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September 16, 2011 
 
MINUTES 
 
The Human Resources Committee of the Board of Trustees convened on Friday, September 16, 2011 at 
10:00AM with Mr. Al Lineberry, Jr. presiding. 
 
Roll Call revealed the following: 
 
Present:   Mr. Al Lineberry, Jr. 

   Dr. Stanley Allen 
   Mrs. Janice Bryant Howroyd 
   Mr. Emerson Fullwood 
   Mr. Willie Deese (10:30am) 

 
 
Others Present:  Ms. Linda R. McAbee, VC for Human Resources, Liaison 

Mr. Marc Williams, Deputy General Counsel 
Mr. Linc Butler, AVC for Human Resources 
Ms. Sylvia Anderson, Director, Employee Relations and Affirmative Action 
Officer 
Ms. Mary G. Holloway, Interim Executive Assistant 

 
 
Mr. Lineberry welcomed everyone by calling the meeting to order and roll call. The minutes were 
approved.  
 
Mr. Williams called for Statutory Citation 143-318.11 Closed Session motion. It was moved by Ms. 
Janice Bryant Howroyd and 2nd by Dr. Stanley Allen.  
 
Mr. Lineberry called for motion to end closed session at 10:55am. It was moved by Dr. Stanley Allen and 
2nd by Mr. Emerson Fullwood. It was voted and agreed upon that closed session had ended.  
 
The meeting was yielded to Ms. McAbee. The following updates were given: 
 
 
Reduction-In-Force (RIF) Plan and Outcomes 

 
Employee Impact 
 
The budget reduction for the University is $15,000,000. One hundred and sixty (160) total 
positions were eliminated by the university to meet this State mandated budget reduction target, 
and out of that total number of positions, 60 represent SPA, 22 represent EPA non-faculty and 78 
represent faculty. Fifty (50) of those positions held incumbents: 26 SPA, 4 EPA non-faculty, 19 
adjunct faculty, and 1 tenure or tenure–track faculty.  
A “Best Practice” process was used to identify support resources for the affected individuals in 
order to assist in redeploying them to other areas of the University where opportunities exist. 
Redeployment language was put into the University’s reduction in force policy 2 years ago in 



preparation of a budget reduction scenario in order to protect the employment of affected 
employees as much as is possible.   
 
Employee Transition Services 
 
Through this process, transition coordinators were established within DHR to act as a single 
point of contact for affected employees.  The transition coordinators met individually with 
affected employees, providing information about the process and maintaining contact in the 
event job opportunities arose.     
 
Coordinators also tracked and monitored eligibility for severance pay, health insurance premium 
benefits, and priority re-employment for affected employees to ensure the employees were 
treated with fairness and respect as they transitioned. 
 
Through this process, DHR worked closely with management on their reduction in force plans to 
ensure compliance with University and State policies, and to ensure the process was not being 
used as a method for circumventing the performance management process.   
 
In particular, Mr. Butler and Ms. Anderson spent a lot of time in consultation with managers 
prior to submission of their RIF plans to DHR for review and approval as a way to ensure the 
right criteria were considered in each case. Also, by eliminating non-relevant factors, adverse 
impact was prevented. 
 
Mr. Butler informed the committee of recent changes to the priority re-employment policy made 
by the State Legislature, effective July 1of this year. However, because the affected employees 
were notified of reduction in force in the prior fiscal year, they are still eligible under previous 
policies.  DHR continues to provide transition support to this group to identify employment 
opportunities within the University and at other schools within the UNC System.  
 
Employee Assistance Program (EAP) counselors were made available on site versus referring 
individuals to them.   
 
DHR partnered with the State Employees Credit Union, who provided the best interest rates in 
the State with low interest loans. DHR also partnered with the University’s Career Services 
department to provide a full-day workshop focusing on resume writing and interviewing skills.  
 
DHR developed resource guides for employees, managers, and supervisors that included: 

• Template letters 
• Talking points 
• Reduction in Force notification 
• Understanding the emotion of trauma as a result of job loss 
• Tips of daily management post layoff 

 
In addition to these services, employees received the following benefits: 

• Severance pay (Includes an age and service factor in calculation)  
• Health Insurance paid for by the University for up to 12 months from the date of the 

reduction in force (As of August 1, 2011 employees enrolled in the 80/20 health 
insurance option are required to paid a monthly premium of $21.62 per month)  

• Priority Re-employment for up to 24 months from layoff date (SPA only) 



• Access to resources offered through the Office of State Personnel’s career transition 
center 

 
What is the difference between SPA and EPA? 
 
SPA employees are covered by the State Personnel Act.  EPA employees are exempt from the 
State Personnel Act.  Typically, SPA employees are staff employees, while EPA employees are 
faculty or senior level administrators.  
 
Organizational Impact 
 
The total budgeted salary reduction was $2,535,445 which included: 

• SPA: $1,148,461 
• EPA for non-faculty: $293,239 
• Adjunct Faculty: $1,093,745 
• Teach out plan required for Tenure and Tenure-Track faculty 

 
The total cost associated with severance (SPA only) $589,855.38: 

• Total Estimated Severance payout: $318,020.97 
• Total Health Insurance Premium for 12 month from layoff Date: $128,096.60 
• Total Vacation Leave payout $103,941.59 (vacation leave payout may not exceed 240 

hours for an individual employee) 
• Total Bonus Leave Payout: $32,336.51 
• Total Pro-Rated Longevity Payout: $6,035.92, (SPA only) 
• Total Compensatory Time Payout: $1,423.79 

 
 
There are currently only 3 pending grievances related to reduction in force. Redeployment efforts 
resulted in retaining 7 employees in other areas of the University, and one employee was recently 
rehired bringing the total to 8.  
 
There is an increased need for HR consultation. Specifically, DHR is being inundated with 
requests for assistance in the area of reclassification and position/organizational design due to 
having fewer resources across the University with greater output expected. Eleven departments 
have contacted DHR for assistance with reorganization, with potentially 88 positions that will 
need to be reviewed to examine the impact of broadening breadth and depths of job roles. As an 
example, the Division of IT is looking at total reorganization. 
 
Business Process Enhancements 
 
Adverse impact analysis for reduction in force must be reported to the State as well as GA.  In 
the University’s case, no adverse impact resulted.  The University defines the cohort for 
comparison purposes in RIF at the department level.  This allows for flexibility in determining 
what resources are necessary to meet business needs. 
 
In terms of processing these actions through our new Banner HR Payroll system, we had to 
review closely the business process changes necessary as this was the first instance of having to 
process employees subjected to a reduction in force in the system. As a result, we were able to 
ensure the accuracy and timeliness of severance, leave and pro-rated longevity payments. Since 



this occurred during an open enrollment period for health insurance, we worked closely with the 
affected employees to ensure they were aware of the steps necessary for enrollment.  The system 
is also used for tracking and monitoring of continued eligibility requirements for benefits such as 
severance, health insurance and RIF priority rights. 
 
For compensation management, a quarterly report is submitted to UNC General Administration 
on all salary increases. Any increase requests of 10% or greater, greater than $10,000 (or both) 
must go before the Board of Governor’s for pre-approval.  Several checks and balances are in 
place to monitor compliance, with the focus being on only filling those positions that are mission 
critical and support the strategic plan of the University.  The Board of Governors (BOG) has 
been given authority by the State Legislature to conduct this review and approval process for any 
increases in the UNC System of 10% or greater over base salary as of June 30, 2011. The BOG 
delegated the authority to President Ross and has not delegated authority to the Chancellors.  
 
Update on Open Cases 
 
The Committee of the Board has requested an update at each meeting on Employee Relations 
cases. Attorney Williams stated that there are 10 open cases and 4 cases that were resolved 
successfully within the past year. This represents a significant decline in new cases and 
successful resolution at older cases. 
 
 
With no further business, the meeting was adjourned at 11:32 am. 
 
 
Recorded by: 
 
 
Mary G. Holloway, Interim Executive Assistant 
 
 
 
 
 
 
 
 
 


