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Q4_5_other: completed another type of Job Analysis procedure--PLEASE SPECIFY: 
Wrote up job description 
Wrote job descriptions; oversaw review of all jobs in our units 
With direct reports 
Trial interview with campus HR and college Associate Dean prior to current conversion 
System 
Submitted PAPE, job description and organizational hierarchy chart 
Submitted list of job functions 
Sent job description to College 
Second time going through analysis 
Review of current job description 
Questionnaire 
Provided explanation for non-conversion 
Position converted just before I was hired 
PIQ form 
Phone discussions for job descriptions for new hires 
Paper/PDF 
paper survey 
Paper revision process 
One-off analysis based only on job description 
My colleague in same position represented us both & interviewed alone 
March 2004 met with admin- to discuss change 
Many meetings 
Job summary description 
Job/Title Change 
Job Description submitted for analysis as I had reached the maximum for Visiting Appointment 
Job description review 
Interviewed alone about a new position 
I was asked to provide a brief narrative about my duties. 
I left the organization briefly and then was rehired to same job, now civil service 
I have had 3 reviews so far for the same job 
Had an interview scheduled for previous position, but nothing happened. 
Group meeting 
Form? 
Form 
Filled out a form; forget the details 
Filled out a document 
Electronically 
Discussed with supervisor about being converted and was told to attending meeting, 'Conversion of 
Academic Professional (AP) Employees to Civil Service Status Employees' where I received my 
individual data.   
Department HR contact asked for written document regarding job duties and anticipated 
qualifications 
Completed it but accidently removed the link and was never able to send it in!! 
Completed an updating of my job description to assist with further job classification 
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Q4_5_other: completed another type of Job Analysis procedure--PLEASE SPECIFY: 
Completed a Job Analysis in-person interview with supervisor and campus Human Resources at my 
previous position at UIC 
Comparative analysis 
Attended meeting where several of those of us who were chosen to be converted were told what to 
expect 
Assisted departmental employees & supervisors with their job analysis surveys 
Assessment in advance of assuming my current position 
Appealed a decision to convert 
A colleague interviewed for a cohort of us 

 

Q7_other: Received some other type of notification--PLEASE SPECIFY: 
Verbal notification from supervisor and written from campus HR 
Three of the four listed above apply 
T-contract in mail on my AP position 
Received informal from my supervisor and formal from XXXX 
Received FORMAL written notification from my supervisor 
Received formal written communication from our Vice Chancellor 
Received formal notification from my supervisor 
Received formal notice from supervisor; am coordinating project and appeals with HR 
Only received e-mail from the College on April 2, 2015, department head and assistant head have not 
been kept informed by the College 
Notification of Appointment Letter 
Not sure if it was formal; nothing written 
My case was an early one and my boss was informed by email, upon which he began contesting the 
proposed conversion 
Meeting with HR and managers 
Informal notice of elimination 
Informal from college 
In-person notification by HR 
I think I had to ask Compensation for a copy of the decision, since I never received one. 
I received verbal notification from my supervisor about my position, as well as an email from my 
College HR.  Received my individual data package from campus HR at the meeting. 
I never received a notification of any kind 
I heard rumors, I didn't receive official notification 
I am the HR contact 
Formal verbal and written from HR 
Formal from HR rep 
Did not go through Job Analysis 
College HR 
Cannot recall 
Both informal from supervisor & formal written by HR 

 

Q10a_1: Please tell us more about why you [will convert, will wait to convert, etc.] 
Want to find out more and since it is my right to wait. 
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No significant reason 
I'll wait as long as I can.  This is ridiculous and I'm totally against it. 
I will keep the same rights and responsibilities I currently have. 
I was told by HR unit rep that I need to convert before mid-August. 
I prefer to remain an AP for as long as I could.  There is no benefit to me switching to CS early. 
I intend to appeal.  2. Allows time to explore other opportunities to remain AP. 
I have decided to wait to convert until after the notice rights expire because I am not in any hurry 
to convert to civil service. 
I feel the reclassification is unjust and want to stay in an AP position for as long as possible. Some 
benefits of being an AP will be taken away when my position is converted. I want to keep those as 
long as possible. I also want to accumulate more seniority before I am switched. 
Have not received anything in writing regarding how conversion will affect me and do not want to 
give up notice rights. 
Delays getting bumped, that's the big one. Civil services tends to act like we are interchangeable, 
like a 10 pound sack of potatoes. I have a loyalty to my department and my job. Academic has 
more status but the major reason that this epidemic of conversion happened is that the 
department likes to have control over who is working in it. Makes sense, especially if you have a 
research department that deals with skills that someone outside that research wouldn't 
understand enough to include this while contemplating whether to convert the employee away 
from academic. The parameters of how you determine civil or not and also as to what is the 
position is rigid, out-of-date and counter to productivity at the university, particularly research. 
Now this is not sour grapes for me-- can accept that I fit within civil. But several of my cohorts 
don't that you decided do. One prime example is XXXX. She has not discussed this with me but 
she was at the meeting for the converter folks. I don't know how you came to determine that she 
is civil. It shocked me. Because she does so much and provides such leadership and deals with 
higher levels of decision making, on and on and on. It made me realize that the people who make 
the decisions who convert don't know what they are doing. Ok, back to me. Another reason I 
don't want to immediately convert is that it will reduce my money coming to me. Yes, I know my 
official wages don't decrease. But I will be paying union fees. On principle, I don't oppose unions 
as I grew up in a family that supports unions so I will pay it when the time comes. But I know you 
won't increase my wages to compensate so that is a cut no matter what you and all the kings at 
the university say. At 33 thousand annual salary, every bit I lose hurts and I am barely making it 
now. I am the whole show as far money coming in. My final reason is probably in part to the 
attitude that was given to us by the conversion process people--the absolute rigidness, the feeling 
of judgment and the lack of understanding what we do here. There was no we have a problem 
here and what can we do to work it out. It was this is what we will do and you must comply. And 
definitely an over-reaction by converting too many positions that are not civil service. I am not 
one of those but too many people in my department are. When the time comes to convert, I will 
do it with the best grace. But I will not do it at an earlier date. 
Because I have no desire to.  Don't understand why I am being changed - think the process is a 
waste of time and university resources.  Nothing changes about my position except the title.  
Sounds like a way to take sick time from me. 

 

Q10a_2: Please tell us more about why you [did convert, waited to convert, etc.] 
Was going to happen anyways 
Waiting would not have changed anything so why delay 
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To sync up with the bi-weekly pay schedule so as not to miss a pay period 
There did not seem to be any benefit to converting earlier 
Prefer not to explain 
Job/Title Change 
It was going to happen automatically so I didn't need to do anything. I did not see the benefit of 
converting earlier and in fact used the time to mentally adjust to the change (which at the time I 
perceived as a demotion of sorts). 
I wasn't happy about the process, so from what I remember I waited as long as possible. 
I wasn't given a choice, was 'forced' to do so. 
I was told I had to convert before July 1, 2014 and so I converted in February 2014.  It was the right 
time for me 
I had the impression that I would be given one year and after the year ended, I would have to convert 
or leave the University. 
I felt I had been misled for the majority of the process; by the end I felt there was no motivation to 
proceed with a process that had otherwise been forced upon me. 
I did not want to convert, have no choice. 
I did not want to be terminated if I forgot to sign the documents. 
I did not think there was an advantage to switching to civil service immediately.  I also felt like HR had 
a formula and were allowing one person per department to remain academic and convert all 
remaining academic employees to civil service.  My new job title is a title they are putting people in 
that really do not fit into any civil service category.  I do very little of the duties that are included on 
the class specification. 
I did not agree with the conversion, also was losing sick benefits, as they are diminished for CS 
Do not remember. 
Civil Service is terrible. I waited until the last possible moment. 
Better benefits as AP. 

 

Q29: If you have any other concerns about the Job Analysis process or the process of converting AP 
positions to Civil Service positions, please describe them 
Your years of working here should be the seniority you have, not years in a position. If I worked here 
20 years and spent the last year in a new position, my seniority should be 20 years, not one. This 
should be simple. 
Will create a drain on retaining excellent talents at UIC or recruiting them. Morale is at an all-time low 
within units. 
Will adversely affect the ability to manage units efficiently and to conduct independent research. 
While I personally have spent very little time on the actual job analysis process, I have seen its impact 
on my unit and other units with which I have contact--particularly the HR staff.  At a time where we 
have experienced successive budget cuts over the years leading to a skeleton staff, increased 
numbers of retirements each year due to the pension issue, plus adding a faculty union to our campus 
as well as a walkout-- adding this complicated, lengthy mess of a project to the staff at the university 
just attests to the weakness of the UIC leadership and total lack of understanding of how work 
actually gets done at UIC. Instead of trying to understand why units would do whatever they have to 
do to make a position AP instead of civil service, we have the 'job analysis' process which is a 
complete insult to all the APs who have been hired for their advanced degrees and work experience 
outside of the university system that they bring to their jobs every day. UIC will lose good AP staff 
over this, especially when you consider the other storms we continue to weather as a public 
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Q29: If you have any other concerns about the Job Analysis process or the process of converting AP 
positions to Civil Service positions, please describe them 
university and particularly in the mismanaged state of Illinois.  Before I run out of space, here are my 
issues:  1. The hiring process for civil service. To tell a unit that they can only interview the people 
who had the top five scores in the civil service pool is seriously tying the hands of managers and 
making their job more difficult.  2. Bumping. If you can't understand why this is ridiculous, you 
shouldn't be in HR.  3. Union dues. I have heard that many who were told they did not have to join a 
union if their position converted are now having dues taken out of their checks.   4. Lack of any 
assistance or support from central HR for HR staff in the units trying to do their regular jobs--
particularly hiring--- during this never-ending job analysis project.   5. Lack of understanding of the job 
market.  This is Chicago, not Urbana or Springfield. There are not only many other excellent 
universities actively recruiting here, but thousands more companies. I care about UIC and have been 
here for a long time. But because I have been here for a long time I have been waiting for a 
promotion/title change for over two years while this job analysis process slows everything down and 
creates more work for HR staff across campus. In the meantime, we have had several new hires who 
have not been impacted by this. I could go on about how punitive this feels to me and how deeply 
insulting the whole process has been but that is just one story, and I am quite able to see the big 
picture and how this is affecting other staff on campus and UIC's ability to retain excellent staff--that 
is the point I hope you take away from this. 
When this began some years ago others in my department with similar roles got meetings and were 
converted. I never got the opportunity to convert so my concern is being heard like the others in my 
department. 
When it comes to 'bumping, how can the old Civil Service job titles be compared with the new Civil 
Service job titles. 
When converting to a Civil Service Position, the ability to reward financially for performance is lost. 
This is a negative impact upon those converting into a Civil Service Position. When dealing with soft 
money, the guarantee of keeping your job is not there. If these positions are gone, you cannot easily 
go between projects. They are very specific to research ideas being researched. 
What will happen to out-of-state employees; those who work off site; AP employees working part-
time that now lose some tuition waiver benefits, since as part-time CS not all credits are covered? 
What qualifies as 'fair' for a job analysis? 
What I have heard is that the Academic Professionals are the ones that positions are being analyzed. 
Well, I just feel like people that do similar work, but on different scales should be classified 
differently. For instance, if you do work for one unit vs the whole college.  Also, I think that it isn't 
right that the deadline for an appeal comes before the town hall meetings where you can ask 
questions and meet with an HR person one on one. 
We were part of the Job Analysis process very early on.  It appears that some positions have not been 
handled consistently over time.  Some positions that were converted to CS in our organization have 
remained AP elsewhere. 
We were originally told that the only thing that would change would be we get more vacation days. 
Now we find out we get less sick days, we can roll over fewer days, and we are being forced to join a 
union and will lose pay. It's absolutely ridiculous. If you want to convert us, fine, but the PTO should 
be grandfathered in. There is also absolutely no reason or benefit for us to join a union. I have not 
heard a single compelling argument for why this benefits our specific position, but since so many jobs 
will be grouped under Program/Student Advisor I'm willing to bet that's the reason. 
We were instructed to be prepared for this process in 2011 and we have yet to have any interviews. 
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Q29: If you have any other concerns about the Job Analysis process or the process of converting AP 
positions to Civil Service positions, please describe them 
We have Physician Assistants working on our department/operating room. It is the wrong designation 
for them; it does not work and is not appropriate. Academic Professional would work much better for 
them, as that is the most usual type of employment category for Physician Assistants elsewhere. 
-We have not been adequately informed about the process at almost every step.  -Timelines that we 
were given were not followed.   -Procedures that were outlined (like an interview with the Job 
Analysis team for each employee BEFORE a determination was made) were not followed.   -The 
appeals process has not been well outlined.   -Basic questions posed at even recent information 
sessions, such as what distinguishes an AP position from a Civil Service position, have been answered 
vaguely at best.  -We are still unclear on what distinguishes an AP from a Civil Service position. I was 
converted to Civil Service, but have seen recent AP job postings describing my current duties. 
Additionally, the criteria describing AP positions is under revision. While preparing our appeals, we 
have no active criteria against which to compare our own positions, yet we can be converted to a new 
job class while the criteria are still being reviewed.  -A conversion from AP to Civil Service constitutes 
a reduction in compensation. 
We have much more flexibility to right size operations if we employ more Academic Professionals 
Waiting for the analysis process can be somewhat stressful. 
Very slow. Two years and not complete???? 
VAC/SL for an AP is vastly different from CS. From my understanding, I will be losing the amount of 
VAC/SL I'm used to earning every year. 
Unionized for Civil Service, prefer some jobs in CS to be union and some not.  Don't know how it will 
benefit for AP employee converted to CS, but for blue collar then I agree but not for white collar. 
Unfairly pigeon-holing (while trying to classify) for people into position titles that may not be totally 
appropriate.  Seniority and 'bumping' rights seem to be an outdated and highly inefficient method of 
deciding what happens if positions are cut.  These two things (classification into job titles and 
seniority/bumping) could cause massive harm to both the units and the employee (and thus the 
university) 
Uncertainty of positions at UIC 
Unable to determine the advantages to the institution of converting AP to Civil Service. Seems to 
benefit only unions. 
UIC should want MORE academic professionals, not be trying to slim down on them. 
UIC should get rid of civil service positions, not increase them. 
Two major concerns I have seen through personal experience and observation of other units are:    1) 
The reduction of minimum education requirements makes it seem as though there is a desire to keep 
wages down when an advanced level of education, experience, analysis, etc. is needed for a particular 
position. 2) Job descriptions that are created as a result of the Job Analysis process are so vague 
(probably so that they can be used for multiple people), that they sometimes do not convey the 
essence of what someone is doing. 
Thus far, NOBODY has described what this means to me. I have gotten bombarded with emails that 
do nothing to assuage my concerns, simply to heighten my anxiety that my position will be 
eliminated. It would be helpful if the information being distributed was ONLY being distributed to 
those parties that are affected AND if those parties affected were made aware of it. Right now I am in 
a current state of limbo. 
Those colleagues that I have seen converted, in some situations, were not even told. Union dues were 
suddenly being taken out of their paychecks and no one exclaimed to them they had been converted. 
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Q29: If you have any other concerns about the Job Analysis process or the process of converting AP 
positions to Civil Service positions, please describe them 
The inability to accrue vacation time (when at the maximum threshold) is also not at all explained to 
APs who have been flipped to Civil Service). 
This whole process has been disturbing.  I have worked for the University for 11 years and this whole 
'civil service' categorizing feels like a HR mess that we are paying for now.  I am not happy that I will 
be converted.  I am not happy that the title is meaningless outside the University and at this time 
makes me doubt staying with the University. It's unfortunate the University makes policies without 
really ever thinking about its employees. 
This survey should have included some links to the basic information on Job Analysis Survey at UIC. I 
had to google it myself to find out more. 
This survey is really the first news I have of this process. I am totally unaware of it and am not sure if 
or how this affects my position or not. Certainly if it does all of these things noted in the survey would 
be a concern for me. It is not that I am unconcerned for others, I just don't know the process to know 
if their concerns are being considered. 
This project affects all employees and it wasn't explained at all.  Should have had a mandatory 
meeting/webinar for all employees. 
This process was not explained among lower level employees 
This process hurts our ability to run a modern, competitive healthcare enterprise. We are not 
providing generic government services whose workers and job functions can easily be classified in 
generic civil service titles. This conversion hurts morale, hurts our ability to recruit, retain, and 
incentivize our work force to provide the highest level of cost competitive high quality healthcare that 
our patients deserve. It is one of the many things that threatens our ability to survive in the rapidly 
changing healthcare landscape. 
This process has not been transparent in many ways.  I have a supervisor that did not keep me 
updated as she was not familiar with the process.  I was never interviewed.  My supervisor that did 
not advocate for me to remain in my position, I was referred back to my HR person who referred me 
back to my supervisor.  I was hired in 1999 when this category DID NOT exist in the civil service 
positions.  I feel as if I am being converted back to a position that I started in.  I have a colleague I 
trained that has more seniority over me.  I have emailed UIC HR to inquire about my years of 
seniority, supplied ALL job descriptions since I started at UIC, and I have yet to hear a response.  I was 
told that I have until November to convert.  I explained that I wanted to make an informed decision 
regarding when to convert, I have yet to receive a response.  I was handed a document that explained 
my conversion, listing years of seniority, title, etc.  and was told this was the final outcome.  When I 
questioned if I this category was going to be in the union, as was stated on the document that I was 
given, I was told that this has yet to be determined.  This means that I was given a document that was 
official, yet incorrect and/or inconsistent.  I questioned my salary range as well.  What is listed on the 
website is NOT accurate.  My salary is HIGHER than the MAX listed on the website under the 
program/student advisor position.  My overall experience and my overall impression with this 
conversion is NOT positive. 
This process has led me to look for positions outside the university. The communication internally 
between staff and employees is that it will be a negative transition. I have looked for other 
employment opportunities due to this factor. 
This is the first time I am hearing about the Job Analysis process. Why are our Directors not sharing 
this with us? 
This is an indirect concern:  We recently hired an IT Tech Assoc (four months ago).  It is and should be 
CS.  When we went to hire another one using the same job description HR came back and said this 
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Q29: If you have any other concerns about the Job Analysis process or the process of converting AP 
positions to Civil Service positions, please describe them 
should be a Support Assoc instead of Tech Assoc.  It was the same job description we had used and 
which had been approved four months previously.  I don't feel confident that HR is placing converted 
people into proper classifications and this could hurt employees in the long run.  I have one employee 
converting to a position I don't think matches what she does and which has no promotional 
capabilities and despite my protests, HR is adamant this is correct but how am I to know that four 
months later this won't change? 
This is a terrible, ill-thought out process.  No one of authority has bothered to truly explain the 
process to us when we reach out and they have ignored our emails to do so.  It is further foolish to 
disregard our total years of service to the university in favor of merely our years at our current 
positions.  We are told we must pay union dues, but yet there is no explanation of what the union 
does for us.  You are taking qualified people with high levels of experience and saying they can be 
replaced by people who aren't qualified to work in the parking lot.  You've made us all feel that our 
years of service to the state and the university mean nothing, and you make us all want to leave. 
This is a major issue and concern for positions funded through soft money and that involve skilled 
research training and expertise. 
This is a great idea. 
This has been the most ridiculous drawn out process!  My supervisor wishes to promote me to Senior 
Research Specialist and we have been informed that we are not allowed to process that change until 
ALL AP positions within our unit (XXXX) have been analyzed.  Doesn't make sense to me. 
This has been the most poorly managed process conceivable. The incompetence is almost 
incomprehensible. Our department completed their online surveys in January of 2014 and no 
employees have been notified of the results of their conversion. When we reach out to HR to inquire 
on the status, we are told that they are 'extremely close to being done.' We last heard that seven 
months ago.  HR is keeping us from giving merit raises and promotions to our employees claiming the 
job analysis needs to be completed for the department first. Why are we holding back people's 
careers for this ridiculous process with no real end date? There is absolutely no accountability in HR 
for getting this process completed. The individuals in charge of this process should be fired for gross 
incompetence. Converting many of our positions to civil service will severely impact our ability to get 
qualified candidates and to provide the services the University looks to our department to provide. 
What do we have to do to stop this process crippling our University? 
This entire process has been random in terms of determining what constitutes a civil service position. 
Grant-supported staff should not be civil servants. Furthermore, the civil service rules are so 
incredibly rigid as to practically exclude the university from bringing in qualified outside candidates to 
fill staff positions. 
They've never defined what an AP is 
They are not following the CS classifications in IT. It is absurd. 
These responses are not outliers, so don't throw them out of the survey. I am very concerned about 
the transparency of the process and the effect it will have on my position. I feel like the 
questionnaires don't even matter because I am sure that most of us will be converted to CS regardless 
of what we put down. 
There was no discussion.  The process was abysmal and SUCCS should be ashamed of themselves.  
The University is going to wind up with an entire class of employees who are not happy.  But, the 
Unions will have more membership and that's what this is all about. 
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Q29: If you have any other concerns about the Job Analysis process or the process of converting AP 
positions to Civil Service positions, please describe them 
There was no direct contact with the person actually doing the job. This position requires a college-
educated, skilled professional, yet now has the same job title as non-college-educated, non-skilled 
workers. 
There was a lack of clear and consistent communication between the Campus/College/Department 
levels throughout this process.  The process itself was not finalized until the Job Analysis had already 
begun.  This created confusion for all employees, even those of us trying to manage the Job Analysis 
within our units.    In the XXXX, I am concerned about the conversion of AP's to the civil service classes 
for high level administrators, eg. Asst/Assoc Director of Operations.  Subjecting these types of 
positions to bumping would jeopardize the operation of the unit and ultimately the University.    For 
example, I was hired as a BAA in 2012 and I oversee all finance/HR/grant activities for my research 
center, reporting to the Center Director.  Should there be a situation where I am bumped by a BAA 
without any grant management experience, for example, it would have a significant negative impact 
on the Center's ability to operate in compliance with state and federal law. 
There is no transparency. It feels like things go on in the background and people learn about the 
results after the fact. 
There is inconsistency about some employees getting converted and other with the same level not 
getting converted. Also recruiting employees to Non AP positions will be harder than AP 
There is a temporary loss of transit benefits in the process. Some units seem to know how to 'get 
around' the conversion better than others. 
There is a need for more flexible positions than Civil Service allows. 
There is a clear bias on our campus to convert ALL positions from Academic Professional to Civil 
Service.  Even when the high level of performance perfectly fits Academic Professional, and the 
guidelines are followed correctly.  This process represents an OVER-CORRECTION, and results in 
inappropriate outcomes.  It also is EXPENSIVE in terms of the time needs to be devoted to the process 
by administrators, faculty, and staff; all for nothing, quite appropriate cases for Academic 
Professionals are being rejected with a stroke of a pen.  Then more expense is incurred to appeal the 
decision, and all with no additional work productivity as a result. 
There are only two available position descriptions in the technical areas: Technical Associate and 
Manager. That isn't enough. 
There are morale issues that come with the 'perceived' status of AP over Civil Service. 
There are many positions that seem to be converted although they should be AP based on their type 
of work, independent judgement, and decision-making. There seems to be a greater concern to meet 
a specific quota or to put everyone into boxes even if they don't belong in those boxes. 
There are few written policies concerning the process or results of the process. 
The University was founded on Civil Service Positions. Most ALL positions were Civil Service. WHY 
CHANGE? Why the constant taking away from the Civil Service System? Why the injustice? It's higher 
salary for AP's. I thought the Governor wants to place a freeze on hiring? 
The uncertainty of the status of my position causes far more stress than the actual job does. 
The titles of business administrative associate and HR associate have no promotional lines. 
The system that is in place assures an employee of due process and protects a lower tier employee's 
salary, title, and job security by law.  If the job analysis moves a CS position to an AP position there is 
a window of opportunity to negate all a CS employee has based on their salary, title and job security 
was based upon.  Literally taking away the foundation and replacing it with a slippery slope.  Not 
good.  If any changes should have to occur it should be from that point on and not affecting current 
status. 
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Q29: If you have any other concerns about the Job Analysis process or the process of converting AP 
positions to Civil Service positions, please describe them 
The system and process is very confusing and somewhat unfair. 
The stringent requirements and demands of Civil Service has made writing job descriptions extremely 
difficult.  In this particular department our employees move around as their skills develop.  It used to 
be easy to do that.  The addition of CS makes it very difficult. 
The skill sets required for a technical project manager are unique and require an in-depth 
understanding of several project manager techniques and on the business processes of the college 
and department in which they work.  I am not clear if the job analysis process clearly captured the 
importance of this position or the impact to the department, college and university will have if a 
person is bumped due to seniority or the lack of seniority. 
The questions in the interview were difficult to apply to XXXX positions or positions that had cross-
campus responsibilities.  Also, it was difficult to understand why we could not receive a copy of the 
'job description' that was produced as a result of the interview. 
The quality of the support services will go below the miserable level they are at now. 
The process was too lengthy and kept getting put off.  Deadlines were not honored.  I don't believe 
employees were converted properly into the correct titles.  I got the impression that the main 
objective was to convert APs to civil service not to do a job analysis. 
The process of converting AP positions to civil service positions is selective based upon the position. 
Example: the AP positions at the UIC XXXX titled XXXX was audited 3 years ago and recommended for 
conversion to XXXX or XXXX, but because the University wants to continue the unlawful practice of 
patronage hiring, the positions have yet to be converted back to the appropriate civil service 
classification. 
The process is obviously politically-motivated and the decisions are capricious.  HR pretends at 
objectivity but really does whatever it wants.  HR analysis is sloppy and inconsistent.  It is inherently 
demoralizing to be evaluated by a faceless bureaucracy that has already reached its conclusion before 
the analysis even begins.  My esteem for UIC plummeted after I was subjected to this punishing 
process.  Also, civil service employees receive less sick leave than AP's (12 vs 25 days) despite HR's 
false claims that the employee will not be penalized from conversion.  This negatively affects people 
with illnesses or those who are responsible for the welfare of children or family members.  One could 
make a case that this sick leave policy specifically discriminates against women as a class of 
employees who still assume the majority of caretaker roles in a family 
The process is completely non-transparent. HR is making random decisions without the input of 
employees or their supervisors. HR is also ignoring the civil service job titles and classifications in 
claiming that position levels that are valid within the civil service system 'simply aren't used anymore.' 
I know this is completely untrue because I've discussed this with the SUCSS office. 
The process is abysmal.  After all of this job analysis, IT staff were classified as a manager coordinator 
if you managed staff or IT tech Associate.  The process could have been done in 5 minutes.  It took a 
lot of time discussing with staff and being the peacemaker so that work could be accomplished.  The 
amount of lost staff time because of this process is not measurable.  The conversion process put the 
burden on the employee to make sure their benefits and everything else was correct. There were 
problems with Transit Vouchers, Compensable sick etc.  The University should have done everything 
for the employee.  This has a long term impact on morale and what employees think about this 
institution. 
The process in which administration has very little control over hiring, length of time to hire, length of 
time to let an employee go, and the ability to both promote and financially reward employees for 
exceptional work within units. 
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Q29: If you have any other concerns about the Job Analysis process or the process of converting AP 
positions to Civil Service positions, please describe them 
The process has been extremely opaque, there has been a total lack of transparency. I recently found 
out that the process was completed for my college, though we had not been notified, then my 
supervisor was sent some questions about my job. Then is the process complete or not? This survey is 
the first instance of being asked some feedback. 
The process and rationale and implications were not explained. I got an email with the request to 
complete the form on line and a reminder to do so. At no time was the reason for this discussed or 
potential implications for work hours, salary or benefits discussed. 
The possibility of being 'bumped' by another employee who may have more seniority is of great 
concern.  I understand that a department will have no say in this matter and that they must accept 
the bumping individual.  This seems extremely chaotic.   The 'bumped' individual, then can 'bump' 
some else and so on.  There doesn't seem to be any regard for departmental knowledge and policies 
and procedures. Another issue is that I have not been informed whether I will be exempt or non-
exempt. I have no clue about the union dues which obviously adversely affects my paycheck. 
The PIQ was not a good instrument to determine if a position is AP or CS.  I am also concerned that HR 
has very little time left to complete the job analysis and I don't think anyone will have much time to 
spend on appeals. I also wonder about how impartial review of the appeal will be.  Is there an 
independent group reviewing appeals or is it the same group that reviewed the original PIQ? 
The new process does not appear to allow for equivalency for work experience.  Many positions now 
are 'Masters required only' and no consideration for Bachelors and Masters equivalency for actual 
work experience doing the job.  Also, the fact that the converted position would only carry over the 
seniority of the most recent title and not the composite experience.  I was supposed to have a 
promotional title change 3 years ago but we decided to hold off based on the potential impact it 
would have on my carry over seniority should my title be converted. 
The methodology has been very inconsistent.  Some APs with unpaid faculty appointments were 
needlessly pulled into the review.  Some APs were promoted during the (long) process and thereby 
exempted from review; others without such advantage were reviewed and will likely be converted 
despite similar skillsets and responsibilities. 
The last I heard the survey of my position was to have been completed by June, 2011.    Yes, I wrote 
2011.  That should sum up my opinion of how our central Human Services has handled this 
boondoggle. 
The lack of inclusion of information regarding the relationships between the various unions and the 
civil service positions. 
The job position in which I and my colleagues work is completely unambiguously AP.  It should have 
taken about 15 minutes to figure this out.  The university allowed important missions to be 
compromised while our group waited and waited for this decision, as we could not hire the people we 
needed to hire despite grants funds to do so. 
The job I have was converted before I started. I do not know the benefits which was changed to make 
it Civil Service. 
The job analysis tool is a flawed instrument and, since there has been turnover and use of the tool by 
multiple HR representative, the outcomes have been inconsistent.  Furthermore, the fact that 
positions at UIC have become CS that remain AP at other Illinois campuses puts UIC at a great 
disadvantage in recruiting top professionals. 
The job analysis project is flawed, as it skips the most important step of fixing the serious problems 
affecting the civil service system in the state of Illinois. If more positions are going to be converted to 
that system, you must address the serious issues such as hiring problems and termination procedures. 
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Q29: If you have any other concerns about the Job Analysis process or the process of converting AP 
positions to Civil Service positions, please describe them 
The Job Analysis process has had an enormous and potentially irreparable impact on employee 
morale.  The University needs to get a backbone.  Rather than continuing to cow to unreasonable 
SUCSS demands, leadership at the highest levels need to take consistent and coordinated efforts to 
do what is right, what is in the best interest of the State, the best interest of the UI system, the best 
interest of the individual campuses, and the best interest of our employees.  We are currently 
perpetuating the problem, and the sole party that benefits is the unions.  They have cajoled this 
process along in the hopes of getting a windfall of new members, and could not care less about the 
true impact and implications. The State Universities Civil Service System (SUCSS) was created to serve 
the human resource needs of Illinois public higher education system.  They no longer meet our needs.  
The processes and practices are antiquated, and cost Illinois taxpayers tens-of-millions of dollars 
every year in (1) unnecessarily lengthy hiring processes that do not support acquisition of the most 
talented and qualified candidates, (2) inflexibility to right-size employee populations based on shifts in 
State and other funding, and (3) inconsistent audit practices that are apparently conducted at the 
whim of the Executive Director. 
The Job Analysis process has been handled so poorly by the University’s HR and the College’s HR. Our 
department head and assistant head have not been consulted nor have they been kept informed. 
Decisions are being made at the College level, not the Department level. My perception is that the 
College does not have our back. They made sure the Dean’s office was taken care of, but not the 
other units. I don’t trust the College HR office. I think the Academic Professionals that are being 
converted to Civil Service have been treated in a disrespectful and unprofessional manner. 
The job analysis I went through was for my former position, not my current one. But I have observed 
the job analysis process through one of my employees. And that has only served to increase my 
concern about the process. First, while I am not against civil service positions in principle, I think there 
are far too few class specifications in certain professional areas within the university. So I object to 
the number of folks being assigned to certain categories (e.g. project coordinator) because there are 
not other appropriate options. Further, I found the communication between HR and my staff member 
really lacking. While I am her supervisor, I never received updates from HR about the process 
impacting my office. And while we were anticipating that her position would be converted, she did 
not receive a formal conversation until the Thursday of the week prior to her conversation. Which left 
her very little time to have last minute questions answered. Also, in a small unit like mine, I have 
concerns as to how (if possible) I could work to raise her salary (which I felt was less than the position 
warrants) now that her salary and salary increases are determined by civil service guidelines. Finally, I 
feel like the civil service model really does not encourage her or others to eventually take other 
positions on campus. At some point she will have gotten all she can from her current job, and may 
want to look for another on campus. But if she wants to move into another job with a different CS 
classification, will she lose any seniority she has acquired? These are issues that I do not think have 
been clearly addressed. The lack of clear communication on the conversion issue has led to wasted 
staff work hours. While I reported the amount of time that I spent for my JA process, I know that I 
have easily spent the same amount of time (30 hours +) trying to figure out the situation in my office 
and how it would impact my ability to make a future hire. And that is time that I had to make up in 
the evenings and weekends so I would not fall behind in other tasks. 
The Job Analysis has been a slow moving and unnecessary measure that has only added stress and 
uncertainty to the lives of employees. I understand the law, and the spirit of the movement, but 
employees need quick action and not to be left dangling for months at a time. 
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Q29: If you have any other concerns about the Job Analysis process or the process of converting AP 
positions to Civil Service positions, please describe them 
The Job Analysis clearly had no interest in reviewing the actual job responsibilities ascribed to my 
position; the goal was obviously to convert as many Academic Professionals to Civil Service as 
possible, regardless of the way in which the conversion occurred, the logic behind the conversion, or 
the potential negative outcomes associated with conversion (both for the university and for individual 
employees). 
The idea of a person being 'bumped' from their position due to seniority is very concerning.  Many 
jobs are not 'one size fits all' in a given category, and require skills and abilities specific to that job.  
Additionally, the idea that a unit or manager must simply accept a new employee based on seniority 
seems VERY counter-productive, and probably leads to the incompetence displayed by some civil 
service staff.  I believe unions have an important role to play, but not when it comes to many of the 
administrative positions being evaluated. 
The HR folks that did the interview really did not understand the work that is done by my position, 
they do not really understand XXXX work.  I felt they were unable to fully understand the position 
needs and therefore group XXXX personnel incorrectly. 
The hiring process for civil service is onerous, time consuming, inflexible; it precludes efficient hiring 
of the best candidates while forcing a process which mandates consideration and interview of 
inappropriate applicants. 
The greatest concern is that there is no clear guidelines that determine which positions should be 
converted and why.  In my department, we were told that a position would remain AP and then a 
couple of months later we were informally told that the position would be converted.  There is still a 
lot of confusion about the difference in benefits for an employee that gets converted. 
The faculty (supervisors of AP) did not receive much information about the Job Analysis process.  The 
job analysis process was tricky for the supervisor of a newly hired AP, who developed her own job 
description without any input from the supervisor, and the supervisor was not aware that this was 
happening.  The editing phase for a supervisor seems to have come much later. This time lag seems to 
have created misunderstanding of what the expected roles of the employee. 
The entire process was burdensome, tedious and time consuming and served no value 
The entire process should be explained by supervisors to individual employees, so they understand 
how changes would directly impact their position. There are too many people doing similar jobs, with 
similar years of experience having extremely different salaries and benefits and classifications. 
The entire process is detrimental to UIC and the fulfillment of the campus mission. The majority of the 
positions being converted are truly professional in their nature. The true problem is that Illinois Civil 
Service regulations were designed about 60 years ago and they are no longer applicable to the 
contemporary work environment and the mission of the university. The tail - the outmoded Civil 
Service system - is wagging the dog. It's a travesty, a waste, and significantly harms UIC. 
The entire process is alienating. 
The decisions seemed arbitrary. 
The decision to change jobs to Civil Service was already made before the process started 
The decision makers are completely uninformed about the complexities of certain AP positions and 
just automatically convert them to civil service.  Will cost more in the long run for departments and is 
not fair to employees.  It is making UIC a very unappealing place to work and it has been very hard to 
recruit good candidates given the changes. 
The current civil service process limits out of state candidates, which in higher education limits the 
pool of qualified and diverse individuals.  I'm glad to hear that this process is being considered to be 
changed. 
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Q29: If you have any other concerns about the Job Analysis process or the process of converting AP 
positions to Civil Service positions, please describe them 
The conversion of positions is not something that a majority of employees in Civil Service are aware of 
or knowledgeable about, this needs to be remedied.  What is the Job Analysis process, how are 
positions converted and at what level? Is this only University wide or does it include the hospital and 
medical staff and support staff?  These are things that civil service employees should be informed of, 
and we are not. 
The conversion is mandatory.  It complicates an existing bureaucratic process. 
The concerns I have as a supervisor is having control of choosing staff and retaining them without 
concern for my employees being bumped by a more senior employee with the same title but without 
the same experience. 
The complex nature of positions don’t appear to be considered. For one position in our unit the 
employee wasn't given any context when he was asked to fill out the initial paperwork. We were 
informed that another employee might be converted to civil service, even though no review was 
done. 
The XXXX was converted into a unionized position, which has alienated us from leadership.  We are 
XXXX leaders but excluded from some XXXX leadership conversations and forums because of our new 
union status. This has been a demotion of sorts.  The union does not represent our interests either. 
We are professional XXXX. 
The civil service positions don't accurately reflect the work responsibilities of the staff being 
converted.  The positions in the civil service system sometimes haven't been revised or updated for 
over 25 years.  The vast rich experience level of an employee was completely discounted in order to 
rationalize the seniority of a current employee in a civil service position without any of the education 
and training of the newly converted employee, hiring practices and recruitment practices are severely 
restricted when forced to hire only civil service, promotions are hampered and morale is forced to an 
even lower level. 
The Civil Service position requires us to be called ‘XXXX’ even if licensed. Our role in the hospital is 
clearly 'XXXX' and we're required to have a license, but because other Civil Service employees in other 
agencies would rather not be licensed, we're called 'XXXX.' This minimizes the importance of our 
license, prevents us from being appropriately compensated with the licensure, and is just irritating. 
The bumping process needs to be modified. Valued employees with Masters degrees and expertise in 
XXXX, should not be able to be bumped by someone who has a high school education and a few years 
of experience just because they have been at UIC longer.  This impedes the work of the unit, and 
demeans the education of those who worked hard to get their degrees. There has got to be another 
way to protect employees who get their jobs closed out.  However, too often the job is closed out as a 
means of getting rid of an employee who is lacking in some way.  Then the new unit just inherits the 
problem.  This would never be allowed in the public sector, and needs to be revised. 
The AP job conversion is a waste of time and resources!  The job analysis is also not consistent.  Some 
people still got approved for AP positions even though they have similar job descriptions as those who 
will be converted (based on UIC hiring announcements).  We earned our title through hard work, it 
was not handed down freely, now it's being taken away and not well justified! 
The analyst worked hard to force my job fit into a general template for a computer worker. I was told 
I was able to review the 'generated job description' to debate any inconsistencies; that process never 
presented itself. I was told that by signing the document it would NOT affect the review process, 
which was incorrect. 
The analysis was done two years ago and I did not hear anything- then out of the blue I got informally 
notified 
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Q29: If you have any other concerns about the Job Analysis process or the process of converting AP 
positions to Civil Service positions, please describe them 
Survey Critique:  1) The requested online survey did not permit appropriate space for description of 
my AP position. i.e. 'Summarize the main purpose of the position in 2-3 sentences.'  2) The question 
format attempted to simplify tasks without adequate provision for full description of duties and 
responsibilities.   3) The overall impression given to the employee is that this is an attempt to fit all 
position descriptions into convenient categories to allow civil service classification. 
Subjectivity 
Stripping me of my job title and equating me with BAAs is a slap in the face. What benefit is a union to 
me if I'm placed at, or above, the salary cap ceiling and must pay union fees to boot? The process is 
unfair and is a tremendous waste of money, though it probably makes sense for some units, like the 
hospital. The result has been, and will be, poor morale and, no doubt, higher turnover of experienced 
employees in the near future. 
Some units terminated employees (i.e. me) before we earned our notice rights in that position. I had 
civil service seniority in another position before accepting an AP position. When I accepted the CS 
position, I had no seniority in the CS system. That is unfair, to me. 
Some of the questions towards the end--it is hard to determine what is fair about the job title when 
you don't know what it compares to. It is just words put together. As far as determining seniority, 
they don't use the total years the person worked at the university but only in that position which 
means if you try to advance, you increase your risk of being bumped. Now that encourages advancing 
in your career. People want to be in control of what department they work in, what environment. And 
departments feel the same about the staff they want. Civil Service destabilizes the department and 
that is not helpful when it comes to grants and research, to doing what we are here for. 
Since I was converted to a union position, the conversion cost me about fifty (50) dollars a month in 
union dues, regardless of whether or not I decided to be a union member. Even a fair share member 
pays dues but is not actually a union member. So, bottom line it cost me money! It took food out of 
my kid’s mouth. 
Since I only started in my position in August of 2014, I was told that my position is not going to be 
included in the job analysis process. My position is classified as Academic Professional and I have 
been told that it was accurately classified when I started and that it will remain classified as AP. 
Researchers have specific skills that they either obtained through work experience or their education 
and thinking just anyone can step into these positions is short-sighted. 
Research institutes need to be flexible in their hiring and ramp up time for new grants. Civil service 
positions are not compatible with the way research institutes need to ramp up quickly and get 
appropriately qualified folks in place to do the work. Different grants require different skill sets and 
personnel on board for grant A cannot often not be simply moved over to grant B because of the 
differences in expertise often demanded by different grants. A research associate needs to have 
specific knowledge and skills needed for the specific research project. 
Recruiting excellently qualified candidates for research or academic positions is made more difficult 
by their conversion to civil service. It interferes with our intellectual freedom to choose employees for 
our projects. 
Process adds stress to persons employed as AP and process does not seem transparent or consistent 
Positions were converted to titles that are incorrect for the duties.  Staff with seniority and higher AP 
titles were converted to entry level titles.  It seemed as if HR identified a title and tried to place all 
staff into it regardless of their actual responsibilities.  After conversions to biweekly pay, many staff 
had problems with their benefit withholdings being calculated incorrectly.  Some staff were not paid 
correctly. 
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Q29: If you have any other concerns about the Job Analysis process or the process of converting AP 
positions to Civil Service positions, please describe them 
Positions that were AP positions because of financial limitations but require special expertise seem to 
be converting into general positions, with the danger that expertise necessary to adequate 
functioning of a job could be at the mercy of Civil Service seniority rules and bumping. 
Position should go to Civil Service because 3 XXXX out of 4 received letters of non-renewal of next 
year’s contract 4 months out without warning. You must have at least 2 XXXX to stay afloat and 3 to 
not put the patients in jeopardy. The administration must hire another 3 XXXX to replace the 3 that's 
let go. XXXX from the other part of the XXXX will not cover this process of XXXX. i.e. XXXX. 
Plenty, but this is not being done anonymously. 
Paying dues to the union is the same as a pay decrease. 
Overall, I feel there have been mixed signals on what will constitute service time.  In one instance, I've 
been told that one's current position will only count toward service time if converted.  On another 
occasion, I heard that all previously held positions will be considered for seniority, so long as they are 
relevant. Another concern is the actual analysis procedures are not clear. I've been told that first a 
survey will be conducted, then an interview with an HR officer (and one's supervisor), and then a 
determination about the job will be made.  On another occasion, I have been informed that only a 
survey will be conducted before the determination of whether a position is AP/CS is made. In both 
cases, I feel as if there have not been clear-cut answers regarding procedures. 
One size fits all mentality about positions within the university 
Once an AP is in a Civil Service position it is harder for a 'non' AP to obtain that position. 
On the one hand, the conversion seems like a no-brainer since the federal government has thousands 
of classifications in its civil service. On the other hand, this appears to be an over-compensating 
pendulum swing:  sure, there were probably abuses of the AP status; however, some positions 
require flexibility, especially in terms of budget crises, e.g., how many highly compensated assistant 
and associate vice chancellors do we need?!, and some conversions have not taken special skills and 
background into consideration. One AP conversion was of a PhD to a classification that doesn't even 
require a four-year college degree. Really? This was thought through? 
Now that I am Civil Service, my career at this University is ruined.  I am actively trying to leave 
because of this very unfair process.  HR lied to me about that process and I am warning others about 
it.  I believe this is only a union money grab and UIC employees are thrown under the bus. 
Notification process has been really terrible.  I never received my T contract (no one in my office did), 
but my contract date was set anyway.  I have not received any other formal notice of my new 
appointment, except the one that was handed out in a group meeting with all other members of my 
college. 
Not well managed 
not very well informed on the process, would like to know more 
Not really well informed about this 'Job Analysis' process, so many of my answers would have been 
n/a if that option were available. I do feel strongly that this position is better served with people who 
are classified as AP rather than Civil Service. 
Not fair because some employees are getting yearly raises but the XXXX managers use the excuse that 
raises can only be granted by the Union & I know that's bull.  Salaries are a matter of public record so 
you can see exactly who is getting the raises.  The managers try to act as if they have no control but 
it's obvious that they are granting raises to themselves & their 'pets'.  It's ridiculous that you are 
expected to do your best but the management acts as if they could care less.  They are too busy 
promoting & granting raises to their cronies.  If I wasn't close to retirement, I would leave XXXX & go 
to a job that respects & cares about their workers. 
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Q29: If you have any other concerns about the Job Analysis process or the process of converting AP 
positions to Civil Service positions, please describe them 
Not even certainty to clearly define what your status is or will be. Need more education on the 
process. 
Not an open and transparent process; not a good way to understand unique aspects of jobs; 
questionnaires do not allow for much personal description of unique parts of jobs 
None. 
None, handled well and professionally 
None thus far. 
None at this time, my level of understanding is limited regarding this conversion. 
NONE 
None 
None 
none 
None 
None 
None 
None 
No real concerns particularly because I've watched 5-8 positions be converted from Civil Service to 
AP. Thus resulting in some unbelievable (and not in a good way) people being hired 
No real concerns converting AP to Civil Service.  The concern is when the opposite happens with 
XXXX. 
No concerns because I know very little 
No comments - N/A for my position 
No comment. 
No comment. 
No comment 
No clue about this program 
No 
NA 
NA 
NA 
N/A 
N/A 
N/A 
N/A 
N/A 
My unit is part of XXXX, which hasn't been through this process.  So I have little first-hand experience 
with the process or its impact on units.  I have heard complaints from others but I'm not sure if they 
are representative of the whole process. 
My staff have all been converted to civil service.  Hiring qualified candidates is highly problematic for 
several reasons: 1) Restriction to hiring only those who have an Illinois address.  Due to the 
specialized nature of the work performed in the XXXX, the number of qualified professionals is tiny.  
We have to perform a nationwide search to find experienced candidates.  2) HR staff do not have a 
XXXX background, and are unable to determine which applicants qualify for an interview.  3) The XXXX 
field is evolving continually, and with it, our needs.  For example, we wrote the specs to exclude 
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Q29: If you have any other concerns about the Job Analysis process or the process of converting AP 
positions to Civil Service positions, please describe them 
anyone without experience in XXXX.  There is one exception we did not plan for:  A data expert with 
solid lean six sigma experience would be highly useful in our department now.  I know of an excellent 
candidate looking for a position.  I cannot hire him because our specs exclude those without XXXX 
experience.  In short, the lack of flexibility to look for what we need in today's market is not there 
with the Civil Service positions.  3) The online application process for Civil Service is highly tedious.  It 
does not allow the potential applicant to find out about us to determine if there is genuine interest.  
We end up with extremely few applicants as a result -- they simply don't want to take the time to 
submit transcripts when they don't have ample information about whom they will be working for, the 
day to day role, the culture they will be working in, etc.  The conversion of my staff's positions to Civil 
Service has resulted in my being unable to hire the best and brightest.  What purpose does this serve? 
My position is scheduled to be converted by the end of this year. I had no involvement in the Job 
Analysis process (it was handled by the Dean's Office in our College, so it is impossible to determine 
how proactively or creatively attempts were made to justify my position as AP). 
My position is a Civil Service position in a union. 
My only concern right now is that we have not been informed about this whatsoever. 
My office unionized, I didn't get to vote on the union and maybe converted to civil servant system.     
Many unqualified employees have benefited as a result of unionized compared to APs.    Some 
employees have received wage increases of 19% or more. 
My main concerns as an Academic Professional, is that initially, I was well informed of the Job Analysis 
process and its rationale.  To the best of my knowledge, HR central office thoroughly explained the 
process per requests and offered updates on a regular basis.  However, since its inception it appears 
that what was expected of the process was delayed and misconstrued at some level.  Many positions 
have been exempted from this process through promotions and title changes while other positions 
eliminated and/or converted.  Therefore, what is happening now, is found to be disturbing, totally 
unfair and very disappointing to most. At the beginning of this process, I was aware that all newly 
created positions were being streamlined by HR and the administration for approval of AP or CS 
title/classification. I was going through the process and making sure I fully understood possible 
outcomes.  The seniority bumping rights has always been a major concern along with working for 
years in an exempt status.  Four years later, I do believe that, my position has been eliminated 
through a sense of urgency, lack of due process and the most obvious to do, when comparing other 
titles, distribution of a T-contract.  I was informed that it was simply being eliminated and the 
programs will move forward.  Therefore, I am extremely concerned, that data may reflect a growing 
trend of this happening campus wide.  There are no words for me to describe my level of stress and 
brokenness.  To come to work on a daily basis with an uncertain future/pension, misinformed and not 
equally valued is totally unfair to all who are impacted by the process.  In spite of the years of service 
and hard work, have we as APs ever been deserving of the respect and fairness?  On the basis of 
being fully informed and included, we accepted our positions and benefits in good faith and to the 
best of knowledge.      Yet now, we have become excluded victims of the process due to others who 
were/are fully accountable and responsible to determine our fate?  Is this the new meaning of 
fairness, to be converted, run and retire while you can or lose your position?  What type of institution 
have we really become?  Over 13 years ago, I was delighted to join the ranks of the UIC family due to 
its student population and the longevity/happiness of its staff. 
My main concern is being lied to. I was told management positions were not going to be part of the 
CS conversion, yet my position is apparently being converted. 
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Q29: If you have any other concerns about the Job Analysis process or the process of converting AP 
positions to Civil Service positions, please describe them 
My genuine concern is that of my adjunct position and if there is a reality of wage increase, as we put 
in just as much time as full time with no real livable wage. After five years, still at 20% with no 
leverage to have my salary commensurate with my work, evaluations or my department value. 
My experience with this process is a supervisor dealing with two positions that are the subject of this 
conversion. My experience has been horrible in every way! From my view, decisions that will have 
adverse impacts on the department are being jammed down my throat. All the attention seems to be 
on the position in isolation with no understanding of how the position fits into the work of the 
department. This process is chewing up hours of my time dealing with the havoc they are wreaking on 
our work processes and on the morale of everyone--and not just for the people in the positions they 
are seeking to convert. 
My concerns would be related to the degree to which the process is able to capture the true work of 
the job and the effect on the people in the jobs. 
My concern mostly is the lack of information that I have received from HR or any source outside of my 
department about the status of my position or the conversion process across campus. 
My concern is the reverse.  For what I do for my department, I'm much more than a Business 
Manager II.  In private practice (hospital and medical offices), the position would definitely be 
considered more of a Professional position vs Civil Service.  The Civil Service needs to re-think the 
archaic, stringent rules that it puts on the upper end Civil Service Classifications (promotability, 
benefits, raises, bonuses) vs what AP and Faculty get.  It is enough that along with the current job 
environment with the new Governor, that I have considered going back to private sector medicine 
(hospital or medical group)....or seriously looking at state government positions at other states where 
their top end Civil Service have either been converted to something like an AP, or their Civil Service is 
much more balanced to market in terms of compensation and benefits.  Please, please don't read this 
email as primarily focused on the recent cost cutting efforts by the new Governor, my concerns are 
real regardless of the state economy.  It is just that with the prospect of having grants, state budget, 
and other things cut, that I don't see the future that I saw here a year ago. 
My concern is the loss of benefits (sick leave, tuition waiver, etc) with the conversion.  I personally 
feel that the university was not entirely truthful during the conversion.  My leaves and tuition waivers 
changed though the administration clearly stated that they would not.  Also, the conflict between the 
union and administration is directly affecting my salary.  I feel that when I was an academic employee 
that negotiations were more straight forward and less hostile. 
My concern is the integrity of research teams and of the unit overall. Research support units are built 
over many years to include the necessary professional experts, tailored to provide the required level 
of support and expertise. Units are specialized and AP staff currently employed are there for a reason, 
and these professionals are not interchangeable. Civil Service hiring process is cumbersome and lacks 
flexibility, and in my experience did not yield the expert I was hoping to have in our unit. 
My concern is that this process will cheapen, if not, totally discredit my degree and 25-year 
background in XXXX.  To be lumped into 3 confining XXXX categories that are archaic and obsolete 
with other employees who do not even have a XXXX degree or any kind of XXXX-related background 
and who are responsible for running one small aspect of XXXX such as an XXXX program is an insult.  I 
ran the XXXX program as a XXXX intern for the first company I worked for as a XXXX intern.  Here at 
UIC, you give this person a XXXX title.  The highest tier a 'civil service' person can go and the group 
that I will be forced to be put into.  And join a union.  I believe this process was hurried and not 
thoroughly evaluated and forced upon the departments at UIC. 
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Q29: If you have any other concerns about the Job Analysis process or the process of converting AP 
positions to Civil Service positions, please describe them 
My concern is my CS job title does not reflect my actual duties. I manage a substantial amount of non-
HR related activities for both of the departments’ graduate programs. 
My concern is knowing very little about it 
My biggest concerns and complaint are about the 'process' that changed in the midst of the AP Job 
Audit CS Conversion. Early on (about four years ago) the Chancellor's Committee on the Status of 
Blacks hosted an on campus panel discussion about the AP-CS Job Audit. It was explained that the 
process would include an individual interview and a process that would include a face-to-face 
interaction with the Job Analysis team, the supervisor, and the employee.  This did not happen.    I 
was asked sometime in February 2014 to complete a PIQ.  This document apparently became the lone 
information for determining my CS placement.  I asked questions of my supervisor, in the Fall and 
Winter of 2014 about the status of the Job Analysis decisions but no decision was available. Finally 
after more than a year and a month, (March, 2015) my Department Head returned from a EO meeting 
with a document he said, 'was the decision.' 
My biggest concern with job analysis comes from the difficulties it creates in hiring. I'm not concerned 
about accounting positions or the like. But we've experienced positions that require the individual to 
be able to teach graduate students how to teach at the college level, the evaluation of teachers in the 
classroom, etc. being converted to civil service. It's beyond ridiculous to expect a department to find 
someone with such a specialized skill set through a civil service test, particularly given how it limits a 
department's ability to screen candidates. Because of this we've had positions with civil service 
designations have multiple failed searches, due to candidates who are not qualified receiving the 
highest scores based on what someone with no experience in XXXX in Springfield thinks is important 
about such a role. This results in open positions for far longer than necessary, which in turn damages 
students’ ability to learn. It diminishes the university's ability to live up to its mission. 
My biggest concern is the changes in recruiting for new hires with a civil service position.  The process 
for hiring an employee is very challenging and inefficient.  The 'top' candidates are selected based on 
an outdated qualifications test reviewed by staff that are not familiar with the job details or field.  
Limiting candidate pools to the state of Illinois is also very challenging when many qualified 
candidates are willing to relocate to become a staff member of UIC. 
Most concerned about bumping if most academic professional positions become civil service.  Just 
because somebody has a title doesn't mean they are qualified to fill a position with the same title in 
another unit. 
More variety of Civil Service Job Descriptions are necessary, especially for non-union/exempt 
employees. 
More permanent lecturing positions are needed. Being uncertain year after year about next year’s 
position is very stressful 
Morale issues are the biggest problem. 
Mobility and potential salary growth will be stagnant.  Civil Service titles are being used to generic.  
Specialty factors aren't always helpful or approved.  Misclassifications will lead to re-allocations or re-
classifications which will be labor intensive to correct. 
Many of the positions in my lab are supported by grants, and therefore the funding is not necessarily 
stable over the long term.  I also very much need to be able to hire people with the precise skill sets 
and training that I need to sustain my research and keep me competitive for NIH funding. 
Many AP positions were created because there were not appropriate positions within the Civil Service 
system.  Now CS has been copying job descriptions of APs and claiming retroactively that appropriate 
positions exited.  The CS system is an extremely poor fit to the academic research enterprise.  It is 
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Q29: If you have any other concerns about the Job Analysis process or the process of converting AP 
positions to Civil Service positions, please describe them 
ossified and backward -- not at all appealing for highly skilled professionals.  The whole Job Analysis 
process has been a misguided and vast waste of time and energy, with only confusion and turmoil as 
its result.  The 'remedy' has been far worse than the problem it was meant to 'solve'! 
Many AP positions are Civil Service type positions. There might be some opposition to the conversion, 
but the change should not be viewed as a negative. 
Losing vacation and sick time 
Limits university flexibility--particularly in speed of hiring and desirability of candidates. 
Length of time it is taking and how the process has changed from the beginning.  Think fewer people 
are being converted due to changes in the process but when it first started everyone was being 
converted. 
Lack of well-defined civil service positions to move the AP to. 
Lack of consistency in the process. Those who were part of the initial analysis/conversions were 
subject to a different process and set of questions than those later on. 
Lack of communication of what is going on during the process and what will happen as a result of the 
process of converting positions to civil service.  Even the questions asked in this survey are not all 
being answered as a result of lack of information provided about what is happening (when, where, 
how, why, what). 
Job security concerns and compensation concerns 
JOB SECURITY 
I've talked with people who feel they were classified inappropriately into titles that do not capture 
the full scope of their role. 
I've been with the university for 7 years and about three weeks ago, I was notified by my supervisor 
that my position will be converting to Civil Service.  I was told not to say anything as nothing is official 
yet.  Furthermore, I was told that I would be given 4 years of seniority and, 'while there is concern 
about being bumped with only 4 years of seniority, the likelihood is slim.'  This information is not 
remotely reassuring and since this conversation I still have not heard from the College or University 
about being converted.    In addition to this conversion, I'll likely see my monthly income decrease as I 
will now have another deduction in the form of union dues.  There seems to be a lack of regard for 
employees such as myself who are having their service at UIC discounted based on time spent in a 
current position along with a reduction in monthly income.  I certainly hope that this conversion 
process will also examine the fact that my current position and duties are under paid comparatively to 
those in similar positions within the college and university. 
I've been told that you can get kicked out of your job by someone with seniority and put into a 
position that is not related to your career 
It's impractical to have employees funded by external grants converted to civil service positions. 
It's been confusing. I don't really understand the analysis and my position title was changed - I was a 
Visiting Project Coordinator - this is my job. And when the analysis happened my title was changed to 
Visiting Research Specialist after having the title Visiting Project Coordinator for almost 3 years. It 
doesn't make sense to me why my title would change when my duties and responsibilities are that of 
a Project Coordinator and my duties and responsibilities have not changed. I feel left out of the 
decision making process and it's hard for me to not look at this as another part of a dysfunctional 
bureaucratic system. 
It’s an extreme process that will further entrench the extreme dysfunction of UIC and guarantee that 
it will always be a fourth rate, glorified community college that gives advanced degrees. 
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Q29: If you have any other concerns about the Job Analysis process or the process of converting AP 
positions to Civil Service positions, please describe them 
It's a waste of time and money.  Conversion to Civil Service has no benefit for the person being 
converted. 
It was a slow process that did not keep people informed and created a lot of anxiety due to lack of 
good communication. 
It strikes me as a huge misallocation of time and resources.  We seem to spend quite a bit of time 
forcing square pegs into round holes (and vice versa).  This program is HR run amuck. 
It seems to be a thinly veiled attempt to get jobs into the unions 
It seems like a waste of time and money, and it's not clear why this is happening. Something feels 
fishy about the whole process, and it seems like it's coming down the hardest on UIC. 
It seemed like an assignment to get people converted without any real understanding of job 
responsibilities or needs and definitely without any nuance of how responsibilities have been 
managed efficiently. I am concerned that we will lose very good people and that only folks who 
benefit from simply hanging on will stay. 
It reduced flexibility and efficiency in assigning individuals tasks. University staff positions can, at 
many times, be tied to short-term grants and contracts, unlike government positions which are 
generally long-term and department task-driven. The process, while it attempts to be fair, is tied to 
simple interpretations of jobs, tasks, and a laundry list of duties. University positions depend on 
flexibility and the ability to multi-task. We are losing valuable people because they don't have the 
flexibility to go beyond their job description. The pay system is too rigid for CS positions, and depends 
too much on seniority rather than talent. 
It makes no sense to try to move people with higher levels of education in an research academic 
environment to be pigeon holed into job tracks post facto. At no point it is asked the level of 
intellectual contribution and if the person reviewing the job does not understand what it entails 
(especially in a niche of research) then all odds are off. 
It just should not apply in some cases. For example if a position requires specific degrees, state 
licenses etc. Doing this analysis when these conditions applies is a waste of time. 
It is very difficult to get accurate information about effects of on individuals (available info is so 
general as to be unhelpful) 
It is sometimes difficult to find a fitting Civil Service title when you are in a position that has many 
roles. 
It is not clear what the advantages and disadvantages are of being a civil service worker or an AP. It is 
rumored that only APs can aspire and be in top management positions because Civil service workers 
may have a conflict of interest when in senior management positions. Forcing APs with senior 
management aspirations to become civil service staff impacts long term career goals. Besides the 
whole idea about bumping discourages specialization and productivity. For example, if Mr. A who has 
seniority in the civil service but no job-specific knowledge bumps Mr. B on a job. Or the common 
feeling that CS staff are never fired promotes insubordination and laissez-faire in keeping up with 
performance expectations because no manager wants to put up with all the hassle of discipline 
process. 
It is difficult to answer some of the questions, since the fairness or effect on earnings, etc. varies 
depending on the job/employee.  The issues are not uniformly the same.  The fact that the process 
has not been consistent is the basis for the underlying unfairness of the project. 
It is demoralizing to UIC's workforce and a giant leap back into Cold-War Era administration.  I'm very 
concerned about our ability to attract good employees and make adjustments when needed in order 
to keep up with changing environmental conditions. 
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Q29: If you have any other concerns about the Job Analysis process or the process of converting AP 
positions to Civil Service positions, please describe them 
It is a tricky situation. It feels inherently insulting as an Academic Professional to have my job 
simplified down in order to decide if someone with a less rigorous academic background can do my 
job. It also feels very general to be lumped in to groups of job classifications, although this does make 
sense for consistency across the University. However, my duties in my current position are far more 
independent, complex and far-reaching than other XXXX program coordinators in the XXXX. I am 
almost completely certain that the individual nuances of my role in this Department will be 
completely overlooked by this job analysis process; that does not feel good. 
It is a mistake to discuss conversions in terms of 'fairness.'  It perpetuates the myth that AP is 
'superior' to civil service that plagues UIC and has in large part contributed to the problem to which 
the job analysis is the solution. If we continue to use language that assumes that this is a bad thing, 
why should people not assume it is a bad thing?  
It has made hiring new staff that are capable of performing the job nearly impossible. Our interview 
pools are awful and are providing us with subpar choices and extending the hiring process by 6 
months or more. 
It has already been done - decision made, position converted.  Concern still exists - the conversion has 
had many lasting negative effects.  There is nothing that can be done now. 
It appears that all positions in departments will be converted to Civil Service, except for the Director 
of Administrative Operations and Research Specialists. So, it appears the job analysis survey primary 
impact is not whether or not a job will be converted but rather to which Civil Service title the position 
will be converted. 
Is it possible to retain a faculty appointment (unpaid) if a position is converted to Civil Service? 
Information regarding Job Analysis may not be available to most people. 
In this current statewide and university financial situation, converting valid academic positions to civil 
service positions seems to be contraindicated. Making an unwieldy HR process even more inflexible is 
not the way to allow for positions paid by grant and limited start-up funds to be nimbly contracted as 
funding is no longer available. 
In reading about the job analysis from the information and slide presentations sent out by UIC Human 
Resources, it is still somewhat unclear how the jobs are being analyzed and what exactly the job 
analysis entails in terms of the classification procedures and rubrics. Hopefully once decisions are 
made, this information is communicated to employees that are affected by conversion. I have not 
reached this point yet. 
In my previous position and job analysis - it was so very obvious that the person who made the 
change did not at all consider any facts of the investigation whatsoever. It was so very obvious that 
they merely looked at my AP title and found one that was grammatically similar. I would not have 
been qualified to do the XXXX job - I could not be a XXXX and do all the usual and customary things 
that a XXXX does. 
In my opinion, this whole process is a huge waste of time and money.  The campus as a whole has 
spent WAY too much of both of these resources on trying to convert people into CS jobs - it should be 
my right to not be converted into a union/civil service employee if I don't want to be converted.  I can 
see making all new positions go through this process but I don't understand why current APs are not 
grandfathered in.  I would like to know how much money/time UIC has spent on this process! 
In my opinion the analysis was just for show and was not considered in the final decision.  The person 
who held the interview and performed the analysis had no clue what I do.  It was similar to a 
dishwasher interviewing a physician and concluding the person was really just an orderly! 
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Q29: If you have any other concerns about the Job Analysis process or the process of converting AP 
positions to Civil Service positions, please describe them 
In my office, it seems like every position gets designated as Civil Service even though it's a better fit 
for AP. 
Implementing Civil Service positions in the laboratory setting is a very poor idea.  Research specialists 
are highly trained by the PI and to lose a trained person and have to employ someone else who is not 
trained for the specific needs of a laboratory, because the employee has more seniority, is 
detrimental to the progress of and renewal of NIH grants.  Laboratory training is not generic where 
individuals can be easily moved from one lab to another without losing productivity of the laboratory.  
Also having to keep someone in your laboratory, even if the person is incapable of performing their 
job, because they were hired on a year contract is an extremely poor policy that is detrimental to 
progress on grants.  There should be a balance between employee job protection and protection of PI 
hiring and firing of individuals since PI's are responsible to NIH for the conduct of research in their 
laboratory.  If insufficient progress can be made because a PI is forced by the university to retain an 
employee, then the PI's grant will not be renewed. 
I'm not knowledgeable enough about the process to offer a detailed opinion. 
I'm most worried that I will be assigned as a Civil Service Employee and when layoffs happen (they 
must be coming after the Governor's cuts) I'll be bumped from my position by someone with more 
seniority.  I don't want to be laid off.  My boss is concerned if someone with the same title will really 
have the same skill set (including my XXXX). 
I'm leaving the university in June (due to grant funding not being renewed my position is being 
eliminated).  Otherwise I would be a lot more concerned.  My position is unique so I don't think it 
could be converted to Civil Service.  However, I do have concerns about unionizing AP positions - then 
people can be bumped.  The assumption is that workers are interchangeable, but that's simply not 
the case in professional positions.  The other concern with unions is that longevity in a position 
trumps competence.  On the other hand, Civil Service people have a lot more job security than visiting 
APs, who have to raise their own salaries or their positions will be eliminated.  Civil Service staff also 
have a union to stand up for them, which could be beneficial. 
I'm extremely concerned regarding the following issues: notice rights for long-term employees, being 
exempt from probation period after civil service switch, and equitable salary placement for academic 
professionals to Civil Service positions, and ensuring salary compression issues being addressed 
during job analysis process.  I've observed selected employees titles being changed to attempt to 
maintain Academic status. 
I'm curious of the benefits and the down-falls of this process. 
I'm concerned that the process was delayed and not transparent, that I was informed four weeks ago 
that my position would be converted and that I have yet to receive any further information. 
I'm concerned that Civil Service positions reward longevity/tenure instead of competence and 
excellence. I'm also concerned that conversion of AP to Civil Service positions will hurt recruitment of 
the best people from outside of UIC. 
I'm concerned about the impact the conversion will have on individuals who are not performing like 
expected or people who are performing well but get bumped due to seniority. 
I'm concerned about inequity. In my work environment, an advanced degree and high level research 
skills are a prerequisite to being able to perform duties assigned. Honestly, qualifying a position in my 
department as 'civil service' undervalues the level of training and intellect of the job holder. I believe 
that this could be a deterrent to on-boarding quality talent in the future. 
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Q29: If you have any other concerns about the Job Analysis process or the process of converting AP 
positions to Civil Service positions, please describe them 
I'm concerned about how we fill a position if it's converted to Civil Service and the current person in 
the position leaves. I don't want to be forced to hire someone because they have seniority even if 
they don't have the qualifications and skills that we need. 
Ill conceived. Puts the University and especially the campus at a competitive disadvantage in job 
market.  HR is driving the institutional decision-making and agenda because of this, and that is a bad, 
bad, bad place for an institution of higher education. 
If this information will be used to negatively affect Civil Service positions 
If my new position does not include my current qualifications and credentials then that does not seem 
equitable. 
I’m very upset with the entire process.  My biggest concern is getting arbitrarily bumped out of the 
job that I have had for the past 17 years.  I’m being told that HR will not tell me how many are above 
and below me in the same CS class.  I would like to assess the risk of being converted.  The State 
continues to take money away from us, but in turn tightens the screws of compliance and regulation.  
We are no longer a state institution, simply an assisted state organization.  Hence, they should leave 
us alone. 
I’m very concerned about the entire process.  I do not believe that all scenarios will be taken into 
consideration which will result in people getting converted into a CS position when it doesn't make 
sense for what they do.  I do not think the well-being of University employees is being taken into 
consideration and I fear that if I’ m converted, I will not be able to stay with my department and will 
be bumped into another unit.  It’s impossible to generalize what a large number of people do on a 
day-to-day based on the title they were hired under; I’m very concerned that someone on the other 
side of campus with a similar title could get converted and it will cause a chain reaction which will 
result in my position being converted, even if we do completely different things. I work in a unit that 
is heavily soft-funded and I think that a mass conversion will become a logistical nightmare from an 
administrative point of view.  Overall, there are so many different scenarios that need to be 
considered and I'm not confident that each scenario will be examined thoroughly, resulting in 
conversions that will negatively impact employees, units and the university as a whole. 
I would really like a clear job description of my position. 
I would prefer if someone could come to the XXXX and give us a brief description of what a Job 
Analysis process consist of and how it can affect our current position.  I would also like to know what 
are the benefits of the Job Analysis process. 
I would like to know how to do job analysis by the HR person. Example: I was heard that an AP 
position with HR/Financial job duty for department will be converted to Civil Service; but the position 
with the same job duty in the Dean’s Office will not be converted to Civil Service.  Why?  Now we can 
see a lot of AP positions in the different unit have been changed the job title to Associate Dean, 
Assistant Dean, Director for Finance, and Director for Resources Management and Plan.  Is it another 
way to keep AP position for the University? 
I would like more transparency in comparison to how my peers are also progressing... and if equal 
jobs are receiving same, less or better status. 
I would hope that the AP person who position has been converted isn't allowed to bump any civil 
service that are currently on the seniority list. I understand their years of service should count for 
something, but it shouldn't count towards seniority because its unfair to all the civil services 
individuals who will be below them, who served their time as a civil service employee. 
I work sporadically as an adjunct professor, and I am not familiar with the job analysis process. 
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Q29: If you have any other concerns about the Job Analysis process or the process of converting AP 
positions to Civil Service positions, please describe them 
I work on the same grant with a civil servant with a 2-year associate degree and who makes $30,000 
more annual salary. Extremely unfair! 
I will like to see communications or road maps on career paths for Civil Service positions to AP 
positions.  All the analysis and efforts are AP to Civil Service. 
I was totally unaware that if a position is converted it could impact an employee's seniority.  If true, 
this seems totally unfair, and quite disturbing. 
I was told that this position used to be an AP position and it was moved to Civil Service.  I am unsure 
of the differences and am unsure of why the position was moved.  It appears that this is more of an 
academic position than civil service from my limited experience so far. 
I was not given NO information related to the process. Our HR director did not provide anything 
I was not given a choice when I was converted 3 years ago. I feel as though I was demoted into a 
position and was treated unfairly during the process. When I was converted from an academic 
professional to a civil servant there was no appeals process (that I was aware of). 
I was never properly informed about the decision process for why my position (and my department) 
were converted to civil service. Though our job title is 'specialist' we require professionals with XXXX 
or equivalent degrees, and preferably advanced degrees. We clearly fit exception criterion D for 
maintaining academic status. In fact, we wrote thorough and lengthy appeals, which were simply 
never responded to by the HR representatives we sent them to. We were ignored, and converted 
without ever addressing our concerns, meeting in person, or acknowledging our request for petition.    
Since conversion, my title has been upgraded incorrectly in NESSIE, my parking has been cancelled 
(my parking is still not currently working correctly), I have had no training or information on how to 
report vacation, my tuition waiver was not processed timely (nor would have it ever processed if I did 
not follow up), and I am sure there are many more surprises to come.    My department is one that 
will be hurt by this conversion. Civil service hiring procedures will limit the candidates we consider 
and/or lengthen the hiring process. Furthermore, though I will benefit from 'seniority' in relation to 
my co-worker, I fully believe that limiting staffing to seniority rather than performance in a job that 
can directly affect patient outcome is clearly not in the best interest of the academic integrity of the 
university, nor ethical for patient care. 
I was left TOTALLY in the dark about the process.  I was one of the last positions to be evaluated and 
then I was hit with 'we are eliminating your position.'  This has left a bad taste in my mouth with UIC.  
I do not think this process was fair.  I have converted friends who were placed in the LOWEST 
classification so that the College would not have to increase their salary.  If someone asked should 
they apply to UIC, with its current structure and financial atmosphere I would tell them to look 
elsewhere.  This is a PR nightmare and it was not at all handled professionally. 
I was involved in all the Job Analyses in my college. While some conversions were clear, specialized or 
hybrid positions were left out. Some higher level jobs now have the same titles as lower level jobs. 
We were told that there will be 'leveling' in the future but have yet to see what that would be or how 
it would work. Some employees are looking for other jobs as a result of their new title appearing as a 
'demotion'. 
I was in a different position than I am currently when experiencing the conversion of staff in a unit I 
directed. My most pressing concern was the limited ability to communicate with Human Resources 
about the process which took several years and the lack of understanding for specific ramifications 
that a unit might experience with regard to recruitment of qualified staff members within the Civil 
Service system. I was in numerous meetings focusing on how to improve both the conversion process 
as well as the Civil Service recruitment/search process and it was a huge concern to me to see the lack 
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Q29: If you have any other concerns about the Job Analysis process or the process of converting AP 
positions to Civil Service positions, please describe them 
of transparency and the inconsistency of procedures overall. Also the inability to create visiting 
positions on grant funding makes it very difficult for some grant initiatives to offer visiting staff 
positions. 
I was converted to a non-Union position which is clerical sounding in nature.  Then one day I opened 
my email and I was forced into a union.  This is very unfair and potentially illegal.  Additionally, I would 
have received a higher raise without the conversion to the union.  My career at UIC has been hurt by 
this. Additionally, I work with some who were not unionized with no degree - I have a masters.  Lastly, 
a new Civil Service vacation permission forms has ONLY been implemented for civil service, not AP.  
There is too much money and time at UIC being spent on this process. Students would be better 
served by saving this money and putting it to better use. 
I was completely ignorant of Job Analysis. Now I am worried about what it is. 
I think this process was long overdue, but I am glad it is being done and I appreciate the care that has 
been taken doing it. 
I think the whole process has been terribly handled from the initial roll out six years ago to the 
communication to how jobs are analyzed.  This was not a well thought out process and it penalizes 
mid-level staff members who will eventually be converted and subject to the random bumping system 
while maintaining the status quo for all senior leadership. 
I think the analysis is too blunt to be useful. The process is protracted, and we continually risk losing 
talented people who are/would be better rewarded (title, promotion, compensation...) at most other 
academic institutions. The whole system is dis-incentivizing and I have found it highly detrimental to 
getting much needed work done. 
I think that the UIC should have some seminar on how that process work, and we as employees be 
able to ask question, because we were informed that a lot of job titles that were academic 
professional would be converted over to civil service because of an audit that was done by the union 
requesting these position be looked at. 
I think that the survey (PIQ) sent to employees which most of the conversion was based, did not 
stress the importance of indicating the job description in detail.  Most staff within my unit, thought it 
more bureaucratic hoops to jump through since we started revising job description back in 2009, then 
2012 and nothing came of all that.  So when the PIO came, most said it was a waste of time to get 
spend a lot of time on it. 
I think that the conversion from AP to CS for each position should have occurred when the position 
became vacant, rather than forcing each employee to have the terms under which he/she was 
recruited be changed.  We were in the first wave of Job Analysis in 2010-2011, and it was obvious that 
the people doing the evaluations were required to change every possible AP job to CS, whether or not 
it made any sense.  For example, I had a visiting AP working in my office for about eight months while 
one of my AP employees was out on an extended medical leave.  We made the temporary nature of 
the appointment clear to the auditor.  The analysis project changed that visiting appointment to a 
permanent, union civil service appointment.  Fortunately that employee quit, rather than be 
converted, or I would have had to go through the process and cost of eliminating the position.  Since 
the conversion, I have had a very difficult time finding qualified applicants for my positions.  The CS 
process does not allow the flexibility to interview people who don't meet the (often outdated) CS 
specifications, but who are highly suited for the positions that I need to fill.  The CS application 
process also favors individuals who 'know someone' who can coach them to complete the application 
in a way that will put them on lists where they truly don't belong.  I know of multiple individuals who 
embellished their applications in order to inappropriately qualify for registers.  I also know many 
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individuals who were more than qualified for our vacant positions, but who could not be placed on 
the registers because people who don't know the UIC system do not put every single activity that they 
undertake in the course of their work lives on their resumes.  (My title is 'Director.'  The rest of the 
world assumes, e.g., that I know how to create a complex spreadsheet, that I know how to analyze 
financial statements, and that I am an expert in many accreditation details related to my position.  I 
don't have to list that information line-by-line on my resume.) In one instance, I knew the individual 
that I wanted to hire for a particular position.  I blacked out the identifying information on that 
person's resume, then took it to Compensation and met with one of the representatives so that I 
could write the position description in a way that would allow me to hire the person that I wanted (or 
someone with identical qualifications).  When I was finally presented with a list of applicants, I was 
told that the person I wanted to hire was not qualified for the position, because he/she did not have 
the correct college degree.  When I protested, I was told that the specifications for that classification 
had been changed while I was waiting for Human Resources to post the position and give me the 
applications.  This is unconscionable. 
I think that positions like mine require a thorough review of the importance of having an academic 
background necessary to direct actual classroom instruction, the professional development of 
instructors, mentoring and promotions of instructors and development of essential course 
components, such as syllabi, exams, quizzes, etc. 
I think people who have external grant funds to support staff should be given more flexibility about 
hiring people, the salaries they pay, and the raises they give as long as these are approved by the 
external funder. 
I think it was totally unfair.  My question is- will UIUC have this? If not, why just UIC?  I was deeply 
insulted at the forced conversion of my position from both a professional and personal standpoint.  If 
I were to leave my position, I am concerned about the process to hire a truly qualified individual 
because there cannot be a national search, and the job description is lacking. 
I think it should also be based on experience and knowledge directly related to the individual position, 
instead of seniority based on number of years within the system.  Also to take into account is the 
employee's dedication to the customer service value platform. 
I think it is primarily concerns over positions that are funded by grant money that would be defined 
for a finite period.  Given current Federal and State funding, there is no mechanism other than 
academic professionals to hire for the duration of the grant. Often these tasks are particular to a 
rather detailed skill set that would be acquired over a period of time, and the PI on the grant may 
have neither the time nor the inclination to train someone in these skills. So Civil Service personnel 
would not be appropriate in these situations. 
I think converting more AP positions to Civil Service is necessary.  Many AP employees use their status 
to take advantage of the flexibility by not coming into work (i.e., working 'remotely' most of the time).  
Oftentimes shirking many of their responsibilities onto the civil service staff that are required to 
maintain a full time on campus schedule ... and for far less pay than the AP positions. 
I submitted my job analysis survey in March 2014.  I am now finally getting my CS conversion title 
which is not accurate for all the job roles I am responsible for.  The Department head and I have 
appealed this title and have now submitted 2 revised Job descriptions to our College HR rep.  I have 
had no contact with my College HR rep in over 2 weeks about this.  I never received an individual 
meeting from my College HR rep or Campus HR to discuss this.  I have requested a meeting with 
Campus HR but have not heard back.  This process has been extremely time consuming and has taken 
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time away from by job responsibilities.  I would like a CS job title that represents all of my job roles 
and is parallel or similar to other AP Assistant to the Head CS Conversion titles. 
I started taking the survey but ran into some difficulties.  Specifically, I don’t know what the Job 
Analysis process is. This survey is the first time I’ve heard of it.  The description in your e-mail text is 
“A goal of the Job Analysis project is to classify university positions as either Civil Service or Academic 
Professional. The survey results will be used to inform discussions on campus with university decision 
makers about this project,” but that’s not enough information to answer questions like “How fair do 
you think the Job Analysis process is to all employees?”  Okay, honestly, I thought the Job analysis 
process was another term to describe the employee evaluations and started answering questions 
with that in mind until the questions didn’t make sense anymore.     Anyway, I’m just letting you know 
on the chance that others are as confused as I am with regards to the survey.   I’d hate the results to 
be skewed. 
I see XXXX positions at UIUC that are AP positions that we have as Faculty here at UIC.  It seems like 
there is some inequity in how the jobs are classified across the system. 
I recently requested a change to a part time position of 49%, so that is a new designation.  Please do 
not assume I have been at this level for my 6.5 years at UIC!  I started as a 'Coordinator', then was 
promoted to be an 'Assistant Director,' and am currently helping to train two new Assistant Directors 
in my department.  I do not supervise them, per se, but am very responsible for their development.   I 
believe AP's, who mostly have a college degree or MS degree - in addition to years in the business 
world, working in their profession (I started in the HR business in 1979) - add a great deal of quality 
and dedication to this university.  AP's are professionals who take pride in what they do.  They work 
longer hours (not 9-5) than required, and they fill whenever and wherever needed to take up the 
slack which, in turn holds this university together. AP's do not deserve to be relegated to a unionized 
position and to lose their managerial roles or professional titles and benefits in order to be placed in a 
tiered union placement where they can be 'bumped' out of their place by someone who has more 
time at the university but does not have the professional experience in the specialized field that the 
AP currently holds.  I was hired for my years as an HR professional, teaching background, and business 
acumen.  The State's pushing of the Civil Service program is wrong.  It continues because no one in 
higher state office is willing to point out that it does not work the way they envision it should. This 
does not bode well for the state. The law needs to be changed, but no one will take the lead because 
it would be political suicide to take on the unions.  Civil Service fulfills an important role, I'm sure.  
But, it should not replace AP's who are sought out for their professionalism and experience in their 
fields.  Placing or bumping a Civil Service employee into one of these specialized AP positions is wrong 
and detrimental long-term to the campus.  It hurts the department units and ties the hands of the 
college which is continuing to upgrade the services that the college provides. It is a social injustice.  
Let me be rewarded, punished, promoted or demoted on the basis of my performance and 
accomplishments (or lack thereof), not placed in a 'forever job' based upon my years of clocking in 
and out.  People should be judged on their acumen - their knowledge - their experience, ability to do 
the job and potential, not on a job category with a union contract.  Separately from that, I know a 
very capable young woman who has been doing a great job in a department.  In her position she does 
mostly clerical and budgetary duties and I understand that this job is classified as Civil Service.  The 
problem?  She is only hired as a 'temporary' because cannot type fast enough to pass the Civil Service 
test.  Her job does not require her to type much. This makes no sense.  She did the job while she was 
a student worker for several years.  Now that she has graduated, Civil Service requires that she type 
faster.  It is not reflected in her job duties. In a sentence, I am not in favor of making all AP's into Civil 
Service employees.  It is an injustice and does not raise the university's performance level.  UIC has 
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made mistakes by playing the system over the years and hiring people that need not be classified as 
AP's.  I agree to that.  But, changing all AP's to Civil Service is not the answer.  In doing so, we (the 
university) are shooting ourselves in the foot. 
I really have no idea why my position was classified as an AP role; I was told it is a good idea, but not 
why.  My role is to see patients as a XXXX.  I have no other role at this time.  Initially I was also hired to 
XXXX, which is complete now. 
I really don't understand enough about the issues to have made opinions on the prior questions 
I really don't know that much about the Job Analysis.  I do not believe employees are paid fairly now. 
There is a lot of unfairness with wages and positions at XXXX.  There is very little upgrading and more 
bringing new people in from the outside when people from inside are capable (and more 
knowledgeable) of getting that job done. 
I never did understand the point of converting a Civil Service position to an AP position in the first 
place.  If the University was going just fine without the new appointed position of AP; why start that 
in the first place.  Now you may want to change the AP's back to Civil Service.   WHY?   In my opinion, 
it is always about 'The Benjamins and you are messing with people's livelihoods when you do this type 
of deal.  Don't get it twisted, I understand 'The Bottom Line'  but that should not come at the cost of 
your loyal employees who have considered you a loyal institution as an excellent source for their 
livelihood. 
I missed out on getting a raise in 2 of my 4 years because of this upheaval.  First because of a second 
year of an AP contract with no increase and second because of the time that I was dumped into Civil 
Service and a union contract that provided no increase because of the timing.  I will always be behind 
my so-called peers because of this. 
I lost retirement benefits when I transferred to a civil service position and I also had to fight to 
continue to do research with other units of UIC. 
I know this is geared toward the AP staff and how they are concerned about the process but i feel the 
CS staff and positions leading to promotion has been overlooked through the years.   I am grateful for 
the conversion that allows CS employees to move up in the promotional lines that had been non-
existing for decades.  This allows for fairness within the University system without having to be 
overlooked within a system that had favored a certain group in other states.  The jobs open for CS 
positions had almost disappeared altogether.  It had been years before any upper professional 
positions had be posted.  CS hard working employees do matter and deserve to advance. Please do 
more to understand the CS employee perspectives.  I hope this perspective gets heard and 
appreciated. 
I know that academic professionals conversion to civil service positions are told they must contribute 
to a union. This union has a fee of $400.00 per year. This amount is automatically taken out of your 
pay in monthly increments.  Most of us cannot afford this expense.  This demand is not fair. 
I know nothing about the Job Analysis process. 
I know absolutely nothing about Job Analysis Survey. I have no idea whether it affects me. I have not 
been told anything about it. 
I just don't want to lose my job. 
I haven't received one piece of information on this 
I have zero knowledge of any of this process. 
I have too many concerns to describe. 
I have serious concerns about being forced into a union that I do not wish to be a part of. 
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I have seen people who have worked well for years, giving time and dedication that one would prefer 
in any employee, changed to civil service against their wishes. No longer can they come in early, stay 
to finish work or go the extra mile, as is their preference. They must suddenly follow a work ethic 
which minimizes their effectiveness. I have also seen a long term, very effective employee deported 
due to the forcible change from AP to Civil Service. The regulatory requirements are 
counterproductive and do not support excellence in education. 
I have received no information on this process, nor have I been instructed where to find it.  I feel 
extremely ill-informed about this process. 
I have rarely seen something handled with such incompetence. As employees we have been 'officially' 
told virtually nothing about this project/process. Everything I know I learned by contacting APAC, by 
going to the Civil Service website, spending a considerable amount of my own time examining job 
descriptions, etc. The title chosen for me was completely inappropriate; it is a clerical title and if that 
title were to be given me, I would ask to have roughly 50-60% of my job duties re-assigned. About the 
only information we've been told about this process is that it is supposedly not about holding down 
earnings potential and instead about creating rational career paths. Why then was Administrative 
Assistant II eliminated, and Administrative Assistant is now a job with no career path? I believe at the 
same time (2012), Administrative Aide was created, which is also a job with no career path. I received 
a T-contract in the mail with no advance warning that this was part of the conversion process. That is, 
at best, extremely inconsiderate. I am on reduced service and could not attend my college meeting 
about the process. I was told to contact a member of the campus HR 'team' handling this process. I 
got a bounceback email stating he was out of the office and not checking email. No date of return. 
After two weeks, I contacted my college HR person to ask how to proceed and was told she would 
schedule a meeting. Still no word from either office. We are now into 4-5 weeks from the time I was 
told to schedule a meeting. This level of incompetence and lack of consideration for employees seems 
to be the standard in HR. In talking with other co-workers about the meeting that was held at the 
college, they received very little information other than a printout of what their proposed title, 
vacation, sick time balances would be. The only instructions about how to appeal were to re-write the 
job description. 
I have not been very close to this issue because my position is clearly Academic Professional. 
However, the idea of converting the positions seems, on face value, to be an expensive bureaucratic 
exercise purely for the sake of building a more rigid (predictable, yet limiting) administrative 
operation for the University. I don't see why that's necessary or particularly beneficial, so in my view 
this has very few benefits, takes time and money to adjudicate, and carries with it the risk of derailing 
individual career plans. 
I have not been part of a job analysis so I don't know what to expect in terms of any fallout regarding 
fairness, salary changes, etc. 
I have not been involved in this process or been informed about it so I really have no information to 
go on. 
I have not been informed whether any XXXX employees, including those working under my 
supervision, will be converted to civil service. The problem with the entire process is the unnecessary 
secrecy. 
I have not been in the position long enough to be aware of existing or changing job analysis. 
I have no idea what this means and cannot say whether this is good or bad, fair or unfair. 
I have no idea what this about!? But it sounds scary. 
I have no idea what the Job Analysis Survey is. It does not seem to pertain to me. 
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I have no idea what the Job Analysis process is. This is the first I've heard of it. 
I have no idea what Job Analysis is. 
I have no idea of what the Job Analysis Survey is.  Explanations provided are minimal. 
I have no idea about this process 
I have no confidence that people in Chicago hear anything from any of the Regions 
I have no concerns since I am already in a civil service position. 
I have never taken part in this process but anything affecting my ability to move up in my career or my 
gross income is of major concern 
I have never heard back from anyone and neither has my department coordinator. Now they have 
scheduled meetings for us to ask questions. What are we supposed to ask, 'Uhh, are you ever going to 
tell me what's going on?' or 'What is the status of my position?' Ridiculous. 
I have never been through the Job Analysis process so I was unable to answer the questions that were 
specific to the process. 
I have major concerns about the 'bumping' process associated with Civil Service positions, the lack of 
experience one brings into a department just because of rank or the 'generic' categorization of Civil 
Service positions, and also the variations in the duties performed by AP positions/titles that are 
inadequately lumped into general titles under Civil Service.  This false classification does not analyze 
the different functions that a person performs although they may have similar titles.  The work in one 
department could be more rigorous in one department compared to that in another. 
I have limited concerns because I have limited information. Answers will likely evolve as the process 
plays out. 
I have heard that as a result of converting AP positions to Civil Service, the employee can be moved 
from one position to a different position (i.e. no stability). This seems to go against any common 
sense, counterproductive, and against career development. For example, if I specialized in infectious 
diseases and I'm shifted to a position in an entirely different discipline, it would seem logical to be 
shifted to a position where I would have to learn different skills and different training (i.e. a complete 
waste of time and resources). 
I have had no experience or knowledge of the Job Analysis process. 
I have had better experience with Civil Service employees than APs at UIC, but am uncomfortable 
about the 'bumping' process of the former.  Jobs require expertise and training and when we spend 
so much time training someone only to have them bumped out of our system, we fail to make the 
kind of smooth administrative functioning that would allow us to remain nationally competitive. 
I have gone from a Civil Service position to an academic and then was put back as a Civil Service 
employee.  The whole process seemed unfair and cost the university millions of dollars.  As an 
employee, I still feel that I do not know how this process was decided.  Many of us have also have 
teaching responsibilities in addition to management responsibilities but were put back as civil service 
employees without any explanation except because some individuals in housekeeping were made 
academic and the Civil Service system complained and now we all back as Civil Service employees.  
Why were the results of the millions of dollars spent on the reconversion/analysis not provided to 
employees?  There was no transparency at all.  Just frustration on staff's part. 
I have concerns regarding unions being tied to Civil Service positions. I have had previous negative 
experiences with being forced to join a clerical union as part of my employment. 
I have been told that my AP title has been 'flipped'.  I have no idea when the conversion will happen.  I 
have heard that the conversion will affect getting paid, people in my position should have personal 
savings to cover the time that it will take to get paid under the conversion to Civil Service.  It may take 
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two weeks.  This is wrong to do to valued employees.  Or maybe we are not so valued?  Rumors of 
joining a union?  If so, what union will represent my CS title?  How can I be informed that my position 
has been flipped and then not be told the details in a timely fashion? 
I have been through this before in another university. It is a painful process and in the end most were 
totally disappointment with the results. Many left for positions outside of the university. I am not in 
favor of the analysis. I have found them to be very biased instead of being unbiased. 
I have been through the process for a number of positions in my units.  Individuals conducting 
interviews are poorly informed about the positions for which they are conducting the interview.  They 
lack institutional knowledge about the role of the position, the relationship it has to the unit and to 
other units within the university.  Further, the process is not even between university units and 
between the three campuses.  The process is inconsistent. 
I have been teaching... TEACHING... for 40 years but I am considered STAFF when I should be FACULTY 
and treated like a disposable replaceable commodity.  I was interrogated about minutiae when it is 
class room preparation, dealing with student needs, answering emails when I am at home, staying 
extra time when students need help that I willingly provide, well beyond the percentage time for 
which my contract is written that should have been highlighted.  The years I spent earning my PhD 
were ignored, as if someone sitting behind a Civil Service desk could walk in and do what I do. 
I have been in the same job for years - have had 3 job analysis reviews - never heard a thing back from 
HR on any of the reviews.  'My' HR person informed me of the outcome twice.  First review heard 
nothing.  My job description and duties were basically the same for each review.  This is sucking up a 
lot of my time - time which I could spend more productively doing something else.  There is ZERO job 
security for an AP job (we all work on T contracts or go into visiting positions during our entire time 
employed here).  If being Civil Service provides more job security for people paid on soft funds then 
employees may be better off converting.  Staff here at UIC are not treated very well - we were not 
even invited to meet with the new Chancellor who recently visited our school.  Luckily I get my 
motivation and encouragement from within or I would have left here years ago.  The way things are 
going, unionizing is looking more and more attractive - is that really where UIC wants to go? 
I have been extremely concerned about this issue from the standpoint of a supervisor in previous 
positions and from the standpoint of an employee in my past and current positions. I was part of the 
first group of positions in the beginning of the job analysis now many years ago. It turned out fine for 
me as an employee but in subsequent years, many of the colleagues I have on campus have been 
converted and others have not. They essentially do the same jobs and there does not seem to be 
consistency across colleges, departments, and units. I have been and continue to be lucky to remain 
an academic professional; however, a close colleague was just notified that he would be converted 
and the title that has been provided for him is inconsistent with his job responsibilities. His job 
responsibilities are for the next higher title in the group and he was told that it wouldn't be possible. 
For him, he is in the highest salary range in the current title proposed. That is problematic. How is he 
supposed to grow? I believe that this process has severe problems. Again, I say this from the 
standpoint that I have not been adversely affected by it. In all of my interactions with HR, they fail to 
understand the difference in the academic areas between oversight of budget and HR and the role of 
an advisor or academic advising administrator of which I have been both. They consistently do not 
understand that a level of responsibility when related to people is equivalent to budget, money, and 
supervision of employees. Advisors and student services employees affects thousands of lives in their 
work. There must be reform to the Civil Service if conversions are going to be widespread and as 
someone who has oversight over budget, reforms on our campus are absolutely necessary. I want to 
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be very clear. I am not against Civil Service conversion; however, it cannot be completed in a vacuum 
and it cannot be completed inconsistently and arbitrarily. 
I have an AP working with me and her position was changed to CS (program coordinator). I find this to 
be a mistake, since the position involves being engaged in graduate student education and 
professionalization. I found it to be a mistake and wrote an appeal. 
I have absolutely no idea what Job Analysis is! 
I have a problem with the Civil Service designation. It connotes 'government job' and brings with it an 
attitude of 'good enough for government work'. I think it is ridiculous that hiring managers cannot see 
all of the resumes for candidates that apply for posted positions. I think it is ridiculous and 
counterproductive that anyone other than the hiring manager makes a decision on who to bring in for 
an interview. I don't like the class system that this promulgates. We have the 'talent' that is the 
faculty. We have academic professionals that are the next level of importance. And then we have 
everyone else that are clearly not as important. 
I have 2 major concerns. 1: From what I understand, it is the goal to either convert everyone with the 
same job title or keep everyone with the same title as AP. Not everyone with my job title, particularly 
in different groups or departments, have the same responsibilities. For example, among other things, 
I also have the responsibility to submit IRB amendments, perform data analysis, and write academic 
papers (which most clinical research coordinators are not doing). As not everyone was given the job 
analysis survey, this is likely not reflected in the data gathered. Therefore, someone like me who is 
new (and did not go through the job analysis process) could be adversely affected by the switch to 
Civil Service even though my particular job was never evaluated. 2) Being in a research setting, the 
idea of switching certain job titles (including mine) to Civil Service could have a huge (and not good) 
impact on research at the University. Someone doing clinical research in XXXX will not have skills that 
directly translate to XXXX research, so if these positions were converted and seniority rules were in 
place, if someone transferred to a different department/group/lab it's a completely different job (not 
the same one just in a new place). This is a particular problem with thinking of seniority bumping 
lower people (like me) out off a job, as the university would be losing that expertise of the bumped 
person and have to start from scratch in training the person who switched departments, which can 
take a long time. During that time if there is another 'bump', the re-training has to continually re-
start, meaning there is never consistency and expertise in the needed areas. Since clinical research is 
mainly grant-funded, this is likely to happen (since some groups with seniority could lose jobs due to 
loss of funds, and bump someone from another group that has more funds, even if the research and 
responsibilities are completely different). 
I graduated from UIC in 1998 with a master's degree. I have been working as AP at UIC for 15 years 
with all my heart because I love my job and I love UIC. Now my current position is going to be 
converted to Civil Service. I do not know if it is a praise or a penalty for the good job I have done in the 
past years. 
I felt it was a humiliating experience. 
I feel there are some Civil Service management positions that could be converted to AP. I also feel 
there are some AP positions I question why they are not Civil Service 
I feel that this is a politically driven process, being imposed with no consideration of the University of 
Illinois mission. 
I feel strongly that the Business/Administrative Associate Civil Service classification does not include 
levels of nuance about the position I currently hold, which is an Academic Professional Associate 
Director. The classifications in the Civil Service listing includes Assistant director, but no Associate 
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Director.  Substantive content knowledge of disciplines is not recognized.   Possible Civil Service 
positions do not adequately reflect the range, depth, flexibility, and knowledge critical to act as 
Associate Director in my particular case.  I assume this must be true of others as well. 
I feel it is difficult to answer the questions about fairness because the analysis seems to be applied 
equally to all positions, but I am uncertain about what the underlying goal of the analysis is so it is 
hard to evaluate whether the process was fair or not. 
I feel AP employees are being intimidated by union representatives to support these changes. 
I don't think that converting AP positions to Civil Service positions is going to convert the mind of unit 
heads - they're going to hire whomever they want regardless.  This looks good on paper but the 
execution will be the same. 
I don't recall what this was. 
I don't really understand the process so I am having a hard time answering these questions. 
I don't really recall seeing anyone from the Job Analysis process, so I am not sure how it will or if it will 
impact me/my job. 
I don't really know much about it.  I started as Civil Service. 
I don't particularly understand the intention of this exercise. The state Civil Service definitions seem 
rather antiquated and are not necessarily fully reflective of the job descriptions. I am not convinced 
that this has been a fair evaluation. 
I don't know what job analysis is 
I don't know the process or the understanding of the process. 
I don't know how this applies to me. 
I don't know enough to give a fair opinion. 
I don't know enough about the process 
I don't know anything about this process. The only change I can imagine is that I will get paid twice a 
month instead of once. I would not be in favor of this process if my autonomy was curtailed, or if I 
had to go through more layers of bureaucracy to get things done. 
I don't know anything about these processes, so I cannot comment 
I don't have any concerns regarding this particular issue. 
I don't have a good sense of the situation, but if my coordinator has an AP position that gets 
converted to a Civil Service, my biggest concern is that she could get moved to another position, and 
then I would have to train a new coordinator, which would be not great. 
I don't have a clue what Job Analysis is. 
I don't feel that my position is quantifiable as a Civil Service position.  The education, types of 
decisions and amount of experience that is required for this position cannot be quantified by your 
system.  Personal interviews are essential to determining if a person is qualified, not simply checking 
off boxes. Also concerned about retirement benefits, if a membership in a Civil Service union is 
mandatory, are payment of dues required? 
I don't feel it was expressed thoroughly enough about seriousness of the completion of the Job 
Analysis Form, the analysis process, individuals due process, rights and appeals to the process.  I filled 
out my information totally wrong based on completing the form according to my college deadline.  It 
was apparent that I did not understand the form.  For example, I listed my work percent at 180% and 
this was not caught by the college or the review board.  I truly believed what I was told that the 
college would fight for our positions to stay AP.  If I had met with my supervisor prior to the 
document being sent to the analysis team I could have caught my mistakes and completed the form 
properly. When I met with my supervisor I told them that I disagree with the decision.  I immediately 
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Q29: If you have any other concerns about the Job Analysis process or the process of converting AP 
positions to Civil Service positions, please describe them 
asked for an appeal that re-evaluated my language and discussed duties in my job I left off and 
resubmitted it to restore my AP position.  This process is flawed tremendously.  I have been employed 
in my present position for over four years and was told that my job description was vetted and 
approved to be AP by Access and Equity.  Now I am being demoted for no reason of mine.  I love my 
job, but I would probably have to retire early, if my benefits change. Signed,  Totally Disappointed 
I don't feel comfortable that this is an anonymous survey so I do not wish to share my opinions 
I do not completely understand the process. 
I do not wish to be a part of a Union nor support a union with dues in a fair share manner. I believe in 
pay for performance and am not interested in seniority favored discrimination. Unions are 
responsible for most of the workplace issues (bumping, unsustainable pension benefits, out of control 
spending, etc.). The fact that you are involved with a 'Job Analysis Process' in the 1st place is a major 
issue. 
I do not think it is feasible or practical to have this position filled using seniority as a criteria.    The 
likelihood that the senior person has the unique skill set and instrumental experience is fairly low.  If 
someone did come in under seniority without the skills and instrument experience it would drastically 
impede the grant work or bring it to a standstill. These are not skills that are picked up overnight but 
require prior experience.  In addition the person needs to be able to train the other people in the lab 
with the proper use of these instruments and must have the skill to maintain them,  troubleshoot 
problems, and make repairs. 
I do not know enough to comment 
I do not know enough about it to answer the questions I skipped 
I do not know anything about the Job Analysis Process 
I do not believe that the AP position I held should have been converted at all.  There is certainly no 
benefit to me as the employee in this action, and my department will be severely hampered in trying 
to fill my position when I retire. 
I do know a little bit about the process of converting AP positions to Civil Service Positions. Is that 
what this survey is about? If so, my concerns have to do with my research faculty colleagues being 
able to hire/keep the best staff and not be forced to deal with civil service staff who aren't qualified 
for the position. 
I do believe the conversion from AP to Civil Service will be an overall benefit to the average employee. 
I have been a Civil Service employee since I started with UIC. If I have not been Civil Service, I strongly 
believe I would have been fired for arbitrary and unjust reasons. 
I didn't participate in the job analysis project and just heard about it so I didn't answer many of prior 
questions.  I have a faculty appointment, but for odd U of IL reasons related to the status of people 
working in a 'Center' I am considered an Academic Professional in the personnel system related to the 
position used to pay my salary. 
I could not comment about the fairness of the process as I have not gone through it. 
I converted from AP to Civil Service and was put into a Union I know nothing about and seemingly has 
nothing to do with me. I now pay $44 a month for something I'll most likely never use? I'm fine with 
the switch to Civil Service, as I was young enough that it didn't matter much in my days and 
retirement, but I'm annoyed that I feel/felt like now I'm stuck in a position where I’ll only make 2% 
raises from here on out and have to pay money to the union. And yes Union/ job security all that jazz, 
but I do my job, show up for work, and have a good reputation for getting things done. I never plan on 
using the Union as a backing... it's pointless to me and seems like a way to put money and 'power' 
(built in the fairness model) to people who think they are being treated unfairly..... 
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Q29: If you have any other concerns about the Job Analysis process or the process of converting AP 
positions to Civil Service positions, please describe them 
I cannot form an opinion if I do not understand the job analysis process!!! 
I believe that when this happens to an employee who has been Academic and is now converting to 
Civil Service their morale is converted too. 
I believe that Job Analysis has taken away a great deal of energy from the campus instead of that 
effort going towards recruiting and hiring in a timely manner. Too much energy is being devoted to 
reclassifying current people when we have tremendous problems bringing in new people. The hiring 
process should be fixed first and then there is time to deal with reclassifying. 
I believe that in my unit job duties are being assigned to those individuals who they want to keep in 
an academic positions and duties have been taken away from individuals who they want to convert to 
Civil Service positions. Further, I believe that this practice is another form of discrimination for certain 
groups of non-white employees. 
I believe that current employees should retain their positions as AP's. Once an employee resigns, then 
the unit/college can transition to a Civil Service position if it is determined that it is a Civil Service 
classification.   If we are going to have more Civil Service positions, then the CS system needs revised. 
We can't continue to have a system where it is almost impossible to get rid of a non-performing 
employee. It is very frustrating to employees to watch someone not perform and take advantage of 
the system. 
I believe that anyone who gets converted from AP to Civil Service should get benefits equal to what 
they had been getting. 
I believe our positions were unfairly converted to Civil Service from AP and does not reflect the 
current job description and the duties we are fulfilling 
I believe most people who are in a position to have their jobs converted are not being well-informed 
about what this actually means, and how it will impact their career down the line. Personally, I have 
no idea if the conversion would be a good thing, or a bad thing, based on what information I have 
been presented. Doing legwork on my own produced some ideas, but had I not taken that initiative, I 
feel like my actions would be like groping in the dark for the light switch that isn't even in the room. I 
cannot speak for others in this situation, but the lack of available information in terms of 
consequences, changes, etc., isn't very fair to people whose entire career plan could potentially be 
changed by a conversion. 
I believe it was unfair.  It seems that nobody in my department or section had their job analyzed.  I 
also was one of the last AP hired.  It almost seems to be discriminating. 
I am very upset by the conversion. I feel it diminished my status here at the university. 
I am very much in limbo in my current position.  I went from a Civil Service non-union position to a 
union position.  That in itself is very frustrating. 
I am very concerned about job security of my current employees and some of their benefits.  I am also 
concerned about the possible impact of this conversion on my research program. 
I am very concerned about converting any positions into civil service positions.  The civil service 
system has many flaws and does not bring any utility to our institution.  The candidates for the civil 
service are arbitrarily chosen based on the score on a test and the ability of a supervisor to decline 
the chosen candidates is way too limited.  We have hired some very inappropriately experienced 
people for positions due to this conversion process. The process is making it harder to attract and 
retain quality applicants into the positions that are available.  I really wish I had a magic wand and 
could cease this project. It is harmful to the institution and is a huge detractor for staying at UIC long 
term. 
I am unaware of what the Job Analysis Survey is and cannot answer some of these questions. 
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Q29: If you have any other concerns about the Job Analysis process or the process of converting AP 
positions to Civil Service positions, please describe them 
I am the only HR person in the college and I do not supervise anyone else who does HR.  According to 
HR, I must be a civil service employee.  I do not believe this is fair but that is the way HR is doing the 
conversions.  If you are doing this, you get this title.  This will result in a big mess for UIC in the future. 
I am primarily concerned for my staff and the impact of the changes on my ability to hire and retain. 
I am not sure who developed these questions, but I would recommend greater involvement of 
researchers and program directors who may have been negatively impacted by this process. These 
questions appear to all be written to assess negative impact on the converted employee and to 
disregard the impact the process may have on funded research and service projects. The conversion 
and recent civil service review processes have a significant negative impact on hiring for service 
projects. It is impossible to hire quickly enough to fulfill sponsor requirements under this process. The 
pilot project allowing exceptions for grant funded projects is very helpful, but this process (at least as 
initially implemented in January) is also quite cumbersome and leads to delays in hiring that 
negatively affect our ability to administer service and research projects. For me personally, this will 
affect my interest in pursuing this types of funding in the future. I can't run projects that are not 
staffed! 
I am not at all familiar with Job Analysis 
I am new and don't really understand the difference between the positions. 
I am extremely concerned about civil service policies in the face of the governor's proposed budget 
cuts.  There is a disconnect with reality of proposed 20% budget cuts and current policy of bumping 
due to position elimination.  A larger number of CS employees because of conversions on campus 
means that there will be a higher chance that a unit will be affected by bumping scenarios during 
position eliminations.  It is not logical that one department should have an impact on another unit's 
budget or staff.   The process of a rolling position elimination and bumping creates a huge amount of 
uncertainty, because we don’t know who may be coming or when.  If our own position elimination is 
necessary, the prospect of a permanent budget transfer to the unit of the staff member with the next 
lowest seniority means that any budget savings may not even be realized. Even if we don't plan on 
eliminating positions in our own unit, we may have individuals bump into ours.  This would mean 
retraining a bumped employee or absorbing a new employee into a unit.  Increasing FTE in times of 
budgetary cuts is counter intuitive.  If our employee is bumped out, there is a loss of productivity 
because of training the new employee and getting acclimated.   The academic professionals 
converting to civil service will all have bachelor’s degrees, but the fact that most civil service job titles 
do not require a college degree is concerning.   Potentially individuals with lower credentials than our 
current employee could bump into our unit.   I am also concerned about the classifications that would 
result from the conversions.  Would the units have any say on potential titles and specialty factors 
during the conversion process? 
I am concerned, but in the same time I need to mention that I do not understand 100% the process 
and necessity of converting AP positions. 
I am concerned that these positions will add more work load and responsibility at a lower paying 
status for the civil service position than that of the AP wages already in place for the same work load 
and responsibility 
I am concerned that the standards for conversion changed over time as the team became more 
experienced. I am also concerned with the appearance that the team was inflexible with regard to 
college/unit concerns as their experience increased. I am concerned that the process took much too 
long. 



APAC Job Analysis Survey (SRL #1175) 
Open-Ended Question Responses 

39 
 

Q29: If you have any other concerns about the Job Analysis process or the process of converting AP 
positions to Civil Service positions, please describe them 
I am concerned that the classification of Academic Advisors as non-Academic Professionals sends the 
wrong message to students, faculty and staff about the role of Academic Advisors. I don't understand 
how you can review the job responsibilities of Academic Advisors and rule that they are not academic 
professionals. Academic Advisors have the opportunity to teach coursework, discuss academic policy 
and decisions with students and routinely provide academic resources, workshops and trainings for 
students. I am concerned that the classification is going to make it harder for the XXXX to recruit 
Academic Advisors with Master's degrees in higher education for these roles. I am concerned that my 
professional development is going to be stifled due to my new classification. I also think it's 
irresponsible for an Academic Professional to Civil Service as I will now need to potentially join a 
Union. That decision alone would make me second guess or reconsider my employment here. Unless 
there was a salary increase that assumed the additional cost of Union representation, I don't see the 
benefit to me professionally to join said Union. I also am disappointed that no one from my own 
academic unit/college, including HR, has been able to clearly articulate the benefits difference 
between Civil Service and Academic Professional. I think decision is going to greatly limit the College's 
and University's ability to recruit highly skilled Academic Advisors, thus directly reducing a UIC 
student's ability to successfully manage and navigate their academic careers. Even the HR process for 
new staff hires under the Civil Service status limits the Academic Unit's ability to hire whom they see 
as the best candidate. I really just think this decision was short-sighted, irresponsible and shows a 
clear lack of a commitment to student success and the importance of Academic Advising in 
relationship to graduation rates, student retention, and overall student satisfaction. I urge you to 
reconsider your decision. 
I am concerned that based on what I hear from coworkers, there is a serious lack of knowledge about 
this process and what it means to individuals. 
I am concerned about their role in service to the university and how they their contributions will 
'rank' compared to administration and faculty. 
I am concerned about the impact on departments being able to recruit and hire the best, most 
qualified candidates. I am also concerned that the civil service employee system is outdated, and does 
not consider the mobility of modern workers (rewards longevity with the university rather than 
performance) 
I am concerned about the gaps when there isn't any communication regarding the outcome of 
surveys/interviews, etc.  What is happening, are there any decisions, etc.? It would be better if there 
were more systemized communications. 
I am concerned about the flexibility. Work funded with soft funds require more flexibility than is 
allowed within the civil service contract. I am not sure this inflexible working environment and 
conditions can keep U of I competitive. 
I am concerned about the bumping process. 
I am concerned about the ability to recruit and retain highly qualified and diverse employees, I am 
also concerned about the de-professionalization of certain positions on our campus.  There does not 
seem to be an equitable standard for how positions are valued by HR in the job analysis process. 
I am concerned about how this conversion will affect research staff on soft funding and the flexibility 
of hiring qualified staff (instead of imposing a staff on a project based on seniority). 
I am concerned about administrators making broad decisions to convert positions based primarily on 
title without fully understanding the nuances of the responsibilities each position actually holds. 
I am concerned (1) that hiring will become so cumbersome that the feds will withdraw research 
funding because of unmet project timelines; (2) that excellent scientists will flee from UIC to the 
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Q29: If you have any other concerns about the Job Analysis process or the process of converting AP 
positions to Civil Service positions, please describe them 
University of Chicago or Northwestern because they can't hire the research staff they need when they 
need them; (3) that units will be unable to forecast their fiscal futures and plan for growth (or 
retraction) because salary increases under union negotiations can take years; (4) that employees will 
be reluctant to pursue an advanced degree for fear of losing seniority in a new title (That’s ridiculous 
in an institution of higher education!); (5) that a culture that values seniority and status quo will 
triumph over one that strives for increasing excellence and innovation; (6) that the UIC will lose its 
ability to recruit and maintain employees with the energy and vision to see this campus through the 
major challenges coming for American universities over the next 20 years. 
I am a Principle Investigator currently having two research assistants. These positions rely on grant 
funding. It is not clear how the transition will affect people serving on the grants and whether it 
would make any sense. 
I actually don't have time to think it through, but for my own concerning, I don't think it should be 
called a survey, since everything is under my own ID.  If it's mandatory, please let us know before and 
instruct us to finish them in person, or through a workshop. We might make mistakes due to not clear 
the purpose and the policy, which could be very negative to our careers. 
HR just announced an employee appeal process but no such process was in place when our units 
went through job analysis in 2011. 
HR compensation should communicate with the employee before sending out the notice of non-
reappointment. Thanks. 
How will this change effect current positions or phase out current positions? If the pay is higher for 
the AP position being converted will the current civil service position's salary also be upgraded? How 
does the person being converted into my position have an effect on me or my seniority? 
How this will impact salaries and benefits if it’s done? 
How many HR AP positions have been converted?  I assume the answer is none because my 
understanding is that HR has not done the conversion on itself yet. 
How can administrators and bureaucrats understand what a person does without any experience in 
the employee's position? Everything always boils down to dollars and dehumanization. 
How about an overview of the purpose of Job Analysis and why it's done? And the results. 
Honestly, it hits me in an emotional way.  I work entirely with faculty and APs, it would feel like a 
demotion for me to be made Civil Service.  I take incredible pride in being an academic professional. I 
work in research, which is a true academic endeavor.  I am also concerned about constraints on the 
freedoms I have to manage my own time/work flexible hours, and to do a wide range of tasks.  I'm 
fearful of being moved or replaced, something that doesn't make any sense to me.  I'm concerned 
about someone making a decision about my job who has no knowledge about what my position is. 
Have no idea what the program is so can make no judgments about it 
Have always been concerned that APs with very challenging research positions or other positions not 
be converted to civil service if there isn't a sufficient grade in civil service to accommodate them 
and/or if good, young people would be potentially bumped by more senior civil servants.  I've been 
told that issue was addressed but I'm just as much in the dark on that as I am on the conversion 
process. 
Had an employee experience this, there are good points and unfortunate concerns. I think I would like 
more information about conversions. 
Given the variety and complexity of most positions with which I'm familiar, the individuals performing 
the job analysis had grossly inadequate information on which to base a decision. Indeed, the process 
was/is based on a faulty premise -- that positions are interchangeable, as if everyone were packing 
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Q29: If you have any other concerns about the Job Analysis process or the process of converting AP 
positions to Civil Service positions, please describe them 
peas. I was informed that a more thorough process, one that might result in good decisions, was not 
possible because it would take too much time and effort. Decisions were therefore arbitrary. It did 
not help that employees asked to provide information about their positions were given little or no 
information about what information was relevant in the process. Although the decision was 
supposedly about the content of the position, each participant was asked what he/she did -- making it 
de facto about the person, not the position. In other words, from the beginning to the end, the 
process was ill-handled and based on faulty information, with predictably poor results. 
From my very limited understanding about this process I know that departments converted CS 
positions to AP and this group was developed to analyze if a position should in fact be CS or AP. What 
I don’t understand is why a lot of the CS position not require a degree? It seems that the positions 
deemed to be CS were converted back but they now require someone to have a degree. It seems like 
the issue was addressed not for the benefit of the potential CS candidates but only to be able to say 
that it was addressed. 
Frankly, I am not sure why converting AP positions to Civil Service is necessary.  Academic 
professionals are very different from Civil Service positions. 
For positions that are grant funded it is difficult to hire Civil Service since the pay might be more or 
less than then the grant can offer. Also, for grants that have a limited number of years hiring a Civil 
Service employee might be a challenge because how would that position be terminated once the 
grant is over. 
For Administrative position, I have not had or have seen the white male elderly treated fairly.  The Job 
Analysis has caused me a lot of anxiety in that being converted to job category that is generally 
described in nature effects my potential performance and my dignity.  The job analysis also will add 
additional administrative work in hiring, tracking, time-keeping, and supervision. 
First, This process took way too long to complete and individuals who should not have been 
interviewed, like staff who held research positions on a grant were interviewed. This 'job analysis' 
review was just another example of the waste within the system and the antiquity of the civil service 
system. UIC has an inordinate amount of staff residing in the civil service system and because of the 
never ending rules, it is difficult if not impossible and FOREVER to let someone go, if they are not 
working up-to the standard or more importantly have not updated their skills or learned new 
systems. 
Feels like the conversion is happening by individuals who know very little to nothing about the 
positions. 
Fair pay for experience. Large disparity between colleagues pay at the same expertise level. 
Extremely slow arduous process that is losing good people to competitive positions elsewhere 
Extremely concerned with a change in terms of employment from terms I agreed upon when I 
accepted a position at UIC 
Equal pay for equal work.  Step increases. 
Employees who were academic professionals were hired on a job description/position description 
specific to the job or task that they were to do for a project (grant funded).  Specific expertise, 
knowledge, etc. were required and they were vetted accordingly.  Once the position was reviewed for 
CS all of those factors of knowledge, experience, degree, etc. were wiped away.  Some of my positions 
under my grant no longer even require a high school degree!  That's insulting given the knowledge 
and expertise that I need on my grant in terms of their degree preparation, training in specific 
knowledge areas, etc.   All that was wiped out by the CS review.    I'm left with a position title and 
position description that it seems anyone off the street could fulfill.   This makes my project extremely 
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Q29: If you have any other concerns about the Job Analysis process or the process of converting AP 
positions to Civil Service positions, please describe them 
vulnerable and I'm actually looking for other potential entities to house my grant (outside UIC) in 
order to ensure that I will have the ability to recruit and hire qualified people into the positions that I 
need for my grant.   UIC has weakened its ability to allow PI's to recruit and hire qualified people into 
our positions.    Disgusting!  You have no clue what the damage you have done for some of us who 
have had long standing grants and projects bringing in significant $$'s to UIC.   That freedom to 
hire/recruit qualified people was the key, you've gutted that process. 
Employee dissatisfaction with this process will make my job more difficult. Currently, I rely on the 
assistance of an AP whose position is being converted. Said employee is very discouraged about the 
process--so much so that she is seeking alternative employment. The heart of my concern is that the 
extra efforts that she puts into her job will not be recognized in her new job classification, and thus is 
de-motivating. 
Don't understand the political and financial motivation for doing this job analysis. No doubt that it will 
not be helping employees. Likely millions of dollars spent for this process. Shameful! 
Don't know enough about it to comment 
Currently XXXX do not get any additional salary for working off-shift, weekends and holidays. XXXX are 
NOT the same and have very different responsibilities. 
CS position provide less flexibility and limit your earning potential, for instance if you want to move to 
the new position with the same title that pays more than your current salary you are not eligible for 
higher salary you would have to move with your current one 
Converting the vast majority of position to civil service represents the worst outcome possible for the 
university. The rationale for conversion is no more than the civil service system grabbing power. 
Rarely do I see a conversion work to the advantage of the university. Exceptions are inconsistently 
applied. 
Converting professional positions to Civil Service makes it EXTREMELY difficult to recruit and hire the 
best professionals in our field! 
Conversions to civil service for many positions renders the department non-competitive with other 
universities in the Chicago area and the state relative to filling positions. 
Conversion to Civil Service opens up positions to idiotic bumping processes. 
Concerns:  Salary is not in line with others who have similar positions  Job description does not 
adequately reflect what the employee is doing  The abusive use of the statement 'other duties as 
assigned' 
Concerns exist that key employees in whom I have invested considerable energy training, developing 
and mentoring based on my needs may be readily replaced without my control, effectively 
compromising my ability and the ability of my unit to complete work that is necessary and expected. 
Concerned that my current position should be a union position under XXXX 
Concerned about the communication about the Job Analysis process. I asked staff where I work if they 
knew what the job analysis project was about and the reply was no. I am unsure about it as well. Will 
civil staff be converted to academic staff and vice versa? Is this the main reason for the project? 
Concerned about inconsistencies 
Concerned about ability of academic units to control staff hires/replacements 
-Concern at the lack of formal communication at initiation and throughout the process regarding it, 
when they will start the process for each college, the stages, the delays etc.   -I am officially a visiting 
project coordinator but I have assumed another role in this college with another unit full time but 
they have not made me official in this new role because of the job analysis process. They thought it 
would happen sooner, but XXXX has faced a huge delay in movement on this project. There should be 
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Q29: If you have any other concerns about the Job Analysis process or the process of converting AP 
positions to Civil Service positions, please describe them 
formal communication to EVERYONE in the college about it. Not just those who are asked to do a job 
analysis. 
Civil service positions are not relevant in the research setting. The whole quality of research will 
degrade as it would be very hard to find appropriate candidate to sustain good quality of research, 
hence hard to apply for new grants and bring money to the University. 
Civil Service positions appear to have no advancement opportunities. If you have a higher salary, you 
can be stuck where you are. Another unit/dept. may not want the burden of that if bumping occurs. 
Also, the CS titles are terrible.  They do not reflect the responsibilities/duties performed by those in 
the position. 
Civil Service position descriptions are outdated for many positions, and often a Civil Service position 
description does not adequately represent today's requirements.  Trying to force some job 
descriptions into predetermined Civil Service classifications sometimes does not make much sense. 
Civil service is a dated program and does not work well in the real world.  Talented individuals are by-
passed because of the manner in which hires must be made.  Future budget costs will require hiring 
and retaining the best people, not the best people under civil service rules. 
Civil Service classified employees are more likely to be a part of a union, which should not be 
mandatory. The cost of union dues is great and I would not be able to afford to work at UIC if union 
dues were drawn out.    Many times a position is Civil Service in name, but is treated as AP. Therefore 
there is a loss in benefits and the employee still maintains longer hours for less pay. 
Civil service classifications have no nuance.  Positions - and people - are pigeon-holed.  This diminishes 
the position and the person.  The same CS position does not operate the same way across campus 
units.  This is a university, not the post office.  The process was abysmal. 
Bumping as to job security when going from AP to CS. 
Bumping 
Being placed in the wrong category and then losing seniority to get it corrected. 
Being in the union, have no say on the merit increase and does not help to perform well. 
Aside from administrative positions in strict administrative Departments or Offices at the university, 
most AP positions require specific knowledge of a topic or field of study, even when administrative 
tasks are included in the responsibilities. Often that knowledge is acquired by initial on the job 
training, an investment made by both the employee and supervisor with the intention of the 
employee remaining in the position for a substantial amount of time. University of Illinois is one of 
the top research universities in the country. The AP positions allow for the efficiency and success of 
the research; they are created to support and accommodate the unique funding, timelines and 
specialize topics of this research work. Converting AP positions to Civil Service position would prove 
to be disruptive, counterproductive and costly, when time and funding is always restricted, never 
enough. 
As usual the entire process is top-down, dictated to everybody who actually serves students by 
people who don't, and who in fact don't even remotely understand what education is about. Now 
that all the decisions have been made we get a meaningless survey. How many administrators have 
been hired to do this? 
As an employee whose position was eliminated to hire an AP, this is very disconcerting. Academic 
Professionals who work in the same classification since their hired date total years should be counted 
(i.e. AP 10 yrs. should be converted to CS 10 yrs.).  The AP salary should also be equivalent to, but not 
exceed CS current salary scale/grade for that classification (i.e. $45K AP salary converted to CS $45K 
or $25K AP salary converted to CS $25,100, per salary/grade scale). 
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Q29: If you have any other concerns about the Job Analysis process or the process of converting AP 
positions to Civil Service positions, please describe them 
As a supervisor, I found the process to be most concerned with converting a target number of pre-
existing AP positions to pre-determined CS positions to be in compliance with the state mandate and 
not an earnest effort to assess the needs of individual units and help them to identify and adopt job 
categories best suited to their missions, scope of work, budgets and funding sources. 
As a person on grant funding, I will probably not be affected by the conversion process, but there is 
one in our office who will be. It is for them I am 'moderately to very' concerned. 
As a manager, the civil service hiring process at UIC is extremely challenging and not flexible enough 
to truly find top candidates for the majority of skilled positions being converted.  The generic, out 
dated position assignments, and the corresponding required experience, often end up as a poor fit for 
the specific job functions of the previously classified AP position and, as a result, the candidate pools 
have been much weaker (IE: the top three score-getters based on arbitrary scores assigned by 
someone who has no idea of what you really need in the position).  In addition, in the competitive 
advanced skilled job market, many candidates with multiple offers would rather take a position at an 
organization that can move more quickly through the hiring process rather than wait around for up to 
four weeks for the civil service office to get the paper work all figured out and processed. 
As a manager having positions reviewed for AP vs. CS, the logic of the decision has not always been 
clear. 
As a female in a male-dominated industry, I felt targeted as the only person to be selected for the 
initial conversion interview several years ago. I am concerned about this going forward. 
As a current visiting teaching associate, my position is as a faculty member; however, I am largely an 
academic professional. In order to continue on as a member of the XXXX, my unit will have to find a 
position within the civil service descriptions, but then have to consider the possibility of another 
person (outside of the unit and outside of their control) get the position. Job positions and analysis 
should not be controlled by a union. 
Are you taking into account whether jobs are 'knowledge-based' versus 'skill-based'?    Are you taking 
into account the social/personality skills required for some positions?  For example, not all people 
who have clerical skills are able to work effectively in a XXXX department where they may need to be 
able to cope with XXXX. 
AP positions should have been Civil Service all along. They were paid at a higher rate then what the 
union scale was. I was forced to be union and pay my fair share. I have given UIC 22 years of service 
and 100% of myself every day that I am here.  I would like to know more about the AP conversion. 
AP positions are unique.  I find the AP employees I work with are well aware of the facts of holding an 
AP positions and accept those risks consciously.  AP positions are well suited to research/grant 
positions.  Changing them to civil service will affect bump rights to positions that are not grant funded 
or research related. 
Analysis was not accurate - final result of job description did not necessarily reflect the position.  It 
was as if things were mixed up. 
An explanation of what the job analysis process is may be helpful.... 
Although we were informed that was an appeal process, we were not given specific instructions on 
how to do the appeal, who reviews the appeal, timeline or other significant information.  We were 
also not given appropriate instructions on how to complete the PIQs. Many employees' jobs have 
evolved over their career at UIC and it was not clearly stated if we should reflect the original duties of 
the position or what our actual duties currently consist of. 
All positions need to be examined at least every 3 - 5 years.  The State of Illinois credentialing 
professionals are the lowest paid professionals in the Nation according to the National Association of 
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Q29: If you have any other concerns about the Job Analysis process or the process of converting AP 
positions to Civil Service positions, please describe them 
XXXX.  Two currently working employees started the XXXX and the University has not rewarded or 
recognized the hard work, dedication and efforts when even there were no administrators on board. 
All of them. 
After working at UIC as AP for 16 years, I have been converted for 14 months.  I hate it.  I feel like a 
'Second Class Citizen'.  I have experienced enormous financial stress because of the bi-weekly pay.    
This process was not thought out from the employee’s prospective.  In the future, the decision to 
apply for jobs as CS is too daunting based on the exam process.  Additionally, the decision to apply for 
jobs as an AP is too cumbersome for fear of losing seniority 
Academic & Civil Service employees should review in-person the findings from the UICHR 
Classification staff for better understanding of the classification difference. 
A number of questions in the tool seemed to be more suited for Civil Service manual type jobs  ('How 
many pounds can you lift ?') than professional positions. 
1. UIC hired HR campus level employees who have no experience in an academic/ medical 
center/research intensive environment.  UIC campus HR leadership have little understanding of daily 
activities that occur in units across East and West Campus from student life, academic advising and 
progression, to faculty appointments, scientific achievement and responsibilities to Academic 
Professionals support of academic programs.    2. In attempting to 'fix' the audit findings of 5 years 
ago, campus morale has plummeted across units.  The process by which employees are evaluated has 
been inconsistent from inception.  Results vary college to college and unit to unit.  3. UIC HR Campus 
leadership created categories with the support of SUCCS to encompass wide swaths of experience, 
skill set and duties - which include the 'Associate' suffix positions i.e. Business/ Administrative 
Associate, IT Associate, and HR Associate.  This is a prime example of the ineptitude of addressing an 
issue by creating inequities across the board and demoting hundreds of employees.  Under these new 
titles, employees are no longer recognized for rank and leadership such as Director, Associate 
Director, etc.   4. Employees, units, colleges are instructed by Campus HR to use 'vanity titles' when 
referring to staff for example Business Admin. Associate can call him/herself an Assistant Director of 
x,y,z.  Banner does not capture or recognize these vanity titles and neither do employers outside UIC. 
Putting vanity titles on resumes is tantamount to fraud.  5. Converting hundreds of Administrative 
employees to Civil Service ties the hands of the University - making it rigid in downsizing quickly or 
hiring up quickly due to constant shifts in financial, research funding, faculty recruitment and student 
enrollment.  6. UIC needs a change in Campus HR leadership who have experience and understanding 
in public academic/higher ed. institutions in order to make the many wrongs over the past 5 years 
somewhat right. 
1. My job analysis was completed by an HR representative who was not familiar with much of the job 
terminology and who confused my position with the person interviewed before me, resulting in an 
inaccurate and partly incomprehensible job description.  2. After my supervisor appealed, I was told 
the appeal was approved and my position would not be converted. This was three years ago just 
before my position was transferred to another unit. The job did not change, just the reporting line.  3. 
I recently received an email from my current unit director advising my position is slated to be 
converted but I have no further details at this point. I don't know whether a new job analysis or job 
description was created but if so, I wasn't consulted. 
1. If one wants to delete an answer in order not respond to a question, for the questions, in the 
opinion section, it is not possible to do so.  Therefore I have answered the extreme either not 
concerned or extremely fair - though this may not be my actual response if I wanted to give it.  2. This 
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Q29: If you have any other concerns about the Job Analysis process or the process of converting AP 
positions to Civil Service positions, please describe them 
survey has a very negative slant and if I could delete all my answers I would do so. I have no intention 
of submitting this survey 
1. I do not know what that process entails  2. HR does not disclose the fact that your benefits 
(Vacation days, sick days etc.) will be affected by you moving CS-CS or AP-CS. 
1) Why did we not get the choice on whether we wanted to be in a union?  2) A Professional Group 
Union was created for those who was converted from AP to Civil Service, why did the University did 
not take into account during bargaining for our salaries in our first contract the fact we took furlough 
days?  3) Within our first Professional Union contract, why were our salaries not commensurate to 
Professional with similar titles?  4) Why was our titles not assigned properly by our profession (we 
was put under this generic title of IT Technical Associate)? 
1) Job titles in the CS reclassification are a joke. There are people working in vastly different jobs who 
share the same title.  In a bumping scenario this is going to be a complete mess.  A huge effort seems 
to have been put --during the conversion process-- into pounding all manner of square, octagonal, 
and triangular pegs into round holes. 2) The way in which directors and managers were notified of 
conversions in advance of the notification, allowing them to issue t-contracts rather than be saddled 
with a 'permanent' CS employee is concerning 

 

Q31: From your perspective as a supervisor, what are your interests or concerns as they relate to 
the Job Analysis process and conversions of Academic Professional staff to Civil Service staff? 
You do not have enough selections for the last question.  I do supervise but not AP or Civil Service 
employees.  My duties include coordinating and directing the work of lower research staff, as well as 
assisting higher level staff with experimental protocols and operation of multiple specialized 
analytical instrumentation.  How can a senior AP person direct the work or train if they have no 
experience with the type of research work done in the lab.  They can't. 
Work will be negatively impacted since candidates may not be the best for certain jobs. 
With converting my position, in the event of a union strike, there will be no one left in the 
department to manage the daily duties.  The entire department will be unionized. The whole concept 
of bumping causes a major concern as this position in our department is unlike those outside the 
department with the BAA title.  The learning curve would be very overwhelming and leave the 
department with a huge gaping hole to fill. 
Will reduce flexibility, expose the position to 'bumping', force retention of staff for whom money form 
grants has expired. This conversion is extremely negative. 
Will bumping be back in again? Will there be less authority in each office? 
Will be limited in hiring qualified personnel. Have concerns about securing additional grants at UIC 
due to this entire process. Similar to the departure of many senior faculty members, this process can 
only hinder UIC's efforts to get top-level researchers. 
Will be highly problematic for basic scientific research and biomedical research positions 
Whose version of the job description will be used for evaluation? Mine, the employee or someone 
else? There is no transparency in this process. 
Who will review the performance of these individuals? And who reviews my performance? 
We need to be able to recruit and retain the best people. The overall should be focused on how the 
students and campus are best served. The process does not seem to be focused on quality. 
We lost some excellent staff because they resented being classified from an AP into the civil service 
system, whereby they could be bumped and replaced by someone with less knowledge. From an 
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Q31: From your perspective as a supervisor, what are your interests or concerns as they relate to 
the Job Analysis process and conversions of Academic Professional staff to Civil Service staff? 
administer standpoint, it is really inconceivable, that a highly competent staff associate (MS-
prepared) could be replaced by someone with lower or no higher education, but has 'more ranking 
and credit' since they have been in the system for a long period of time. 
We have lost a number of talented individuals as a result of conversion.  For many, the CS titles 
represented a step back for their resumes and work history.  In addition, the difficulties involved in 
recruiting and hiring talented individuals from out of the state again put UIC at a disadvantage. 
Wasn't informed.  I still have a supervisor, just supervise employees during lab work. 
Very concerned that we will lose good, multi-talented and responsible individuals who have excelled 
in getting complex responsibilities delivered under already tight budgets. We will be left with 
marginal performers who will do just enough to justify their continued employment since the roles 
are now so generic and loosely defined. There is no reason to stand out as spectacular. 
Unsure 
Unions and Union intervention in many policy situations 
Unable to maintain the unique qualifications required in our unit. 
Unable to hire the best person. 
Transition process was terrible - there were benefit / payroll errors for every employee. Some took 
months to resolve. 
Too much made out of it by certain groups on campus and a failure to understand that this action was 
not optional for UIC. 
Too many to list! 
This reclassification will make it much harder to maintain accountability. 
They are shoehorning too many jobs into the same titles, so it will be very difficult going forward to 
distinguish levels, which will not benefit anyone.  They are also inconsistent on how they are 
determining exemptions - sometimes using the organization size or reporting lines, rather than the 
job itself, which is inconsistent with the mandate of the project 
There was no thought put into career progression or whether or not a person wanted to be part of a 
union. 
There is undoubtedly worry on both sides: people bumping into AP or Civil Service jobs that might 
mean displacing people who are currently occupying those positions and what that could mean in 
terms of loss of job, demotion, etc. 
There is a concern of inequity in benefits between AP and CS.  Also, AP staff are seen as '24/7' staff 
while CS staff are seen as '9-5' staff. 
There did not seem to be consistency in how the decisions were made.  I had three managers in my 
unit that were academic professionals - all with the same job description and responsibilities - two 
were converted to Civil Service....one was not. 
There aren't enough positions currently available under the civil service title to accurately reflect the 
jobs being performed in our department. 
There are three. The first is that the process is non-transparent and apparently completely at the 
whim of HR. There is no logical justification or rationale for reassignments. The second is that the 
classification system they are trying to impose on information technology jobs does not account for, 
in any way, the different needs of the colleges and units outside of ACCC. The whole process has been 
driven by ACCC's needs and interests. Finally, I do not understand why this isn't being done down at 
UIUC. I repeatedly see job advertisements and see jobs filled that are classified as CS up here but 
continue to be AP down there. Not only is this unfair, it is discriminatory. 
There are no conversions to be done 
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Q31: From your perspective as a supervisor, what are your interests or concerns as they relate to 
the Job Analysis process and conversions of Academic Professional staff to Civil Service staff? 
There are many but I don't have the time right now to outline them.  Can I email these concerns to 
someone?  Thanks! 
There are issues with laying off Civil Service staff at the end of a soft funded project (bumping, etc.) 
which are not a factor with AP staff 
The uncertainty around this process is stressful to staff members. 
The risk of losing my competent staff. 
The review process of the job descriptions by HR.  I don't think it was fair to have one person from HR 
making a determination of position conversion solely based upon the PIQ sent by the employee.   I 
know positions across this campus for employees doing the same functions who were not converted 
to CS, but staff in my unit were.  Was it based upon your college fighting for you?  If so, I don't think 
my college did a good job of it. 
The randomness of this process. 
The process went smoothly. One of five who were converted was clearly put in a classification that 
had nothing to do with her duties. We appealed and her classification was changed to one which did 
reflect her duties. 
The process was not transparent.  Many staff were concerned or scared by the conversion.  There are 
significant concerns with regards to bumping, how seniority is converted, and payment of union dues.  
Some long-term staff who had received promotions were upset because they were converted back to 
entry level titles with newer staff.  We were seeing staff with a wide range of positions being 
converted to the same title.  We also had problems creating and implementing specialty factors on 
our titles, which severely delayed hiring.  At one point, it took nearly 18 months to fill vacant 
positions. 
The process is fair and explained so all parties understand. 
The process is abysmal.  After all of this job analysis, all IT staff were classified as a manager 
coordinator if you managed staff or IT tech Associate.  The process could have been done in 5 
minutes.  It took a lot of time discussing with staff and being the peacemaker so that work could be 
accomplished.  The amount of lost staff time because of this process is not measurable.  The 
conversion process put the burden on the employee to make sure their benefits and everything else 
was correct. There were problems with Transit Vouchers, Compensable sick etc.  The University 
should have done everything for the employee.  This has a long term impact on morale and how 
employees think about this institution. 
The process has been stressful and demoralizing for all of the APs who report to me. There are zero 
benefits to my employees, to me, my college, or UIC. 
The process and subsequent outcomes were impacted by delays and changes along the way.  The 
process, especially over the past year, was accelerated and shortcuts were taken that were not 
initially explained.  It appears that, because the Job Analysis Unit was approaching a funding deadline 
they begin to speed things along.  Also, I am concerned that during the same period of time, in certain 
units, job titles were changed to titles that became exempt from the analysis process.  I don't quite 
understand how that can happen. 
The positions I supervise were also AP positions that were converted.  We have found it extremely 
difficult to find qualified candidates to fill Civil Service vacancies. 
The limited number of applicants that we would have to choose from for hiring a new staff member 
combined with the fact that any new hire we do pick would be low man on the totem pole for 
bumping.  The disciplinary process in a position that may be working with sensitive information. 
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Q31: From your perspective as a supervisor, what are your interests or concerns as they relate to 
the Job Analysis process and conversions of Academic Professional staff to Civil Service staff? 
The largest concerns are related to us being funded mainly by grants. The changes are not taking into 
consideration that type of funding and even for clerical or IT positions, it is not the same across all 
units. So bumping with civil service conversions. 
The lack of merit-based promotion makes it difficult to incentivize employees 
The Job Analysis process for new positions takes a very long time to complete, resulting in hiring 
delays and reduced productivity.  The prevalence of converting professional positions requiring 
advanced degrees to outdated civil service positions impairs recruitment and retainment efforts, and 
diminishes the ability of the manager to develop smaller, more flexible, and more efficient teams.  
This presents a roadblock when attempting to respond to an earlier Chancellor's Overarching Goal to 
'Innovate within to build greater efficiencies'. 
The issue of soft funds vs hard funds is of concern.  A lot of employees are currently working on 
grants. 
The inconsistency and challenge of understanding the Civil Service system when developing job 
positions and recruiting has been very frustrating. The actual hiring process within the Civil Service 
system has been frustrating.   - Ability to communicate with candidates for a position when 
conducting a search within a unit.   - The lack of autonomy in the hiring process.   - How specialty 
factors work.   - The limitations of not being able to recruit on a national basis. 
The hiring process for Civil Service positions is extremely frustrating on many levels.  We are hindered 
by this process and the rules/policies of the Civil Service system, as we are not able to recruit and hire 
the best professionals in our field. 
The fact that they will no longer do tasks that are not specifically defined in their job descriptions.  
And, that overtime payment may be called for which was not in as an AP position. 
The fact that qualified, degreed, professional staff are being pigeonholed into a system of unqualified 
and un-degreed staff.  And when a qualified, degreed, professional staff member leaves there is an 
unqualified staff member pool that must replace that person. 
The culture at UIC does not promote a positive viewpoint of civil service employees - even the 
language of most HR policies refer to civil service employees as support staff.  Not recognizing the 
managerial responsibilities of staff converted into civil service positions.    The entire process felt like 
we were shoe-horning staff into positions that didn't match current job responsibilities, skills and 
training/educational requirements    Recruitment of employees is limited to the state of illinois - 
The CS process is very cumbersome, the hiring and firing is very tedious.  Often times candidates that 
are 'qualified' do not really have the necessary skills for the unique processes that occur in this 
Department. 
The core mission of the university is not served by removing Academic Professionals 
The conversion was completed for the position that reported to me a few years ago, so I don't 
remember many. Supervising a CS employee when I am AP is at times more complicated b/c I'm not 
familiar with some of the specific processes & policies that are for CS only. 
The conversion turns a nuanced Professional position into a fixed, rigid civil service position with 
inherent conflicts that makes providing the highest level of patient care more difficult. It has made it 
extremely difficult to maintain a high quality XXXX department. It is a competitive disadvantage 
compared to our healthcare competition. 
The conversion should be fair and equal to everyone. 
The Civil Service process gives staff more protection, but does not compensate them equally.  
Therefore, more work, less pay. 
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Q31: From your perspective as a supervisor, what are your interests or concerns as they relate to 
the Job Analysis process and conversions of Academic Professional staff to Civil Service staff? 
The civil service hiring process is lengthy and cumbersome.  I have hired numerous people under both 
systems and ALWAYS found better people for AP jobs than CS jobs (possibly because the AP jobs paid 
more).  I know there are plans to correct the problem with only getting to interview the 3 highest 
scoring applicants - this restriction is one of the biggest barriers to filling jobs.  CS staff raises are 
significantly lower than AP staff raises and in general, they tend to start at lower pay.    I am also 
concerned about putting grant funded staff into civil service jobs since laying them off is so difficult.  
The new CS grant funded demonstration project is awesome at addressing this concern.  It seems silly 
to write a NEW job description instead of using the CS class specs as the job description - why can't 
we just tweak it for the job we are filling?   XXXX staff complete job audits last October - we received 
draft job descriptions in Feb and have heard nothing since.  The job analysis process is taking too long 
and raising anxiety levels especially as positions become vacant.  You have no idea if you will be 
posting a vacant position as AP or CS. 
The civil service hiring process is fragmented, confusing, and difficult.  Removing problem employees 
is also more difficult.  Rewarding good employees is more difficult.  The system seems to assume that 
all people perform jobs equally. 
The biggest concern would be that salary and benefits would not be negatively impacted. 
The ability to hire well qualified candidates for roles that we understand, but that someone who has 
no relation to our office has fit into a box that often doesn't fit. They often seem to shove square pegs 
in round holes. 
The ability to hire is hampered significantly because if there is not the flexibility to hire the way that is 
needed for many positions. I have hired new graduates who have been extremely successful in their 
AP positions. Under Civil Service, they would not even be considered. 
That we will not be able to hire the most qualified people in the future. 
That this is an exercise to strengthen a union rather than improve UIC. 
That the title be appropriate and that the employee get all their seniority. That my employee can't be 
bumped by someone who doesn't have the specific professional qualifications needed to work in this 
office. 
That the positions that are high level and professional in nature be kept as APs and compensated 
appropriately and have job security to provide stability for the employee and the organization. 
Employees should be given a say before conversions happen and be able to have a face to face 
interview which mine did not. Now we have to fight back and hope inappropriate conversions do not 
occur to job classifications that do not fit some professional staff. 
That the civil service title and job description, compensation and benefits be an accurate and just 
reflection of the job that the employee will be performing. 
That staff receive appropriate compensation and titles that reflect their value to the university; that 
staff receive training in any changes to benefits and reporting as a result of the conversion 
That staff are able to contribute to UIC in the best way possible 
That no one in Human Resources has discussed this conversion process in detail an there has not 
been any recent communication from HR about the process. 
That my supervisee and others like her, who are XXXX clearly working in a professional capacity would 
be unfairly classified to civil service. Her graduation from XXXX school is the only qualification 
necessary for the position. 
That jobs that really should remain AP are being forced into civil service  positions  for unclear  
reasons 



APAC Job Analysis Survey (SRL #1175) 
Open-Ended Question Responses 

51 
 

Q31: From your perspective as a supervisor, what are your interests or concerns as they relate to 
the Job Analysis process and conversions of Academic Professional staff to Civil Service staff? 
That I be able to recruit, interview, and hire the best qualified candidates that are a good fit for our 
research environment 
That employees be treated fairly. 
Technicians in my laboratory require a specific skill set and once trained it is not productive to have to 
lose that person to employ someone else from the university who may have more years of service.  As 
the PI, I am responsible to NIH for the conduct of research under my grants and should be allowed to 
choose the individuals who will work in my laboratory and to dismiss an individual if they are not 
capable of doing their job as needed. 
Supervisors are the first to be eliminated after analysis but then their positions get reinstated later 
when the institution realizes their worth. 
Staffing with any BODY would help. 
Staff morale if they are converted 
Staff are offended by their new titles and concerns about being bumped from their positions. 
Some will leave the University if their position is converted.  Many see Civil Service designation as 
being 'negative' toward growth potential or on their resumes. 
Some of the decisions make little sense to me from the perspective of the person that raises the 
money to pay our staff.  I also feel that for the professional staff who feel the change is not helpful to 
their career this contributes to work stress and dissatisfaction. 
Some of my concerns again relate to the lack of flexibility in staffing with civil service staff. In addition, 
I do not think that the civil service system allows employees to grow into new positions by learning 
new skills and thereby transition to a new, more complex career. 
Seniority and bumping rights 
See prior written comment. 
See previous paragraph. 
See previous comments. 
See previous comment. 
see previous comment 
See previous answer. 
See my previous comment. 
See my personal concerns.  They are the same for all employees:    This is a terrible, ill-thought out 
process.  No one of authority has bothered to truly explain the process to us when we reach out and 
they have ignored our emails to do so.  It is further foolish to disregard our total years of service to 
the university in favor of merely our years at our current positions.  We are told we must pay union 
dues, but yet there is no explanation of what the union does for us.  You are taking qualified people 
with high levels of experience and saying they can be replaced by people who aren't qualified to work 
in the parking lot.  You've made us all feel that our years of service to the state and the university 
mean nothing, and you make us all want to leave. 
See above. 
Same as in previous comment page 
Retention of staff, moral, productivity 
Retention 
Regarding the previous question: I supervise MA graduate students, who are neither AP nor civil 
service. 
Recruiting, Retention and salary 
Qualifications 
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Q31: From your perspective as a supervisor, what are your interests or concerns as they relate to 
the Job Analysis process and conversions of Academic Professional staff to Civil Service staff? 
Protecting my employee.  I want the process to honestly review and decide on the best interest of my 
employee. 
Promotions and salary growth, professional growth and motivation. 
Promotional lines, and bumping 
Process was very disruptive to staff and created a lot of anxiety and lost productivity.  One of the 
worst parts was that the process was very protracted so it created a lot of anxiety over a long period 
of time.  Though staff have been told that the conversions are not a demotion, many do not believe 
this and are still upset about it. 
Possible conversion is a critical threat to our competitiveness as an institution to recruit and retain 
best people.  Grant funding will also become impossible for these positions. 
Please see previous concerns expressed. 
Please see previous comment. 
Please see my earlier comments.  Also, my concerns are with the Civil Service hiring process.  Not 
being allowed to review applications, and only getting to interview the top three (as deemed by 
someone else) does not allow full choice.  The hiring process is also very slow, so there is no ability for 
overlap with the current employee. This impedes the work of the unit, and should be revised. 
Perceived demotion by demoralized employees. 
People need to feel as though they are being heard, and need to see their duties match specifically 
when being processed from AP to CS. Without making those ties visible, people will feel as though 
they are being forced into a job title that doesn't fully encompass their daily duties, tasks, vision. 
Overall, it seems clear that the University, for many years, failed to recognize that certain positions 
should be civil service--but it seems that now the University is going overboard and naming too many 
positions as 'standard' civil service positions which don't take into account the unique job duties and 
skill requirements of many complex positions. Thus, my concern is that if one of the positions 
reporting to me is converted to civil service, I will not have great enough flexibility in replacing anyone 
who leaves. 
Once converted, will my new position still allow for supervising? Will I be at the same level as those I 
supervise now? 
Now that I have been thru the conversion process with some staff, I really don't see it as a bad thing 
Nothing will change no matter what anyone writes here. 
Not knowing how converting visiting academic positions will work. 
Not knowing enough about it 
Not concerned as most employees I supervise are students 
Not all persons are equipped to do specific clinical research.  Civil service will throw all under the 
same title and clinical research is study specific, not title specific. 
None.  Once the employee has dealt with the 'emotional' aspects of change and the time keeping, 
there does not seem to be much problem. 
None 
None 
None at the moment. 
None 
None 
None 
None 
None 
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Q31: From your perspective as a supervisor, what are your interests or concerns as they relate to 
the Job Analysis process and conversions of Academic Professional staff to Civil Service staff? 
NA 
N/A as I don't supervise AP.  My concern is the archaic way that Civil Service staff must be promoted 
by opening a position, and then having to have the promotion candidate have to fight it out with 
anyone else that wants the 'promotion' job.  This is so not the case in private industry, and a 
reasonable person would and should feel offended that in this horrible system they have to follow 
this process. 
My staff members were converted from AP to civil service. Although we were assured they would not 
lose salary, it appears that they have. 
My staff are concerned about promotional lines, merit increases, and bumping.  The civil service titles 
imply a uniformity of job classifications but positions are so tailored and specific to the department 
that it will be impossible to find 'like for like' should bumping occur. Also, the office moral impact 
would be tremendous as some people work harder with the goals of promotions or increases as 
rewards.  The new system would take that away.  Lastly, the new titles are so generic that it would be 
really hard to gauge a person's role or rank in the office structure.  For example, 
Business/Administrative Associate has a broad scope and is not very descriptive. 
My staff are all Civil Service; they are unaware of the process. 
My situation is unique because I was separated from the university when the process took place.  I 
left an AP job and returned as a civil service/non-union.  My seniority from the AP job was not 
applicable.  The university needs to give everyone the same sick leave benefit regardless of whether 
they are civil service or AP.  Also non-union civil service should not have their income increase at a 
slower rate than union civil service.  The university should stop calling the tiny increases merit 
increases--it's a cost of living increase and we should all get it. 
My response to the previous question captures my current feelings about this conversion process.    
My other concern is that I based my salaries on a 40 hour work week and now I have employees who 
can legally walk out of my office after 37.5 hours yet I have no right/ability to adjust their salaries 
accordingly.   My employees effectively just got a raise if you look at it in terms of the 'effort' that 
they are required to put into the position due to the classification.  I now have to figure out how to 
effectively, efficiently continue to provide 40 hours of community contact each week through my 
mandated grant programs/activities with staff who only have to work 37.5 hours.   I am going to have 
to stagger staff and be 'short staffed' at times which will impact my ability to meet the productivity 
and quality requirements that I'm measured against.  I can no longer hold the 2 staff per hour on our 
customer service line that I'm required to do by my funder as I have no extra $'s to hire and given the 
lousy titles/qualifications that the reclassification granted my positions I'm not likely to be able to hire 
qualified persons anyway.  They won't be attracted to the position due to the very minimal 
requirements that it now holds. 
My position is temporary and I will revert to my previous position within the next 3 months.  My 
concern is that staff remain committed to their positions 
My new department has already been assessed.  They both were converted.  I think civil service roles 
limit the potential of professional growth of employees.  I know it's all about politics and fairness, but 
the mentality of some civil service staff is 'I only do what my job description states and nothing else' 
or they have a 'that's not my job' attitude.  I would prefer an employee who goes beyond their basic 
duties in order to grow as a professional. 
My main concern is the hiring process. I believe HR should ensure we are being fair through some 
level of oversight, but it is critical for those who hire to be able to see all of their pool and to make 
selections according to their own criteria. 
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Q31: From your perspective as a supervisor, what are your interests or concerns as they relate to 
the Job Analysis process and conversions of Academic Professional staff to Civil Service staff? 
My main concern is the bumping process that applies to civil service staff. 
My employee was already civil service 
My concerns are the degree requirements. The ability of senior personnel being able to 'bump' lesser 
seniority in the civil service classifications. 
My concerns are being able to communicate details regarding the conversion process and the ability 
to hire/fire and promote employees. 
My concerns are about the soft funding from grants that funds 2 of the individuals that I supervise. If 
this were to not be renewed, there would not be any further funding for their positions. I also worry 
that for other people that I supervise that if they were converted to civil service, their salary and/or 
benefits would change. 
My concern revolves around not having the ability to go from a civil service position to an academic 
position without it being posted first. 
My concern is that my employees have an understanding of the process and how to weigh out the 
good and the bad on a personal level.  As far as my department goes, my concerns would be job 
descriptions and responsibilities changes and re-assignments. 
My concern is mainly about the recruitment, search, and hire processes employed for Civil Service 
positions that require candidates to already be Illinois residents to apply.  When I had Assistant 
Director positions, before they were converted to Program Coordinator position, I was able to recruit 
high prepared candidates through the use of a national search.  That has changed and limited the 
pool of candidates that I can consider. 
My big concern is the titles people were converted into.  For example, people who perform important 
jobs (Assistant to the Dean) and they were converted to an Administrative Assistant.  I look forward to 
trying to find someone suitable when one of these individuals leave!! 
Mostly concerned about loss of flexibility with regards to hiring/firing decisions and very worried 
about bumping of employees by civil servants from other units. 
Most of the category comparisons aren't valid, are too broad, or fail to capture the initiative and 
independence that is required in a job posting. None of the jobs I supervise are 'assembly line' jobs 
that can be taken over by just anyone with certain qualifications. For example, writing grants. One 
wants to hire not just someone who can write, but who can write coherently and convincingly on a 
given subject. So talent is hard to specify in a job description. 
More difficult, more time consuming, limited candidates in the search process.  Registers filled with 
people that we usually would not hire for our positions.  Also it is much harder and more time 
consuming to let employee go. 
More difficult to remove an underperforming individual as a Civil Servant vs an Academic 
Professional. 
Moral, promotion, advancement opportunities. 
Monitoring and time-keeping. 
Many who accept AP jobs are looking for on the job education and training in a specific field or topic 
area, either for acceptance into graduate programs or career advancement. AP positions allow for this 
type of continued education because of the stability of the position, as opposed to Civil Service 
positions where an employee can be transferred to another school or department that is unrelated to 
their career aspirations. 
Mandated salary increases not supported by contracts. 
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Q31: From your perspective as a supervisor, what are your interests or concerns as they relate to 
the Job Analysis process and conversions of Academic Professional staff to Civil Service staff? 
Main concern is with civil service positions that are paid from a grant. Conversion from academic to 
civil service negatively impacts only the sick time benefit, and this change is for the better because 
Academics get more than double the sick time that civil service employees get. 
Low employee morale is biggest issue followed by potential bumping situation.  The # of hours 
counseling employees on the process and their options (when I was not provided with accurate 
information or support for higher ups) has been extremely high. 
Loss of status, forcing someone into a represented position when they don't want to be in a union, 
stricter rules about hiring and job qualifications 
Loss of seniority 
Loss in salary to employees 
Losing good people who do not want to stay if their AP position is converted to Civil Service.  Hiring 
difficulties within the Civil Service system - particularly the dramatically increased delays in the 
process, the loss of flexibility, and the reduced ability to broaden or examine the pool of applicants.  
The potential for significant negative consequences due to the bumping system of civil service.  The 
lack of approved AP staff options for a broader pool of jobs that are grant/soft-money funded. 
Less notification time if switched from AP to Civil Service, if an appointment not renewed. 
Lack of relevant skills for research and other extramurally funded projects. Fear that this also will 
continue to limit or promote less departmental investment in qualified staff as well as faculty. 
Lack of flexibility in hiring and firing 
Lack of flexibility. Some APs being converted to Civil Service should stay as AP Job descriptions seem 
arbitrary. Given the current system, it is hard to find the right employee to fill vacancies 
Lack of clarity for the reasons why some staff are exempt and others non-exempt. The reduction in 
leave benefits. How to deal with staff going from a 40 hour week to a 37.5 hour week. The impact of a 
seniority-based system in what had been a performance-based environment. The same people 
holding the same titles in the same unit but who have different skill sets, jobs and experience levels -- 
especially in a bumping or position elimination scenario. 
It's impact on research and hiring qualified staff. 
It's confusing and has not been explained well to me and therefore I'm unable to explain it to others. 
It's a distraction. There is too much time and energy spent on this process. 
It should be converted because, as an Academic Professional we can be let go at any time with a 
letter of non-renewal for the following year. 
It is scary to have civil service employees in positions where funding is uncertain (e.g., grants, Illinois 
budget cuts, etc.) 
It is my understanding that one of the primary goals of the CS conversions was to make 
titles/roles/responsibilities more consistent across colleges/departments.  My concern is that this is 
not happening. 
It is increasingly difficult to hire employees on the campus; it is extremely time consuming to hire Civil 
Service employees.  Many of the positions converting to Civil Service become union positions.  
Engaging Civil Service/union employees in progressive discipline is a slow arduous process that favors 
the employee not the institution that employees them. 
It has reduced my flexibility to hire and fire individuals. I am unable to reward individuals in CS 
positions vs. AP positions. We are losing career scientists and engineers because they don't wish to 
have CS positions. 
It has made hiring and removing staff nearly impossible. Our hiring pool had people who had no 
relative experience near the top of the list because someone who didn't understand our job chose the 
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Q31: From your perspective as a supervisor, what are your interests or concerns as they relate to 
the Job Analysis process and conversions of Academic Professional staff to Civil Service staff? 
group we were to interview from. (i.e., those with cashier experience at Student Center were on the 
list for an admission counselor, etc.) 
It can be confusing 
Insuring that qualified people will fill positions. 
Informing staff what to expect.   Knowing what my position should expect 
Inequality of salary if it is based solely on number of years with the organization. 
Individuals are concerned about job security as a result of the Job Analysis process.  Questions are:  
Where does my career go after this process?  Have I dead ended?   What are my career 
opportunities?  Have I lost financial opportunities? 
In our unit the analysis results were announced to me for my staff. They are all remaining AP. I know 
in other units this is not the case. Those other units are very unhappy and want to know why we are 
different. I worry that this will impact cross unit cooperation and interaction. As a manager/director 
my position decision is still undetermined. I have no timeline for the determination to be finalized. 
In my prior position before my faculty position I was 100% AP. I still supervise a NUMBER of APs 
because they all work on my grants and I'm very concerned about their positions being converted, my 
losing flexibility in hiring based on the scientific needs of my project, not being able to recruit the best 
qualified people for my grants, etc. 
I'm most concerned that a non-academic professional won't have the necessary educational 
background and expertise to train instructors in our methodology, create materials based on student 
needs and course expectations and goals. 
I'm extremely concerned regarding the following issues: ensuring exemption from probation period 
after civil service switch, and equitable salary placement for academic professionals to Civil Service 
positions, and ensuring salary compression issues are addressed during job analysis process. Overall, 
making sure there is an effective process for employees to be treated right and fairly. For example, 
employee's total years are counted in Civil Service switch by University Title not department titles or 
modified job descriptions. Since some departments may not have effective management, job 
descriptions were not well communicated to employees over time. Thus, the official title may not 
have changed to reflect ongoing job duties and tasks for employee. 
I’m concerned about the parity of Civil Service staff and Academic staff because my immediate area 
concerns both types of employees. Employee unrest may become an issue. 
If they will have the same opportunities, benefits and earnings. 
If I were supervising APs, I would be concerned that the university is going back on their initial 
agreement with this employee by changing their job category. Also I would be VERY concerned about 
bumping, which is a terrible, terrible practice, which I've had to live through twice as a supervisor of 
Civil Servants. The intent of bumping is noble (job protection) but its practice of shuffling employees 
across jobs makes them feel like pawns on a board, and it's very disruptive of the UIC work. 
If AP's are converted to CS with a pay cut or less benefits, they may resign. 
I, and everyone that I supervise (all one person) are solidly Civil Service and I don't see them being 
converted to Academic Professional staff because despite the vital work we do, it's considered 
administrative scut work, and therefore not important. 
I worry about how the conversion process will demoralize AP staff. The University can try to justify 
the Civil Service all it wants, but at the end of the day those who are being converted feel like they are 
being demoted. I also have concerns about the limits the Civil Service will place on hiring options and 
procedures. Filling AP positions in the XXXX sometimes require a national search. From what I 
understand, this will no longer be possible once a position is converted to the Civil Service. 



APAC Job Analysis Survey (SRL #1175) 
Open-Ended Question Responses 

57 
 

Q31: From your perspective as a supervisor, what are your interests or concerns as they relate to 
the Job Analysis process and conversions of Academic Professional staff to Civil Service staff? 
I won't have any of these conversions.  N/A 
I want to make sure the process is transparent and want to ensure that there is consistency in the 
process. 
I want to make sure my staff are treated fairly 
I think the attitudes of people I supervisor will change as a matter fact they have changed just 
because they know I have been converted.  Most Civil Services positions were developed to function 
as support services.  AP's were developed to create, develop, implement and provide leadership.  I 
was told in my college that I was being converted, but my responsibilities will be the same. That is 
impossible. 
I think that this is fair. There are very few positions of any type that absolutely require an individual to 
be an AP. 
I think it is fair that some of the AP positions would be re-categorized as Civil Service. 
I supervise graduate student workers. The categories of civil service were created under a past 
historical context. It serves its purpose as a job track where the emphasis is experience and building 
of seniority. Research is not a track job. Research is a combination of intellectual contribution and 
experience... experience which is not necessarily temporal (as in years of service). 
I supervise grad student researchers.  I would just like any incoming staff (AP or otherwise) to know 
that once they join UIC, they will have the flexibility to continue learning on the job - meaning they'd 
have access to a variety of tasks and opportunities - and expand their career. 
I only supervise student workers.  Wish I had a full time person. 
I lost three employees who chose to leave UIC rather than be converted to CS.  I have never been able 
to fill those positions with qualified individuals under the CS procedures.    My remaining employees 
were changed from 40-hour weeks to 37.5-hour weeks, but their total annual pay stayed the same (so 
their hourly pay increased).  This resulted in a net decrease in productivity in my office, but at the 
same cost. 
I help supervise research assistants at our off site location that were hired through our subcontract. 
Again, not anyone can do data collection with specific populations like the LGBTs and expect to know 
even how to refer to them based on their preferred pronouns. 
I have very little concern about the job analysis and conversion process.  I believe many people have 
problems with the process because for years they have been engaged in practices that subvert the 
civil service policy and procedures. So, the uproar on campus is less about the job analysis and 
conversion process and more related to the fact that people in supervisory roles want to hire 
preferred candidates rather than have an open hiring process. Thus, my interest is in having a more 
fair and equitable hiring process.  If conversion to civil service enables that I'm very supportive of the 
job analysis. 
I have the same concerns that I have for myself. 
I have not been told or do not have any information about this process.  The most information I have 
is from the latest email. 
I have found the whole conversion and subsequent decisions to be nightmarish. 
I have concerns about incoming people who may fill formerly AP, now civil service positions and their 
qualifications. I do not think that just because someone has seniority, they will be able to attend to 
the nuances of these jobs that require a large amount of clinical knowledge and practice-specific 
assessment skills. 
I have concern for the employees who might be converted in that they are anxious about the process 
and their possible loss of benefits and seniority. 
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Q31: From your perspective as a supervisor, what are your interests or concerns as they relate to 
the Job Analysis process and conversions of Academic Professional staff to Civil Service staff? 
I have 2 accounting associates reporting to me.  Very demoralizing that the class they wanted to 
convert me to was below their grade.  More than likely I will leave the University if the appeal doesn’t 
work. 
I had none. 
I feel that the Job Analysis process is misunderstood overall 
I feel as though this causes stress in the work environment.  One of the persons I supervise has two 
years less seniority than I. This process is NOT transparent and should not happen with certain 
positions with certain circumstances. 
I don't have any concerns.  HR has been very helpful in lessening the impact on both AP employees 
and Civil Service employees. 
I don't feel comfortable that this is an anonymous survey so I do not wish to share my opinions 
I do not know what the Job Analysis project is. 
I do not know enough about the process to answer the question 
I do not have any major concern. I trust that the conversions will not make any major difference for 
the employee serving the grants. 
I do not have any concerns. 
I do not have any concerns since I do not have any academic professionals in my department at this 
time. 
I consider Academic Professionals as Professionals and expect to put in hours & work commitment to 
get a job done.  When working in the XXXX with physicians working around the clock, this could be 
6am, 7pm, occasional weekend meetings or working from home when supposed to be off.  Civil 
Service staff tend to have 9-5 mentality and seem less flexible or have feeling 'will do it or get to it 
tomorrow'. I have many grants and need staff assigned for the grant period and not to be bumped off 
the project.  Bumping potential is a huge concern - although it is stated a title should be able to move 
to another department - it is truly not the case.  Each position is tailored and requires specific 
training.  Turnover costs in the system of bumping is a huge concern as well as quality of potential 
candidate.  Hiring practices should allow you to choose your staff based on fit with department.  
Bumping makes no sense in today’s job market. 
I am very concerned about the prospect of supervising a split office staff with both AP and CS 
employees.  Despite the fact that I will supervise exempt CS employees, the differing work hours, 
rules, and annual increases have the potential to create inequities.  The converted CS staff are likely 
to be somewhat demoralized and dissatisfied with their new titles.  I do not consider the use of 
courtesy titles to be an appropriate practice to mollify employees. 
I am very concerned about job security of my current employees and some of their benefits.  I am also 
concerned about the possible impact of this conversion on my research program. 
I am uninformed about this whole process 
I am sorry, but I really don't see why this conversion is even necessary at all. 
I am not well informed about the Job Analysis to make suggestions at the moment. 
I am in XXXX, and UA staff are not subject to Job Analysis despite being on the Chicago campus.  If UA 
doesn't have to do it, why does Chicago? 
I am extremely concerned with bumping, although I know it doesn't happen often. I am concerned 
with the differences in what happens in my budget if my employee moves to another unit and I have 
to pay the difference in salary in perpetuity. I am concerned that the rules and regulations are very 
different for hiring and termination. I am concerned about the restriction of hiring to Illinois residents. 
The positions I would hire for need to be national searches. 
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Q31: From your perspective as a supervisor, what are your interests or concerns as they relate to 
the Job Analysis process and conversions of Academic Professional staff to Civil Service staff? 
I am concerned the APs converted to CS staff may look for a job elsewhere and UIC will lose valuable 
staff. 
I am concerned about the ability to recruit and retain highly qualified and diverse employees. I am 
also concerned about the de-professionalization of certain positions on our campus.  There does not 
seem to be an equitable standard for how positions are valued by HR in the job analysis process. 
I am concerned about losing talent due to bumping. 
I am appreciative of the Job Analysis process. I am concerned that there are still loopholes that 
continue to be created that allow some AP positions to be exempt from the conversion with job 
descriptions that are not factual as actual duties. How can the system really address this broad use of 
inaccurate information?  Who accurately oversees the information given?   When a unit says that a 
position is doing certain duties a good way to ascertain the validity of what is provided is to ask 
questions like; Who does the clerical function in that area?  Who handles the administrative 
functions?  How much of a percentage is the position doing an AP function? Some position are 
exempt if they put in a 20 min duty that exempts them that could have gone to an existing AP 
position. This job would have clearly been an upper CS classified position. Every area has a need for 
Administrative and clerical support but wording is important to get around the system.  This is a 
concern. 
I already answered this in the concerns question, but I am concerned about what the hiring process 
would look like if the position I supervise becomes a Civil Service position. I don't want to be limited in 
the hiring process because of the new classification. 
I addressed a number of these in a previous response. 
How will this affect the quality, integrity and continuity of the work? What will happen to the staff (all 
of the staff)? Will this mean that the lab will end up shutting down because the staff’s documentation 
of training and experience for the procedures and techniques utilized that the quality and integrity of 
the work required will no longer be met as required by federal law? 
How will this affect the people that work for me? 
How jobs get classified in one group vs the other. 
Hiring someone on a contract that has to be civil service.  When contract ends, funding stops but still 
have to pay the employee.  Change in benefits (vacation time could be cut in half). 
Hiring process, disciplinary process, compensation 
Hiring and firing 
High potential for staff turnover, time for retraining, staff uncertainty and angst, loss of great staff 
who are critical to my research projects 
Grant management and coordination requires special skills, work attitudes, and a series of training 
and education.  Given the recent challenging funding environment, we need to have one person take 
care of both specialized tasks and clerical/administrative work in an extremely limited budget 
constraint. And that one person can determine if the project can be completed successfully or not.  A 
little more flexibility in the job description is needed 
Given some of my employees’ titles, they could be converted to civil service, but the knowledge, 
experience and skills they have developed over years of working in research studies could not be 
matched by just anyone with a similar title. In addition, although we hope to continue to be funded 
for other research studies, what to do with civil service employees when grants end is a huge concern. 
Funding is a great concern.  What happens if our funding gets cut and we have to let people go?   
Another concern is salary increases since they are not determined by the department, can merit 
increases be processed? 
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Q31: From your perspective as a supervisor, what are your interests or concerns as they relate to 
the Job Analysis process and conversions of Academic Professional staff to Civil Service staff? 
From my very limited understanding about this process I know that departments converted CS 
positions to AP and this group was developed to analyze if a position should in fact be CS or AP. What 
I don’t understand is why a lot of the CS position not require a degree? It seems that the positions 
deemed to be CS were converted back but they now require someone to have a degree. It seems like 
the issue was addressed but not to the benefit of the potential CS candidate only to be able to say 
that it was addressed. 
Forcing professionals into Civil Service is less of an issue than forcing them to participate in a Union.  
You have taken professionals and inserted them into a nonprofessional atmosphere. 
Flexibility in hiring the appropriate person for the job based on experience and skills 
Flexibility and how positions funded via soft money fit within the constraints of the civil service 
contract. I am also worried about growth and differentiating responsibilities with currently proposed 
AP job descriptions. 
Flexibility 
Finding qualified candidates for new positions. 
Fairness, ability to recruit and retain employees, ability to run my department in an efficient way. 
Fairness and consistency throughout the university. 
Fairness. Morale. 
Everyone is well informed of what the process is and what will happen next. 
Equity between the Civil Service Commission's policy applications to UIC jobs compared to UIUC jobs 
Ensure that AP positions do not get inappropriately converted to civil service 
Each of the positions in my unit is unique, and individuals have been hired to fulfill the requirements 
of the individual position and the overall needs of the unit.  Staff whose positions are recommended 
for conversion will not be able to advance and will have a de facto demotion in title. They will leave. 
Conversion to civil service will make it difficult, if not impossible, to fill vacant positions with people 
with the proper skills. The selling point that has been put forward for civil service is additional 
vacation days. I can't use someone in these positions who works for vacation days. We need 
professionals and professionalism to accomplish the goals of this unit. 
Dysfunction will be entrenched forever.  I am completely pessimistic about UIC's future. 
Does not serve the interests of employees. 
Difficulty in hiring into civil service positions, the length of time it takes to get approvals for hiring, the 
poor quality of candidates in the civil service pool, the arbitrary nature of HR decisions made 
regarding civil service positions, and probationary periods that are shorter than the learning curve for 
positions. 
Did not agree w/decision made to convert in all cases and titles determined for newly converted CS 
position. 
Demoralizing to staff -- once hired, should be able to remain in position until promoted or voluntarily 
moves to another position if job performance meets expectations. 
Currently none of the employees I supervise are in an AP position that might be converted.  Currently 
I do not have a concern. 
Current arrangement for AP seems best to me. 
CS considered an 'inferior' position by AP staff  Little to no flexibility in work assignments, leading to 
possible PE 
Copy/pasted from previous question:  Civil service classifications have no nuance.  Positions - and 
people - are pigeon-holed.  This diminishes the position and the person.  The same CS position does 
not operate the same way across campus units.  This is a university, not the post office.  Our worst 
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Q31: From your perspective as a supervisor, what are your interests or concerns as they relate to 
the Job Analysis process and conversions of Academic Professional staff to Civil Service staff? 
fears are the huge challenge of finding the best qualified candidate if we have restrictions to Illinois 
residents only and are required to hire from the top 3 candidates moved forward after an 'exam' in 
which we had no input for its development. The process was and remains abysmal. 
Conversions may lead to loss of personal incentives/motivation for good performance; conversions 
may lead to lack of ability to help develop employee within the job that they have and limit growth 
opportunities; lack of flexibility in hiring and terminating jobs with conversion; lack of ability to 
differentially promote high performers; conversions to CS assume jobs are interchangeable within a 
category, yet that isn't how it works in research 
Conversion of lab personnel to civil position will have very negative effect on recruiting appropriate 
personnel for carrying out research funded by NIH. 
Conversion of AP to CS means less freedom in hiring the right individual for the job when a vacancy 
occurs. To protect and respect the integrity of research, we need to do everything we can to put the 
best people on the projects. 
Conversion may provide a stronger sense of security - no termination of contracts.  Vacation and Sick 
accruals were a concern for the employee who converted.  No potential for advancement when 
moving into a civil service class. 
Concerned the process will disrupt work that needs to be done, concerned my staff will be confused, 
concerned staff who are trained in a particular role will be moved or bumped, concerned HR won't 
adequately inform staff of changes, won't be transparent 
Concerned about recruitment and ability to reach appropriate candidates for actual job requirements 
Concerned about bumping and being unable to retain high level people due to salary adjustment 
constraints. 
Concern regarding re-training if my coordinator were to get moved. 
Concern 1: Waste of time and effort completing the mindless process.  Concern 2: Need to reassure 
younger staff that their positions are *probably* safe from reclassification to Civil Service, though it 
has been difficult to know since the process is opaque and biased.  Concern 3: Highly skilled 
professionals working in my units will certainly consider seeking better positions elsewhere if 
converted to Civil Service.  Concern 4: The fact that someone labeled by CS as 'qualified' for a position 
in units I supervise could 'bid' to replace a member of the carefully selected and trained team we 
have built is a real threat to our fulfilling our demanding missions.  The CS system has no ability to 
classify highly skilled professionals, and the churning the system permits will destroy our units' 
effectiveness. 
Complete lack of information.  No regular updates from central HR. 
Communication regarding the process. 
Civil Service System needs revising. If you have an employee not performing, it takes more work on 
your part to move through the discipline steps and the employees know that it is almost impossible to 
fire them. I worked 20 years outside of the University and what goes on with civil service employees is 
a crime. They abuse the system. 
Civil Service supervision of employees is a separate full-time job in itself. As a supervisor, I will need to 
learn all the procedures for managing CS employees and be able to fit it into my existing work load. 
Civil service staff members performance is well below AP since they feel they are untouchable 
Civil service process is broken and should be disbanded.  I see no reason to have a civil service 
component at our institution. The work ethic of the employees under this program is much lower 
than the AP employees.  The standards for hiring into CS positions based on testing and prescreen is 
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Q31: From your perspective as a supervisor, what are your interests or concerns as they relate to 
the Job Analysis process and conversions of Academic Professional staff to Civil Service staff? 
very arbitrary and leads to the selection of candidates that are inferior or unqualified for highly 
complex secretarial work.  This is truly a disaster in my mind. 
Civil Service has made job hiring much more difficult.  I have had 5 vacancies since 2013 that I have 
been unable to fill because of the requirements of writing the job descriptions and specialty factors.  I 
have had to constantly downgrade the requirements in order to find anyone and even that has not 
helped. 
Civil service exposes employees to bumping, and bumping is a disaster for managers.  The 
fundamental premise behind bumping, which is that employees are entirely interchangeable, is 
absurd.  For this reason my unit has spent considerable time/resources trying to head off bumping 
situations by working to place employees who were bumping into the unit.  Bumping adds costs and 
decimates morale.  In addition I am concerned about the demoralizing aspect of the conversion on 
the employee. 
Career progression and promotions.  Civil Service bumping.  New union dues being forced on 
converted employees. 
Career paths. Changes in seniority based on the length of time in a CS position (that was converted) 
versus total length of time at the university. 
Bumping: position elimination may not save money, receiving a bumped employee; uncertainty -my 
staff may lose benefits as a result of converting -staff losing out on salary increases because of union 
contracts not being negotiated  -civil service jobs requiring only a high school degree; AP staff require 
bachelor's degree  -ability to work with compensation on appropriate job classification  -budget cuts  -
staff members fear of being promoted, because they may lose seniority in a title 
Bumping processes 
Bumping issues concern me.  You invest a lot of time and effort into training individuals to perform 
complex duties and responsibilities.  Also, the civil service hiring process gives dubious results.  We 
had an individual who scored 100% on an exam, but in the interview discovered they had NO relevant 
experience.  It was evident that they were coached by someone (in this case it was a friend in HR who 
appeared on their reference list) on how to answer the questions. 
Benefit time is different.  The person I hired into the civil service role already had accrued the 
maximum vacation time. He now has to earn and burn his time because he cannot hold the time as an 
academic professional would be allowed to.  However, it's his decision how he uses the benefit and 
this has been his preference. 
Being uncertain how the change will affect the unit. 
As previously stated, the basis of the decisions is not always clear. 
As I mentioned, civil service doesn't work for XXXX. They don't like it. They feel insulted to have to 
clock in. They have never done that before anywhere else. They want to work until the work gets 
done and be trusted to do that, understanding that sometimes they need to stay a bit longer, other 
times they may finish a few minutes earlier. They have worked for their degrees and they want to be 
treated as responsible professionals, not school children. 
As I already mentioned, this creates a caste system that is entirely unnecessary and 
counterproductive. 
As a supervisor, my main concerns are the hiring process for civil service staff. In an attempt to be 
'fair,' you have essentially taken the human out of human resources. It has made it nearly impossible 
to find qualified candidates for the position. Also, human resources is about finding candidates who 
are good fits for the position both in terms of skills as well as personality. The endless efforts to be 
'fair' are leading to difficult working environments that decrease productivity. 
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Q31: From your perspective as a supervisor, what are your interests or concerns as they relate to 
the Job Analysis process and conversions of Academic Professional staff to Civil Service staff? 
As a supervisor, my concern is that an employee will be converted to a position which is vulnerable to 
bumping and the employee that bumps in would not be qualified to do the job.  Very few of the 
current Civil Service office positions require a college degree.  In my experience, someone with a high 
school degree and work experience cannot function at the same level as a college graduate.  This 
shifts the burden to me, as a supervisor, to do the work since budgets are limited and we cannot hire 
additional people with the skill set required to actually be able to do the job. 
As a supervisor, I need maximum flexibility in managing my unit which includes personnel.  Having 
supervised CS employees during my career at UIC, Civil Service system is the most rigid system for 
employment given UIC is a public institution of higher education with a medical center. It is a painful 
process to promote high performing employees because the decision is left to individuals several 
degrees removed from the units. Supervisors spend countless hours documenting reasons for their 
employees to move up steps or change titles. In addition, accumulating seniority within a rank 
because the biggest priority for fear of being bumped. This fear dis-incentivizes employees from 
pursuing higher education and from excelling and moving up the ladder.  APs do not have this fear 
because there is no bumping, are apt to shift day to day duties and adapt to the changing landscape 
more readily.  I am the best qualified to decide on the level, skill set, experience I need for my unit 
and not Campus HR. Instead of recommending solutions and fixes to these issues which are based on 
a system more than 50 years old, Campus HR runs roughshod over the needs of units putting SUCCS 
interests over the interests of UIC. 
As a supervisor, I am extremely concerned the civil service process will not provide the candidates our 
department needs with the appropriate qualifications.  Employee morale is abysmal as my employees 
have had raises and promotions put on hold by HR who will not process them until the Job Analysis 
project is complete. There is no logic to this decision. We are only driving away good employees. 
As a supervisor I think my AP staff should not convert to CS staff and I'm very concern about their 
potential benefit changes. 
As an IT person, I have heard that if converted we would have to join the union.  Others in the union 
have said it does not benefit them in any way, in fact has been a negative due to not having received 
raises. 
Anxiety of staff and loss of function 
Answered in previous text box 
Also answered in a previous question: I have an interest in ensuring that the department has the 
positions necessary to do its work. I also have an interest in the morale and job satisfaction of the 
staff working in our department. This process is attacking both interests. See previous answer for 
details. 
All my staff are civil service, any new hire would have to be civil service with appropriate hiring 
criteria met. 
All AP positions that were made to replace civil service position need to be eliminated immediately. 
Again, no comments because I am not up to date about the process. 
Again, I am out of the loop on this and don't know if or how this might affect our work and ability to 
retain academic staff. 
Adaptability to needs of the department/unit as needs change. Emphasis on siloing of skills - no 
generalists except for the vague BAA 
A research lab is almost like a small business - our success counts completely on our people.  I need to 
be able to hire exactly who I want to hire. 
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Q31: From your perspective as a supervisor, what are your interests or concerns as they relate to 
the Job Analysis process and conversions of Academic Professional staff to Civil Service staff? 
A potential concern is that seemingly more flexible Academic Professional categories can be 
translated into less challenging Civil Service category jobs. 
1. Overly broad civil service classifications that capture too many different types of job in the same CS 
classification.  2.  The seniority system in civil service that creates a risk for employees who advance 
their careers.  3.  The amount of time and effort that is spent accommodating soft funded positions.  
4.  The usurpation of classifications into SEIU through administrative action by the IELRB. 

 


