
Commissioner of the Office of Administration update on merit system reform (June 27, 
2018) 

Dear Colleagues: 

We want to keep you updated on the latest news related to the new merit reform law.   

The new law will most likely impact how your department handles Human Resources (HR) 
questions in some way, even if your department does not currently work under the merit system. 

Why? Because the new merit reform law provides the opportunity for us to make some basic 
improvements in how our departments manage HR in many ways — from recruitment to 
professional development to rewards and recognition.   

At the same time, we want to reassure you that the new merit reform law will not impact how the 
vast majority of you work together every day. It is important to remember that the State has a lot 
of experience operating in non-merit systems: Today, 7 of our 16 executive departments are 
already non-merit. 

We understand that you may have some questions. We will answer as many as we can today, and 
also describe how we are designing the implementation of the new law.   

Highlights of the new law: 

• Merit reform, Senate Bill 1007 (Kehoe), was signed into law June 1, 2018 and goes into 
effect on August 28, 2018. 

• Merit reform gives us the opportunity to simplify our personnel management. 
• After August 28, the majority of the 16 departments’ employees will be “at will” 

employees (i.e. without appeal to Administrative Hearing Commission (AHC)) 
• The new law does not fully eliminate the merit system because of constitutional and 

federal requirements. Here are two technical categories you may hear about: 
o “Constitutional selection” employees: Some employees in the Departments of 

Corrections, Mental Health, and Social Services, and the Missouri Veterans 
Commission will be “at will,” but hiring will be based upon a competitive merit 
selection process. 

o “Grant-in-aid” employees: Some employees in the Departments of Economic 
Development, Health and Senior Services, Labor and Industrial Relations, and 
Social Services involved in the administration of certain federal grant-aided 
programs will still have the option of appealing to the Administrative Hearing 
Commission (AHC) and hiring will be based upon a competitive merit selection 
process. 

• Most agencies will be able to hire directly without using a register. Where registers are 
still used, they will simply be a list of qualified applicants. 

• Departments with a register requirement will be able to select the best-qualified applicant 
for positions (we no longer are limited to the top 15%). 

• Departments still using merit selection process will no longer be required to use a set 
written exam as part of the merit selection process; they may use a written exam, if they 
want. 



• The new law provides more flexibility in hiring and administering pay. For instance, it 
enables more flexibility within job classifications relative to pay ranges and experience 
within the Uniform Classification and Pay (UCP) positions.  

• All standard federal and state protections for workers will continue (e.g., discrimination 
and “whistleblower” protections) 

 

Next steps:  

The new merit reform law enables us to update how we do many HR basics. We want to be able 
to identify best practices from across all of our departments and other organizations, and find 
ways to implement them across our departments.   

Representatives from each department’s HR team are working together to develop the 
implementation plan for the new merit reform law. 

We have established four cross-departmental working groups to develop options and 
recommendations for the highest priority talent management opportunities: 

• How can we improve the process for potential job applicants? 
• How can we improve our internal process for hiring? 
• How can we increase flexibility using “broadband” classifications for hiring and 

compensation? 
• What are best practices in discipline policies and practices, and how can we synchronize 

them across our departments for the sake of fairness?   
 

These working groups will present their findings in mid-July.   

Looking forward, we plan for most of the core changes to be in place by August 28, 2018.  We 
also anticipate, though, that it may take some time to fully implement all the changes: for 
example, it will take time not only to develop some new policies, but also to train staff to 
implement them.   

We will continue to provide updates as the process continues. 

If you have any additional questions, please reach out to your department’s HR team.    

Thank you for your continued service to our citizens! 

 

Sincerely, 

 
Sarah Steelman  

Commissioner, Office of Administration 

 


