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ASPRO is a not- for-profit, membership-driven, professional organization that represents the UW 
System Academic Staff and their interests to the State Legislature, the Governor, the Board of 
Regents, and the public.  ASPRO was founded in 1989 by the Academic Staff governance body 
at UW-Madison and, by 1997, represented Academic Staff across the UW System.  ASPRO is 
the only advocacy and public relations organization that represents the Academic Staff and 
ONLY the Academic Staff. 
 
Since the start of the University Personnel System (UPS) process in August 2011, ASPRO has 
been involved - providing input, briefing Academic Staff, and reviewing proposals.  Upon the 
release of the UPS proposed implementation decisions a few weeks ago, the ASPRO Board 
gathered at UW-Stevens Point to review each implementation decision.   
 
The ASPRO Board raised a number of questions and concerns at the meeting about the 
implement decisions.  More information is needed to create a better understanding of what is 
intended.   
 
This document is arranged in the order the decisions were presented by UW System.  You are 
welcome to use it as a way to start the conversation among the UW System Academic Staff 
Representatives Council and campus governance groups, and to help us all have a better 
understanding of how UPS will affect all Academic Staff.    
 
Overall 
The overall concern with the implementation decisions is the lack of specific information.  As 
these decisions move forward towards implementation, there must be direct stakeholder 
(particularly governance) involvement in the development of policy specifics and language.   
 
EC 1 Regarding Employee Categories 
Changing the name of classified staff to “University Staff” could be confusing as university staff 
may be used to describe all employees of the University.  
 
EC 2 Regarding Classified FLSA Exempt to Academic Staff 
There are concerns regarding the process for the former Classified-Exempt employees who 
become Academic Staff to be given indefinite status.  It must be fair for the former Classified-
Exempt and the existing Academic Staff.  Will these procedures be prescribed by UW System or 
left up to each institution to determine?  
 
The minimum requirement for Academic Staff to hold a Bachelor’s Degree should be 
maintained.  During the creation of job families or as the titling system is developed, it should be 
determined which families/titles require a four-year degree.  The current waiver system for 
holding a four-year degree should be maintained at each institution.  
 



EE 5 Regarding Workplace Expectations  
The new workplace expectations are intended to be drafted broadly enough to encompass all 
employee categories.  However, will the expectations then be too broad to be valuable?  Who 
will be included in the development of these expectations at the UW System level and at each 
campus?  Who will lead the discussion at the System level and each campus?   
 
EE 7 Regarding Layoff Procedures for University Staff 
Once University Staff governance is established, University Staff governance should be involved 
in the process of defining these procedures.  It is assumed that Academic Staff layoff procedures 
will not be impacted by what is developed for University Staff.   
 
EE 8 Regarding Dismissal for Cause for University Staff 
Once University Staff governance is established, University Staff governance should be involved 
in the process to determine this ongoing policy.  It is, again, assumed that Academic Staff 
dismissal for cause will not be affected by what is developed for University Staff. 
 
EE 9 Regarding Grievance Procedures for University Staff 
University Staff governance, once established, should be involved in the process to determine 
this procedure. The procedure should be the same as Wisconsin Statute 36.115 (4), which states 
that the grievance procedure shall include all of the following: 

a. A written document specifying the process that a grievant and an employer 
must follow. 

b. A hearing before an impartial hearing officer. 
c. An appeal process in which the highest level of appeal is the UW System 

Board of Regents.  
 
COMP 1 Regarding Merit Pay 
The information available on this topic is too broad for thorough discussion because it is not 
known what is intended.  Issues of concern include: Who will be involved in the development of 
this compensation system?  Will it be broad enough to apply to all campuses or will plans be 
developed by individual institutions?  Campus governance should be directly invo lved in the 
development, implementation and oversight of the compensation plan.   
 
COMP 3 Regarding Broadbanded Salary Ranges 
No comments or questions. 
 
EM 1 Regarding Employee Movement  
An employee who moves between UW System institutions, as well as UW-Madison and other 
State agencies, should be allowed to retain accrued leave balances and Wisconsin Retirement 
Service (WRS) credit. 
 
RA 1 Regarding Recruitment and Assessment 
Moving away from current OSER recruitment practices and adopting more flexible recruitment 
practices is a good idea.  However, will the new policy truly streamline the process?  Perhaps 
processes at individual institutions should be reviewed for streamlining.  
 



EC 3 Regarding University Staff Participation in Decision Making  
University Staff should be granted governance rights.  However, there is a question about 
“double representation”: would an individual University Staff member who is a member of a 
union be allowed to participate in governance related to bargainable issues?  
 
EC 4 Regarding RFP for Title and Total Compensation Structure Analysis 
No comments or questions. 
 
EC 5 Regarding Job Families  
UW System should gather information from other campuses regarding the impact job families 
have had on the salaries and career progression of Academic Staff, Faculty and University Staff.  
This information should then be shared with governance of Academic Staff and Faculty, and 
classified staff leaders.   
 
Could job families become restrictive or damaging to UW employees?   
 
Fifteen job families have already been proposed by the Employee Categories Work Group.  
Shouldn’t job titling be completed first before job families are developed?   
 
In the past, legislators have been quick to criticize the number of “administrators” within the UW 
System.  Creating a job family with “administrative” in the name should be avoided as it might 
make those in that job family a convenient target for cuts.   
 
The minimum requirement for Academic Staff to hold a Bachelor’s Degree should be 
maintained.  During the creation of job families or as the titling system is developed, it should be 
determined which families/titles require a four-year degree.  The current waiver system for 
holding a four-year degree should be maintained at each institution.  
 
EE 6 Regarding Code of Ethics 
Would the Code of Ethics apply to ALL UW employees, including faculty?  Who will be 
included in the development of this Code at the UW System level and at each campus?  Who will 
lead the discussion at the System level and each campus?   
 
COMP 4 Regarding Overtime and Special Pay 
Will this policy be developed for University Staff only? 
 
COMP 1 Regarding Merit Pay 
Will there continue to be a pay range maximum?  
 
COMP 2 Regarding Supplemental Pay Plans  
Supplemental pay plans on campuses should be tied to input from campus governance on 
priorities.  
 
STAT 1 Regarding Chapter 111 
No comments or questions. 
 



STAT 2 Regarding Chapters 36 and 40  
No comments or questions. 
 
EE 1 Regarding Supervisor Education 
UW institutions should be mandated to enhance and consistently provide supervisor training.   
 
EE 2 Regarding New Employee Orientation  
New employee orientation should be timely and ongoing.   
 
EE 3 Regarding Performance Management  
It should be mandatory for UW institutions to conduct performance reviews.  If UPS is 
proposing a compensation plan that is based on merit, then performance reviews have to be 
conducted in order to determine merit.  
 
The campus HR Department should audit all performance reviews to ensure that they are 
completed properly.   
 
Employees should be allowed to provide a performance review for their supervisor (a 360 degree 
review). 
 
EE 4 Regarding Diversity 
Giving campuses the flexibility and resources to enhance and support diversity is welcomed.  
 
Section V Regarding “Decisions Being Recommended for Further Discussion and Potential 
Implementation After July 1, 2013” 
By the description of this, it appears no work group recommendation is truly “dead” and could 
be brought up at a later time.  How will these issues continue to be reviewed?  Who will be 
involved with that review?  There should be a high level of involvement in the discussion and 
implementation of issues in this section by stakeholders, particularly governance.   
 
Conclusion 
If you have questions or comments, please feel free to contact the ASPRO office at 
aspro@aspro.net or 608.286.9599. 


