
P&A Consultative Committee (PACC)  
September 12, 2016 
Minutes of the Meeting 
  
These minutes reflect discussion and debate at a meeting of a committee of the University of Minnesota 
Senate; none of the comments, conclusions or actions reported in these minutes s represent the views of, 
nor are they binding on, the senate, the administration or the Board of Regents. 
  
[In these minutes: Chair’s Report; Subcommittee Updates; Debrief of Senate Retreat; Fair 
Labor Standards Act (FLSA) Update; Discussion of Agenda Items for the Coming Year] 
  
PRESENT: Etty DeVeaux (chair), Peter Angelos, Austin Calhoun, Shannon Farrell, Ann Hagen, 
Ian Ringgenberg, Elizabeth Schwartz, Susanne Vandergon 
  
REGRETS: Catherine St. Hill 
  
ABSENT: None 
 
GUESTS: Mary Rohman Kuhl, director, Compensation and Classification, Office of Human 
Resources, Ken Horstman, director, Benefits and Compensation, Office of Human Resources 
 
OTHERS: Becky Hippert, senate associate, University Senate Office 
  
1. Welcome, Introductions, and Chair’s Report 
Chair Etty DeVeaux welcomed the committee members, and asked members to introduce 
themselves. Then DeVeaux provided a report on her recent activities as chair. First, she gave a 
summary of the September 9th Board of Regents meeting, which she attended. 
● Updates were provided on several recent or ongoing searches. DeVeaux noted that three 

of these high-level positions had been filled by members of underrepresented groups. 
o The search for a new Morris chancellor is nearing the end. 
o Interviews for the senior vice president for finance and operations are underway. 
o The regents approved the Law School’s appointment of Dr. Garry Jenkins as 

dean.  Dr. Jenkins comes to the University from The Ohio State University, and is 
a graduate of Harvard Law School. 

o Dr. Samuel Mukasa is the new dean of the College of Science and Engineering. 
His previous position was at the University of New Hampshire. 

o Dr. J. Neil Henderson has been selected to lead the Medical Discovery Team 
(MDT). This team will focus on health equity, rural health access, and American 
Indian health issues. Dr. Henderson is a member of the Choctaw nation. 

o Douglas Peterson has been selected as the new General Counsel. The regents are 
expected to vote on his appointment at their October meeting. 

● Other updates from the Board of Regents meeting were as follows: 
o The regents recognized the 15th anniversary of the September 11th attacks. 
o The regents recognized the passing of former governor, U.S. senator, and regent, 

Wendell Anderson. 
o After nine months of negotiation, the proposed University of Minnesota 

Physicians (UMP)/Fairview integration is on pause. However, the Academic 



Health Center and UMP have begun a strategic planning process, have sent out 
Requests for Proposals, and are receiving interest for collaboration. 

o The president charged the University community to redouble efforts to create a 
welcoming, respectful, and inclusive campus. DeVeaux added that the P&A 
Senate meeting focus in October will be on campus climate. 

o The proposed 2018-19 biennial budget request is for $122.2 million over the 
biennium. The request will focus on three system-wide strategic initiatives: 
student initiatives, MnDrive, and delivering on the University’s mission. 

o The new athletics director, Mark Coyle, gave an update and outlined success in 
both competition and classroom.  

 
2. Subcommittee Updates 
● Benefits and Compensation (B&C): Ian Ringgenberg, co-chair, stated that at the retreat, 

the committee had a fruitful conversation and identified several agenda items for the year. 
Shannon Farrell, co-chair, said that the committee’s attention will be focused on the 
Regents Scholarship tuition remission and parental leave. Other areas of focus might 
include lactation services, the job family study follow up, and how to best work with the 
Office for Human Resources (OHR). Ringgenberg highlighted sub-committee and 
constituent concerns about a lack of communication and coordination between the central 
HR unit and the local units, which often leads to misinformation regarding policies and 
initiatives. Riggenberg also noted that constituents felt that when events of 
misinformation occur, there is a lack of accountability at both the central and local unit 
levels.  Riggenberg expressed that at times it has been difficult for the committee to 
figure out how best to work with HR in a cooperative and collaborative manner. 
DeVeaux commented on the need for B&C and HR to work together and the need to 
think more deliberately about how to be strategic partners with OHR.   
Finally, Ringgenberg identified the need to find a contact in the Office of Institutional 
Research (OIR), from whom the committee could request data. DeVeaux suggested that a 
great work plan item would be to formalize and define the relationship between B&C, 
OIR and OHR so that it is sustainable over time and not reliant on personal connections 
that may be lost when members transition off the committee/out of the offices.  

● Outreach: Chair Ann Hagen shared the top two priorities for the year: welcoming and 
reaching new P&A employees through the new employee orientation format; and a new 
outreach strategy, Adopt-a-Unit, which pairs committee members with assigned units for 
purposes of outreach, liaison, and awareness of and participation in the P&A Senate. 
Hagen said committee members planned to visit units that need to hold elections to raise 
awareness about the senate. DeVeaux asked how many seats were currently open. Becky 
Hippert said that she did not have an exact number, but could report that the Office for 
Equity and Diversity (OED) and Extension were running elections, and that the 
Academic Health Center still has a group of open seats. Hagen responded that she had the 
list of openings and would distribute it to the committee. DeVeaux emphasized the role 
the outreach committee plays, noting that anecdotally, many people are not aware of the 
P&A Senate and do not hear about the opportunity to get involved as senators. Hagen 
agreed, and added that the committee’s work will include a welcome kit and thank you 
letters for senators, and, if time allows, a compilation of best practices for unit elections, 
creation of an electronic directory of senators so that constituents know whom to contact, 



and implementing a mentoring program for new senators. She also mentioned the 
committee interest in partnering with the Communications Subcommittee on advocacy 
and storytelling. DeVeaux added that the website is a great outreach tool and revamping 
it and keeping it updated should be a priority. 

● Professional Development and Recognition (PD&R): Peter Angelos, co-chair, reminded 
the group of PD&R’s recurring agenda items, such as the Brown Bag Lunch and Learn 
Series, and the Outstanding Unit Award. He said that the committee would like to put on 
a second Professional Development Forum (the first having been held two years ago) in 
the late spring, and that they would discuss whether that would be realistic. He said that 
they have a short list of topics for the Brown Bag Lunch and Learn series, and potential 
presenters, including Dr. Paula Pederson, University of Minnesota Duluth, who directs a 
program in professional development and leadership in intercultural equity and diversity. 
Angelos also commented that there was a lot of energy and enthusiasm amongst the 
subcommittee members at the retreat. 

● Communications: Austin Calhoun, chair, reported a very robust conversation with 
enthusiastic subcommittee members at the August retreat.  She reported that conversation 
centered on how to create and implement a sustainable communications plan and reported 
this to be an overarching goal for the committee.  Updating the P&A website with critical 
content and transitioning it to Drupal, working with the Outreach Subcommittee to create 
a handout for the New Employee Orientation, updating other documents, and figuring out 
how to leverage the data from the communications survey that was conducted last year 
are also part of this year’s workplan. 

 
3. Debrief of Retreat 
Members reported high satisfaction with the annual retreat, noting that the venue, presentation 
topics, and time dedicated to subcommittee meetings were all good. DeVeaux asked what 
members thought about the size of the subcommittees, and wondered if the number of members 
on each subcommittee should be capped, in order to make membership more uniform. The B&C 
co-chairs commented that they have 17 or 18 members and it does not feel too big. Hippert 
explained that this year, people who were not at the retreat were not given the option to sign up 
for B&C, because that group was already so big. 
 
At this point, the discussion was tabled, because Ken Horstman, director, Benefits and 
Compensation, and Mary Rohman Kuhl, director, Compensation and Classification from the 
Office of Human Resources arrived to give their update on the Fair Labor Standards Act (FLSA). 
 
4. FLSA Update 
Horstman gave background on FLSA update, stating that in July 2015, the Department of Labor 
announced these potential changes. He stressed that it is a federal law, and that employers do not 
have a lot of choice about whether, when, or how they implement these changes. He said that 
there was a year of comment, during which the University and other groups were able to give 
feedback on the proposed changes, and that the changes were announced as a final ruling in May 
2016. These changes extended overtime protection to an additional four million employees in the 
U.S., and will be effective December 1, 2016. This law had not been changed in a long time, and 
will affect many employees positively, he said. The previous overtime threshold was $455/week 
and will now move to $913/week. In higher education, he said, this change is much more 



complex when compared to private employers, because of the nature of the work and the variety 
categories we have, such as postdocs, researchers, etc. He explained that central HR’s 
responsibilities are to interpret the law correctly and to implement a system, including HRMS, of 
review and practice that is sustainable, so that we are prepared when adjustments are made to 
index the law. Central HR will also provide information and advice to HR leads at the unit and 
departmental levels, but decisions as to individual employees will be made at the local level.  
 
Rohman Kuhl said that there are approximately 1200 people at the University who are 
considered exempt (not eligible for overtime) and who make less than the new requirement of 
$913 a week. She also explained that the $913 per week is not prorated, so even individuals on 
part time contracts have to meet that threshold in order to be exempt.  
 
Since the federal rule change goes into effect on December 1, 2016, the University needs to have 
everything in place by November 14. Rohman Kuhl noted that central HR has have been 
working on a way to accurately reflect, within the HRMS system, a person’s exemption status. 
She said that exemption status will be first and foremost tied to a job code, but within that job 
code, individuals who do not meet the threshold would be classified as a non-exempt employee 
in an exempt job. As of November 14, these individuals will become hourly employees, and will 
need to record their time at work. She clarified that these employees would not need to enter 
hours into the system if  working their regular 40 hours a week, but only if working more or less 
than their regularly scheduled hours.  
 
Rohman Kuhl explained that beginning December 1, reports will be run every pay period to 
produce a list of every employee who have had a change, such as an increase or decrease in pay 
or hours, that might cause them to cross the threshold either way. Then a report will be sent out 
stating triggering the status update, and the individual will be notified of this change. 
 
Ringgenberg asked how time tracking will work, wondering how an employee will know that 
they are doing overtime if they are not tracking their hours. Rohman Kuhl said that there will be 
an online training on how to use the online time system for those who have not used it before. 
She said that although time does not need to be recorded in the system unless it deviates from the 
employee’s normal schedule, employees will have to have some sort of tracking mechanism to 
know whether they are doing overtime. Ringgenberg asked how this would differ from the way 
current hourly employees track their time. Rohman Kuhl said that some employees track their 
time hour by hour, but some already only track time that deviates from their normal schedule. 
 
The other big task in process is that of interpreting the government’s regulations. Some jobs 
historically have had lower earnings threshold, explained Rohman Kuhl. For example, under 
Minnesota law, the threshold for teachers whose primary duty is instructing, lecturing, etc., and 
who spend 80% of their time doing this, is $170/week. For teachers who spend 50% of their time 
on instruction, it is $250/week. If a person is a student— doing research under a faculty member 
while in the course of obtaining a degree— there is no threshold. These exceptions are historical 
and will remain. She said that there will also be two new groups: coaches spending 50% of their 
time teaching (such as instructing students in sport, conditioning, etc.) will be at the $250/week 
threshold, and academic administrators (people who interact with students outside the classroom 
but in the course of the student’s academic pursuit) must earn as much as the entrance salary for 



teachers at their institution. There are a number of different ways to calculate the average 
entrance salary for a teacher that would yield a wide range of numbers, but with the approach 
they took, OHR came up with $618/week. International counselors, academic advisors, and 
intervention specialists fall into this category. Financial aid counselors and admissions 
counselors do not. OHR researched 130 job titles that could fall into one of these spaces and 
figured out which job titles would fall into these categories based on what other Big 10 schools 
are doing, and with the help of the Office of General Counsel. 
 
Ringgenberg asked whom an employee can contact if they are not sure whether their job falls 
under one of these categories. Rohman Kuhl responded that they should contact their unit’s HR 
lead. She said that central HR has a list that delineates why each group was included or excluded 
from these categories. DeVeaux asked whether this information was on the website. Rohman 
Kuhl said no, as it is a fairly recent development, and HR does not want people to find out about 
potential changes in their classification from the website, but rather communicate it to 
individuals first. 
 
Right now, Rohman Kuhl said, they are communicating the two options for compliance on the 
new FLSA rules to HR leads. The options for bringing individual employees into compliance if 
they are under the threshold are 1) to raise their salary; or 2) to convert the person to hourly 
(non-exempt). She said many managers have had questions about how this will affect budget, 
and that central HR suggests reallocating workload so people are not working overtime if not 
necessary. She said compensatory time can also be used instead of overtime pay, if the employee 
is open to that option. 
 
Right now, college and unit HR teams are working with unit management to decide which 
individuals who are not currently exempt but are making less than the threshold will be raised to 
the minimum threshold, and who will become hourly. By the end of September, these decisions 
must be made and approved by deans. Notification of affected employees will take place in 
October, and at that time there will be training for managers and employees who will become 
non-exempt. The changes go into effect on November 14, 2016. 
 
Rohman Kuhl noted an exception to the individual decision approach: postdocs will be treated as 
a whole. Postdocs represent about 500 of the 1200 people impacted, and a large percentage of 
post docs are beneath the threshold, she said. OHR is proposing a common solution for all 
postdocs, which will be to raise their salaries currently under the minimum to the threshold. 
Horstman explained that if the University were to implement the non-exempt approach and 
convert all postdocs to hourly workers, the cost would be higher due to the amount of overtime 
forecasted. The exempt solution (raising salaries) will cost about $4 million. If postdocs became 
non-exempt and worked an average of 10% overtime (which a lot of people exceed), it would 
cost approximately $8 million. There are also challenges with tracking time, and inaccurate 
tracking can cause compliance issues. Rohman Kuhl said that either way, it will be a great 
expense to the University. There is not additional money available, but raising the postdocs’ 
salaries is most likely to ensure compliance. 
 
Hagen asked whether OHR had heard anything from funding agencies, reporting that she 
received a communication from NIH dated August 10, 2016, that stated that the “first three 



levels of postdoc stipends will be increased to get to the minimum,” but it does not say how. Has 
there been any indication of how NSF and other agencies will handle it, she wondered? 
Horstman said that there had not received communication from the funding agencies. Rohman 
Kuhl wondered whether the NIH’s first three levels were lower than our postdocs, because the 
University interpreted that message as meaning that it is not conclusive whether NIH will 
increase salaries for postdocs. Hagen said that postdocs on an NIH training grant are appointed at 
a level that corresponds with their years of experience post-terminal degree. Their first year post-
terminal degree, they are at level 0. This is federally mandated.  
 
Hippert asked whether central HR planned to look at the units where people were given salary 
increases to make sure this was done equitably. Horstman responded that they hope that 
equitability is inherent in the process, and that the expectation is that units looking to increase 
some employees’ salaries should look across their employee population and apply the change 
equitably. However, central HR will monitor as best they can and will follow up if there are 
issues. 
 
With no additional questions or comments from the committee, DeVeaux thanked Horstman and 
Rohman Kuhl for their time, and they departed. 
 
5. Agenda items for the coming year: 
DeVeaux shared the ideas generated at the planning meeting for upcoming senate meetings and 
asked for feedback and additional ideas. Each senate meeting will have a focus, with several sub-
topics related to the focus area. The tentative list is as follows: 
● October will focus on campus climate. The agenda will include a report on equity and 

diversity initiatives and progress from Vice President Katrice Albert, a visit by the Bias 
Response Team to provide the senate information on their work, and 1-2 other 
presentations that  highlight diversity and inclusion initiatives.  

● November will focus on wellness and work-life balance. Proposed speakers include the 
Center for Spirituality and Healing, the Campus Club, and Theresa Glomb, a professor in 
the Carlson School of Management who has done work on employee satisfaction and 
work life balance. 

● Focus for future meetings include safety and compliance (speakers identified include our 
new compliance officer; Michele Gross, director of the policy office; and Matt Clark, 
chief of police. 

● A fourth topic with an HR-specific focus was raised, but is not yet firmed up. 
 
Calhoun mentioned that she might have a contact in the AHC for the wellness topic, and Hippert 
suggested that because a number of committee members needed to leave early, circulating a 
request for topics and speakers by email.   
 
Hearing no objection, and no further business, DeVeaux adjourned the meeting. 
 
Amber Bathke 
University Senate Office 
 
 


