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CLASSIFIED EMPLOYEES COUNCIL 
MINUTES 

May 14, 2019 

 
Library – Room 256 
  

Present: Jayne Angle, Sharon Carpenter, Nancy Cowherd (Alternate), Tammy Gill, Melody Gillespie 
(Alternate), Ginny Haddock, Johanna Lind, Cecelia Mason, Rachel Meads, E.G. Moreland, Theresa Smith 
(Alternate) 

 
Absent: Karen James, Ramona Kissel, Diane Shewbridge 

 
Guests:  Sharika Abdul-Muhaimmin, Scott Beard, Marie DeWalt, Sherry Donovan, Brian 
Hammond, Caleb McQueen 
 
The Chair called the meeting to order at 1:30 p.m.  
The Chair introduced Scott Beard, Provost, to discuss the restructuring.  Highlights included:  

 We have courses on both sides of campus and one of the challenges involves looking at 
administrative staff and workflow.  

 Retirements and vacancies allow for examining administrative positions. Administrative 
assistants will report to the head of their department, regardless of whether it’s a dean 
or other position. 

Cecelia asked about work distribution in light of the restructuring. Scott: there really will not be 
a change in the ratio of work to administrative staff. 
Scott: Thanked everyone who helped with commencement. He felt it went really smoothly and 
everything looked great.  
Scott encouraged employees to contact him if they see problems with the new structure. 
 
Click here to read Dr. Beard’s Handout. 
 

___________________________________________________________________ 
CONSENT AGENDA 
The Chair asked for the discussion on the Consent Agenda; there being none, the Consent Agenda was 
M (Meads), S (Gill) and PASSED. 
The April CEC minutes were approved as submitted. 

 
Committee Reports 

Employee Children’s Scholarship Fund                                                           Theresa Smith 
Recipients of the scholarships approved by the Council have been notified of their award by the 
Financial Aid office and the money has been applied to their student accounts. 

 
Board of Governors                                                                                             Mona Kissel 
See Attached 
 

https://media.suweb.site/2019/06/BeardinfoReorganization.pdf?v=1559753418
https://media.suweb.site/2019/06/CECApril2019Minutes.pdf?v=1559759054
https://media.suweb.site/2019/06/BOGMeetingNotesApril-18-2019_report-to-CEC.pdf?v=1559759771
https://media.suweb.site/2019/06/BOGMeetingNotesApril-18-2019_report-to-CEC.pdf?v=1559759771


 

2 

 

Events Committee                                                                                               Theresa Smith 
Thoughts about the spring luncheon: 

75 people RSVP’d. Seventeen people who RSVP’d did not show up. Two of those spots were 
given to people who came without having RSVP’d (one was a Classified Employee, one was an 
Administrator). Payment was made for 75 people, since food was prepared with that number in 
mind. 
  
1. If we do this again, and the event is being paid by an outside source, Theresa suggests: 

·        Placing a table with RSVP name tags inside, across from main register (to prevent 
anyone from getting in without a name tag, or paying) 

·         Sign at table should say ‘Get your RSVP Name Tags Here’ 

2. For the most accurate count and attendance, send invitations out closer to the event, if 
possible. 
 
3. The scholarship donation box was a bust. Skip the donation box next time. 
  
4. There was a good turnout for the business meeting prior to the luncheon. Having it in the 
basement of the Dining Hall seemed to work well. 
______________________________________________________________________________ 

 
 Jayne Angle gave a report on the April 2019 ACCE meeting.  
 Highlights she pointed out concerned PEIA Benefits and a Legislative item in the Charleston 
Gazette discussing ongoing legislation. 
See her Full Report 
 
Melody raised questions about new tele health program. A discussion revealed that there is an 
annual $40 fee to participate but no co-pay per usage. Personal information will be available to 
the National Telehealth service, as much as you want to provide to them. Alan did not know 
how much information the program would ask for. No one at Shepherd would have access to 
that personal information other than statistical info on usage of the program. Read more here. 
 
Cecelia introduced Alan Perdue to talk about the salary proposal which will be presented to the 
BOG on June 13, 2019. 
 

Salary proposal to be presented to BOG: 
It is proposed that the classified employees and non-classified employees should be merged 
into one aggregated system. Pay raises will be driven off of the annual performance evaluation 
document where the ratings culminate in a numeric score. We will tabulate the scores and rank 
them, from highest to lowest. Depending on how much money is available in any given year, we 
would assign percentages of pay increases to clusters of groups of employees based on how 
they fall in the aggregate ranking. 

https://media.suweb.site/2019/06/ACCE.pdf?v=1559758053
https://www.shepherd.edu/news/additional-healthcare-option-to-be-offered-to-students-employees-and-affiliated-groups/
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That’s the thumbnail version of what the policy would do. We would presume that each year 
campus raises would have equivalent percentages allocated for the faculty for their aggregate 
increase and for the staff for their aggregate increase.  
Alan asked for questions or comments. Cecelia clarified that the proposal would allow the 
President to designate a cost of living increase as part of the salary raise. That would be an 
equal adjustment for every staff employee. It could be as much as the national figure of the 
prior year’s inflation rate or anything below that, including nothing. The Board of Governors 
might approve a 3.6% pay increase for this summer because the President has been talking 
about a 4% increase. However, the BOG members have expressed concerns about the overall 
budget situation and they might want to try to trim a little of that expense out in order to get to 
a balanced budget. So for our hypothetical purposes of talking to the campus, we used 3.6% in 
the performance evaluation presentations to campus. The staff payroll currently is equal to 
10.6 million dollars. That would create a raise pool for the staff of $380,000. The first 10% of 
that would be at the President’s discretion.  The President has expressed an interest, based on 
the cupa job analysis that Marie and Alan have been working on, of bringing up the people who 
statistically fall outside the benchmarked salaries.  Neither Alan nor Marie are in a position to 
predict what the President will do, but they expect that the staff recommendation to the 
President would be that, if we’ve been struggling to do pay raises in the recent past, that would 
prepopnder towards a larger cost of living adjustment as the policy allows. If we’ve been doing 
decent pay raises in the recent past, maybe we would do very little or nothing as a cola. We’re 
asking that the staff have confidence in the good judgement of the President and the Executive 
Leadership Team on trying to be fair with everybody and know that in the end, when we 
process this, we’re planning on providing some statistical data back to the campus of how the 
program played out and see if it needs to be reassessed and modifications made. After the cola 
raises are assigned, the rest of the pool of raise money would be distributed through the merit 
program. Hypothetically, there might be as many as a dozen employees who might get as much 
as a 3.5% raise.  Maybe a dozen or so more that might get a little smaller raise, maybe 2.75 – 
3%, but we would work with those numbers on how several variations would distribute the 
dollars to various groups.  We can’t predict who will score 80 out of 80 or 65 out of 80 (on the 
performance evaluation). Once we get all that compiled, we can factor out those numbers 
against the base salaries and figure out what kind of disbursal works out to spend the number 
of dollars we have. As a very early estimate, we’re guesstimating that maybe $130,000 of merit 
pay money on top of $212,000 across the board if the BOG approves a 3.6% raise. Under this 
scenario, this works out that somewhere in the range of 50 – 60% of the campus getting at least 
some merit pay money. The policy as written would say that the bottom third of the staff (80 
out of 235) would definitely not get merit pay. But if you don’t get merit pay this year, that 
doesn’t preclude you from getting merit pay next year.  Alan advised those that fall into the 
bottom third to sit down with their supervisor and find out what you need to do to achieve.  
That’s part of what the goals are being set for. 
 
There is a Performance Management program link on HR website that gives detailed 
information about the evaluation system and point system. That has the information of what 
the criteria in each field are, from 2, 4, 6 or 8 points in each of the different categories you’re 
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being graded on. The recording of the performance evaluation training that Tammy gave will be 
on the website. 
 
Cecelia: Has received feedback about concerns that if people are doing the best job they can do 
and the new system rates them as average and others either falling below or above – 
something like a bell curve. She wonders how that will affect morale.  She asked Alan to talk 
about that. 
 
Alan: There are a lot of private sector places where evaluations are done on a much simpler 
basis where you’re ranked as a 5, 4, 3, 2, or a 1. We are looking for a system that is fairer and 
broader than that. We’re expecting results that spread out rewards, rather than clump them at 
the top end of the scale. We are putting the emphasis on achieving results in employee 
performance (merit pay). Alan drew an illustration on the whiteboard that debunked the bell 
curve myth and illustrated how a graph would look when you have evaluations that accurately 
reflect genuine, comparative, meritorious work. Most all of us work hard here, but there are a 
variety of nuances, and they’re reflected in the document (evaluation?) of not just how much 
energy you’re putting into every day, but how effective you are at achieving results.  The reason 
for the merit pay initiative is that when we have exceptional staff, we should be able to reward 
them monetarily. 
 
Melody asked about merit pay vs. merit rewards. Merit rewards would be a one-time thank you 
for a small number of people when we can’t afford merit pay. Merit pay will go into your base 
salary.  
 
If you have a specific point of change for the board policy, send email to President and Alan and 
they will both discuss them with Executive leadership team and BOG. Mary can change the 
language, but even if she doesn’t, the BOG can change anything they want. 
 
A concern was voiced that there should be more guarantee of an annual COLA. Everybody 
deserves not to lose money for the job they’re doing: if there is no cola and there is an increase 
in inflation, an employee will be losing money.  Employees should also be given credit for taking 
on added duties as staff attrition has grown.  
 
We’re counting on the supervisors and vice-presidents to identify those of really high 
achievement.   
 
Cecelia thanked Alan for the information.  
 

Unfinished Business 
None 

 

New Business: 
None   
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The next regularly scheduled Classified Employees Council meeting is Tuesday, June 11, 2019 at 1:30 
p.m. in LB 256. 
 
Meeting adjourned at 3:00 p.m.  
 
Respectively Submitted, 
 
Nancy Cowherd, CEC Secretary 


