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1.  Call to Order
The meeting was called to order at approximately 9:00 am  The agenda was adopted as presented.  Roll call was conducted.  Approval of the June minutes was addressed as an item of business.
2.  Introductions and Get to Know You (9:30 - 10:15 am)
Senators and attendees participated in brief introductions that included name, unit, title, years of service, a topic on which they could give a TED talk without preparation, and one core value they bring to Staff Senate
3.  Committee Overview (10:15 - 10:30 am)
An overview of Staff Senate structure, meeting practices, and standing committees was provided.  Key points included:
1. Staff Senate meets monthly on the second Wednesday from 1:30 p.m.  to 3:00 p.m., with a Teams option available for every meeting to support attendance.
1. Standard agenda items typically include approval of minutes, reports, and guest speakers.
1. There are currently 39 senators representing staff across the University.
1. Senators are expected to attend meetings; absences should be communicated in advance.  A formal attendance policy exists in the bylaws.
1. Officers meet monthly with the Chancellor.  HR representation attends Senate meetings regularly.
1. Bylaws and procedural guidelines are available on the Staff Senate website and were thoroughly reviewed in the prior year.
1. Staff Senate also serves as a pool for certain university-wide committees (e.g., parking and transit, parking appeals, safety-related groups) and for staff grievance panels when needed.
Standing Committees Overview:
1. Awards Committee:  Oversees the Part-Time Employee Award (typically fall) and Outstanding Staff Team Award (typically spring).  Time commitment is approximately 4-5 hours in fall and 3-4 hours in spring for application review.
1. Communications Committee:  Manages publications to Newswire, social media presence, meeting minutes posting, and efforts to expand reach (including potential platform changes such as movement from Twitter/X toward Instagram).
1. Elections Committee:  Determines representation based on staff population (approximately one senator per 100 staff members per unit), manages nominations and the election process for three-year terms with staggered turnover.  Heavier workload January-June.  Senators whose terms are ending and who seek reelection may not serve on this committee.
1. Employee of the Quarter / Employee of the Year:  Accepts nominations from across the University; prior-year winners serve on the selection panel.  Categories have been updated to better reflect the staff population.
1. Internal Affairs Committee:  Reviews policy matters affecting staff (examples cited:  childcare policies, insurance premium equity, remote work, and inclement weather policies).  Functions on an ongoing basis with work that may be episodic.
1. Legislative Committee:  Monitors state and federal legislation and executive actions affecting higher education, staff, budgeting, and students.  Operates in a non-partisan manner.  A legislative year is underway; a forum with candidates may be pursued.
1. Scholarship Committee:  Administers scholarships supporting staff continuing their education (approximately $250 per semester referenced).  Primary activity periods are November-December and May-June.  The committee maintains an endowment and received a significant donation (over $7,000) from a former Facilities Management scholarship fund for children of facilities employees.
1. Special Events Committee:  Leads Razor Gifts (holiday gift drive for families in need, expanded in recent years and partnered with the University Libraries), Staff Appreciation Week, and the annual staff appreciation picnic (typically held in May after graduation).  Timing of certain appreciation events remains under discussion.
1. Transit, Parking, and Safety Committee:  Advocates for staff interests related to transit route and stop studies, parking zone restructuring studies, and broader campus safety and risk-management initiatives.  Emphasized as a constructive advocacy body rather than a complaint forum.
A Microsoft Form (via QR code) was provided for senators to rank committee preferences.  Shirt sizes were also collected in anticipation of reordering Staff Senate shirts.  Senators were encouraged to complete rankings before departure and to speak with committee chairs during lunch.
4.  Break (10:30 - 10:45 am)
5.  Finance and Administration Updates and Discussion (10:45 - 11:45 am)
Presenter:  Cale Fessler, Vice Chancellor of Finance and Administration
Vice Chancellor Fessler provided updates in a conversational format and invited questions.  Major topics included:
Organizational Structure and Enterprise Risk Management (ERM)
Following the restructuring that split the former Finance and Administration unit, leadership continues in Finance, Human Resources, Campus Services, and Administrative Services, with regular coordination among Clayton, Amy, and himself.  Enterprise Risk Management has returned under his portfolio.  Kathy Crane and team conducted sit-downs with leadership of approximately 22 areas across campus (colleges and administrative units).  A heat map of perceived risks is being developed.  Prominent themes included data management / IT security, athletics-related topics, and classroom teaching-related concerns raised by colleges.  The Enterprise Risk Committee includes the Provost, research administration, IT, and Internal Audit representation.  Next steps focus on distinguishing symptoms from underlying drivers and translating assessments into action plans.
Budget Process and Board Oversight
The University of Arkansas System Board maintains close interest in institutional financial operations.  Budget submission timelines are advancing:  the budget is expected to be due to the System Office by April 1 this cycle (previously end of April), with further compression anticipated.  Tuition and fee rate approvals are expected to move earlier (late February or March rather than May) to avoid last-minute budget disruptions experienced by other institutions.  Units should anticipate earlier internal budget discussions beginning in the late September-November timeframe.

150 Forward Strategic Plan - Research Excellence and Student Success
Significant planning is underway to advance the research excellence and student success pillars.  The Chancellor’s goal includes $500 million in research expenditures (recent HERD survey figures cited in the approximate $270 million range and rising).  An 80% six-year graduation rate is targeted (current rate slightly above 70%, already a substantial improvement over time).  A larger campus-wide kickoff is anticipated later in August.  Transformational changes, financial and operational, are expected.  Conversations address laboratory and startup infrastructure, graduate student expansion (including professional and online programs via Global Campus), and support services such as academic advising.  Employer-of-choice work, including compensation market adjustments (multi-year investment cited in excess of $20 million), remains important; employee engagement surfaced as a notable risk in the ERM process.  Focus on employer-of-choice continues through non-compensation measures as well.
Selected Discussion / Questions
1. Infrastructure barriers to 80% graduation:  Emphasis is on student support services (advising and related functions) rather than large new buildings for the graduation-rate goal.  Research infrastructure (labs, startup packages, completion of shelled space such as the I3R building) is a more prominent facilities discussion under the research pillar.
1. Research compliance and front-end coordination:  Growth will require proportional increases in compliance and pre-/post-award support.  Centralization or standardization of services is under discussion because current college-level practices vary.  Incremental growth models will not suffice for the planned scale and timeline.
1. Employer-of-choice and Wellness:  Clarification was provided that employer-of-choice has not been deprioritized; large new compensation infusions of the prior magnitude are not currently projected, but engagement, recognition, and other support remain active work streams.
1. Micro-level staff advocacy:  Advice centered on beginning with the immediate supervisor, then utilizing appropriate resources (e.g., accessibility/accommodation channels, parking/transit contacts).  Construction-related mobility challenges were acknowledged as difficult given tight academic calendars.
1. Board vs.  legislative interest in finances:  Board interest is detailed and ongoing.  Legislative interest can be more politically motivated and less granular; past examples included out-of-state student discussions and position-control (PSR) scrutiny unique to Arkansas.
1. Finance/Workday training and change management:  Onboarding and ongoing training gaps are recognized as institutional risks.  Accounts Payable is developing targeted video/podcast-style training modules (including AI-assisted content) with potential future requirements tied to security roles and performance follow-up for repeated errors.  Broader change-management challenges with System Office Workday updates were discussed; communication of process changes remains imperfect.  Longer-term data-warehouse / data-lake solutions are viewed as necessary for reliable cross-functional reporting.
1. AI and process improvement:  Finance teams are exploring AI and automation to reduce transactional workload and free capacity for higher-value stewardship and strategy.  Campus-wide AI investment discussions (including curriculum preparation) are ongoing; infrastructure (network, cloud, UIT infrastructure) already has multi-million-dollar investment plans.
6.  Lunch and Committee Time (11:45 am  - 1:00 p.m.)
Senators were encouraged to visit with committee chairs, discuss committee preferences, and complete the ranking form.
7.  Performance Framework Project & Employee Engagement, Recognition, and Wellness (1:00 - 2:00 p.m.)
Presenters:  Ashley Ingram and Dr.  Angela Mosley-Monts, Human Resources
Performance Framework Project (Ashley Ingram)
Project work to date includes multi-year data gathering, templates and training inventories, benchmarking against SEC institutions, and staff and faculty focus groups (prior-year senators were invited).  Key findings will be published on a project website.  Overall feedback indicates the current process is not viewed as meaningful; resistance to change has been limited, and interest in improvement is high.
Current work centers on finalizing philosophy, guiding principles, rating scales, and review timing (calendar year versus fiscal year remains under discussion, with careful attention to upstream/downstream effects on budgets, state approvals, and merit timing).  Training development and a transparent website (modeled on the successful Class/Comp site) will follow.  A podcast series is in development to communicate project progress.
Discussion highlights:
1. Changing review timing will account for merit-increase and budget cycles; Finance representation (including prior participation by Vice Chancellor Fessler and subsequent delegation) is involved.
1. Formal upward evaluation of supervisors is not currently planned as a documented process; emphasis is on two-way conversations through more frequent (e.g., mid-year, quarterly, or semester) check-ins to reduce surprises at annual review.
1. Cultural shift toward regular feedback is recognized as necessary and is being modeled in some units (e.g., Global Campus practices).
HR Organizational Development and Employee Experience Teams
Ashley described the evolution of her portfolio around the employee life cycle (attract, onboard, develop/engage, retain, and offboard) with the goal of elevating the employee experience so individuals and teams can thrive.
Talent, Leadership, and Organizational Development:
1. New employee onboarding (Trail Ahead program) now includes weekly orientations and lunch, guided campus tours (golf cart for accessibility), Workday 101, Benefits 101, quarterly networking events in the first year, scavenger hunt, and virtual career resources.
1. Future work includes new-hire and exit surveys (partnering with McLean & Company to centralize data and drive action).
1. Talent/OD offerings in progress or planned:  LinkedIn Learning (already available University-wide), tuition discounts, Everything DiSC workshops and coaching, career pathing (building on Class/Comp), team mission/vision workshops, and change management support.  A facilitator/coach position is being filled to scale DiSC and related work.
1. Leadership programs (UR Leaders, Supervisor Development Program, New Supervisor Orientation) continue; collaboration with Career Services on student-worker supervisor content is underway.  Most offerings (except certain nomination-based programs) are broadly available; a request process and SharePoint resource site are being developed.
Training Design and Effectiveness:
1. A team of instructional designers supports HR and broader campus training, collaborates with IT and Finance trainers, manages Workday Learning content, and supports compliance training campaigns and reporting.
Additional discussion:
1. Interest was expressed in posting actual pay ranges on job postings rather than “commensurate with experience”; posting ranges is encouraged but not currently required.
1. Tuition-benefit eligibility timing (tied to semester start rather than a fixed months-of-service window) was noted as an area of prior recommendation for review.
1. Development of pre-supervisor / emerging-leader resources (including LinkedIn Learning AI role-play tools under study) and content on generational differences and team building are on the roadmap.
Engagement, Recognition, and Wellness (ERW) - Dr.  Angela Mosley-Monts
A new three-person team focused on Engagement, Recognition, and Wellness was formed (October timeframe referenced) in response to persistent advocacy for faculty/staff wellness programming and broader employer-of-choice needs.  The three pillars are integrated and support retention and institutional effectiveness.
Engagement Survey and Action Planning:
The first employee engagement survey has been completed.  Action planning is underway with deans, vice chancellors, and units (leadership meetings and town halls).  Units are asked to identify a limited number of initiatives (no more than three) tied to survey drivers.  Key themes from the survey include communication (information often stops at middle levels), trust (partly residual from the 2019 climate survey that lacked visible follow-up action), collaboration across silos, belonging, and disconnected data sources.  The team’s intent is to demonstrate that survey feedback produces visible action.
Recognition:
Emphasis is placed on timely, everyday recognition rather than only milestone or year-end awards, supporting contribution, belonging, and culture.
Wellness:
Work builds on the eight dimensions of wellness (physical, emotional, spiritual, environmental, intellectual, occupational, social, and financial).  A resource hub for on- and off-campus resources is planned, along with awareness of existing benefits (e.g., Access Perks).  Monthly wellness themes (September-April) aligned to the eight dimensions are intended, including workshops and resources.  Partnership with student-focused wellness efforts will occur where appropriate while developing faculty/staff-specific programming.  Existing offerings such as free faculty/staff yoga were noted.
Communication and Launch Plans:
1. Campus Pulse listening sessions will be conducted in schools, colleges, and units (confidential input; goal of feedback within approximately ten days followed by action planning).
1. ERW formal launch is scheduled for August 25, 2026, with a virtual session for remote employees and additional sessions that week, including outreach to the Latino/Latina Employee and Colleagues Resource Group and second-/third-shift employees (with Spanish translation support).
1. A 90-day assessment will be provided to the Chancellor.
1. Key message:  ERW listens, recognizes, and responds.
Employee and Colleagues Resource Groups (ECRGs):
Eleven ECRGs exist and support culture, connection, and care (examples referenced:  Parents and Caregivers, Armed Forces, Postdocs, Black Employees, Latino/Latina, Asian/Pacific American, Women’s Group, and others).  Groups offer programming, professional development, and awards.  New groups may be chartered by contacting Angela.

8.  Parking and Transit Updates (2:15 - 3:00 p.m.)
Presenter:  Gary Smith, Director of Parking and Transit
Gary Smith provided updates on Parking and Transit matters.  Will update --VC
9.  Break (3:00 - 3:15 p.m.)
A short break was taken.
10.  Assessing Last Year and Looking Ahead (3:15 - 4:15 p.m.)
Senators engaged in an interactive brainstorming activity focused on expectations, processes, and priorities for the upcoming year.  Ideas were captured on post-it notes and grouped into the following categories.  The items below reflect the collective input recorded during the session.
HR / Employee Wellness
· Intentionally breaking down silos / improving awareness
· Career progression within UA; coaching in all divisions to encourage employee retention
· Wellness ad-hoc committee under Internal Affairs
· Progressive discipline process/policy
· Advocate for ensuring Employer of Choice stays a priority in 150 Forward (other goals:  leadership/employee wellness, clear pathways, additional benefits, belonging, decreasing administrative burden / strengthening trust)
· Class/Comp corrections and job-track plans
· Burnout concerns
· Contract with better community providers for staff mental health (EAP is not sufficient)
· Employee of the Year (EOY) and Employee of the Quarter (EOQ) award amounts need to increase and be budgeted
· Increase safety awareness
· Comprehensive benefit awareness with real-world examples
· Open bids for better insurance rates outside the System
· Monetary sick pay at a threshold / payout for unused hours
· How to let people know channels they can use to raise concerns without risk of retaliation
· Childcare benefit
· Additional University holidays that are given for winter break versus using annual leave
· Advocate more for changes at the System level that affect UA staff (Essential Weather pay and CAT leave)
· 
Communication
· Job board for openings known or needed within Staff Senate SharePoint (including spouse employment)
· Expand knowledge of campus resources
· Specific form for concerns directed at University Administration hiring/firing decisions or processes
· Continue Coffee with the Chancellor and Deans
· Request Board meeting attendance by a Staff Senator, or require live/recorded audio of meetings to ensure transparency for staff concerns
· Indexing and tagging topics for some form of universal FAQs online (potential use of AI)
· Communication hub for staff
· Sharing what is happening with campus
· Staff Senate newsletter (or similar) so constituents know what the Senate is doing and can pass along information
· Outreach to campus
· More vocal presence across campus regarding topics the Senate is passionate about
· Explore ways to obtain more consistent and effective input from staff
· Communication across campus (e.g., VCSA listserv)
· Instagram - Senator spotlights / senator shout-outs
· Bigger media presence (Razor Gifts, scholarship)
Engagement / Internal
· More comprehensive staff appreciation and dedicated training time
· Meet Your Senators events - unit-by-unit (ensure seats are filled)
· Prepare Faculty Senate to arrange the staff appreciation week/day (they miss serving staff)
· Mentorship programs
· Staff Senate engagement social events / networking (restaurants, hikes, etc.)
· Razor Gifts - combat food insecurity along with the existing program
· Continuing fundraising to be able to give more than the $250 scholarship
· Tailgate per game (employee cost and Senate cost considerations)
· Skills swap with other departments (learn what other areas do) / job shadow
· Senate Chair should receive a stipend
· Recruitment of students to staff
· Way for Senators to communicate with constituents (email)
· Staff Senate Scholarship campaign timed with the campus-wide fundraising
· Fundraising for Staff Senate Scholarship
· Workshops on how to be a good Staff Senator
· Workshop for Staff Senators during the retreat (in addition to monthly speakers such as Gary and Amy)
· Director / Senator expectations regarding all the information received
· Staff Senate networking / socializing
· Staff Senate group pictures
· Add to scholarships; establish new committee or subcommittee (e.g., training/certification for staff only)
· More real-time Senate updates (e.g., reduce meeting minutes delay to website and to senators)
8.  Adjournment / Closing Notes
Senators were encouraged to engage with the HR programs described, provide feedback, share information with constituents, and complete committee preference rankings.  Website content (meeting times, bylaws) was noted as needing updates in certain sections.  The retreat concluded at approximately 4:50pm.

Attendees:   Kristen Armstrong, Karmen Boddie, Jen Boyer, Vince Capps, Roy Cordell, Michela Cupello, Lonnie Daevons, Danielle Dun, Pamela Ellison, Liliana Evans, Matthew Fey, Cindy Folsom, Krista Hoover, Lexie Jordon, Dan McCool, Zoe North, Ruth Parcells, Autumn Parker, Kim Penhallegon, Robert Pilgrim, Ben Pollock, Allen Porter, Mirian Phwandapwanda, Ashley Reeves, Kaitlyn Riggin, Jason Riley, Stephen Ritterbush, Alex Rouw, Lee Shoultz, Shannon Siebler, Myrlinda Soedjede, Trish Watkins, Katie Winkler, Hasnaini Wood
Absent:   AnReckez Daniels, Alicia Herrera, Chelsea Hoffman, Donna Jones, Julia Smith
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