F E AT U R E
The way
to retain
students
is
to
mentor
them,
Alfred
M oy é
tells those
attending
a campus
symposium on African-American student
retention. See page 11.
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Administrators: Time for action on strategic plan

P

itt’s strategic direction has
been set and it’s time to take
action, Pitt administrators
said in a back-to-campus update
on Pitt’s strategic plan.
The University’s five-year
strategic plan has been defined
in terms of five broad aspirational goals. The plan, covering
academic years 2016-20, was
unveiled at the June 19 Board
of Trustees meeting. (See June 25
University Times.)
Those goals are to be a University that: advances educational
excellence; engages in research of
impact; strengthens communities;
builds foundational strength; and
embraces diversity and inclusion.
Chancellor Patrick Gallagher
reiterated that the plan is not
designed to distill everything that
happens at the University. “It’s
designed to articulate a sense of
direction — a North Star that
we believe is important for this
University’s future and for its
continued growth and improvement,” he told 300 members of
the University community at a
Sept. 17 public meeting in Alumni
Hall to hear what comes next.
“It’s great to have that sense
of direction but if we’re not going
to have this end up on a coffee

table as a pretty document we’ve
got to make it real,” Gallagher
said. “We’re at the stage now
where we really have to roll up
our sleeves and talk about in a
serious way what this plan means.
What does setting that direction
really imply?”
Time for action
Executive Vice Provost David
DeJong, who is coordinating
the strategic planning process,
said: “Having been completely
immersed myself in the development in the past year, I’m ready to
roll up my sleeves and get down
to action: And at the core of
implementation is action.
“We’re now to the point where
we need to define the specific
actions we’re going to take to
advance these initiatives,” DeJong
said. That includes identifying
who will be doing what, over what
time frame, and how progress
should be measured, he said.
“We’re going to talk to you
today, but we’re going to talk
with you and brainstorm with you
moving forward,” DeJong said.
“We’re excited that everyone’s
back on campus to get that going.”
DeJong said working groups
have been formed around the five

strategic goals:
— Juan Manfredi, vice provost for undergraduate studies,
will lead the working group on
education.
— Mark Redfern, vice provost
for research, will lead the group
on research.
— Rebecca Bagley, vice chancellor for economic partnerships,
is heading the working group on
building community. She will
be assisted by Laurie Kirsch,
vice provost for faculty affairs,
development and diversity, who
will develop the Pitt community
component; Paul Supowitz, vice
chancellor for community and
governmental relations, who will
focus on the regional community
component; and Ariel Armony,
director of the University Center
for International Studies, who will
head up the global community
component.
— Stephen Wisniewski, associate vice provost for planning,
will head the working group on
building foundational strength.
— Pamela W. Connelly, associate vice chancellor for diversity
and inclusion, will lead the group
on diversity and inclusion.
“You’ll be seeing a lot of them
in the coming weeks,” DeJong

Operating revenue up in FY15

A

n unexpected increase in
grants and contracts has
helped boost the University’s operating revenues 2.75
percent.
The University’s fiscal year
2015 financial statements,
approved Sept. 24 by the Board
of Trustees audit committee,
showed operating revenues of
$2.06 billion, up from $2.01 billion in FY14.
In a year when grant revenue
was expected to fall approximately
6 percent, grants and contracts
instead rose to $713.89 million, up
2.3 percent from $697.58 million
in FY14.
Arthur G. Ramicone, chief
financial officer, told the University Times that the increase
was due in part to better-thanexpected success in grant proposal awards, in addition to a
conscientious effort to pursue
sources of research funding from
non-National Institutes of Health
(NIH) sources, including other
government agencies, foundations and private companies.
Approximately 59 percent
of the University’s sponsored
research funding is awarded
through NIH.

Tuition revenues increased 3.8
percent in FY15, rising to $751.77
million before University-awarded
discounts of $171.13 million. Net
tuition and fees totaled $580.63
million, up 3.42 percent from
$561.44 million in FY14.
Other gains in revenue were
attributed in part to the completion of renovations at Bruce Hall,
which helped raise the auxiliary
sales and services line to $146.79
million, up $6.6 million.
In addition, the line item for
educational and other sales and
services rose $23.44 million, to
$185.22 million, as UPMC transferred higher-than-anticipated
amounts from clinical practice
plans to School of Medicine
departments.
Operating expenses
Total compensation, the University’s largest expense, rose to
$1.15 billion, up 2.78 percent. The
compensation line was made up
of salaries and wages of $883.68
million plus fringe benefits of
$269 million.
Business and professional
expenses rose to $336.64 million,
up from $298.16 million, while
utilities held steady at $48.97 mil-

lion, up only slightly from $48.72
million. Maintenance and facilities
expenses rose to $46.41 million,
up from $44.05 million.
Endowment performance
For the first time, endowment
distributions crossed the $100
million mark, rising to $101.89
million in FY15 from $96.63 million in FY14.
However, slowing global
market conditions made for much
lower earnings — 2.5 percent,
compared to 18 percent in FY14
— pushing the University’s line
item for investment performance
net of endowment distributions
to a negative $75.16 million
(compared with a gain of $446.57
million in FY14).
Contributions for the endowment totaled $33.9 million.
Total endowment investments
as of June 30 were $3.6 billion,
up from $3.5 billion at the end
of FY14.
q
In other business, the audit
committee approved KPMG LLP
as Pitt’s independent auditor and
tax adviser for FY16. The firm has
held that role at Pitt since 2010.
—Kimberly K. Barlow
n

predicted.
In addition to the five working groups, others are working
to advance diversity initiatives,
he said.
“Early in October we’ll get
this fully underway. We’re setting plans now. We’re scheduling
events. There will be broad room
for participation,” he said, adding
that members of the University
community also can offer input via
a comment form on the strategic

planning website, www.impact.
pitt.edu.
“It’s time for us all to engage
together as we map out our next
steps,” he said.
Implementation
“One of the most important
ways this plan works is through
alignment,” Gallagher said, asking
each area of the University to consider the direction that’s been set
CONTINUED ON PAGE 10

Average faculty pay
here rises in survey
of AAU institutions

A

verage salaries for most
ranks of instructional
faculty on the University’s
Pittsburgh campus moved up
in the University’s annual comparison of faculty pay at the 34
public Association of American
Universities (AAU) institutions.
Pittsburgh campus professors
ranked No. 16 in the 2014-15 academic year, the same as in 201314; associate professors moved
up two spots to No. 17; assistant
professors moved up one, to No.
26; instructors rose one place to
No. 19. However, lecturers fell to
No. 28, down one place from the
prior year.
Librarians’ salaries also continued to climb in relation to
their peers at AAU/Association
of Research Libraries (ARL)
schools, moving up one place to
No. 8, according to the annual
salary report by Pitt’s Institutional
Research office.
Robert Goga, director of
institutional research, presented
the 2014-15 peer group analysis
of average salaries of faculty
and librarians Sept. 18 to the
University Senate budget policies
committee (BPC).
Median targeted
Executive Vice Provost David
DeJong told BPC the University
aims to be at the median of the
public AAU peer group.
He acknowledged that the
University has yet to reach that
target for instructor and lecturer
salaries, which historically have
ranked at or near the bottom of
the group.
“In both of these categories
we were not where we want to be
in terms of the median,” DeJong
said, adding that the provost has
prioritized boosting those salaries.

“In the past three years we’ve
put in significant salary money
earmarked to get our instructor
and lecturer salaries where we’re
targeting,” he said. “We’re not
done yet but we have been making
progress and that will continue.”
DeJong noted that a related
initiative is to convert visiting
professor positions that had been
renewed many times into full-time
positions. “We’ve converted about
100 positions across the University,” he said. “We feel like the
professors will be more connected
to the school. It’s more fair treatment for them and it’s better for
our students. It’s just a win-win.”

The 2014-15 report
The annual faculty salary
report includes all full-time faculty
for whom at least 50 percent of
their major regular assignment
is instruction, including release
time for research. Medical school
faculty are excluded. Faculty
salaries are converted to a ninemonth equivalent using a factor
of 0.81818 for 12-month salaries.
Not accounted for in the comparison are faculty members’ age,
tenure status or discipline areas,
or institutions’ regional cost of
living differentials.
DeJong said his office’s annual
cost-of-living-adjusted salary
report would be presented at
BPC’s Oct. 16 meeting.
The report presented Sept. 18
is based on data from the Association of American University
Professors (AAUP) 2014-15
economic status of the profession report (www.aaup.org/
reports-publications/2014-15salarysurvey).
Librarians’ salaries are based
on the ARL annual salary survey.
CONTINUED ON PAGE 5
1

Average faculty pay rises
CONTINUED FROM PAGE 1
Pittsburgh campus
faculty salaries
• Professors
The 456 Pittsburgh campus professors,
who earned an average of $144,200, ranked
No. 16, the same as last year.
Salaries for the professor rank among
the 34 peer schools ranged from a high of
$181,000 at the University of CaliforniaLos Angeles to a low of $121,900 at the
University of Missouri-Columbia.
Pitt professors’ average salary increased
2.9 percent, trailing the AAU public university peer group’s median increase of
3.3 percent.
• Associate professors
Associate professors on the Pittsburgh
campus, who averaged $96,400, placed
No. 17, up from 19th in last year’s ranking. Pay for UCLA faculty again ranked
No. 1, averaging $117,700; the University
of Missouri-Columbia again was No. 34,
averaging $80,700.
Pitt’s associate professors averaged a 3.7
percent increase, above the peer group’s
2.7 percent median increase.

HOW PITT FACULTY SALARIES COMPARE

THROUGH THE RANKS

• Assistant professors
Pitt’s assistant professors, who averaged
$80,900, ranked No. 26, up from 27th in
the prior report. Assistant professors at the
University of California-Berkeley topped
the listing for this rank, averaging $103,000;
the University of Missouri-Columbia was
No. 34, averaging $67,500.
The average pay increase of 4 percent
for Pitt’s 416 assistant professors was higher
than the rank’s 3.5 percent median.
• Instructors
Of 22 schools that submitted salary
data for instructors, Pitt ranked No. 19
(up from No. 20) with an average salary of
$47,100. Ohio State’s five full-time instructors averaged $96,700, placing them at No.
1. The 71 instructors at the University of
Arizona were at the bottom of the peer
group, averaging $38,400.
Pitt instructors’ average pay rose 2.6
percent, below the peer group’s 3.1 percent
median increase.
• Lecturers
Pittsburgh campus lecturers ranked
No. 28 among 29 schools that submitted
data. In the 2013-14 ranking they were last
among the 27 schools that submitted salary
data for the rank.
Pitt lecturers’ average salary was
$49,800.
The University of California-San Diego
ranked No. 1, averaging $80,800; at No. 29
was Texas A&M, where lecturers averaged
$47,500.
Average salaries for Pittsburgh campus
lecturers rose 7.1 percent, well above the
peer group median increase of 3.2 percent.

Source of Tables 1-6: Office of Institutional Research
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• Librarians
Salaries for librarians on the University’s
Pittsburgh campus rose to No. 8 in 2014-15,
continuing a five-year climb in the rankings.
Once among the lowest in comparison with their peers at public AAU/ARL
schools, Pitt’s librarians broke into the top
10 in the 2012-13 peer group survey and
ranked No. 9 last year.
The most recent survey showed Pitt’s
54 librarians earned an average salary of
$81,200.
At the top of this year’s ranking was
the University of California-Davis, where
33 librarians earned an average of $99,800.
At the bottom was the University of
Missouri-Columbia, where 40 librarians
averaged $59,500.
The average pay for Pitt librarians
increased 4.1 percent, well above the peer
group median of 2.1 percent.

Bradford, Greensburg and Johnstown
faculty salaries
Pitt compares faculty pay at its three
baccalaureate regional campuses with a peer
group of Carnegie category IIB schools
in the three AAUP regions that border
Pennsylvania. The comparison schools may
be public, private-independent, churchrelated or proprietary. The 219 institutions
are grouped by average salary into deciles,
with the first decile representing the top
10 percent.
Faculty pay at Pitt-Titusville, a Carnegie category III (associate’s degree-level)
school, was not compared in the report.
• Professors
The 27 professors on the Bradford,
Greensburg and Johnstown campuses
averaged $83,100, placing them near the
bottom of the 5th decile — up from their
spot near the top of the sixth decile in the
2013-14 report. Salaries in the 5th decile
ranged from $86,600 at Eckerd College
and Mount Union University to $82,700
at Knox College and Alvernia University.
Professors at Barnard College had the
highest average salary, $154,100, among the
219 schools in the peer group. Ohio Valley
University was at the bottom of the 10th
decile. Its professors averaged $49,900.
• Associate professors
Pitt’s 100 associate professors on the
three regional campuses averaged $69,600,
tied with Spelman College, placing them
near the bottom of the 4th decile — an
improvement from their spot at the top
of the 5th decile in the prior year’s report.
Salaries in the 4th decile ranged from
$71,300 at CUNY’s three campuses to
$68,800 at Notre Dame Maryland University and Illinois Wesleyan University.
Across the peer group overall, associate professors at Barnard College had the
highest average salary, $111,000; associate
professors at Lees-McRae College were at
the bottom, averaging $43,100.
• Assistant professors
The 97 assistant professors on the three
Pitt regional campuses averaged $56,700,
placing them at the middle of the 6th decile
— up from their place near the bottom
of the 6th decile in the prior comparison.
Average salaries in the 6th decile ranged
from a high of $57,300 at Clayton State
University, Bethune Cookman University,
Ohio Wesleyan University and Centenary
College to a low of $55,500 at Randolph
College and Muskingum University.
Overall, assistant professors at the
University of Richmond were the highest
paid, averaging $83,500. Assistant professors at Lees-McRae College ranked lowest,
averaging $39,100.
• Instructors/lecturers
A total of 143 institutions provided
instructor and/or lecturer salary data.
In this group, Pitt’s 45 regional faculty
— all instructors — ranked near the top
of the 5th decile, tied with Knox College
at $50,300. At the top of the decile was
Lycoming College, where instructors
averaged $51,000; at the bottom was Ohio
Northern University, where they averaged
$49,500.
Greensboro College’s three instructors
were at the top of the overall ranking, averaging $110,400. At the bottom of the 10th
decile were 15 lecturers at Belmont Abbey
College, who averaged $20,300.
In the 2013-14 comparison, Pitt’s 49
regional faculty in the instructor rank likewise placed near the top of the 5th decile.
q
The entire peer group analysis report
is posted at www.utimes.pitt.edu/documents/PeerAnalysisReport2014-15.pdf.
—Kimberly K. Barlow
n
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Trustees OK $23 million for
Murtha Center at Johnstown

T

rustees have approved $23
million in funding for a
revamped John P. Murtha
Center for Public Service and
National Competitiveness at
Pitt-Johnstown. The center will
provide a multipurpose space
for hosting workshops, academic
symposia, student assemblies and
other civic events.
The board’s property and
facilities committee approved the
expenditure in a Sept. 28 meeting
in which it also okayed $2.6 million
in elevator upgrades at Sutherland
Hall and five leases, including
one that will move the Office of
Finance off campus to facilitate
plans for a larger staff. (See related
story, this page.)

Murtha Center
The center is named for the
late U.S. Rep. Murtha, a Democrat who served Pennsylvania’s
12th District (which includes
Johnstown) from 1974 until his
death in 2010.
The University was chosen as
the repository for the papers and
memorabilia of the late congressman, a UPJ alumnus.
Plans for the Murtha Center
have been in flux over the past
five years, with the project at times
encompassing a standalone building; at others, a building addition.
(See Sept. 12, 2013, University Times.)
The project now has three
components: a 7,400-square-foot
building to be constructed on
Kunk’s Drive, as well as renovations in the Engineering and
Science Building and the physics
labs in Krebs Hall. Construction is
scheduled to begin in November,
with completion anticipated in
December 2016.
• The new John P. Murtha
Center for Public Service building
will include a multipurpose room,
museum exhibit space and administrative offices. It is designed to
achieve LEED Silver certification.
• UPJ’s Engineering and Science Building, which houses
UPJ’s chemistry and engineering
departments, will be renamed the
John P. Murtha Engineering and
Science Building.
Renovations include infrastructure and exterior upgrades,
including construction of a new
connector corridor to the Nursing Building and a new covered
entrance, roof, windows and
doors.
Inside, approximately 66,400
square feet of space will be
renovated in a project designed
to achieve LEED Silver certification. Existing labs, support spaces,
classrooms, offices and conference/seminar rooms will be
reconfigured and restrooms will
be upgraded to comply with the
Americans With Disabilities Act.
• Approximately 2,500 square
feet of space on the lower level
of Krebs Hall will be renovated
for two physics labs and associated spaces. The work includes
general refinishing and casework
modifications, according to trustees committee documents.
q
The $23 million project will be
funded through $12.75 million
in University funds ($6 million in
bond proceeds, $2.05 million in
8

UPJ plant funds, $2 million in UPJ
auxiliary reserves, $1.7 million
in depreciation reserves and $1
million in provost reserves) plus
$10 million in state redevelopment
assistance capital program grant
funds and a $250,000 gift from
the John P. Murtha Foundation.
Trustees documents indicate
an estimated $57,600 in new
annual operating expenses, with
estimated annual operating costs
totaling $447,909 when debt service is included.
Elevator renovations
The eight elevators in Sutherland Hall will be upgraded to
improve reliability and energy
efficiency and cut maintenance
costs.
The 739-bed residence hall,
which includes a 10-story tower
and a 12-story tower, was constructed in 1992. However, the
building’s eight elevators use technology that’s no longer supported
by the manufacturers, according to
trustees background documents.
Arthur G. Ramicone, senior
vice chancellor, chief financial
officer and interim executive vice
chancellor, said: “Those elevators
are not as reliable as we’d like
them to be. They’re old technology. We’re having trouble getting
replacement parts. ... There’s a
lot of disruption to moving the
students and staff up and down.”
The $2.6 million project will be
funded through auxiliary reserves.

sleep tactics and resilience and
the women’s health and behavior
program. The initial annual cost
for the space is $823,835.50.
• University of Pittsburgh
Cancer Institute projects, housed
on the 3rd and 5th floors of One
Sterling Plaza. The five-year lease

for 22,426 square feet of space has
an initial annual cost of $683,933.
UPCI has received sub-awards
totaling $4.16 million for work
through July 2019 in support of
the NRG Oncology National
Clinical Trials Network statistical and data management center
and the National Cancer Institute
community oncology research
program.
• The School of Social Work’s
Pennsylvania Child Welfare
Resource Center, which occupies
39,670 square feet of office and

training space at 403 East Winding Hill Road in Mechanicsburg.
The 10-year lease renewal
has an initial annual cost of
$803,317.50.
• The School of Dental Medicine’s Center for Craniofacial and
Dental Genetics, which occupies
the 4th and 5th floors of Bridgeside Point One at 100 Technology
Drive.
The five-year lease for 21,941
square feet of space has an initial
annual cost of $561,302.
—Kimberly K. Barlow
n

Construction is scheduled to begin next month at Pitt-Johnstown on the John P. Murtha Center for Public Service and National Competitiveness.
Above: The proposed Murtha Center, to be built on Kunk’s Drive on the UPJ campus, will include a multipurpose room and museum exhibit space.
Below: The project includes renovations to UPJ’s Engineering and Science Building, which is being renamed the
John P. Murtha Engineering and Science Building. In addition to interior renovations, exterior upgrades include
a new covered entrance and a connector corridor to the Nursing Building.

Lease renewals
The committee approved lease
renewals for:
• Western Psychiatric Institute
and Clinic’s research projects
housed in One Sterling Plaza, 201
N. Craig Street.
The five-year lease covers
27,011 square feet of space on the
building’s 2nd and 4th floors to
house WPIC’s Pittsburgh Youth
Study; the program for military

Office of Finance moving out of CL

T

he Office of Finance is
moving to a new office
building off campus to
prepare for future growth.
Arthur G. Ramicone, senior
vice chancellor, chief financial
officer and interim executive vice
chancellor, said the University

intends to add a dozen people
to Chief Investment Officer and
Treasurer Amy Marsh’s staff
within the next two years, due to
growth in the size and complexity
of the University’s endowment
funds.
About 20 current staff mem-

bers in the Office of Finance,
including Pitt’s investment office
and treasurer’s staff, will make the
move to a new office building currently under construction behind
Ruskin Hall, Ramicone said.
The Board of Trustees property and facilities committee

University
trustees
have
approved
a lease
that will
relocate
Pitt’s
Office of
Finance to
Schenley
Place. The
sevenstory
office
building is
being built
at 4420
Bayard
Street,
behind
Ruskin
Hall.

Kimberly K. Barlow/University Times

on Sept. 28 approved a 10-year
lease between the University and
landlord Schenley Place LP that
will move the finance office from
the 24th and 25th floors of the
Cathedral of Learning to the new
Schenley Place building.
The lease is set to begin Dec.
1 at an initial annual cost of
$448,206 for 13,852 square feet
of office space.
The seven-story office building is under construction on the
site of a former surface parking
lot at 4420 Bayard Street.
“The lease is written for
December, so they’re saying it
will be available,” Ramicone said,
adding that the move could be
delayed until January if necessary.
Who will move into the vacated
Cathedral of Learning space has
yet to be determined, Ramicone
said. He noted that the Office of
the Chief Financial Officer has
lost space amid ongoing elevator
renovations that have reclaimed
lobby areas on some of the
upper floors in the Cathedral of
Learning.
—Kimberly K. Barlow
n

Police chief delivers CRSP lecture

McLay’s Rx for fixing police-community relations

“T

he reason that I’m
here today,” Pittsburgh
Bureau of Police Chief
Cameron McLay told a packed
room in the School of Social
Work’s Center for Race and Social
Problems, “is I realized probably
in the latest seven or eight years
of my career that my organization
was having a struggle … and my
profession was in something of
a crisis. We were experiencing a
crisis of legitimacy.”
His talk, “Policing Reform,
Community & Ethical Leadership” on Sept. 17 opened the
center’s Buchanan Ingersoll &
Rooney PC fall speaker series
just a few days after McLay’s first
anniversary on the job.
McLay was introduced by
Susan Yohe, Buchanan Ingersoll’s
chief diversity and inclusion officer, who noted that the police
leader had more than 30 years’
experience with the Madison,
Wisconsin, force and had taught
police supervision courses at
the International Association of
Chiefs of Police.
McLay arrived here in 2014,
she said, at “that moment when
we just might have a shot at
getting it right” in Pittsburgh’s
police-community relations,
police accountability and police
hiring diversity.
While it may be too early to
see a large impact from McLay’s
leadership on the ground, Yohe
noted a major change in attitude
from previous police leaders. A
few months after McLay took
over here, he visited a coffee shop
and talked to local activists about
unconscious racial bias among
police and community members.
Then he posed for a photo with
their sign that read, “I resolve to
challenge racism at work. #endwhitesilence.” The photo was
widely circulated on social media.
Some of his officers reportedly
were upset at the photo, believing it was accusing the police of
racism. But McLay didn’t back
down and never apologized for
his action, simply saying he would
reach out to his officers about the
subject. “Chief McLay sees problems as opportunities,” Yohe said,
“because he sees what he is doing
now is part of a long, long game.”
McLay called himself “a very
serious student of organizational
leadership and managing the
change process.” He said he long
ago realized that the communities
most affected by police actions
are those that are most frustrated
with police practices.
Prior to his arrival, the attitude
among Pittsburgh police too often
was “we know how to be the
cops, you get out of our way,”
McLay said.
When police note reported
violent crimes by placing pins
on a map, those pins mostly are
in poor black communities and
downtown areas. “Put the cops
on the dots” — deploying them
near previous crimes, and using
reasonable suspicions to stop
and frisk people — was the longthought method of responding
to such incidents. It took a while
for McLay and his fellow cops
to realize they needed to consult

community leaders and residents
about their crime prevention ideas.
While police still use crime
maps, they also now are “making
sure we maintain those relational
lines of communications,” he said.
The No. 1 hindrance to policecommunity relations was what
McLay called a “false narrative”
that fueled distrust between the
police and the community. He said
too many community members
were thinking, “The cops hate
us. They’re racists. They mean
us harm. If they really wanted to
fix the problems that plague us,
they could do so,” while police
are thinking of the community:
“They all hate us. They side with
the criminals. They mean to do
us harm.”
McLay stressed that the majority of police, in his experience,
take seriously their pledge to act
professionally, but he admitted
that “respecting constitutional
rights for all” is one part of the
pledge police too often disregard.
While society’s problems
don’t begin or end with policecommunity relations, he said, “we
are society’s force agents … so
we are the most obvious source
of friction.
“The prescription for repairing
what was broken,” he added, “was
by restoring the integrity of the
leadership system.”
q
McLay began to question
police practices in the mid-1990s
in Madison, when a crack cocaine
epidemic brought open-air drug
markets to this college town for
the first time.
Freshly appointed to the local
drug task force and not knowing what to do, McLay joined
his fellow cops in continuing to
patrol the neighborhoods where
drugs were most prevalent. He
recalled asking to expand patrols
to the local university area, but his
request was turned down.
In response to the epidemic,
the police were concentrated in
certain Madison neighborhoods,
which made the residents feel as if
they were under attack. “I remember being horribly perplexed, not
knowing what we were doing
wrong,” McLay said. So police
initiated discussions with community leaders, who asked whether
police knew what it felt like to be
the targets of such patrols.
“It was an eye opener to realize
we’ve got to come to a shared diagnosis” about what was needed to
combat the drug traffic and how it
should be done, McLay said. “We
were causing a lot of collateral
damage. Officers are trying to do
the right thing but sometimes we
get it horribly wrong.”
In fact, a 2013 report, “State of
the Science, Implicit Bias” by the
Kirwan Institute for the Study of
Race and Ethnicity at Ohio State,
found that Wisconsin, and Madison’s Dane County in particular,
had the highest rate in the United
States of black arrests and black
traffic stops compared to black
population levels.
Sure, there is some racism
among cops, McLay said, but “I do
believe that is not the predominant
driver behind our problem.”

The top cause was unconscious bias, he discovered, based
partly on the findings of Patricia
Devine, a professor of psychology
at the University of Wisconsin.
Her research showed that police
who spent all their time in black
neighborhoods arresting black
people came unconsciously to
associate being black with being
a criminal. The reverse was true
as well — African Americans who
saw cops only as arresting officers
stopped believing that police were
there to protect and serve.
“All of this occurs at the subintentional level,” McLay said.
However, training for police to
overcome such biases now is available. “I went through this training
and I was scared,” he said, because
as an officer who trained fellow
police in use-of-force parameters,
McLay knew such training relied
on officers’ reasonable judgments
of threat levels. Their split-second
judgments also must help them
make the right decision about
when to use voice, hands, pepper
spray or anything else, up to and

including their guns, to control a
situation.
But what if their perceptions
were unreasonable due to unconscious biases? McLay asked.
To get past such biases, police
officers not only will need to
become aware of such biases
but also must experience more
positive interactions in black
neighborhoods, he said.
During the next two years,
McLay said, all Pittsburgh police
officers will receive training to
become aware of and combat
unconscious bias; will be asked to
get to know community members
better; and will receive training
in dealing with social problems
that historically have received
decreased support from government agencies, such as homelessness, mental health issues and
substance abuse.
McLay had some familiarity with Pittsburgh before he
accepted his new position: His
family lived in Mt. Lebanon for
a few years in the 1970s, and his
mother lives there still. Research-

Pittsburgh Police Chief Cameron McLay.

ing Pittsburgh’s police department
prior to his interview for the
chief ’s job last year, he realized
“the root cause of the problems of
the Pittsburgh Bureau of Police …
it had started operating as a closed
system,” lacking accountability to
the community. The department
needed to concentrate on making
neighborhoods safer, rather than
increasing the number of arrests.
City officials apparently agreed
with such an assessment, for soon
after McLay was hired Mayor
Bill Peduto asked him to create
data-driven community policing
and repair morale among police.
“That one was tough,” he said of
the latter task. He realized: “I need
to disperse leadership throughout
the organization, [which will] have
people motivated by a common
vision and aiming at a common
goal” — an undertaking he has
begun to accomplish, he said.
“I feel we are on the verge of
something right,” he concluded,
adding: “I’m pretty sure we’re
going to need your help.”
—Marty Levine
n
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TIAA rep advises retirees to
take smaller monthly payouts

N

ew single recordkeeping for
holders of TIAA-CREF
and Vanguard retirement
accounts has revealed that more
Pitt employees need to annuitize
their benefits — choose to receive
smaller monthly payouts through
their lifetime, rather than a single
lump-sum payment on retirement,
according to a representative of
TIAA-CREF.
Jay Mahoney, relationship
manager in TIAA-CREF’s Pittsburgh office, spoke to a meeting
of the University Senate benefits
and welfare committee on Sept.
17. He said Pitt, which helped
create TIAA in 1918, has a large
number of employees participating in the service, with $4.5 billion
in assets invested between it and
Vanguard.
The average retirement
account balance for Pitt employees is $186,933 today.
Mahoney said that new hires
increasingly are investing their

retirement income in targeteddate funds, also known as lifecycle funds, which use more
conservative investments as the
participant gets older. But usually
this more cautious approach will
not produce enough interest to
provide retirement income for the
rest of the retiree’s life, he said.
About 1,700 current retirees take annuities, with $36.95
million a year going to former
Pitt employees. But only 70 of
those people are getting monthly
income from Vanguard funds; the
other 1,630 of the annuities are
from TIAA-CREF.
“So that’s a real challenge for
us: We have the education to do”
to convince particularly Vanguard
participants of the wisdom
of annuitizing their payouts,
Mahoney said.
He pointed to TIAA’s traditional fund as one potential fund
that will let current employees in
effect create their own pension

plan. That means gaining enough
interest to allow a monthly 4 percent withdrawal upon retirement,
which should last the average
lifetime.
TIAA-CREF participants on
average live to 88, Mahoney said.
If the participant is married, at
least one spouse is expected to live
to 95. And the median retirement
age is 68 for faculty and 65 for
staff, noted John Kozar, assistant vice chancellor for Human
Resources.
“In general, faculty live two
years longer than the general
populace,” Mahoney added.
In several months, the TIAACREF/Vanguard recordkeeping
site will begin to show participants
their potential income replacement — what their funds will
generate as retirement income,
including their Social Security —
which today can only be done
with the use of a special site tool.
—Marty Levine
n
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