identify the role of product composition, molecular
structure, and physical state in determining end-use quality.
-Applied research will develop new processes to maintain or
enhance product quality during harvest, storage, transport, and
marketing.
-Innovative processes for the extraction and purification, or
manufacture, superior products from agricultural commodities.
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-Application of these innovative technologies will expand the range
and value of agricultural products and reduce the cost of their
production.

-Identify alternate sources and create technology leading to an
expanded, diverse range of value-added food and nonfood products
from commodities and undervalued byproducts of agriculture.
-Development of high-value, "designer" crops

Internal and External Linkages:

Internal collaborations to accomplish program and objectives:

-Research and extension faculty in the departments of Agronomy
and Plant Genetics; Soil, Water, and Climate; Horticulture; Entomology;
Plant Biology; Plant Pathology; Biosystems and Agricultural
Engineering; Animal Science; and Food Science and Nutrition.
University of Minnesota Extension Service

-Center for Alternative Plant and Animal Products (COAFES)
-USDA/ARS

-MN Institute for Sustainable Agriculture

External Collaborations:

-Minnesota Department of Agriculture
-MN Wheat and Barley Growers

-MN Soybean Growers Association
-MN Corn Growers Association

-MN Wild Rice Growers Association
-MN Pork Producers

-MN Beef Producers

-MN Turkey Growers Association
-MN Milk Producers Association

Target Audiences:

-Producers
-Extension Educators
-Crop consultants

Program Duration:

Five years

Goal 1-Program 11: Green Industry

Statement of Issue:
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The green industry is one of the fastest growing segments of Minnesota
agriculture economy. The Green Industry is defined as firms involved in
the production, design, installation, maintenance and sale of seed and plant
products to enhance human environments, i.e. sports fields, parks, gold
courses, home lawns. As such, the industry consists of three major
components: landscape services, nursery/greenhouse production and
distribution, and florists. Within landscape services, there are three basic
activities: design, installation and maintenance. Within the nursery sector,
there are also three basic activities: production of plant materials,
wholesale distribution and retail distribution of nursery products.
Production of plant materials includes field production, specialized rose
and sod farms, and container and greenhouse production of plants. In the
industry, production and wholesaling often go hand in hand.

The Green Industry's growth is closely tied to increases in-population and
subsequent increases in construction. Consequently, the Industry grew at
a phenomenal rate during the 1970's and 1980's. Corporate outsourcing of
landscape services also fueled part of the growth in the 1980's. Between
1974 and 1987, the industry increased fourfold in employment and
eightfold in nominal payroll. Between 1987 and 1994, employment in the
industry increased by 30% and payroll increased by 22%.

Research is needed to develop new technologies and strategies that
increase profitability while minimizing the environmental impact from
urban agriculture. The aesthetic, functional and economic impact of
ornamental plants in our working and living environment has a profound
positive impact on the quality of life.

Output/Outcome Indicators:
-CRIS Reports
-MN IMPACTS
-Number of refereed journal articles and other peer review
publications
-Industry applications of findings
Performance Goals: will vary with research project.

Key Components
-Development of nursery products which will enhance the ethical and
economic progress of the industry.
-Improve nursery products and techniques.
-Research is needed to develop new technologies and strategies that
increase profitability while minimizing the environmental impact
from urban agriculture.
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production is iverse with production in sweet corn, processing
peas, apples and potatoes, that rank among the top nationally.

To remain competitive in our rapidly changing global economy, these
commercial food crop producers must adopt new cultivars/rootstocks that
are more tolerant to environmental stresses affecting plants, cultural
systems that improve production efficiency and promote sustainability,
and post harvest handling practices that improve crop utilization and
product safety. Before new cultivars, production systems, or post harvest
practices can be recommended, they must be thoroughly evaluated under
Minnesota environmental conditions.

Output/OQutcome Indicators:
-CRIS Reports
-MN IMPACTS
-Number of refereed journal articles and other peer review
publications
-Industry applications of findings
Performance Goals: will vary with research project.

Key Components
-Research assists commercial food crop producers in the adoption of
new cultivars/rootstocks that are more tolerant to environmental
stresses.
-Research cultural systems that improve production efficiency and
promote sustainability.
-Research on post harvest handling practices that improve crop
utilization and product safety..

Internal and External Linkages:

e Internal collaborations to accomplish program and objectives:
-Research and extension faculty in the departments of Horticultural
Science; Agronomy and Plant Genetics; Soil, Water, and Climate;
Entomology; Plant Biology; Plant Pathology; Biosystems &
Agricultural Engineering.

-University of Minnesota Extension Service

-Center for Alternative Plant and Animal Products (COAFES)
-USDA/ARS Fruit Lab

-MN Landscape Arboretum

e External Collaborations:
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-Minnesota Department of Agriculture

-MN Apple Growers Assoc.

-MN Fruit and Vegetable Growers Association
-MN Grape Growers Association

-N. American Strawberry Growers Association
-Midwest Food Processors Association

-Red River Valley Potato Growers Association
- Area II Potato Growers

Target Audiences:
-Producers
-Extension Educators
-Public
-Food processors
-Master gardeners

Program Duration:
Five years

Goal 1-Program 13: Agricultural Information Technology

Statement of Issue:

The information revolution is having profound impacts on agricultural
producers and businesses. Changes in information collection, processing,
and technology is causing dramatic changes in the structure of agriculture.
Everything from precision farming to electronic markets will impact the
sector.

The adoption and widespread use of information technology in agriculture
is constrained by a number of factors. Producers lack objective
information on new technologies, training on how to operate and use the
information hardware, software, data systems, and decision tools, and the
necessary private infrastructure for efficient operation of systems. The
tools of the technical communicator will facilitate the effective use of
information so the producers can create, manage, and evaluate their data
systems.

Research is needed to provide the critical information to producers and
businesses to facilitate their decisions on the effective use of information
technology.

Output/Outcome Indicators:
-CRIS Reports



= —cect basysmumesaacy dw e = e 1)

Page 26

-MN IMPACTS
-Number of refereed journal articles and other peer review
publications
-Industry applications of findings
Performance Goals: will vary with research project.

Key Components
-Research on use of information technology for producers and agri-
businesses.
-Research on data management and analysis.
-Research on the effective use of information delivery systems to
include the network and distance education technologies.

Internal and External Linkages:

e Internal collaborations to accomplish program and objectives:
-Research and extension faculty and graduate students in the
departments of Rhetoric; Horticultural Science; Agronomy and Plant
Genetics; Soil, Water, and Climate; Entomology; Plant Biology; Plant
Pathology; Applied Economics, and Biosystems and Agricultural
Engineering.

-University of Minnesota Extension Service

e External Collaborations:
-Minnesota Department of Agriculture
-Industrial affiliates

Target Audiences:
-Producers
-Extension Educators
-public
-consultants

Program Duration:
Five years

Goal 2: To ensure an adequate food and fiber supply and food
safety through improved science based detection, surveillance,
prevention, and education. ((A safe and secure food and fiber
system.)
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Statement of Issues

Though we have the most plentiful and the safest food supply in the world,
Minnesota consumers are anxious about real and/or perceived hazards
that affect food safety and quality. Improper food production and
processing practices and subsequent handling has recently been implicated
in outbreaks of foodborne illness.

Key Program Components

Research issues being addressed in Minnesota include:
- Use existing and develop new methodologies to analyze food
demand behavior
- Create the basic knowledge to permit the food industry to develop
safe and flavorful food products
-Reduce incidence of pathogens by incorporating natural anti-
microbials in ready-to-consume foods
- Controlled release flavoring systems
-Reduce food spoilage by using naturally occurring chemicals from
edible plants
- Optimize product quality by evaluating food component
interactions
- Increase understanding of the structural characteristics that
proteins bring to food products
- Develop a combined theoretical and experimental approach to
conventional and microwave heating
- Application of pasteurization and minimum thermal inactivation
process in ground beef
- Develop a polymer science approach to study lipid replacement in
cereal-based systems

Output/Outcome Indicators:
-CRIS Reports
-MN IMPACTS
-Number of refereed journal articles and other peer reviewed
publications
-Industry applications of findings
Performance Goals: will vary with research project.

Internal and External Linkages

e Internal Collaborations

- University of Minnesota faculty; undergraduate and graduate
students in Animal Science and Food Science & Nutrition
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- Retail Food Industry Center
- Food Marketing Institute

o External Collaborations
- Minnesota Dairy Foods Research Center
- North Central Cheese Industries Association
- Dairy Council
- Turkey Growers
- Beef Producers
- Minnesota Association of Meat Processors
- International Meat and Poultry HACCP Alliance
- State Restaurant Associations
- Minnesota Department of Agriculture
- Minnesota Department of Health
- Agriculture Utilization Research Institute
- Food and Drug Administration
- Commodity/trade associations
- Minnesota Pollution Control Agency
- Department of Natural Resources
- Department of Transportation
- National Food Processor's Institute

Target Audiences
-Department of Health
-Food Product Development Industry; Food Processing Industry
-Food Fermentation Industry
- Public
- Professionals such as teachers, veterinarians, managers
- Mass media employees
- Livestock producers

Program Duration
5 years.

Goal 3: Through research and education on nutrition and
development of more nutritious foods, enable people to make
health promoting choices. (A healthy-well nourished population.)

Statement of Issues

Nutrition and optimal food intake is a fundamental physical building block
and important to the well-being of Minnesotans. Research has established
the link between adequate nutrition in the early years and adult
productivity, between adequate nutrition and risks of disease and
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disability, and between nutrition education and nutritional intake.
Research in Minnesota focuses upon such issues as food consumption for
optimal health, food chemicals in processing and storage, and product
characteristics of foods grown in the mid-west. In Minnesota, 16% of the
population is estimated to lack adequate food each day!

Output/Outcome Indicators:
-CRIS Reports
-MN IMPACTS
-Number of refereed journal articles and other peer reviewed
publications
-Industry applications of findings
Performance Goals: will vary with research

Key Components

Dietary research efforts underway focus on the relationship between vivo
lipid oxidation and its protection against heart disease, diabetes, and
cancer, on measuring the physiological effects of dietary fiber,
investigating foods that help in the treatment for diabetes, the potential of
phyto-estrogens as cancer preventatives, developing new sources of
dietary antioxidants and fibers, understanding the link between fat, salt
and hypertention, and on a variety of dietary influences of colon cancer.
Specific research issues are:

-optimal food consumption for health of colon, cardiovascular
disease, specifically diet and cancer, diabetes

-physiological effects of various dietary fibers

-sensory factors affecting the acceptability of foods

-loss of food chemicals in processing and storage

-mixing properties of flours grown in various locations in the mid-
west and evaluation of bread quality based upon ingredient
interactions

Internal and External Linkages

Internal collaborations:

University of Minnesota Extension Service, College of Human Ecology,
College of Agricultural, Food and Environmental Sciences (Departments of
Food Science and Nutrition, Applied Economics, Horticulture, Biosystems
and Agricultural Engineering, Animal Science), School of Public Health,
Medical School (Departments of Microbiology, Physiology, Biochemistry and
Molecular Biology, Surgery, and Radiology), Veterinary School
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External collaborations:
-American Beef Council, American Soybean Association, National
Dairy Promotion Council
-Food scientists, food technologists, microbiologists, dairy food
industry, mid-western cereal scientists
-American Institute of Nutrition, Minnesota Obesity Center,
Minnesota Association of Community Mental Health Programs,
Minneapolis Veterans Administration Medical Center, National Center
for Occupational Safety and Health, National Farm Medicine Center,
Minnesota Department of Health, Minnesota Department of Human
Services, Mayo Clinic, Hennepin County Medical Center, local HMO’s
University of Wisconsin - Extension and Madison campuses

Targeted audiences
-Neutraceutical companies
-Medical industry

Program Duration
5 years

Goal 4. Enhance the quality of the environment through
better understanding of and building on agriculture’s and
forestry’s complex links with soil, water, air and biotic
resources. (An agricultural system which protects natural
resources and the environment.)

Goal 4-Program 1: Maintaining Forest and Natural Resources

Statement of Issues

Minnesota has nearly 17 million acres of forests that provide a wide
variety of goods and services to residents of the state. The use,
management and protection of these resources that range from intensive
management for fiber production to wilderness designation are dependent
on wise and informed decisions by citizens and the many resource
managers who have been asked to ensure the continued sustainability of
the state’s forests. If such decisions are to further the public’s interests,
they must be advised by accurate, authoritative scientific and technological
information.

Agriculture in Minnesota must be kept strong while also protecting the

state's considerable soil and water resources. For example, the Minnesota
river has been labeled as one of the top 20 nonpoint source polluted rivers
in the U.S with 92 % of the lands within the basin in agricultural land uses.
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Solutions are sought to reduce the negative impacts and maintain our
natural resources for fishing, recreation and tourism.

Output/OQutcome Indicators:
-CRIS Reports
-MN IMPACTS
-Number of refereed journal articles and other peer reviewed
publications
- examine and evaluate current management systems for risk and
environmental impact.
Performance Goals: will vary with research project.

Key Program Components

Research in natural resources sponsored by the Agricultural Experiment
Station is carried out via three departments in the College of Natural
Resources: Forest Resources, Wood and Paper Science and Fisheries and
Wildlife. Other departments addressing forest resource questions include
entomology, plant pathology, horticulture, plant biology and applied
economics.

Specific research issues in Minnesota are as follows:

-improve understanding of controls on forest composition, diversity
and function;

-improve understanding of northern MN forest ecosystems and
develop improved management techniques;

-investigate the biology and control of forest microbes and determine
their importance to forest health and sustainable ecosystem
functioning

- better understand the decisions that affect the integrity and
biological diversity of the ecosystem, and linkages between
biosphere, microclimate and global climate.

-minimize undesirable human/wild animal interactions and impacts
-develop tools for assessing the fish communities of lakes to manage
growth and reproduction rates of species and environmental factors
for setting harvest regulations.

Internal and External Linkages

e Internal collaborations to accomplish program and objectives:
-campus faculty in five colleges, support services and county
extension educators; Bell Museum of Natural History; Research and
Outreach Centers, MN Institute for Sustainable Agriculture
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- graduate and undergraduate students through education and
student organizations

e External collaborators:
-Departments of Agriculture, Health, Natural Resources
-USDA: Farm Services Agency; Natural Resources Conservation
Service; Animal, Plant, Health Inspection Service
-USDI: Fish and Wildlife Service, MN Valley National Wildlife Refuge
-Board of Water and Soil Resources
-MN pollution control agency, EPA, U.S. Army Corps of Engineers,
Department of Transportation;
-Forest Service, Canadian and U.S. pulp and paper industries,
Plant Molecular Genetics Institute, Monsanto Co., Cargill, 3M
-National Park Service, Bureau of Land Management
-MN Waterfowl Association, Wildlife Society, Animal Rights Coalition;
City Nature Centers, and county Wildlife Section,
-Associations of National Rifle, Archery

Target Audiences

Primary audiences include Minnesota farmers and the businesses that
serve them, those interested in agriculture and impacts on environment,
policy makers, e.g. rural communities, sports anglers and fisheries
managers, resource agencies, ecologists, Sustainable Farming Association
Chapters.

Program Duration
5 years

Goal 4-Program 2: Integrated Pest Management

Statement of Issue:

Pest control represents approximately 34 percent of a farmer's variable
crop production costs and pests continue to cause losses of 10 to 30
percent using current pest control strategies. In addition to existing pests,
new pests such as wheat and barley head blight and new races of potato
late blight continually challenge Minnesota producers. These and other
pests not only reduce profitability but also often threaten export markets.

Pesticides are an important tool used by farmers to control pests. However,
environmental regulations, pest resistance to pesticides and consumer
concerns have reduced the use and availability of pesticides and
dramatically limited the introduction of new pest control chemicals.
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Integrated pest management is a science-based strategy that provides
answers to important pest control problems by identifying and introducing
new pest control tools for farmers, with an emphasis on biologically-based
IPM products and ecological principles.

On-going and additional research is needed to provide producers with
chemical pesticides, biological control products or cultural tactics to replace
agricultural chemicals which are under regulatory consideration, providing
alternatives where pest resistance limits IPM options, and to

provide biologically-based and other sustainable strategies for
management of existing and new pests in cropping systems.

Output / Outcome Indicators
-CRIS Reports
-MN IMPACTS
-Number of refereed journal articles and other peer review
publications
-Industrial applications of findings
Performance Goals: will vary with research

Key Program Components:
-Increase Minnesota producer profitability and competitiveness.
-Provide consumers with a safe, high quality food supply.
-Reduce environmental and human health risks associated with
pesticide use.
-Support new business opportunities in consulting and production of
new IPM products.
-Identifies new pest management tools through fundamental
research and moves this science from the laboratory to the farm to
solve priority pest control problems identified by farmers.

Internal and External Linkages:

e Internal collaborations to accomplish program and objectives:
-Research and extension faculty in the departments of Entomology;
Plant Pathology; Agronomy and Plant Genetics; Soil, Water, and
Climate; Horticultural Science; Plant Biology; Applied Economics.
-University of Minnesota Extension Service
-Center of Alternative Animal and Plant Products (COAFES)
-USDA/ARS
-MN Institute for Sustainable Agriculture
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e External Collaborations:
-Minnesota Department of Agriculture
-MN Wheat and Barley Growers
-MN Soybean Growers Association
-MN Corn Growers Association
-MN Wild Rice Growers Association
-MN Independent Crop Consultants
-MN Vegetable Growers Association
-MN Flower Growers Association,
-MN Potato Growers; Landscape; Nursery

Target Audiences:
-Producers
-Extension Educators
-Crop consultants
-Crop Protection Chemicals Industry
-Fertilizer Industry
-Consumers

Program Duration:
Five years

Goal 4-Program 3: Increasing and Maintaining Diversity in
Agricultural Systems

Statement of Issue:

Diversity is an element of the complex system of interactions that provide
resilience and long-term stability in the natural world. In our current
agricultural systems we have replaced interactive systems with a reliance
on technology fixes to both biological and environmental problems
associated with these systems.

Formerly, many Minnesota crop rotations included a mix of perennial and
annual crops. In southern and southwestern Minnesota, crop diversity has
declined in recent decades, leaving approximately 75% of the land area in a
simplified corn and soybean rotation. In Northern Minnesota, the small
grain production systems has been hard hit by diseases associated with
continuous small grain production. Livestock farms have become larger,
fewer, and more specialized. The diversified livestock farm that included
multiple species and a diversified cropping system has also declined.
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Current emphasis on the large-scale growing of a few crops and animal
species has consequences in terms of disease susceptibility, environmental
and ecological degradation, and economic limits. Increasing the species
diversity of Minnesota’s agriculture will help to insure a viable future.

Output / Outcome Indicators
-CRIS Reports
-MN IMPACTS
-Number of refereed journal articles and other peer reviewed
publications
-Industrial applications of findings
Performance Goals: will vary with research

Key Components:
-Identify and develop new plant traits, new cropping systems, and
new rotations that will increase diversity.
-Identify animal traits that enhance adaptability and disease
resistance, alternative animal species, and new production systems
for livestock to improve diversity and enhance sustainability.

Internal and External Linkagés:

e Internal collaborations to accomplish program and objectives:
-Research and extension faculty in the departments of Agronomy
and Plant Genetics; Soil, Water, and Climate; Horticultural Science;
Entomology; Plant Biology; Plant Pathology; Animal Science,
Biosystems & Agricultural Engineering.

-University of Minnesota Extension Service

-Center for Alternative Plant and Animal Products (COAFES)
-USDA/ARS

-MN Institute for Sustainable Agriculture

-Veterinary Medicine

o« External Collaborations:
-Minnesota Department of Agriculture
-MN Wheat and Barley Growers
-MN Soybean Growers Association
-MN Corn Growers Association
-MN Wild Rice Growers Association
-MN Independent Crop Consultants
-MN Vegetable Growers Association
-MN Pork Producers
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-MN Cattleman’s Association; MN Turkey Growers,
-MN Milk Producers Association

Target Audiences:
-Producers
-Extension Educators
-Crop consultants
-Consumers

Program Duration:
-Five years

Goal 4-Program 4: Sustainable Agriculture

Statement of Issue:
Agriculture is a system in which the land, the people and the production of
food are interwoven. One aspect of the system cannot be changed without
influencing all of it. Efforts to improve agriculture should take care to
balance the long-term economic, ecological and social effects.

The Minnesota Institute for Sustainable Agriculture (MISA) is a unique
partnership between the College of Agricultural, Food, and Environmental
Sciences at the University of Minnesota and the Sustainers' Coalition, a
group of individuals and non-profit organizations. The purpose of MISA is
to bring together the diverse interests of the agricultural community with
interests from across the University community in a cooperative effort to
develop and promote sustainable agriculture in Minnesota and beyond.

Output / Outcome Indicators
-CRIS Reports
-MN IMPACTS
-Number of refereed journal articles and other peer review
publications
- examine and evaluate current management systems for
environmental impact.

Performance Goals: will vary with research

Key Component:
-Facilitate the internalization of sustainable agriculture into the
University so that the concepts permeate teaching, research and
extension.
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-Work with rural communities in discovering and implementing the
values of sustainability.

-Develop a method for defining the sustainability of agricultural
systems and for assessing their impacts on rural communities.
-Promote sustainable community development principles throughout
Minnesota.

Internal and External Linkages:

Internal collaborations to accomplish program and objectives:

-Research and extension faculty in the departments of Agronomy
and Plant Genetics; Soil, Water, and Climate; Horticultural Science;
Entomology; Plant Biology; Plant Pathology; Biosystems &
Agricultural Engineering; Animal Science.

-University of Minnesota Extension Service

-Center for Alternative Plant and Animal Products (COAFES)
-USDA/ARS

-MN Institute for Sustainable Agriculture

-Sociology

External Collaborations:

-Minnesota Department of Agriculture
-MN Wheat and Barley Growers

-MN Soybean Growers Association
-MN Corn Growers Association

-MN Wild Rice Growers Association
-MN Independent Crop Consultants
-MN Vegetable Growers Association
-MN Pork Producers

Target Audiences:

-Producers
-Extension Educators
-Crop consultants
-Consumers

Program Duration:

Five years

Goal 4-Program 5: Water Resource Management
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Statement of Issue:

Today, many farmers are aware that their farming practices can have a
far-reaching effect on Minnesota's rivers and streams. The evidence that
some practices were detrimental has been clear for some time: agricultural
runoff was one of the major factors in the pollution of the Minnesota River
Basin. Others among Minnesota's thousands of lakes and streams also
suffered from runoff. Responding to this problem, many farmers have
adopted methods of production and management to minimize soil erosion
and runoff from nutrients and pesticides -- thus working to improve the
quality of Minnesota's rivers and lakes.

However, the Minnesota River is considered one of the 20 most
endangered waterways in America. A report by the Minnesota Pollution
Control Agency (MPCA) entitled Minnesota River Assessment Project
(MRAP) documented frequent violations of federal or state standards for
bacteria, phosphorus, turbidity, and dissolved oxygen at several
monitoring stations along the Minnesota River or its tributaries. MRAP
suggested several possible sources for these pollutants, including feedlots,
septic systems, wastewater treatment plants, stream and ditch erosion, and
runoff or erosion from agricultural lands. MRAP presented both an agency
and a citizens advisory group plan for implementation of practices to
control pollution in the Minnesota River basin.

To address these issues, research is being conducted develop a systematic,
comprehensive, and scientific approach for addressing agricultural
profitability and non-point source pollution reduction in the Minnesota
River basin.

Output / Outcome Indicators
-CRIS Reports
-MN IMPACTS
-Number of refereed journal articles and other peer review
publications
Performance Goals: will vary with research

Key Components:
-Develop a framework for describing and taking inventory of
characteristics of the Minnesota River basin that affect non-point
source pollution, agricultural management practices and their
potential for reducing non-point source pollution.
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-Develop an inventory for research on the risk associated with
adopting crop and pasture management practices that can reduce
non-point source pollution.

-Identify knowledge gaps and research needs for non-point source
pollution in the Minnesota River basin.

-Develop an educational outreach program for disseminating
information about the Minnesota River basin and to accelerate the
adoption of farming practices to reduce agricultural NPS pollution.
-Describe and evaluate the performance of various simulation models
used for estimating the impact of farm management practices on NPS
pollution in the Minnesota River basin.

Internal and External Linkages:

Internal collaborations to accomplish program and objectives:

-Research and extension faculty in the departments of Agronomy and
Plant Genetics; Soil, Water, and Climate; Biosystems and Agricultural
Engineering

-University of Minnesota Extension Service

-USDA/ARS

-MN Institute for Sustainable Agriculture

-MN Water Resources Research Institute

-University of Minnesota Water Resources Center

-College of Natural Resources

External Collaborations:

-Minnesota Department of Agriculture
-National Institutes of Water Resources
-MN Board of Water Resources

-State and local governments

-MN Wheat and Barley Growers

-MN Soybean Growers Association
-MN Corn Growers Association

-MN Wild Rice Growers Association
-MN Independent Crop Consultants
-MN Vegetable Growers Association

Target Audiences:

-Producers
-Extension Educators
-Crop consultants
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-MN State Agency Personnel
-Consumers

Program Duration:
Five years

Goal 4-Program 6: Animal Waste Management

Statement of Issue:

A strong livestock industry is essential to Minnesota’s economic stability,
the viability of many rural communities, and the sustainability of a
healthful and high quality food supply for the American public.

Manure management is becoming a critical component in the planning and
operation of livestock and poultry production in the state. Manure must be
collected, stored, and utilized on animal production operations in an
environmentally friendly manner to meet state regulations and exist in an
increasingly environmentally conscious society. Major environmental
issues center on water quality (surface and groundwater), gaseous
emissions including odors, soil phosphorus levels, and pest production.

Odors from livestock production systems pose significant nuisances to
surrounding communities, including the producers themselves, as well as
residential neighbors and farmers. However, there is concern that some
compounds may possess some human health hazards, particularly that of
hydrogen-sulfide. Some livestock systems are believed to generate this
substance to areas within one or two miles of its source.

If the odor problem isn't dealt with, Minnesota’s livestock producers may
not be able to remain viable over the long term. The emergence of odor
control regulations and systems will force management practices to change.
Technological changes may also occur to minimize odor generated from
manure storage. This may become so cost prohibitive that Minnesota could
experience a dislocation of its livestock producers. From a consumer
standpoint, the costs of odor control technology may increase the cost of
animal or meat products by a slight margin. However, this would be
preferable to an industry exodus from Minnesota, which could otherwise
occur if sudden, stringent regulations were to take effect.

Ultimately, the livelihoods of 40,000 livestock producers could be helped
across the state over the next 10-20 years. By proactively minimizing the
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odor problem, the livestock industry will be more inclined to stay in
Minnesota, and thus jobs in this sector will be maintained. However, we
expect a neutral economic improvement overall. The introduction of
odor-control technology will add to production costs, but these will be
offset by lower legal, social, and real costs of dealing with odor issues over
the long term.

Other long term environmental impacts such as ammonia release and
greenhouse gas production from animal production systems, and policy
questions surrounding change and uncertainty in the livestock industry,
are among the most important facing agriculture today.

Output / Outcome Indicators
-CRIS Reports
-MN Impacts
-Number of refereed journal articles and other peer reviewed
publications
-Application of findings
Performance Goals: will vary with research

Key Components:
-Waste management and cropping systems research and education to
minimize environmental costs associated with animal agriculture.
-Improved animal manure handling, storage, and application
management systems.
-Improve design of animal production systems.

Internal collaborations to accomplish program and objectives:
-Research and extension faculty in the departments of Agronomy and
Plant Genetics; Soil, Water, and Climate; Biosystems and Agricultural
Engineering; Animal Science; Entomology.

-College of Veterinary Medicine

-University of Minnesota Extension Service

-Center of Alternative Animal and Plant Products (COAFES)
-USDA/ARS

-MN Institute for Sustainable Agriculture

External Collaborations:
-Minnesota Department of Agriculture
-MN Pollution Control Agency
-MN Associate of Counties
-MN Pork Producers
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Internal and External Linkages:

e Internal collaborations to accomplish program and objectives:
-Research and extension faculty in the departments of Horticultural
Science; Agronomy and Plant Genetics; Soil, Water, and Climate;
Entomology; Plant Biology; Plant Pathology; and Biosystems and
Agricultural Engineering.

-University of Minnesota Extension Service

-Center for Alternative Plant and Animal Products (COAFES)
-USDA/ARS

-MN Institute for Sustainable Agriculture

-Master Gardner program

-Landscape Arboretum

e External Collaborations:
-Minnesota Department of Agriculture
-MN Commercial Flower Growers Association
-MN State Horticultural Society
-Mn Turf & Grounds Association
-Mn Landscape & Nursery Association
-MN Nurserymen’s Res. Corp.

Target Audiences:
-Turf industry
-Landscape Industries
-Extension Educators
-Nursery Industries
-Public
-Land use planners
-State and local governments
-Master gardeners

Program Duration:
Five years

Goal 1-Program 12. Horticultural Food Crops
Statement of Issue:

The production, marketing, and selling of fruit and vegetable crops are a
growing industry in Minnesota. Minnesota commercial food crop
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-MN Beef Producers
-MN Corn Growers Association
-MN Turkey Growers Association

-MN Soybean Growers Association
-MN Milk Producers Association

Target Audiences:
-Producers
-Extension Educators
-State and local governments
-public

Program Duration:
Five years

Goal 5. Empower people and communities, through research-
based information and education, to address the economic and
social challenges facing our youth, families, and communities.
(Enhanced economic opportunity and quality of life for
Americans.)

Statement of Issues

Global economic changes require rapid changes in rural economies and
diversification of local economic bases. Economic opportunities in both
rural and urban areas depend significantly on the health of existing
businesses, on the availability of affordable housing, and on the
organization, delivery and finance of local government services. To
remain healthy and viable, businesses in rural communities increasingly
need information about local labor markets and employment trends, and
assistance in market evaluation, new product development, and improved
small business decision-making.

Local communities and local governments are facing an increasingly
complex set of challenges and problems. In many cases, revenues are not
growing as rapidly as service demands from the public. Communities
dominated by agricultural interests are in the process of economic and
demographic change. Poverty is increasing. Many communities are
struggling with the availability of affordable health care, particularly for
the elderly. In addition, in rural Minnesota, the ethnic and racial
demographics are changing dramatically. All of these changes are
frequently accompanied by community conflict, paralysis, and polarization
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around such issues as urban/rural and race, when cooperation and
collaborative problem solving are needed to address community problems.

Economic, environmental and social issues are becoming increasingly
complex, especially in rural communities. These communities are
challenged to address issues that often involve sharply divergent views,
problems and solutions that are unclear, stakeholders that are newcomers
and/or have not previously been involved in these issues, and public
policy implications that require attention by all facets of the community to
reach acceptable solutions. While these demands are growing, many rural
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communities are also experiencing population declines and a lack of
individuals willing to step forward to take on leadership roles in their
communities. Preparing citizens and communities to be entrepreneurial
and make use of new technologies that capitalize on unique local and
regional resources is critical to continuing economic development.

Families in Minnesota face many challenges. Even those families which
would be labeled as "thriving" face daily challenges. Other families lack
the resources, assets, or skills they need to be healthy as a family unit.
Quality child care issues will increase in importance as the Welfare-to-
Work transition takes place.

Programs that respect individual and cultural differences build strengths
in the people they serve. Many families and individuals are increasingly
challenged in meeting their financial needs because of reduced incomes
due to job lay-offs, unemployment and underemployment. This is
particularly true for low income families.

Output / Outcome Indicators

-CRIS reports,

-MN IMPACTS

-Peer reviewed publications
Performance Goals: will vary with research

Key Program Components

The focus is on empowering people and communities through research
based information to address the economic and social challenges facing
youth, families, and communities. Specific research addresses the
relationship of supply and demand for housing in rural communities, on
understanding family businesses as a vehicle for economic development,
on improving management decision-making of small business owners
relative to business structures, on product development and market
evaluation, on relationships between the viability of rural family
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businesses and family functioning. Research efforts include study of
processes and patterns of community adaptation, acceptance of youth and
frail elders and various minority groups in Minnesota, i.e., Hispanic,
Hmong, Vietnamese, Native American. Research examines characteristics
of family systems to identify impact of environment and decision-making
on quality of marriage and family life.

Internal and External Linkages

e Internal collaborations:

- College of Human Ecology, College of Agriculture Food and
Environmental Sciences, University of Minnesota-Crookston Campus,
University of Minnesota-Morris Campus, Hubert H. Humphrey
Institute of Public Affairs, the College of Natural Resources, the
College of Architecture and Landscape Architecture, the College of
Education and Human Development, Medical School, Center for Urban
and Regional Affairs, the Children, Youth and Families Consortium,
Irving Harris Institute for Early Childhood Development, University
Migrant Project, and the Student Legal Service.

- Federal CYFAR Initiative, including the National Network for Family
Resiliency, National Network for Child Care, National Network for
Health, National Network for Collaboration, CYFERNet, Irving Harris
Institute for Early Childhood Development,

e External collaborations:
- Minnesota Department of Trade and Economic Development,
Minnesota Department of Agriculture
-Minnesota Supreme Court, Minnesota Association of Legal Aid
Lawyers, Local judges, family law and estate planning attorneys,
Minnesota Bar Association, court administrators, police departments,
Minnesota Department of Corrections, divorce and custody mediators,
family support and advocacy groups.
- Minnesota Department of Children Families and Learning, Child
Care Resource and Referral Early Childhood/Family Education
Programs, high school teachers, community education professionals,
US Department of Education, Early Childhood Family Education,
Minnesota Coalition for Family Policy, Search Institute, professional
associations of clergy, local child care provider associations
- Minnesota Department of Health, county public health, social
services and workforce centers, family non-profit agencies
- Minnesota Department of Human Resources, U.S. Department of
Health and Human Services
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- Internal Revenue Service, the Minnesota Department of Revenue,
the Council of Churches, United Way agencies, the Minnesota Alliance
for Children, a range of local social service agencies, domestic abuse
programs, violence prevention programs, Minnesota Board of Aging
-Ethnic advocacy groups including Asian Media Access, Vietnamese
Social Services, United Cambodian Association of Minnesota, Hmong
American Partnership,

- Minnesota Rural Futures, Minnesota Agri-Women.

- county and city officials, Minnesota State Auditor, League of Cities,
Association of Minnesota Counties

- The Minnesota Academic Excellence Foundation, the Minnesota
Association of School Administrators, the Minnesota Association of
School Principals, regional initiative funds, School to Work
Partnerships, Family Service Collaboratives.

- Other land grant universities

-Family businesses, local community action groups, local leaders and
advocates

Target Audiences
- Researchers, Extension Educators, undergraduate and graduate
students
-State development agency staff, local economic development officers
and regional planners, housing professionals
- Local elected officials, county, city and township officials, public
policy makers and active citizens, policy advocates, local school
officials and teachers, youth as community resources
- Farm and main street business people, agricultural processors,
small business employers and employees
- Health care professionals and providers, health consumers
- Families, especially low income families and young people of all
ages, especially those at risk
- Migrants and immigrants, communities of color, local agencies and
advocacy groups for communities of color
-Parents, family therapists, psychologists, social workers, human
service providers, early childhood professionals, child care providers,
public health staff, child protection workers, violence prevention
specialists, criminal justice professionals, lawyers, family educators,
law enforcement professionals, other family professionals

Program Duration
5 years
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Appendix 1

Regional Agricultural and Natural Resources
Sustainable Development Partnerships -
Operating Principles



University of Minnesota Legislative Request

Connecting the University to the Cdmmunity:
Regional Agricultural and Natural Resources
Sustainable Development Partnerships

2000-2001 Biennial Budget Request
.4 Purpose

The purpose of the Regional Agricultural and Natural Resources Sustainable Development
Partnership is to sustain Minnesota's natural resource-based industries by addressing
community-identified issues in partnership with the University of Minnesota on an on-going,
long-term basis.

4+ Future Impacts/Benefits

This initiative provides an opportunity for citizens to connect directly to the resources of the
University of Minnesota to meet local needs. Because this is a citizen-driven partnership,
citizens will determine local needs and engage with University of Minnesota facuity to meet
those needs. As the capacity for partnership is developed, the initiative is designed to become
a positive force in forging new relationships across the state. Issues in agriculture, natural
resources, and tourism will be addressed in local arenas with financial resources and available
local and University expertise.

4 Initiative Goals

- Enhance partnerships between the University and the people of Minnesota in a citizen-
driven process for the purpose of identifying and addressing local, regional, and
statewide agricultural, environmental, and tourism issues.

» Direct research, education and outreach dollars to meet agreed-upon local, reglonal
and stateWIde needs :

* Increase community involvement in and access to the research, education, and
outreach capacities of the University of Minnesota.

- Foster the development of agricultural and natural resources systems that increase
profitability for citizens while enhancing environmental quallty and supporting rural
communities.

4 Bedrock Principles

The three b_edrock principles of the partnership concept are:

1) Developing a richer and more vibrant partnership with the citizens of the regions and their
land grant university.

2) Addressing agriculture and natural resource issues in a manner consistent with sustainable
development principles.

3) Working in an active citizenship participation mode.



4 Partners

The partnership is between the citizens of the state and the University of Minnesota College of
Agricultural, Food and Environmental Sciences (COAFES), the College of Natural Resources
(CNR), and the University of Minnesota Extension Service (Extension).

¢ Background

The 1997 Legislature appropriated $1.2 million for initiating the regional partnership concepf in
three regions of the state: Northeast, Southeast, and Central. Regional boards have been
selected and programs are being developed.

4 Structure and Governance

The regional initiative includes a team comprised of citizen representatives, some of whom are

University of Minnesota faculty. Two delegates from each region plus the regional staff person
serve on the Statewide Coordinating Committee.

Statewide Coordinating Commitiee

Responsibility

Organize relationships across partnerships, document and share learnings, expand number
of partnerships in the state, develop communications program, identify statewide needs,
and develop accountability process.

Membership

Currently comprised of 14 members -- 2 delegates and 1 staff from each of 3 regions;
representatives of deans of the 3 participating colleges; and 2 citizens from the original
Partnership Task Force.

Activities

« Review the regional teams' proposed local, regional and statewide plans.

« Seek commonalities among work in the regions, and integrate into statewide agenda for
long-term research, education, and outreach.

« Provide a forum for regional representatives to share projects, expenences problems
and challenges and learn from each other.

Regional Teams

Each of the 3 pilot regions has a 15-20 member team.
Responsibility

Work with local communities to |dent|fy needs and develop long-term plans for Iocal
regional, and statewide research, education, and outreach programs.
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Membership ‘

Members are elected for one to three year terms by members of the regional team at the
regional partnership annual meeting. A diverse and balanced membership is sought in each
region with particular attention paid to geographic, racial, gender, age, and economic
balance. Each regional team is comprised of citizens, some of whom are farmers;
representatives of non-profit organizations, business and industry, and

public agencies; and University of Mlnnesota faculty, including University of Minnesota -
Extension Service educators.

Activities

« Identify and implement methods for community input, including participatory rural
appraisal, town meetings, surveys, and other methods developed by the regional team.

« Coordinate local community efforts throughout the year to:’

Inventory assets in the community (environmental, human social, and
financial/manufactured capital)

identify issues and trends

Develop a long-term action plan to address goals

Ensure fiscal and programmatic accountability

» Disburse funds for local and regional research, education, and outreach programs.

«  Host an annual meeting to report on activities and elect new members.

Res_earch Education and Qutreach Program Teams

These teams will eventually be designed to respond to Community needs and opportunities
through design, implementation, and evaluation of long-term research, education, and
outreach programs.

Budget $1,200,000
Annual Budget | | | $ 600,000
Community outreach/input activities énd local and regional
research, education and outreach programs $ 600,000

Total for Biennium | $1.200,000

4 Accomplishments to Date

. Established the Pértnership Task Force, a twelve member group of citizens and
faculty representatives charged with developing the Guidelines and Operating
Principles for the initiative. :
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The Partnership Task Force developed the Guidelines and Operating Principles and
a process to provide transition to begin the work in three pilot regions in the state --
Northeast, Southeast, and Central.

An interim coordinator is in place to facilitate the work of the regions through the
start-up phase, to coordinate communication, and to assist in the initial work of the
Statewide Coordinating Committee.

In each of the regions a Nominating Committee was formed to engage citizens and
University of Minnesota faculty.

The regional partnerships are in place and functioning in each of the three pilot
regions of the state -- Northeast, Southeast, and Central.

A job description for the search for a staff person was developed in each region and
the search was initiated. The staff persons in the Central and Southeast regions are
hired and the search process is underway for the Northeast staff person, with all
indications being that the Northeast staff person will be hired in January, 1999.

The regional groups are working on developing concepts to guide the work in the
regions, identifying projects, developing a resource mapping project, and developing
structure and communication plans for their regional initiatives.

A Statewide Coordinating Committee has been formed with two delegates plus staff

from each region, representatives of the deans of each college in the partnership,
and two representatives from the original Partnership Task Force.

A transition was made from the Partnership Task Force to the Statewide
Coordinating Committee, which now has full responsibility for the coordination of the
on-going work in the regions and for the expansion of the program.

4 Southeast Region Work

Board of Directors of 17 was appointed, representing a diverse cross-section of interests

including agriculture, the University of Minnesota, civic leadership, business leadership,

- natural resources, tourism, and the Extension Service.

Executive director with University of Minnesota background and with established
sustainable development experience in Minnesota was hired in November.

Regular board meetings held each month since April in addition to a day-long board
retreat.

Four standing board committees appointed in October:

Executive/Finance Committee
Resource Mapping Committee
Public Relations Committee
Education Committee

Extensive meetings and interviews held throughout the southeastern Minnesota region
and at the University of Minnesota (Rural Development Council, Minnesota Institute for
Sustainable Agriculture, etc.) over the past two months.

Numerous meetings/conversations conducted with foundations and other support
institutions (Land Stewardship Project, McKnight Foundation, Hiawatha Sustainable

- Woods Project, etc.).

4/6
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» Resource mapping project design phase underway in cooperatlon with the Minnesota
Department of Natural Resources.

« Qualification criteria development underway for selectlon of up to a half dozen high-
payoff sustainable development projects and three University of Minnesota partnerships

by the end of 1998.
(Submitted by Southeast Executive Director)

4 Central Region Work

+ Regional Task Force of 16 members appointed representing agriculture, tourism and-
natural resource perspectives. Currently three University faculty and thirteen regional
community representatives make up this regional board of directors. Standing
committees include an executive committee plus three program committees (agriculture,
tourism, and natural resources.) Regular board meetings have been held since January,
with significant volunteer efforts prior to that time.

- Criteria for funding regional sustainable development projects were developed and eight
research/education projects were approved for funding by the Task Force in 1998.
Extensive input from regional producers, industry and agency personnel, and other
interested citizens helped form the proposals. These projects had a production and
environmental focus, with an emphasis on forage, edible bean, and other row crop
problems identified within the region.

« An executive director with extensive University of Minnesota outreach experience was
hired in September to coordinate task force activity and increase community
involvement in Regional Partnership projects. New project teams are currently
developing around economic and environmental themes in livestock production,
commercial horticulture opportunities, by—product nutrient utilization, agro-forestry, and
agro-tourism opportunities.

- Numerous conversations have been held with stakeholders in natural resource issues,
including the Sustainable Farming Association, regional foundations, and agency
personnel. An overriding goal is to enhance, not duplicate, efforts already in place.

(Submitted by Central Executive Director)

4 Internal or In-kind Funding and Support Leveraged Since '19‘97

The Partnerships have benefitted from many different kinds of internal support provided by
COAFES, CNR, and Extension, including critical faculty involvement in the planning and
development phases of the project. Several faculty have been nominated and are serving as
members of Regional Task Forces, which involves at least one 4-5 hour meeting per month.
COAFES, CNR, and Extension have also provided an approximate total of $30,000 for ongoing
interim coordination, and three deans’ representatives contribute time to the ongoing work of
the Statewide Coordinating Committee. The Experiment Station contributes financial services
for the on-going work of the partnerships.

The University of Minnesota Extension Service has contributed benefits and at least 50% of the
salary of each regional staff person in three pilot regions (fotal estimated at $125,000).
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Office space for Interim Coordination has been provided by Biosystems and Ag Engineering on
the St. Paul Campus, while the Minnesota Institute for Sustainable Agriculture within COAFES
has contributed support services for mailings and on-going project communication.

Finally, a number of citizens continue to provide leadership in the development of the concept;
regional citizen representatives receive a small honorarium for time contributed at meetings and
on project work. ‘

4 Contact Information

For more information on the Regional Agricultural and Natural Resources Sustainable
Development Partnerships, contact:

Pat Henderson
Interim Coordinator
University of Minnesota
190 Biosystems & Ag Engineering
1390 Eckles Avenue
St. Paul, MN 55108
(612) 624-0783
(612) 624-3005 (fax)
patsway@aol.com
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The University of Minnesota is committed to the policy that all persons shall have equal access
to its programs, facilities and employment without regard to race, color, creed, religion, national
origin, sex, age, marital status, disability, public assistance status, veteran status, or sexual
orientation. :

In adhering to this policy, the University abides by the Minnesota Human Rights Act, Minnesota
Statute Ch. 363; by the Federal Civil Rights Act, 42 U.S.C. 2000¢; by the requirements of Title
IX of the Education Amendments of 1972, by Sections 503 and 504 of the Rehabilitation Act of
1973; by the Americans with Disabilities Act of 1990; by Executive Order 11246, as amended:
38 U.S.C. 2012, the Vietnam Era Veterans Readjustment Assistance Act of 1972, as amended;
and by other applicable statutes and regulations relating to equality of opportunity.

Inquiries regarding compliance may be directed to Julie A. Sweitzer, Director and University
Equal Opportunity Officer, Office of Equal Opportunity and Affirmative Action, 419 Morrill Hall,
100 Church St. SE, Minneapolis, MN 55455, (612) 624-9547.

This material is available in alternative formats upon request. Please contact Marilyn Trettel, the
Office of Equal Opportunity and Affirmative Action, 419 Morrill Hall, 100 Church St. SE,
Minneapolis, MN 55455, (612) 624-9547, Fax: (612) 624-5223, TTY: (612) 626-8947.
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| REAFFIRMATION OF THE EQUAL OPPORTUNITY POLICY
41 CFR 60-2.13(a)

The University of Minnesota reaffirms its policy of providing equal opportunity to all employees
and applicants for employment in accordance with all applicable laws, directives and regulations
of federal, state and local governing bodies or agencies thereof, including Minnesota Statutes
363. The Board of Regents adopted the following policy on July 9, 1993:

The University of Minnesota is committed to the policy that all persons shall have equal access
to its program, facilities, and employment without regard to race, color, creed, religion, national
origin, sex, age, marital status, disability, public assistance status, veteran status, or sexual
orientation.

The Board of Regents passed its statement on Diversity, Equal Employment Opportunity, and
Affirmative Action on September 7, 1995, and a copy of the policy follows this page.

Through these policies the University demonstrated its commitment to take affirmative action to
ensure that all employment practices are free of discrimination. Such employment practices
include, but are not limited to, the following: hiring, upgrading, demotion, transfer, recruitment or
recruitment advertising, and selection for training, including apprenticeship.

The University of Minnesota requires all contractors, vendors and users of its facilities certify in
writing their adherence to this policy of nondiscrimination and affirmative action. Special efforts
will be made to award contracts to female, minority and disadvantaged business enterprises.

The University of Minnesota has established goals designed to encourage and support diversity
throughout the institution's students, personnel, curriculum and all University activities. In
implementing the budget and reallocation plan, administrators are required to include diversity-
related impacts. A demonstrated record of support and achievement is of particular importance
to reallocation-recipient units.

The University of Minnesota evaluates the performance of its administrative and supervisory
personnel on the basis of their involvement in achieving its affirmative action objectives as well
as other established criteria.

The University of Minnesota has appointed Julie A. Sweitzer as the University Equal Opportunity
Officer and Acting Director of Equal Opportunity Programs. Her responsibilities include
monitoring all Equal Opportunity activities and reporting the effectiveness of the University's
Affirmative Action Programs on a quarterly basis. President Yudof will receive and review
reports on the progress of the programs, including recommendations of necessary action to
ensure attainment of the University’s Equal Opportunity objectives. Any employee or applicant
who believes he or she has been discriminated against may contact the Office of Equal
Opportunity and Affirmative Action at 419 Morrill Hall, 100 Church St. S.E., Minneapoilis,
Minnesota, 55426, or call (612) 624-9547.

Mark G. Yudgf, President
University/of Minneso
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The University of Minnesota has appointed Julie A. Sweitzer as the University Equal Opportunity
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ensure attainment of the University’s Equal Opportunity objectives. Any employee or applicant
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Opportunity and Affirmative Action at 419 Morrill Hall, 100 Church St. S.E., Minneapolis,

Minnesota, 55426, or call (612) 624-9547.

Mark G. Yydof, Preside
University of Minnesgfa
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recruitment advertising, and selection for training, including apprenticeship.

The University of Minnesota requires all contractors, vendors and users of its facilities certify in
writing their adherence to this policy of nondiscrimination and affirmative action. Special efforts
will be made to award contracts to female, minority and disadvantaged business enterprises.

The University of Minnesota has established goals designed to encourage and support diversity
throughout the institution's students, personnel, curriculum and all University activities. In .
implementing the budget and reallocation plan, administrators are required to include diversity-
related impacts. A demonstrated record of support and achievement is of particular importance
to reallocation-recipient units.

The University of Minnesota evaluates the performance of its administrative and supervisory
personnel on the basis of their involvement in achieving its affirmative action objectives as well
as other established criteria.

The University of Minnesota has appointed Julie A. Sweitzer as the University Equal Opportunity
Officer and Acting Director of Equal Opportunity Programs. Her responsibilities include
monitoring all Equal Opportunity activities and reporting the effectiveness of the University’s
Affirmative Action Programs on a quarterly basis. President Yudof will receive and review
reports on the progress of the programs, including recommendations of necessary action to
ensure attainment of the University’s Equal Opportunity objectives. Any employee or applicant
who believes he or she has been discriminated against may contact the Office of Equal
Opportunity and Affirmative Action at 419 Morrill Hall, 100 Church St. S.E., Minneapolis,

Minnesota, 55426, or call (612) 624-9547.

Mark G. Yudof, Presigént
Univergity of Minnesota
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DIVERSITY, EQUAL EMPLOYMENT OPPORTUNITY, AND
AFFIRMATIVE ACTION

Subd. 1. Commitment of Purpose. Consistent with its academic mission and
standards, the University of Minnesota is committed to achieving excellence through
diversity. As a community of faculty, staff, and students engaged in research, scholarship,
artistic activity, teaching and learning, or activities which support them, the University
fosters an environment that is diverse, humane, and hospitable. As an institution, the
University is a global enterprise which serves the state, the nation, and the world through
its outreach and public service, and in partnership with community groups.

Subd. 2. Goals. The University shall seek to:

(1) provide equal access and opportunity to its programs, facilities, and
employment without regard to race, color, creed, religion, national origin, sex, age, marital
status, disability, public assistance status, veteran status or sexual orientation;

(2) advocate and practice affirmative action including the use of recruiting and
search processes to enhance participation of racial minorities, women, persons with a
disability, and Vietnam era veterans;

(3) establish and nurture an environment that actively acknowledges and values
diversity and is free from racism, sexism, and other forms of prejudice, intolerance or
harassment, for men and women, faculty, staff, and students from varying racial,
religious, and ethnic backgrounds, and of varying sexual orientations, as well as people
with disabilities; and :

(4) provide equal educational access to members of under-represented groups,

and develop affirmative action admission programs where appropriate to achieve this
goal. :

Subd. 3. Promotion and Support. The University will promote and support
diversity through its academic programs, its employment policies and practices, and
the purchase of goods, materials, and services for its programs and facilities from
businesses of the diverse communities it serves.

Subd. 4. Performance Goals. Administrative officers are directed to set
performance goals consistent with this policy and the law, and energetically continue to
implement the necessary programs and affirmative action administrative procedures
for the achievement of these goals; to remedy any discriminatory practice which deviates
from this policy; and to assess and reward the performance of individuals and units
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using the University’s critical measures for the diversity performance goals as part of
the University’s planning and budgeting process.

SuPERSEDES: PoLIcY STATEMENT ON WOMEN ACADEMIC EMPLOYEES DATED JULy 13, 1990; EQUAL EDUCATIONAL ACCESS AND
OpPORTUNTTY DATED NOVEMBER 8, 1991; EQUAL OPPORTUNITY: FACILITIES DATED Jury 9, 1993; EqQual OPPORTUNITY IN
EMPLOYMENT DATED JULY 9, 1993; AND DIVERSITY DATED JULY 9, 1993.
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il. DISSEMINATION OF THE POLICY
Internal

The University Equal Opportunity and Affirmative Action policy statement as adopted by the
Board of Regents is available on the World Wide Web as part of the Regents’ policies for the
University of Minnesota. It is also included in the Office of Equal Opportunity and Affirmative
Action (EO/AA) web page and distributed in the office’s program brochure. The office brochure
was mailed to all employees in November 1998. New employees receive copies of the
statement and other information about the University’s policy of equal opportunity and
affirmative action at orientation programs.

The University has notified each labor union with which it has a collective bargaining agreement
of its commitment to Equal Opportunity and Affirmative Action. The policy statement is included
in each contract.

The policy statement is included in all appropriate University publications including all employee
handbooks and policy books, which are available to all employees on the Web and distributed at
training programs. It is also included in other media communications including, but not limited
to, the Minnesota Daily and University TV and radio stations. The Equal Opportunity Policy
statement is posted in University employment offices, placement offices, and other appropriate
areas.

The University’s Equal Opportunity and Affirmative Action officer conducts periodic meetings
with academic deans and department heads to review their responsibility for effective
implementation of the University’s Affirmative Action Policy.

Each University administrative unit has designated a Unit Equal Opportunity Officer to
disseminate in their department or unit information pertaining to the Affirmative Action Program.
Workshops and seminars will be held semi-annually to counsel Equal Opportunity officers and
Human Resources staff in ways to more effectively implement the University’s Equal
Opportunity and Affirmative Action Policies.

The University requires that all its contractors, including those supplying goods or services, be
equal opportunity employers. The University of Minnesota Small and Targeted Group Business
(TGB) programs are designed to promote the growth and development of small businesses
located within the State of Minnesota.

University publications visually demonstrate the policy by including photos of university staff of
color, women, and employees with disabilities.
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External

All recruiting sources including universities, colleges, placement offices, women and minority
professional organizations, public and private employment agencies, high schools, community
organizations and other referral sources have been advised of the University’s Equal
Opportunity and Affirmative Action Policy and are encouraged to refer minorities and women for
all positions.

The equal opportunity policy is included on all purchase orders, requisitions, and contracts
covered by Executive Order 11246 (as amended) and implementing regulations.

Copies of the Equal Opportunity and Affirmative Action Policy will be made available to all
potential employees. University publications visually demonstrate the policy by including photos
of university staff of color, women, and employees with disabilities.

All contractors, subcontractors, vendors, and suppliers have been notified of the University’'s
Equal Opportunity Policy and are required to comply with Executive Order 11246 (as amended)
and its implementing regulations. The University has agreed to transact business only with
firms adhering to these practices.
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lll. RESPONSIBILITY FOR IMPLEMENTATION

As the Chief Executive Officer responsible for the implementation of the Affirmative Action Program,
the President of the University keeps the Board of Regents informed of the institution’s progress in
this area. The President receives and evaluates periodic progress reports from the Office of Equal
Opportunity and Affirmative Action, the Vice Presidents and other administrative officers.

Julie A. Sweitzer serves as Director of the Office of Equal Opportunity and Affirmative Action, the
University’s Equal %) ortuniltg/ Officer and reports to the Executive Vice President and Provost.
The Director of the Office of Equal Opportunity and Affirmative Action has the authority and logistics
support to review progress and the program continually to assure compliance with appropriate
federal and state laws that apply to the University as a result of its contractual commitments with the
stated University policy on Equal Opportunity and Affirmative Action. This includes reporting and
recording systems that measure the effectiveness of the program.

The Director develops the Affirmative Action Plan, disseminates it, and coordinates training for
employees on their responsibilities pursuant to the plan. Human Resources also conducts training,
and consults with the Director of Equal Opportunity in its development. The Director will meet
annually with vice presidents and deans to discuss the effectiveness of the program in their units,
including the results of complaint activities. The Director is responsible for receiving, investigating
and attempting to resolve all discrimination complaints.

The Associate Vice President for Multicultural Affairs, the Vice President for Human Resources and
Vice Provost for Facult)_/f and Minority Affairs also have related responsibilities for recruiting and
retention of faculty, staif and students, and for enhancing the climate for diversity. Together with
the Director of Equal Opportunity and Affirmative Action, they coordinate their activities to maximize
resources.

The President has delegated to each Vice President the responsibility for ensuring that each of the
administrative units complies with the terms of the equal opportunity and affirmative action policies
set forth b?l the University as well as with the Executive Orders 11246 and 11375, “Revised Order
2\187 51,: Title VII of the Civil Rights Act of 1964, and Title IX of the “Educational Amendments of

The Chancellors, Provosts, Vice Presidents, Deans, and other Chief Administrative Officers have
the direct responsibility for ensuring compliance with University equal opportunity and affirmative
action policies, Executive Orders 11246 and 11375, “Revised Order No. 4,” and the most recent
Guidelines for Higher Education Institutions which include Title IX, Sections 503 and 504 of the
Rehabilitation Act of 1973, as amended.

Each campus and college, and in some cases units within colleges, have identified an Equal
Opportunity officer who has the responsibility for the coordination of equal employment opportunity
activities at the collegiate or unit level. The officers receive training from the Office of Equal
Opportunity upon appointment. In addition the office has provided annual training for unit officers
and human resources staff, which has been increased to semi-annual workshops. In addition, the
central Office is a resource for periodic consultations with unit officers and HR staff. :

Each department that admits students has the specific responsibility of ensuring that equal
educational opportunity is provided to everyone. All offices which provide financial aid, placement,
tutoring, counseling, and other student services are required to adhere to the principles of equal

opportunity and affirmative action, and specifically abide by Title VI, Title IX and the 504
Regulations.

The Director of Purchasing requires each vendor, supplier and contractor to certify that they are an
equal onortumty employer. The Director of Equal Opportunity is actively involved in the
contracting program to assure affirmative action is given appropriate consideration.



nsin e Ty

SRS VNP

AAP 1999 SECTION IV
UNIVERSITY OF MINNESOTA PAGE 10

IV. WORKFORCE ANALYSIS FOR TOTAL UNIVERSITY
41 CFR 60-2.11(a)

The University has reviewed its workforce for both academic and civil service employment as
part of the annual update of the University’s Affirmative Action Program (AAP). The workforce
analysis reports are generated by parent department, class number and title, job group, salary
range code, race and sex. These reports are generated from IPEDS data using October 16-31,
1997 payroll. '

Employment Reports by Department, Administrative Unit and Campus

The C045 reports contain detailed and summary totals of disabled and veteran employees by
department, class and EE0Q-6 category.

The FCEO015-1 reports, Civil Service Workforce Analysis by Reporting Department, October
1997, are contained in Appendix Il of the Affirmative Action Program (AAP).

The FCE008-1 reports, Workforce Analysis for Faculty by Reporting Department, October 1997,
are contained in Appendix V of the AAP.

The Workforce Analysis for Academic Professional and Administrative Positions is contained in
Appendix VIl of the AAP.

The FCE055-1 reports, a summary of nonacademic workforce by EEQ-6 category by campus
and total University, are contained in Appendix IV of the AAP.

A summary of academic and nonacademic workforce by race and gender follows, and a
summary by disability and veteran status is provided in Section XV.
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V. AVAILABILITY ANALYSIS
41 CFR 60-2.11(b)

The University has reviewed availability data for both academic and civil service employment as
part of its annual update of the University’s Affirmative Action Program (AAP). The University
has reviewed and considered the “8-factors” and 1990 State Manpower data.

In 1998 the University Equal Opportunity Office reviewed and updated the disciplines used in
faculty availability calculations.

In 1994, the University Equal Opportunity Office and The Office of Human Resources reviewed
the approximately 700 job titles/classifications by job group in order to update its list of
corresponding or equivalent job titles/classifications in 1990 Equal Opportunity Special File for
updating civil service availability. These data are reviewed annually along with data from the
applicant tracing system from positions filled by job title, job group and Federal Occupational
Category (FOC).

The FCE053-1, Analysis of Availability by‘Major Job Group, Goal Year: 1998 is available by
campus for civil service employment. These reports are contained in Appendix IIl.

The FCEO012-1 report, Availability Data for Faculty by Parent Department, Goal Year: 1998 are
available by parent department and job group for faculty employment. These reports are
contained in Appendix VI.

The availability analysis report for Academic Non-faculty by job group is available for the total
university. This report is contained in Appendix VIII.

The availability sources for civil service, faculty and academic professional and administrative
employees (P/A) are listed in Appendix IX.
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VI. UTILIZATION ANALYSIS
41CFR 60-2.11 (c)

The University has reviewed availability and workforce for both academic and civil service
employment by job group to determine underutilization of females and minorities.
Underutilization is defined as 0.5 persons or greater in any job group pursuant to “Memorandum
to College and University President,” August, 1975 (Gerry Memorandum). The annual utilization
analysis is based on the October 16 - 31 payrolls reflecting the Integrated Postsecondary
Education Data System (IPEDS) reports.

The FCE054-1 report, Civil Service Workforce Utilization Analysis by EEO-6 Job Group, is
generated by administrative unit for each campus. The report is contained in Appendix 1V and
summarized by campus in the FCE055-1 report.

The FCE014-1 report, Goals and Timetables for Faculty by Parent Department, indicates
utilization and underutilization of females and minorities by job group. The report is contained in
Appendix VII.

The workforce availability and underutilization of females and minorities for academic non-
faculty staff by job group are contained in Appendix VIII.

Employee workforce, availability and goals are summarized for the total University in the
following pages and by campus in Appendix IV.
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VIl. ANALYSIS AND IDENTIFICATION OF PROBLEM AREAS
41 CFR 60-2.13 (d)

The following report was presented to the University of Minnesota Board of Regents
on April 8, 1999.

PROFILES OF DIVERSITY

Strategies for the Recruitment and Retention of a Diverse Workforce at the
University of Minnesota

Carol A. Carrier, Vice President for Human Resources
Robert J. Jones, vice-Provost
Nancy R. Barcelo, Associate Vice President for Multicultural Affairs
Julie A. Sweitzer, Acting Director, Equal Opportunity and Affirmative Action

Executive Summary

"The recruitment and retention of faculty (and staff) of color remains one of the most difficult
challenges facing American higher education," (Turner, 1999)

The focus of this report is on how the University of Minnesota can continue to make progress in
recruiting and retaining a strong and diverse workforce, that creates an environment that
enhances excellence.

Conclusion and Challenges
There are few people of color among senior administrators and faculty, and they are unevenly

distributed among units and across racial/ethnic groups. Women have made more progress,
but not enough. The pipeline is a continuing concern. People with disabilities and of differing
sexual orientations need to be included. Achieving the goal of continuing our progress requires
integration of the concepts of diversity, equal opportunity and affirmative action into all levels of
University decision-making.

National Context

Increasing the diversity of faculty and staff employed in higher education, including preventing
and responding to discrimination, have been major topics of discussion across our country. In
the last year the AACU's proceeded with its' initiative on American Commitments: Diversity,
Democracy and Liberal Learning, and President Clinton's yearlong Initiative on Race concluded
and spurred numerous campus "dialogues”. The University of Minnesota presented a national
conference in October 1998, entitled "Keeping Our Faculties: Addressing the Recruitment and
Retention of Faculty of Color in Higher Education®. At the same time affirmative action, one of
the leading tools for increasing diversity, faced numerous high-profile legal challenges across
the county. One positive outcome of the debate is that it has forced higher education to more
clearly articulate the benefits of diversity in the workforce as well as in the student body, and
encouraged research that could demonstrate the benefits.
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University of Minnesota Context
The University of Minnesota's Mission Statement dedicates the University to "education for a

diverse community", by preparing a "strong and diverse community of learners and teachers....
for active roles in a multiracial and multicultural world." Mission Statement, subds. 1 & 3.
Specific efforts to increase the diversity of the workforce include:

Recruitment

President's Postdoctoral Fellowship for Academic Diversity
Faculty Bridge Fund Program
Visiting Scholars Program
Relocation Assistance

Golden Opportunities campaign
Media connections

Creating new networks

Increase access to job information
Speeding the process

Staff workshops

Retention and Development
Promotion and tenure

System-wide Faculty Development Program

President’s Faculty Multicultural Research Award Program
Compensation /Benefits

Comprehensive preparation of supervisors/administrators
Internal job mobility

Employee recognition

Climate and environment
Compacts

Accessibility

Information sharing

Creative and flexible complaint handling
Support programs

Dialogues

Strategies for the Recruitment and Retention of a Diverse Workforce at the

University of Minnesota

Carol A. Carrier, Vice President for Human Resources
Robert J. Jones, Vice Provost
Nancy R. Barcelo, Associate Vice President for Multicultural Affairs
Julie A. Sweitzer, Acting Director, Equal Opportunity and Affirmative Action

“The recruitment and retention of faculty [and staff] of color remains one of the most difficult
challenges facing American higher education. Research findings- whether qualitative or
quantitative, whether numerical or narrative- demonstrate that American Indian, African
American, Latino, and Asian American faculty comprise, at most, 10% of the faculty, and many
describe experiences of racial and ethnic bias in the workplace. Research findings suggest that
there is a need to focus on changing the higher education workplace environment to further
embrace the value of a racial and ethnically diverse professorate in order to sustain viability,
vitality, and growth of our institutions in an ever changing social environment." (Turner, 1999)
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INTRODUCTION

The focus of this report is on how the University of Minnesota can continue to make progress in
recruiting and retaining a strong and diverse workforce, which-creates an environment that enhances
excellence. We will assess where we are, how we got to this point, and remaining concerns to be
addressed as we move forward into the new millennium. Assuring equal opportunity is crucial but not
enough, affirmative action is essential to creating a diverse workforce, and careful nurturing is required
to maintain diversity. The following materials describe the national and local context, the specific
challenges we have identified for the University of Minnesota, and recommendations for action.

National Context

Increasing the diversity of faculty and staff employed in higher education, and addressing the
challenges that result from an increasingly diverse workforce, including preventing and responding to
discrimination, have been major topics of discussion across our country. Over the last year alone the
American Association of Colleges and Universities cosponsored with PBS a national teleconference on
“Racial Legacies and Learning: How to Talk about Race”, part of AACU's initiative on American
Commitments: Diversity, Democracy and Liberal Learning. President Clinton’s yearlong Initiative on
Race concluded with a written report last fall and spurred numerous campus “dialogues”, including the
week-long event held last October on the University of Minnesota Twin Cities campus. The United
States Department of Education held a series of regional conferences on “College Admissions and
Affirmative Action”, which also addressed employment. Numerous national seminars and conferences
studied related issues, with perhaps the most comprehensive national symposium being presented by
the University of Minnesota in October 1998, entitled “Keeping Our Faculties: Addressing the
Recruitment and Retention of Faculty of Color in Higher Education”, which will be discussed in more
detail within.

At the same time affirmative action, one of the leading tools for increasing diversity, faced numerous
high-profile legal challenges across the country, most prominently in Texas, California, Michigan and
Washington. Much of the related debate encouraged misinformation about affirmative action. The
American Council on Education issued a statement in February 1999 condemning the threat of
litigation as a tool to curtail the rights of colleges, and widely published its policy statement "On the
Importance of Diversity in Higher Education.” One positive outcome of the debate is that it has forced
higher education to more clearly articulate the benefits of diversity in the workforce as well as in the
student body, and encouraged research that could demonstrate the benefits.

Other recent activity includes many institutions such as Penn State and UC-Berkeley that have
developed broad plans and strategies, and provided models for other institutions. The Midwestern
Higher Education Commission’s (MHEC) Minority Faculty Development Project (May 1995) suggested
qualified faculty of color candidates are underrepresented because of a drop-off at almost every stage
along the educational pipeline from secondary school to completion of a doctorate, and many
institutions are taking steps with the long-term goal of broadening the pool. Finally, the tightening labor
market has focused attention on successful recruiting and retention strategies for all employees.

University of Minnesota Context

The University of Minnesota has historically been committed to “keeping our faculty” as reflected
in its commitment of resources and the establishment of innovative programs dedicated to
recruiting and retaining a diverse faculty. Indeed the commitment goes as deep as the Mission
Statement passed by the Board of Regents in 1994, which dedicates
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the University to “education for a diverse community”, by preparing a “strong and diverse
community of learners and teachers.... for active roles in a multiracial and multicultural worid.”
Mission Statement, subds. 1 & 3. “In all of its activities, the University strives to sustain an open
exchanges of ideas in an environment ... that provides an atmosphere of mutual respect, free
from racism, sexism, and other forms of prejudice and intolerance.... that is conscious of and
responsive to the needs of the many communities it is committed to serving.” Mission
Statement, subd. 5. .

The Regents’ amplified the intent by adopting the “Diversity, Equal Employment Opportunity and
Affirmative Action” policy in September 1995, committing the University “to achieving excelience
through diversity.” Diversity, subd. 1. “The University shall seek to: (1) provide equal access and
opportunity... (2) advocate and practice affirmative action...(3) establish and nurture an environment
that actively acknowledges and values diversity and is free from racism, sexism, and other forms of
prejudice, intolerance or harassment... and (4) provide equal education access to members of under-
represented groups.” Diversity, subd. 2. Finally, and perhaps most importantly, administrative officers
were directed to set goals consistent with the policy and the law. Diversity, subd. 4.

In the implementation of these policies the University works from the premise that “keeping a diverse
faculty and staff” is transformative and changes the way an institution responds to its community and
constituencies through policies, programs, and practices. Our strategic plans incorporate the principles
identified at the national symposium on "Keeping Our Faculties". The over 300 attendees from 36
states across the country reflected a broad spectrum of faculty, administrators and institutions. Those
principles and practices, adjusted to include all employees, are:

Incorporate diversity as a core value.

Stress the importance of commitment from all levels of the institution.

Broaden definitions of scholarship and restructure the reward system.

Support administrative and faculty development.

Institutional accountability (we all fail when faculty are not promoted or good employees leave).
Support research that examines the work experiences of a diverse faculty.

Review hiring processes to insure fair practices.

Replicate “grow your own” models.

Conduct interviews with former employees, and use their feedback to assess and improve the
campus climate.

Promote networking among faculty and employees of color.

» Incorporate the Mission Statement and Diversity Policy as support for the value of diversity within
our educational and employment settings.

Diversity includes more than race and ethnicity, although much of the recent national attention has
focused on race. The inclusion of women and people with disabilities, as well as people with different
sexual orientations, continue to be issues that rightfully demand attention. Overall, approximately 10%
of our faculty are people of color, as are over 10% of our civil service/bargaining unit workforce, but the
percentage drops to approximately 8% of the academic professional and administrative workforce, and
7% of our executive administrators. Women represent just over haif of our total workforce, but only
approximately 40% of our executive and administrative academic staff, while they are over 60% of the
civil service/bargaining unit employees. As the attached exhibits demonstrate, it is crucial to look
within the overall picture to identify where, and of whom, there is underrepresentation.
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How do we continue to make progress in recruiting and retaining a strong
and diverse workforce, which creates an environment that enhances
excellence?

Challenges

Recruitment, development and retention are and must remain a priority of the University of Minnesota.
We have made steady progress but there are still areas in which we must redouble our efforts. Areas
to strengthen include:

e There are few people of color (particularly Asians, Chicano-Latinos, and American Indians) among
senior administrators across campus, not just centrally but including senior academic positions
such as dean and associate dean. Women have made more progress into these positions, but not
enough. ‘

o Whilegall colleges identify at least one faculty member of color, African-American, Chicano-Latino
and American Indian faculty are missing from many colleges. Again, women are present in greater
numbers, but still are unevenly distributed.

¢ The availability of a diverse qualified group who are interested in moving into academia or
administration — the pipeline, as it is euphemistically known — is a continuing concern.

¢ People with disabilities and of differing sexual orientations are often invisible in our diversity
discussions, but are an important part of the diversity that is our mission.

e A strong and diverse workforce is essential for the success of the University’s undergraduate
initiative.

Recommendations

The Office of the Executive Vice President and Provost, Human Resources, Multicultural Affairs and
Equal Opportunity and Affirmative Action are actively involved in developing and implementing the
following programs in order to address the challenges set forth above.

Recruitment
Specific efforts to increase the diversity of the faculty include:

President’s Postdoctoral Fellowship for Academic Diversity- _

The purpose of this program is to enhance the number of faculty from underrepresented populations
with the requisite credentials to be strong candidates for assistant professorships at the University of
Minnesota. This program provides up to three postdoctoral fellowships per year. One of the five
fellows to date received a tenure-track appointment at the University of Minnesota, and three are in the
second year of the program.

Faculty Bridge Fund Program:
Established in 1988, this program provides funding assistance to departments with high needs and a
genuine commitment to hiring faculty of color.

Visiting Scholars Program:

The aim of this initiative is to provide facuity development opportunities to faculty from other
institutions, and build short-term diversity in the faculty of some of our academic units, while
simultaneously building relationship that will foster our efforts to recruit students and faculty of color.
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Other efforts to recruit a diverse academic and staff workforce inciude:

Relocation Assistance:

The Relocation Assistance Program provides much needed support for individuals looking to
move to the Twin Cities campus. A variety of services, including assistance in locating
neighborhoods, school systems, employment for spouses and partners are provided during the
interview process and once new employees arrive in town. One aspect of this program provides
a special service to people of color who want to become more familiar with opportunities and
communities in the Twin Cities community of particular interest to them.

Golden Opportunities campaign:

The low unemployment rates in Minnesota have led to a highly competitive market for attracting
applicants, especially in certain fields such as technology. To make the University more visible
and attractive to all applicants, Human Resources instituted a “Golden Opportunities” advertising
explain the process of applying for positions, and assist applicants in presenting their
qualifications in an campaign highlighting the benefits of working at the University, and began
monthly informational sessions that effective manner. Over the past three years, more than 14
job fairs were held in urban communities of color and attracted more than 5000 job seekers. The
percentage of people of color hired into our civil service/bargaining unit workforce has increased
from 6.1% in 1995-96 to 7.2% in 1997-98.

Media connections:.

A formal partnership with McFarlane Media began in March 1999 to increase the University’s visibility
in our Minnesota communities of color. Image ads will appear in 11 ethnic media publications and on
radio programs from the end of March into June 1999. Additional ads will feature numerous current job
openings, rather than the single job ad approach.

Creating new networks:

For example, President Yudof met with civic and faith community leaders to use these networks to
locate job seekers. We also partnered with a local private business training school to provide 25
internships to date, which have resulted in several job placements at the University, for participants in
welfare reform programs.

Increase access to job information:
All University jobs are now posted on the web, and are also available via the telephone on Jobsline.
Individuals with applications on file can apply for positions by phone, avoiding a trip to campus.

Speeding the process:

Both university departments and applicants benefit by reducing the time it takes to hire a staff
employee. Over the past year we have reduced the time to hire each staff employee from 18% to
27%, depending on the employee group.

Staff workshops:

The Office of Equal Opportunity and Affirmative Action holds semi-annual workshops for unit equal
opportunity officers and employees with human resources duties. A recent session focused on
recruiting sources and methods. Monthly informal lunch discussions and an email network provide
opportunities to share information and ideas more frequently. In addition statistical information and
new recruiting leads are distributed more widely to senior administrative officers and collegiate units,
and to unit equal opportunity officers. These efforts are focused on eliminating the “I don't know how
or where to recruit for diversity” responses.
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Retention and Development

Professional development and retention of high quality faculty and staff is just as important if we are to
maintain our progress. We have been able to maintain average turnover rates for staff employees at a
relatively stable rate of about 11% per year for the past few years. Faculty turnover was 6.7% for fiscal
year 1998, including departures due to resignation, retirement, notices of termination, terminal leave
agreements, or death. The attrition rate for women faculty was 5.1%, and for faculty of color it was
6.5%, indicating we are doing reasonably well in retaining all of our faculty.

Faculty programs include:

Promotion and tenure:

Helping individuals succeed in their early years is a key to the retention of faculty. During their
first six years, probationary faculty must demonstrate their productivity to reach standards set by
the university and their units for promotion and tenure. Efforts to support facuity through this
process include: formal preparation of department chairs/heads to provide feedback and
guidance to their probationary faculty; an annual dinner and discussion for probationary faculty
women is held to provide practical, timely advice from university officials on how to best prepare
for the tenure review process; and a special seminar series for minority faculty provides a
relaxed atmosphere in which similar questions can be raised and discussed.

System-wide Faculty Development Program:.

The first element of this program is an orientation program for new faculty, which provides information
about University expectations of junior faculty, and faculty enrichment opportunities such as summer
research grants. An orientation program also provides new faculty the opportunity to meet other
faculty, both new and returning, for purposes of creating community and/or connecting with individuals
across the disciplines for eventual collaborative work. The second element consists of workshops and -
seminars offered throughout the year which address topics on tenure, writing research grants, working
in collaboration with faculty, how to write for publications, enhancing teaching skills, networking,
mentoring, and promotion.

President’s Faculty Multicultural Research Award Program:.

This program was initiated during the 1994-95 academic year to encourage and support research by
faculty of color and to promote research on issues related to people of color. A major goal of the
award is to enhance the retention of diverse faculty members while increasing the research literature
available on issues related to diversity. For junior faculty these awards serve as an important avenue to
launch research by providing seed money. The results of these research projects are presented to the
entire University community in a symposium. The presentation of the research serves to raise the
awareness of the broader University community on multicultural issues, thereby contributing strategies
to improve the campus climate and enhance the University’s pursuit of excellence.

Programs affecting all staff include:

Compensation /Benefits:

Our goal is to ensure competitive salary and benefits packages. Market surveys of
compensation in the public and private sectors provide benchmarks. For faculty, the market is
the top 30 research institutions. For staff groups, if market discrepancies are identified for
particular job families, we provide special increase parameters through the pay plan each year.
Increasingly units are beginning to use bonus or incentive plans to reward productivity. For
example, staff in the printing unit have received incentive pay for the past few years because
profit targets were reached.
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Comprehensive preparation of supervisors/administrators:

Immediate supervisors play an extremely key role in an employee’s level of satisfaction and
therefore productivity. Competent and fair supervision is one of the most effective tools to avoid
discrimination, or the perception of it. Better preparation and coaching of these key individuals
is a priority for a cross-functional team of central offices that together now deliver training on
effective human resource practices. As of 1999, supervisors are encouraged to attend a half-
day session within a month of assuming a supervisory role. We hope to soon expand this
program which currently emphasizes key policies and avoiding discriminatory behaviors. More
extensive programs such as an effective supervision course of 24 hours, a year-long program
on administrative excellence, and the new Presidential Leadership Development initiative
combine to improve leadership, management and supervision within the institutions.

Internal job mobility:

Our newly redesigned search procedures allow qualified staff to be moved into different positions
within the University without searches, with approval of the Vice President for Human Resources and
the Director of Equal Opportunity. As of mid-March, 20 employees of color received new job
opportunities through the new procedures, as well as 32 employees identified as white. Twenty-seven
(27) of these employees were women. Staff employees hoping to enhance their skills or consider other
job possibilities within the university can attend sessions with the Employee Career Enrichment
Program or sign up for training offered by many other units within the university. Especially significant
is the massive training program now underway to prepare faculty and staff for the implementation of
the new Enterprise Systems.

Employee recognition:

Currently more than 100 programs, most based in departments, are used to recognize employee
accomplishments. Employee recognition is an important tool for productivity and moral building, and
we will assure that it is included in training offerings for all supervisors and managers.

Climate and environment

Compacts:

The compacts collegiate and many administrative units develop each year with the assistance and
approval of the Executive Vice President and Provost include a section regarding efforts to increase
and retain the diversity of the unit. This year we enhanced the compact process to include discussion
of the representation within the workforce. Attention is also paid to use of professional development
programs and other related efforts to retain a diverse staff and improve the work environment. Vice
presidents and deans have been advised to include responses to inquiries regarding workforce
diversity and development programs in performance evaluations and goal setting in their units.

Accessibility.

The world of computer technology is developing faster than accessible technology can keep pace. We
have gathered information technology experts from across the University to learn how to create
systems that are accessible for persons with visual and physical disabilities without costly post-
development accommodations. Guidelines for University development will help assure a smooth surf
across the web, and complement our ongoing efforts to assure accessibility in new buildings and
gradually improve access to our older facilities.
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Information sharing:

In November/December 1998 all employees received a copy of the new Equal Opportunity and
Affirmative Action brochure which included copies of relevant University policies, information
about types of discrimination, the AA complaint procedures, and listings of other resources. New
employees receive copies when they attend orientation, and distributions will continue annually.

Creative and flexible complaint handling:.

An employee with a concern about discrimination needs a safe place to discuss options. Each
situation is unigue. The discrimination problems we face are increasingly complex and ingrained in
societal institutions, and a diverse workforce must trust that the University has a method for handling
the inevitable disputes, and a process that recognizes each and every perspective. An employee who
can not find a place to have discrimination concerns addressed in a way that does more than place a
bandage on the surface will leave and potentially do more harm to the University’s recruiting,
development and retention efforts than we can ever fix. The Office of Equal Opportunity and
Affirmative Action is using flexible and innovative methods to respond to the concerns raised by
employees.

Support programs:

The Gay, Lesbian, Bisexual and Transgender Program Office, Disability Services, and the new Office
for University Women are significant resources for employees to obtain needed information and
assistance, and for the University to learn about the issues we must address.

Dialogues:

Yes, we are talking to each other, and listening. Beginning with the student initiated Dialogue on Race
in October 1998, which actively supported by both Multicultural Affairs and the Office of Equal
Opportunity and Affirmative Action, we have continued to create settings where administrators and
staff can discuss issues of race and privilege. We are expanding opportunities for these respectful
considerations of each other's perspectives to all of the campuses, and look forward to these
challenging encounters. In addition, we are actively involved in developing a national teleconference on
women in higher education in the new millennium entitled "Women's Lives, Women's Voices, Women's
Solutions," scheduled for March 2000.

Conclusion

Achieving the goal of continuing our progress requires integration of the concepts of diversity, equal
opportunity and affirmative action into all levels of University decision-making. The commitments so
eloquently and clearly set forth in the Mission Statement and the Diversity, Equal Employment
Opportunity and Affirmative Action policy are meaningless without aggressive and affirmative actions,
and accountability. We are engaged in a process, not production of a finite product, but we are
confident that the result will be excellence in all corners of the University of Minnesota.

(End of Regents' report)



AAP 1999 SECTION VIl

- UNIVERSITY OF MINNESOTA ' PAGE 27

Employment Seniority:

Employment seniority by position classification, department or University can affect an
employee’s ability to apply for posted positions ahead of non-university employees or ahead of
other employees for bargaining unit positions. Seniority related to transfers and promotions is
included above.

Employment seniority by position classification, department or University can affect an
employee’s ability to bump into a formerly held position, bump another employee, or apply for
posted positions ahead of non-university employees or ahead of other employees for either
bargaining or non-bargaining unit positions from layoff. Employees whose positions are lost
through layoff and bumping are included with voluntary and involuntary terminations.

Apprenticeship/Training Programs:

The University participates in apprenticeship training in the skilled crafts, who represent just
under 4 percent of the total non-student workforce. On average, 5 apprentices work at the
University at any time and these are referred by the union hiring halls.

Technical Phases of Compliance:

The “EEOC Law” poster, Minnesota State “Contractor, NON-DISCRIMINATION... is the law”
poster and University Equal Opportunity and Non-Discrimination Policy are posted on ali
employment boards on each campus. The posters and job postings are now protected by glass
doors to prevent theft and mutilation.

The application form has been amended to delete dates from education and degree awarded to

avoid possible age discrimination. This was done at the suggestion of the State Department of
Human Rights. Applications are kept on file for a minimum of three years.

Employment Seniority:

Faculty hires, promotions, terminations and non-reappointments are not based on seniority.
Current employees and other applicants may apply for any position for which they are qualified.

Apprenticeship and Training Programs:

Apprenticeship and training programs do not apply to non-student facuity appointments.

Technical Phases of Compliance:

All departments and search committees are informed of equal opportunity policy, advertising
and record-keeping requirements in the Guidelines for Academic Searches, July 1998.

Employment Seniority:

Academic and administrative hires, promotions, terminations and non-reappointments are not
based on seniority. Current employees and other applicants may apply for any position.

Apprenticeship and Training Programs:

Apprenticeship and training programs do not apply to non-student faculty appointments.
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Technical Phases of Compliancé:

All departments and search committees are informed of equal opportunity policy, advertising
and record-keeping requirements in the Guidelines for Academic Searches, July 1998.

Company Facilities and Programs

The University's Policy of Equal Opportunity and Non-Discrimination applies to education,
employment, contractors/vendors and the use of all facilities.

During orientation, new students and graduate Teachinvg Assistants are informed about the
policy and harassment guidelines. Student organizations using campus facilities are required to
sign an assurance of compliance with the policy.

Employers and recruiters wishing to use campus facilities and Placement Services must sign an
assurance of compliance with the policy, developed and implemented in 1976. The assurance
form was amended in 1989 to prohibit discrimination on the basis of veteran status, handicap
and sexual orientation. The form was also amended to prohibit discrimination on the basis of
creed, marital status and with respect to public assistance status. Each school, college and
campus with Placement Services was asked to report on compliance each year.

Contractors and vendors are informed of the policy in all purchase orders, regardiess of dollar
amount, and in bid specifications for awards of $10,000 or more. In the latter case, an
affirmative action program or certificate of compliance from the State is required. The purchase
order form and bid specifications have been amended to include discrimination on the basis of
creed, marital status and with respect to public assistance.

Workforce Environment

In 1998 the University of Minnesota built on its history of improving the work and learning
climate for women by establishing the Office for University Women. In recent decades the
Minnesota Plan Il and the Commission on Women developed many programs to provide
support and leadership training for University women. The Office for University Women serves
faculty, staff and students and broadly consulted through focus groups and a transition
committee to design services to better serve women in today’s climate.

The Office for Multicultural Affairs has responsibility for program development regarding
recruiting and retaining faculty and staff of color. Other programs focus on women, people with
disabilities and gay/lesbian staff and students and specific offices serve these constituencies.
The Office coordinates many programs focused on developing the pool of qualified students and
applicants for university employment. More information on these programs is available at their
website at http://www.aamd.umn.edu.

To address the climate for disabled employees, the Office of Equal Opportunity and Affirmative
Action surveyed all employees in 1992 to identify concerns and special problems, including
accommodations. The director works with the Office of Disability Services, and the Office for
Multicultural Affairs to address individual accommodations needs and identify broader issues in
the community.
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In the student living and learning environment, the University implemented the following:

+ Disseminated policies and reporting procedures information through CD-Roms provided to
all incoming students, and student-focused web sites.

* Provided training for housing staff annually, as well as for new students, students in
dormitories, students in the Greek System and athletics.

Sexual harassment, assault and violence are also addressed by the University's policy on
sexual harassment. Students and employees may file a complaint with the Office of Equal
Opportunity and Affirmative Action. Training and counseling are provided by that office or by the
Sexual Violence Program staff. The sexual harassment policy was revised and strengthened,
and was adopted by the Regents in December 1998. The policy was distributed to employees
and students by the Office of Equal Opportunity and Affirmative Action through the deans and
vice presidents. Training related to the sexual harassment policy and the Nepotism and
Consensual Relations policy was provided to equal opportunity officers in December 1998 and
January 1999. Several colleges also provided training to department heads and administrators.
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