
 
March 28, 2008 

 
Representat ives Present: 
Kari Anderson, Neil  Anderson, Jade Bakke, David Bernstein, John Borchert, Wil l Craig, 
Susan Doerr, Frank Douma, Pam Enrici, Wendy Friedmeyer, Erin George, Mary 
Hoeppner, Cait rin Mullan, David Nicolai, Steve Pearthree, Rand Rasmussen, Bil l 
Roberts, Caroline Rosen, John See, Larry Storey, Jil l Trites, Sheryl Weber-Paxton, 
Sarah Waldemar, and Julie Westlund 
 
Senators Present: Mary Laeger-Hagemeister (vice chair ), Kari Anderson, David 
Bernstein, Jaki Cottingham-Zierdt, Wil l Craig, Randy Croce, Stacy Doepner-Hove, 
Susan Doerr, Frank Douma, Wendy Friedmeyer, Erin George, Gail  Hockert, Mary 
Hoeppner, Kirsten Jamsen, Bil l Roberts, Caroline Rosen, and Jil l Trites  
 
Alternates Present: Katherine Gonier-Klopfleisch, Gail Hockert, Dawn Hoover, 
Kirsten Jamsen, Dale Swanson, and Carol Waldron 
 
Representat ives Absent: Richard Brown, Fred Dulles, Amber Fox, Ann Hagen, Elaine 
Hansen, Barbara Jensen, Cathy Kanot, David Loewi, 
 
Senators Absent: Elaine Challecombe, T ina Falkner, Barbara Jensen, Colleen OÕNeil l, 
Pam Stenhjem (chair), and Kendra Weber 
 
General Business: Mary Laeger-Hagemeister, vice chair 
Mary opened the meeting by calling for introductions of the members and guests. 
Mary called for approval of the agenda and it  was approved.  Mary called for approval of 
the draft February meeting minutes.  Cait lin Mullan noted she should be listed as 
present for the meeting.  The minutes were then approved  
 

CAPA Commit tee Updates: 
Budget: Mary Laeger-Hagemeister, vice chair  

¥ Mary asked CAPA to remain aware that there is a tight budget situation for the rest of 
the year.  The Executive Commit tee is looking at ways to save dollars to ensure CAPA 
does not spend beyond its allocation.  There are reasons for the difficulty with the 
budget that include inherit ing a $2,000 deficit , the increase to the mileage 
reimbursement in 2007, and the increase cost of putting on the retreat.  The Executive 
Commit tee has been discussing a request for more budget funding as well as an increase 
to the chairÕs stipend with Vickie Courtney, coordinator, University Senate Office.  
Mary said that any increase to funding would not affect the budget for this year and 
likely not the one for 2008-2009.  The Executive Commit tee is looking mileage 
reimbursement in an effort to contain costs. Mary asked that everyone be conscious of 
the issue and to carpool whenever possible.  Members are encouraged to bring forward 
any ideas they may have for cost containment.  Jaki Cottingham-Zierdt said that the 
issue related to the 2006-2007 chairÕs stipend has not been resolved and were the 
situation resolved it  could result in related funds being released to CAPA. 
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¥ There is a workgroup being formed on the issue of P&A copyright ownership, Neil  

Anderson, Susan Gannon, Amy Garrett Dickers, and others.  Interested people may 
contact Pam Stenhjem. 
 

Community Fund Drive: Will Craig 
Wil l said that each employee group has one ambassador to the Community Fund Dr ive.  He 
has served as the P&A representative for two years and wonÕt be serving this year. 
He is proud of the contributions P&A make to the drive they have had the highest % of 
giving the last two year. He said the time commitment is really about two hours a year. 
There are one or two meetings in the spring, one during the summer, and one in the fall. 
Sarah Waldemar then volunteered to serve on the Community Fund Dr ive Commit tee. 

 
Benefits and Compensat ion:  Bil l  Robert , chair 

¥ The B&C commit tee has decided to request the following salary data from OHR: the 
mean, median, and for all job categories, for P&A by college, and for P&A over a four- 
year time period.  

¥ Nan Wil lhemson said that OHR would be bringing vacation revisions to the 
administrative policy review commit tee in May.  If the proposed changes are supported, 
they wil l be posted to the policy web site for a 30-day review by the University 
community. 

¥ The Benefits Advisory Commit tee is following up with the roughly 1,200 employees 
that waived University health care coverage.  Approximately half of the people in this 
group have a 75% or less appointment. Of the remaining individuals, 221 are P&A 
employees.  Those people wil l receive a survey to ensure they are aware that they are 
without University health care insurance. 

 
Professional Development and Recognit ion: Cait l in Mullen, member  

¥ The call for nominations for the P&A Unit Award has been sent out and nominations 
are due by April  15th. Larry Storey is the contact person for the award and the 
commit tee asks that CAPA representatives share the award information with their  
supervisors or department heads.  

¥ The Spring Event wil l be held on May 20th.  The commit tee is planning three breakout 
sessions and the topics are: leading from where you are, now is the time, and diversity. 
Rusty Barselow has agreed to be a keynote speaker and the commit tee is working to 
identify one other individual to speak.  Breakfast refreshments wil l be served. 

 
Communicat ions: John Borchert , chair 
John said the CAPA Brief article, the new employee orientation, and the newsletter were all 
completed for March.  He regrets to inform the commit tee that he wil l not be nominating 
himself to run for chair of the Communications commit tee in 2008-2009.  The demands of his 
job and other responsibil it ies do not allow him enough time to fulfil l the chair duties, as he 
would like.  He invites anyone interested in the post to talk with him about it  and notes that 
he wil l do his best to help the new Communications chair to get settled into the job.   
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Governance Documents: David Bernstein, chair, and Stacy Doepner-Hove, member 
David said the resolutions to change the governing documents would follow the table sent to 
CAPA on March 18th.  As noted the degree of difficulty to change each of the documents is: 

¥ Constitution: 2/3 of all CAPA representatives and officers (24).  
¥ Bylaws: 2/3 of all representatives and officers present (18).  
¥ Policy Manual: A simple majority of those present (18).  

Stacy clarified that the definit ion of members, as stated in the table provided, is elected 
representatives of the P&A of various institutes, colleges, schools of collegiate rank, other 
administrative units and coordinate campuses and the CAPA officers. 

¥ A motion was made to approve the proposed changes to the CAPA Constitution. The 
27 members present unanimously approved the changes.  

¥ A motion was made to approve the proposed changes to the CAPA Bylaws. The 27 
members present unanimously approved the changes.   

¥ A motion was made to approve the proposed changes to the CAPA Policy Manual. 
The 27 members present unanimously approved the changes.   

David closed the process by noting that a revised version of the documents would be posted 
to the web.  
 
Classificat ion and Compensat ion Presentat ion: Carol Carrier, Vice President, Human 
Resources, Randy Croce, CAPA, Frank Douma, CAPA, Stacy Doepner-Hove, Mary 
Luther, Director, Compensat ion, Jackie Singer, Director, Ret irement Benefits, and 
Nan Wilhelmson, Director, Policy Development  
 
Vice President Carrier began by thanking the members of the Classification and 
Compensation workgroup for their  hard work and dedication to the process.  The members of 
the group are listed below: 

!  Mary Luther, Director, Compensation, Office of Human Resources 
!  Jackie Singer, Dir ector, Retirement Benefits, Office of Human Resources 
!  Nan Wilhelmson, Dir ector, Policy Development & Graduate Assistant 
    Employment, Office of Human Resources 
!  Linda Bjornberg, Dir ector of Human Resources, University Services 
!  Randy Croce, Council  of Academic Professionals and Administrators, Carlson School 

of Management 
!  Stacy Doepner-Hove, Council  of Academic Professionals and Administrators, Office of 
    Human Resources 
!  Frank Douma, Council  of Academic Professionals and Administrators, HHH Institute 

of Public Affairs 
!  John Fossum, Professor, Carlson School of Management 
!  Mike McGlynn, Human Resources Consultant, Office of Human Resources 
!  Francine Morgan, Human Resources Consultant, Office of Human Resources 
!  Fred Owusu, Dir ector of Human Resources, Academic Health Center 
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Vice President Carrier said that over the twenty plus years the Academic Professionals and 
Administrators employee group has been in existence many changes and improvements had 
been made to it .  During the People Task Force work period the idea for strategic review of 
the employee class systems came forth.  The recommendations were for a bold and 
transformative evaluation. During the evaluation process the workgroup has listened to 
hundreds of individuals and groups across the institution.  She continued by saying there is 
no map for evaluating an employee class because the systems differ greatly from one 
institution to another. Recommendations and feedback wil l be collected and Vice President 
Carrier wil l review them in April .   She said the goal is for the process to be collaborative and 
transparent, providing room for various points of view.  The University Minnesota is arguing 
to be among the top three research institutions in the world and the treatment of its 
workforce is an important piece of this.  She asked CAPA to engage the report and consider 
how the recommendations align with the aspirations of the institution. 

 
Nan Wilhelmson said she would lay out the next few steps to be taken in completing and 
distributing the final report. 

¥ The preliminary report was presented to the Civil  Service Commit tee and is being 
presented to CAPA. 

¥ The report wil l be presented to the Administrative Steering Commit tee (ASC) 
on April  2.   The ASC, which includes several of the UniversityÕs senior leaders, 
is charged with administering the UniversityÕs strategic plan.  The 
Classification and Compensation project is an offshoot of the University 
strategic planning process. 

¥ The goal of the presentation is to provide an overview of the complete report 
that wil l be released on April  14th. 

¥ Those presenting are available to attend the April CAPA meeting to answer 
questions and hear init ial feedback about the report.  

¥ The HR Professionals wil l receive a presentation on the report on April  30th. 
¥ The architects of the Transforming the University init iative understood the 

need for the University to focus on four key areas (1) exceptional students, (2) 
exceptional faculty and staff, (3) exceptional organization and (4) exceptional 
innovation.  The focus of this discussion is world-class staff. The Classification 
and Compensation workgroup product wil l be aligned with the Board of 
RegentsÕ human resources guiding principals. 

 
Nan continued by saying while carrying out its role in the Transforming the University 
init iative there are several overarching challenges that the Office of Human Resources 
needs to address.   Through effective policies, procedures, and practices OHR is working 
to meet the needs of both employees and the institution.  The classification and 
compensation systems are essential structural components of the HR framework and 
merit  crit ical review.  The identified challenges include: 

¥ Identify and leverage the UniversityÕs competit ive advantages 
¥ Achieve a culture of excellence 



 
March 28, 2008 

¥ Help employees to understand how their  work supports the UniversityÕs academic 
mission 

¥ Promote principles of (1) cost effectiveness, (2) accountability, and (3) fairness 
within HR systems and in the delivery of service. 

 
Mary Luther then discussed the beginning stage of the project.  The People Task 
Force recommended a study of classification and compensation systems. The study 
began with a focus on the P&A classification. The workgroup invested a significant 
amount of time learning classification and compensation principles, related laws, and 
systems in order to develop a common base of working knowledge.  The work group 
brainstormed to craft a series of problem statements.  Then, using something called 
fishbone exercises, they worked to identify root causes of the problems.  
 
In the spring of 2007, the workgroup presented its init ial assessment. At that point it  
was clear that the issues would overlap with perceived similar issues within the Civil  
Service classification and compensation systems.  A separate workgroup was then 
assembled to focus on the Civil  Service classification. There were 39 focus groups held 
with 303 participants and interviews were held with 29 senior administrators across 
both the P&A and Civil  Service groups.  The workgroup then completed a benchmark 
study that included 15 universit ies and 5 public and private sector firms. Once both 
groups concluded their  studies they met together.  She concluded the discussion of the 
process by saying that the findings were broadly similar across each group and it was 
concluded that it  would be reasonable to issue a joint report with one set of final 
recommendations. 
 
Randy Croce then said he would discuss the workgroupÕs recommendations. 
Transparency is a key tenant. Employee impressions and understanding of the system 
are of equal importance to the value of the compensation package.  The group 
recommends that both managers and employees understand career paths and the 
progression of job famil ies.  Stacy Doepner-Hove noted that employees should 
understand how the classification and compensation system is designed and how it 
functions beginning when they are hired.  The plan is to incorporate this information 
into the on boarding program.  He added that the other recommendations could only 
be effective if the system is transparent. 
 
Randy continued by saying that the systems need to be strengthened.  For instance, 
there are current cases in which employees hold essentially the same job in the same 
department, but they work under different rules and for different benefits because they 
are assigned to different employee classifications. The work group recommends 
redesigning job classification systems to include job famil ies, job series, and job levels 
for all posit ions. Employee groups criteria needs to be clearly defined.  This entails 
bringing all classifications up-to-date and a regular review of the job classifications to 
ensure that they remain accurate. 
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CAPA then reviewed an example table of a potential job family in the area of 
information technology.  The four examples of potential job categories were: 
application programming and systems analysis, business analysis, supervisory, and 
technical project management.  Within the job categories there are five levels ranging 
from entry to preeminent.  
 
Randy went on to say that during the forums and interviews with managers, the JEQ process 
was universally crit icized as cumbersome and not transparent.  Therefore it  is recommended 
that the JEQ be replaced. I t is also recommended that a job evaluation and promotion process 
be developed for P&A posit ions.  This would be best addressed through an online tool.  The 
tool wil l allow managers and employees to be more collaborative in this process, thus 
increasing the transparency of the process. 
 
Stacy Doepner-Hove said that salary parameters would continue to be developed using 
external and internal market data and the data would be provided to local human 
resources and to managers.  The local human resources staff would be trained and 
credentialed in classification and compensation systems.  I t was also noted that OHR 
allows units to design compensation models that fit  their  own needs and that this 
practice leads to vast disparit ies across the institution. Therefore, she said that local 
human resources staff would benefit  from training and credentialing in the 
classification and compensation systems.  The roles of central HR and unit level HR as 
they relate to the classification and compensation are to be clarified.  
 
Nan Wilhelmson said many of the issues related to this practice are being addressed by 
another OHR led init iative, currently underway.  The classification and compensation 
study intersects the work of the init iative addressing administrative and management 
practices.  The recommendations of the classification and compensation include 
manager posit ions being designed with time allocations for people management.  
Further, that managers be selected and rewarded for successful management practices. 
I t is reasonable that manager training would be strengthened by the inclusion of 
classification and compensation principles and systems training. 
 
Mary said the implementation plan for the recommendations is divided into four phases 
aimed at addressing the identified root causes of the classification and compensation 
system problems.  The entire project is estimated to take approximately three years at 
an addit ional cost of $300,000 per year.  The funds wil l pay for the on-line job 
evaluation tools and for the addit ional staffing required to manage the redesign of the 
system.   
 
Stacy said that during phase one of implementation, a small group would gather the 
background information for the classification system redesign.  A project and 
communications plan wil l be developed that includes training on new processes.  The 
job famil ies, job series, and levels wil l be developed.  Once the system processes and 
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tools are developed they wil l be piloted on a small number of job famil ies.  This phase 
wil l include the development of a new job evaluation tool. 
 
Frank Douma said that when the pilots of the first phase have been successfully completed, 
the project would move into the second phase.  OHR wil l convene small teams made up of key 
stakeholders and HR experts from across the University, and they wil l be charged with the 
refining the proposed job famil ies, series, and levels. The small groups wil l be asked to be 
judicious in their  work and whenever appropriate, to make use of the job classifications that 
currently exist.  The groups wil l review external market data.  Phase two wil l include the 
deployment of the online job evaluation tool that wil l provide an evaluation system for P&A 
employees. 
 
Mary stated that in the third phase the work developed by the small teams in phase two 
would be used to develop classification and salary management guidelines. Once the system is 
integrated into PeopleSoft, operations under the new structure wil l be init iated.  The 
implementation plan assumes heavy reliance on existing in-house resources to plan, train, and 
disseminate information to the University community about the process and the systems 
revisions. Any classification redesigns that were not addressed in phase two wil l be addressed 
in the last phase of implementation.   
 
Jackie said one of the identified root causes of problems in both employee groups was inequity 
in work rules and benefits.  In order to generate the best results from the redesign of the 
classification and compensation systems, these changes must build comparability between 
Civil  Service and P&A.   Currently managers often find it easier to recruit employees into 
P&A posit ions whose init ial vacation and retirement benefits outweigh those of Civil  Service 
posit ions.  At the same time, long-term Civil  Service employees may feel hampered in their  
career growth because moving into a P&A posit ion requires sacrificing the increased benefits 
and job security that come with longevity. The differences between the two employee groups 
in work rules and benefits have made it  harder for some employees to advance in their  
careers. Jackie said the sometimes artificial differences between the employee groups are 
thought to add to an environment of class-consciousness that does more to diminish the goals 
of the institution than it  does to advance them. These inequit ies have also created 
administrative problems for the University, including inappropriate classification of posit ions, 
which could potentially put the University at legal risk.  Because of this and related issues, 
the group would like to recommend consideration of merging the Civil  Service and Academic 
Professional and Administrative employee groups.  
 
Jackie continued, saying it  is clear this recommendation would be more than a just a change 
of policy.  I tÕs fraught with emotional and philosophical challenges for the University 
community.  However, it  also has the potential to address several of the root-causes of key 
problems identified by both of the working groups.  After months of careful research and 
conversation, the classification and compensation work group is confident that the proposal is 
in the best interests of the University and its employees.  Jackie said that at the same time, 
the individuals who served on the working groups represent only a sliver of the perspectives 
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needed to decide if and how this proposal would be implemented.  The group therefore 
recommends the administration seek community input on the proposed merger of the P&A 
and Civil  Service employee groups.  The discussion would go on over the next few years and 
include representatives from the entire University community, taking place while the other 
recommendations are being implemented.  In this way the University's administration can 
make an informed decision about the best approach to resolve issues of inequity between Civil  
Service and P&A employees.  
 
Jackie went on to say that over the past two years the work group carefully scrutinized how 
the University handles the challenge of organizing and paying 18,000-plus employees. There 
is a lot that is being done right and thereÕs also a lot of room for improvement, she said. The 
work groups have concluded that the best solution for the University would be either to 
implement changes that would decrease the divide between two employee groups or to 
combine them into a single employee group with one benefits package and consistent work 
rules. Ultimately, it  may be decided that the implementation of the other recommendations is 
enough to keep the institution on track towards becoming a top-three public research 
university. Jackie emphasized, at the same time this is a unique period in the institutionÕs 
history, during which the need to fulfil l the potential of the University requires the 
implementation of bold and transformative ideas. 
 
The salient points of the brief question and answer session that followed the discussion are 
provided below: 

!  Neil  Anderson asked whether there had been discussion about combining those who 
teach with the faculty? 
Stacy Doepner-Hove responded saying that the P&A workgroup realizes there is a                
need for faculty, as well as P&A and Civil  Service to make recommendations and it is      
not known how all of the pieces of such a transit ion would be addressed. The issue of 
P&A benefits is one controversial point that wil l require addit ional attention.  Randy 
Croce continued, saying that bench marking supports the idea that a somewhat 
artificial divide exists between the P&A and Civil  Service employee groups.  The 
framework for making changes to this system would organize employees to progress 
in their  fields rather than by employee group.  This could occur once the system of job 
famil ies, series, and levels have been properly established.  Some people have 
expressed concern that this change would increase the divide between the faculty and 
other staff groups, but Randy opined this is gap is already growing and needs to be 
addressed regardless of any proposed changes.  

 
Kari Anderson asked if the proposals would impact those P&A who are ÓfacultyÓ? 
Jackie responded that there is no intent to change things that work well, which includes 
the system of P&A teach.   
 
Kirsten Jamsen asked to have more information about the project referred to as 
addressing managerial issues.  She noted management is an important piece of 
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improving employee structure.  Mary said that a study is looking the effectiveness and 
efficiency of HR across the institution both within central HR and at the unit  level. 
Vice President Carrier continued saying the administrative team has made 
recommendations to address all of the structures and service across the organization. As 
part of this recommendation Human Resources is studying management roles and 
responsibil it ies through a vehicle called the HR Academy. The HR Academy wil l study 
management and the delegation of roles and responsibil it ies.  There wil l be an increased 
emphasis on management training once the current study is complete and 
recommendations can be implemented. 
 
David Bernstein said he is concerned about a loss of autonomy to control oneÕs work 
time.  He is concerned that a merger of the employee groups would push things toward 
heavier handed style of supervision.  David continued, saying that many P&A have a 
need to be independent agents, as do faculty, to fully participate in work related 
research, discussions, and events.  He said the issue is more than one of classification 
and compensation but is also about creativit y and academic freedom.   
Randy said this is important and there would need to be ways of creating exemptions 
for people who need more freedom to execute their work.  Again, the hope is to address 
this as an issue of profession rather than as one of job class. 
 
Jaki Cottingham-Zierdt offered her thanks to all those who put their  time and effort into 
this project.  Calling it  a well-developed plan, Jaki emphasized that it  would need to be 
implemented in the way it  was presented.  As such, it  could be help to develop the kind 
of respect and opportunity employees at the University are looking for.  She added that 
were it  implemented without the context and considerations outlined, it  would likely be 
a move in the wrong direction.  
 
Randy agreed that the details are essential to the implementation of the 
recommendation.  He closed by those who would like to provide input to contact either 
him, Stacy, or Frank.  
 
Health Care Savings Plan (HCSP): Jackie Singer, Diriector, Ret i rement Benefits 
Jackie started with a brief history of the issue of HCSP saying about three-years ago 
CAPA passed a proposal to develop a HCSP.  However, but it  was blocked by some of 
the faculty and CAPA decided to stay in line with the faculty rather than pursue a P&A 
plan.  In April  2006, University Teamsters adopted a HCSP that is funded by vacation 
hours. The Civil  Service passed a HCSP in March that wil l also be funded by vacation 
hours, above 200 and for those with more than 10 years of service. Jackie observed the 
interest in HCSP accounts has been renewed and that faculty is again looking at 
developing a proposal.  Each employee group is required to act as a separate entity for 
the purposes of the HCSP.   
 
Jackie went on to say there are many reasons the HCSP is being implemented by a 
growing number of businesses and organizations.  The primary one being that it is 
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completely tax free, the money is not taxed when it  is contributed or when it  is 
withdrawn.  She mentioned that with the rising cost of health care many people are 
deciding to delay retirement because they feel they havenÕt saved enough to cover 
potential costs. Minnesota State Retirement System has had an HCSP for a number of 
years.  There are a broad group of investment choices available.  The administrative fees 
are .065% with a cap at $11.67 per year.  In the event of an account holdersÕ death, any 
money remaining in an account can be used for health care costs by his spouse or 
dependants.  In the case of those without a spouse or dependants, the account holder 
may name a beneficiary who would receive a tax-free life insurance benefit .   
 
There is no HCSP proposal developed for P&A yet and the group can tailor the specifics 
of the plan.  One possible design is to use a portion of the retirement benefit  plan 
contribution for the HCSP so that contributions do not effect the employeeÕs total 
deductions. This plan, as defined by the federal government, is mandatory and therefore 
each employee group must decide either to fully participate or decline.  She said 
employee information sessions are the next step in the process. An FAQ can be linked to 
both the CAPA and OHR web sites.  The group agreed that Jackie would develop a 
Breeze presentation and P&A employees would then have an opportunity to submit  
questions on line. 
 

!  Vice President Carrier announced that the next version of the Pulse Survey would be 
coming out in April .  OHR wil l be looking at the results and working with 
departments to address concerns. This is a change from years past and designed to 
give the survey greater impact.  She asked CAPA to encourage its constituency to 
take the survey, which requires only 10 to 15 minutes to complete. 

 
!  The University is looking at a new retirement incentive. Vice President Carrier 

said if employees and their  supervisors could agree on a retirement date the 
University would offer 3 years of paid post retirement health care benefits.  The 
definit ion for qualifying employees would be the same as that for a regular 
retirement. The condit ions would require employees not to return to the 
University in any paid capacity for minimum of 3 months and then up to a 
maximum of 49% time.  This benefit  has not been approved yet, but it is due to 
go before the Board of Regents in May. 

 
Representat ion and Governance: David Bernstein, chair 
David provided a handout with the information on what units need to hold elections in 
2008.  Elections officially start following the April CAPA meeting.  Wendy Friedmeyer 
is organizing a forum on unit  level governance to be held the last week in April -final 
details wil l be sent to CAPA.  Wendy said those interested in getting Unit  groups 
started could contact her at: fried053@umn.edu.  David asked those who are finishing 
their  term and would not be running for another term to assist with organizing an 
election for their  unit .  David reminded CAPA that the Senate terms would be 
staggered to restore a balance of term expirations.  He added that the job is not much 
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work, just five meetings a year and only a couple hours in length.  All elected 
representatives and alternates are eligible including those whose terms expire in June.   
 
Succession Planning: Rand Rasmussen, member and Sarah Waldemeir, member 
Sarah used a brief power point presentation to highlight questions and talking points 
that she and Rand Rasmussen identified as important to succession planning.  The 
points and a summery of the related discussion are found below: 
 

1. Current  Process 
!  All offices run unopposed 
!  Candidates for vacancies are hand picked 

Sarah asked if, given the above points, this could correctly be called an election?  David 
Bernstein remarked that the offices do not run unopposed due to a lack of 
encouragement from the executive commit tee to generate addit ional nominees.  He 
added that candidates are not hand picked, there may be some arm twisting when no 
one has stepped up to fil l a post, but it  is not accurate to say they are hand picked. 
  

2. Drawbacks to the Current  Process 
!  Lit tle opportunity/in centive for members to participate 
!  Diminishes the benefits of being a representative 
!  Does this have an adverse impact on CAPA effectiveness? 

Sarah commented on the above points, saying the process does not invite participation.  
She asked what might be done to change this?  Jaki Cottingham-Ziedt and other 
members spoke up to say that from the perspective of those serving on the executive 
commit tee there is a good deal of encouragement for participation and a shortage in 
responses from the membership.  She said the last two years the Executive commit tee 
has been faced with the difficulty of open officer posit ions and no candidates stepping up 
to fil l them.  This has raised the question of whether to approach anyone prior to 
elections or to face the possibil ity of not fil ling the post, and this is a difficult situation. 
 

3. Possible Revisions to Current  Process for Commit tees 
!  Term limits for commit tee chairs 
!  Elected for two year term 
!  Outgoing Chair  remains with commit tee for one year 
!  Staggered replacement, two and two 

In response to the above points Frank noted that there are no term limits for commit tee 
chairs, they are elected annually.  He agreed that two-year terms could add some depth 
to the posit ions, particularly in the case of the Executive commit tee. 
 

4. Possible Revisions to Current  Process, Chair and Vice Chair 
!  Vice chair  as chair  elect, one or two year term 
!  Chair  one or two year term 
!  Outgoing Chair  serves one year as advisor to Chair  
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Sarah noted that the result of the above recommendation would be the Vice Chair  
making to a three to five year commitment.  Wendy pointed out that the 
representativesÕ terms are less than the suggested commitment and would need to be 
increased under this plan.  Frank added that this ensures a continuation of experience 
and has worked for other organizations that he is a member of.   
 

5. Next  Steps-Succession Commit tee 
!  Develop Executive Committee job descriptions to include estimated time 

commitments 
!  Review responsibil it ies of each to determine if/w here delegation might occur 

(particularly with respect to Chair  and Vice Chare posts.) 
!  Present recommendations to CAPA  

 
6. Next  Steps  
!  Discuss options, develop a plan 
!  Determine effective date 
!  Vote 
!  Amend by-laws 
!  Enact changes 

 
The commit tee discussed the recommendations.  It was noted that time commitments 
have become an increasing problem for those serving in officer posit ions.  The issue of 
succession planning wil l be revisited at the April  CAPA meeting.  
 
Hearing no further business Mary adjourned the meeting 
 
 
Sara Balick 
University Senate 
 
 


