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Room 257 Henry Administration Building 
506 S. Wright Street, Urbana 
 
Attending:  
 UIUC: Kingsley Allan, Rick Atterberry, Robert Crouch (ex-officio),  
 UIC:  Michael Moss, Jacquie Berger, Jennifer Rowan (alt.) 
 UIS: Jeannie Capranica, Jeri Frederick, Robert Lael (ex-officio), Gregory Mayes (alt.),  
                       Teresa Szabo 
 UA:  Marilyn Marshall (ex-officio), Katie Ross (ex-officio), Kristy Kambanis (staff) 
 
Not Attending:  Kostas Yfantis, Maureen Parks (ex-officio), Marelet Kirda, Linda Smith, Elyne 
Cole (ex-officio), Thomas Korder (ex-officio), Raymond Barnett (alt.) 
 
Guests: Easter, Daniels, Morelock, Neitzel, Stahl, Stone 
 
I. Call to order and Updates  

a. Meeting called to order at 10:00 a.m.  
b. Members introduced themselves  
 

HR Update 
 
Katie Ross reported on major legislation impacting the University, including a Return to Work 
Limitation bill; we await definitive information from SURS, after receiving multiple 
interpretations of the 18-week/40% rule. The first interpretation is that employers get 18 weeks 
during which any amount could be paid, after which only 40% of their highest pay rate could be 
paid; later SURS held that it was an either/or situation.  UI is seeking specifics on various 
scenarios.  Discussions are underway on efforts to track and monitor information about new 
hires regarding whether any current or previous employment was under SURS.   
 
HB 3887 contains a child abuse reporting requirement. This will lead to some mandatory 
training regarding handling of situations in which abuse or neglect is suspected. DCFS has a great 
website with a lot of helpful information. We are looking into creating something more tailored 
to our situation, and training needs particularly for those who do not work with children but 
need to be aware of the requirements. Training already exists in some areas such as for those 
who manage summer camps, or at the hospital where employees deal with young people.   
 
The use of Search Firms in hiring will be scrutinized going forward, and a case will have to be 
made for any use of search firms. 
 
Ross reported that the Benefit Choice period ended on June 15th.  Until the 25th there is time to 
opt out or submit benefits documentation. A 90-day extension on HMO's was put into place, 
popular especially downstate, to allow for continuation with HMOs. An ongoing RFP was issued 
in late April to find HMO options for non-Blue Cross Blue Shield counties outside of the Chicago 
area. May be one or several HMOs selected.  If there are any changes, there would be another 
enrollment period to allow those in HMOs no longer supported to select another HMO.  
 
She anticipates implementation of a savings account system in conjunction with the Quality Care 
Health & Dental Plan. Reimbursements are currently being paid at about 10-12 months out for 
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health coverage, and about 8 months out on dental. A form is available online for people to 
voice opinions on this issue. 
 
The pension legislation is the most significant issue and was now delayed by five weeks. Current 
employees would be allowed to choose either the COLA or health care. 
 
 
Climate Survey 
 
Marilyn Marshall reported on progress with the University-wide climate survey. Some paper 
responses, but primarily electronic, replies were collected. About 17,000 total.  A UIC unit 
housed in Urbana –the Survey Research Laboratory– conducted component analysis on the data 
collected. “Professional working environment” was the single most important category for 
employees as a factor in determining their perception of climate. Social and academic 
integration was the most important predictor for students. The results echo the findings in 
literature. SRL’s role was not to make recommendations for action. A small cross-campus 
committee will coordinate follow-up on the findings. Rick Atterberry stated that he asked the 
SRL for AP and Civil Service results to be separated. Marshall reported that additional funds will 
be needed to analyze the data further.  Appendices consisting of each question by each sector 
(by campus/by students/by employees) are being finalized and will be uploaded to the climate 
survey website. SRL cannot release the open-ended questions at this time, due the need to 
ensure responses are not singling out identifiable individuals, but they are categorizing the 
responses.   
 
Minutes were reviewed, with two corrections suggested: 

1) On page two it was UIC that held the all-day conference (not APAC). 
2) Moss will share a blog address referenced in the minutes. 
 

Allen moved to approve the minutes as amended. Atterberry seconded the motion. 
 
Announcement: Berger will be filling a position on the SURS Board of Trustees. Due to 
retirement of a Board member, she will be filling the vacant seat.  
 
II. Meeting with President-designate Easter 
 
Michael Moss initiated introductions and explained that the attendees include reps for AP 
communities from each campus. Representation through UPPAC is based on statutes. 
 
President Easter said his career has been on the Urbana campus. Over half the employees in his 
college (ACES) are APs, due to prevalence of Extension.  He always considered APs coequal in 
the mission of the university.   
 
He believes there has never been a more challenging era. The state is reducing the University’s 
budget by just over 6%. We have been very frugal, dating back to Ikenberry’s administration; 
therefore, we are in position of having sequestered resources so we can manage this downturn. 
The question on people's minds is “will there be a salary program this year?” He is currently 
analyzing the situation, and is committed to doing what we can. Easter said that he is honored 
to be here. He needs to be informed. APs are a large constituency. With lots of reviews 
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underway, there are many changes. He understands the need to have clarity, and the lack of 
opportunity the AP position provides for clear career advancement. 
 
On the topic of job analyses at UIC, there are several areas of concern including employees 
being moved, and management dealing with new workforce. APs are degreed people; many 
employers cannot require degrees when they hire. Easter indicated that management ought to 
be able to describe skill requirements. Pilot program descriptions, requiring degree, are being 
used by SUCCS. Seniority issues are a concern. Those AP employees who applied for multiple 
jobs over the course of their career, in good faith with an understanding of this career ladder, 
and after accumulating decades of institutional knowledge, can end up at the bottom of the 
bumping tree. These employees are at risk of losing seniority due to having taken promotions in 
the past. Many believe converted employees should be grandfathered in with their full years of 
employment.  
 
At UIUC the thinking is: if it's not broken why are we trying to fix it? We were once told that if 
you had teaching in your job description, you were safe as AP.  Now civil service is writing 
teaching into job descriptions.    
 
Easter stated that he worries about the bumping issues.  
 
Urbana was told a year ago that position descriptions needed to be written more accurately; 
recently it was criticized for rewriting too many, too recently.  The mixed messages are 
frustrating. 
 
At UIS there is concern that some similar positions are called AP at one campus and CS at a 
different campus. There is also concern that vacated positions (due to pension-related 
retirement) may be at risk. Employees are afraid to move if they might later be converted. 
 
Rowan reported that UIC’s hospital has gone through conversion, and nearly 80% of APs there 
were converted. A concern is the description for research positions where CS positions are 
treated as interchangeable and regardless of the stability of grant funding, CS incumbents must 
be placed. Deans have been helpful.  
 
The main question is "What is best for the university?"  Easter asked if we perceive HR as 
tending to our needs.  Atterberry said that Maureen Parks speaks at every SUCSS meeting, and 
he finds her effective at communicating our concerns.  We have done a pretty good job of 
educating our trustees on the merit board (Montgomery, Hasara, and Holmes). Trustee 
Montgomery particularly is very supportive. 
 
Jennifer Rowan added that the CS exams have not been updated for ages. There is a sense that 
there are a lot of irrelevancies, e.g. typing tests, in part because the CS exams are not written by 
the university but by the CS system. Moss suggested that if people loved the Civil Service 
system, this discussion would be moot. The University needs to be aggressive about pursuing a 
system that we like and that works for us.  
 
ITEM: Legislation: 
 
Easter said our recent focus in legislation has been on pension and search firms.  
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On pensions, it's probably inevitable we will have some reform and some benefits change. Ross 
said the understanding is that upcoming legislation affects all - current and new employees – 
and will probably surface this fall.  Easter testified that the University is willing to assume some 
costs. Employees now contribute 8% but the state -- under both parties -- has not funded its 
share.  Easter believes it essential we have a predictable system. We have advocated for 
something that provides a guaranteed benefit, equivalent to social security, at least. He worries 
about a self-managed-plan, i.e. a plan with no guarantees.  
 
ITEM: Priorities & strategic plan: 
 
Easter met with VPs and chancellors, and discussed the power of education to transform, the 
importance of research, and the University of Illinois as an agent of global change.  He suggested 
the university has experienced a lost sense of direction; yet we are not alone - most public 
higher education institutions are in same predicament.  The past has set the stage for future: 
will we trail blaze in the 21st century, or sit on the sidelines.  We have incredible physical and 
human resources. Easter views his agenda as a leader is to facilitate success of the leaders at UI. 
These conversations with groups like UPPAC are important to him. 
 
Easter sees as a positive thing that the University is at this time in its history turning again 
toward local issues, including food, water, energy, medicine, health, clinical knowledge, 
governance, and technology.  Unfortunately it is a time when the state has limited capacity to 
support us. We need to renegotiate our relationship with state, with awareness that we are 
different from the other public schools in the state.  
 
Easter sees the challenges UIS faces, in salary parity, as a market issue – the other campuses hire 
in a very competitive market. He seeks a way to reconcile that.  He noted that Springfield is 
becoming a major medical market, taking over from government, historically the driver of the 
market. Chancellor Koch is eager to broaden academic offerings, including Nursing. UIS also 
aims to increase enrollments. The campuses need to sustain core strengths and bring in new 
ones. The visioning process undertaken by Chancellor Wise includes questions about where we 
are and where want to be. Two essential questions are: 
 

1) What are greatest needs the world is facing in coming years? 
2) How can university be a part of that? 

 
It was asked of the President whether we are considering preparing another university strategic 
plan, and advised that if campuses were to undertake such a thing, it would be a good 
opportunity to build a strategic plan from ground up rather than top down. 
 
III.  Presentation by Wayne Stahl  
 
Wayne Stahl gave presentation on the University’s Human Capital Strategy, which is a response 
to the findings of the Administrative Review and Restructuring Human Management 
Subcommittee Final Report.  He distributed the attached draft paper, Human Capital Strategy 
Draft. 
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VI.  Presentation by Tom Morelock, Executive Director of the State Universities Civil Service 
System 
 
Morelock stated his goals for today's meeting: 

• Provide a basic understanding of SUCCS’s role in the state 
• Create an environment of mutual respect & understanding 
• Establish a common knowledge base about Civil Service (CS) activities 
• Facilitate delivery of effective personnel system in support of university academic 

mission.  
 
He wants to help UPPAC achieve their goals.  Some objectives on the APs websites he sees are 
related to career path.  CS aims to do just that through structured personnel classification. It 
seems APs are looking for similar structure/guidance.  
 
He has received several comments favoring the rule change in which exemption decisions are 
moved from the universities back to SUCCS.  CS statutes and rules allow for five different 
exemptions, while at the UI several are lumped together.   
 
Morelock has worked in several campus HR offices, and he agrees a delay in employment 
caused by the many steps involved in CS processing is a problem. He provided a handout 
offering a list of the steps to employment, many of which would remain whether CS was 
involved or not.  CS allows many activities and guidelines to be managed at the campuses.  A 
misconception, Morelock stated, was that CS might be interjected into employment decisions. 
However, the employer has a right to decide when and how many people will be employed in 
what positions and who will be employed.  
 
Moss observed that the incremental decision made by CS is small in terms of time allotted to 
each decision, but with the volume of transactions at a state level it is hard to see how the effect 
would not result in a slowdown. Some commenters noted it took as much as 6-12 months to fill 
positions. Morelock described it as less about authorization and more about confirmation. 
Formerly, there was no need to re-evaluate vacated positions. Morelock now receives a monthly 
report from Chicago (high volume) about new positions. He sees about 40-50 positions, and 
maybe 30 of them are AP, requiring confirmation. Maybe two of those are eventually not 
approved as AP.  A pool of approved positions would not need to be reviewed in the audit.  
Typically audits result in employers reviewing at next vacancy cycle, and reconsidering the 
employment type.   
 
Morelock believes there will be a diverse pool of job descriptions that do not have to be 
submitted for approval, and are not subject to audit.  E2 (VPs, AVPs, etc.) and E4 (faculty and 
faculty extension, research staff) receive exemptions but E3 (“other Principal administrators) is 
the primary category of CS interest.  Stone pointed out that there are 36 E4 positions being 
assessed at audit. Morelock indicated that many times there are some miscategorizations that 
are not of interest to CS, and they prefer the position be recategorized.  Rowan asked for 
acknowledgement that a "research specialist" as an exemption was a new concept; Morelock 
said that CS will continue to look at them. CS looks at only a limited sample, he said, and some 
offices may have not been specifically reviewed.   
 
Atterberry said HR people who have years of experience come to us and say "this didn't work 
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before."  That is the information we have.  Morelock replied that the CS system has evolved 
tremendously, with a great number of rule changes, in collaboration with HR offices and 
employment groups such as UPPAC.  Even ten years ago we didn't have the tools available. 
There are many options employers have in the CS system but don't take advantage of.  
Sometimes this is a problem of lack of resources.  He suggests he could employ a CS person 
faster than an AP position; he is there to facilitate a speedy process. 
 
Atterberry said that in the current economic crisis, with about 480 retirements, the duties of 
positions not filled will come down to people in existing positions.  There seem to be many 
hoops to jump through. Morelock replied that occupational trends (e.g. moving from 
typewriters to computer processing) led to changes in class plan. More broad classification 
structures are being developed (e.g. “Business Administrative Associate”). This could be a 
librarian working with specialized research tool, or could be someone in food service with 
specialized knowledge.  
 
Five types of exemption were listed by Morelock: 

1. Merit board BOT exemption  
2. E2- primary administrators (VPs, etc. down to Assoc. ) 
3. E3 "other principle administrators" 
4. Researchers 
5. Students 

 
Capranica asked “Do you need to supervise to be considered AP?”  We are currently classified as 
AP only if the job is not defined by one of the CS categories; wouldn’t it be better to classify on 
the basis of what we do not what we don’t do.  Morelock was asked “How will you avoid 
reviewing every single job position?” 
 
Stone added a terminology point, asking if Morelock was suggesting it is actually more of a 
position classification that is established. In UI language, when we hear "position description," 
she said, it has the same sound as "job description."  How does this play out in the audit, where 
you ask about an employee’s job description? 
 
Completed audits are on the CS website.  Morelock is looking at subsets of positions and sees 
what it thinks are misclassifications. Over the last 15-20 years, the AP numbers have grown, and 
CS has decreased. From the audit standpoint, they see this across the board. This is not about 
authority or power. They feel the process at UIC has been something of a success.  One of his 
goals would be to make it irrelevant whether a job is classified CS vs. AP.   
 
Is the degree of concern at UIC echoed at other schools? Not exactly, Morelock replied.   
 
Atterberry asked why the change in numbers?  Did the university change, or did CS change?  
Morelock answered: Both. Things change, and we change in response; any system needs to be 
flexible and able to hit a moving target.  He sees it as a process issue, not about authority and 
power. UI is a big institution, and changing a policy process takes time.  
 
UPPAC responded that the concept of a “moving target” is troubling. We are hired to do specific 
job in a specific classification, and now that is changing.  Morelock asked if it was the change to 
CS or the label of CS that is troubling. Answer: it's not the label.   
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An example was posed of a 25-year employee with a recent promotion who was being 
converted to CS:  will that employee lose his/her seniority?  Morelock stated that the structure 
being put in place is based more on qualifications and merit than on seniority.  To some degree 
there will be bumping and Morelock conceded that in this example the seniority, defined 
traditionally, would be lost.  UPPAC asked: Is there a way to address this and recognize and 
value seniority somehow?  These issues have come up at Chicago in a few cases where the 
employee is being penalized for employer’s misclassification.     
 
Morelock said every classification could have specialty factors attached to it. CS would like to 
see broad-banded categories that allow more flexibility. A number of violations are being found 
at other campuses, too, following audits.   
 
Performance review is coupled with the job description being reviewed; now we are told that 
positions revised recently were being red-flagged for audit.  From a policy process, review of a 
job description usually takes place either on a formalized schedule or when the position changes 
and should not suggest scrutiny is needed. At UI the process is required, and not meant to signal 
a change in classification. Morelock suggested that this type of information had not been 
available to them before. Atterberry warned that as many people retire, and job duties are 
dispersed, this will happen a great deal in the coming years.  Regarding the exemption authority, 
if SUCCS is picking and choosing who is reviewed, it is concerning. 
 
Considering UI-Chicago, Morelock suggests reviews could be turned around within half hour of 
receipt, if we're talking about 40 positions per month. CS does not want to define classification 
of AP.  The biannual audit at UIC has just begun.  Morelock is impressed with level of data 
sophistication and collaboration at UIC and this is something he will point to despite the number 
of reclassifications. The information he receives on a monthly basis is positive.   
 
He said there are 1,150 classifications - a little more than 600 are all that are used at any 
campus. Why so many extra? Political reasons, collective bargaining reasons.  For instance, 
"Research Associate vs. Research Specialist."  What does it mean, particularly when the 
positions may be getting different compensation?  A classification system provides order and 
allows opportunity to meet employee needs.  Morelock has a procedure manual that outlines a 
process for defining which positions would be routed to CS.  A brief was sent to HR directors. 
The pilot program is described online. 
 
Morelock would welcome an invitation to speak in more detail about some of these issues.  
Moss thanked Morelock for attending. 
 
VII. UPPAC Debriefing 
 
After Morelock left, discussion continued on the above issues.  The University has not changed; 
it appears it is SUCCS’s approach that has changed.  Classifications are so broad it's hard to find 
something that doesn't fit in the CS box.  The general impression by UPPAC is that Morelock sees 
anything NOT in the category of VPs, VCs etc., as being CS.  Concern was expressed about high 
level positions being coded as CS. 
 
Agreement was that it is crucial to educate ourselves and our constituents about what it is to be 
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AP and how one becomes an AP.  The statute by law is that unless exempted, employees are CS. 
The loss of certainty is frustrating. There are a lot of professional categories in the CS system.  
Not all roles are unionized, or exempt from FLSA; some are salaried.   
 
It was noted that class specifications are changing daily but we are informed only when audited. 
Stone was surprised to hear they would exempt classifications, and not review all jobs under 
that classification. Who is the HR staff that helps him create a manual for when an exemption 
process is approved? 
 
Suggestion made that we need to be able to document that particular duties are carried out 
over a particular time.   
 
The meeting was adjourned at 2:53pm. 


