" SPECIAL
‘MEETING OF THE BOARD OF TRUSTEES
OF THE EVERGREEN STATE COLLEGE

Thursday, February 26, 1976
The Evergreen State College Campus
Daniel J. Evans Library, Room 3112

"The meeting was called to order by Chairman Halvorson at 10:40 AM,

Trustees Present: Thomas Dixon
Herbert D, Hadley
Halvor M. Halwvorson
Trueman L. Schmidt
Janet P, Tourtellotte

Staff Present: Judy Amnis, Information Specialist
Dean Clabaugh, Administrative Vice President
Yves Duverglas, Library Media Technician
Suzanne Feeney, Director of Development
Rita Grace, Recording Secretary
Rindetta Jones, Affirmative Action Officer
Charles McCamn, President
John Moss, Director of Personnel & Auxiliary Services
Mary Nelson, Member of the Faculty
Larry Stenberg, Dean of Student Development Programs
Ernest L. Thomas, Director of Third World Coalition
See permanent roster for others attending

Others Present: Charles Albertson, Student
Patrick Callan, Executive Coordinator, Council for
Postsecondary Education
Richard Montecucco, Assistant Attorney General
Paul Nibblelink, Boeing Computer Services, Inc,
Alice Watts, Daily Olympian
Doug Whitman, KITN Radio

'PROVAL OF MINUTES ~ Action

Mr. Dixon moved approval of the minutes of the January 20, 1976
meeting as distributed. Seconded by Mrs. Tourtellotte and passed.

WAGEMENT STUDY CONSULTANT - Discussion

My. Clabaugh reported to the Trustees about conversations with WOFAC,

Arthur Young & Company, and Boeing Computer Services, Inc. regarding

a proposed management study in the admissions, registrar, financial aid

and student accounts offices, Mr., Paul Nibblelink, Boeing Computer Service,
provided details about his firm's proposal, and responded to questions from
the Board and audilence.




¢ HEARING: PREGNANCY AND MATERNITY LEAVE, AN ADDITION TO THE HUMAN RIGHTS
UMENT - Action

The Board convened a public hearing at 11:20 AM to discuss a proposed
pregnancy and maternity leave policy under the requirements of the
Administrative Procedures Act.

Mr. Dixon, in accordance with Administrative Procedures Act
requirements, moved approval of the attached policy, an
amendment to WAC 174-148, human rights policy, by the addition
thereto of a new section, WAC 174-148~085, relating to pregnancy
and maternity leave,

Seconded by Mr. Hadley and passed.
The Board resumed its special meeting at 11:24 AM,

PORT FROM PATRICK CALLAN, EXECUTIVE COORDINATOR, COUNCIL FOR POSTSECONDARY
SDUCATION

Mr. McCann introduced Patrick Callan, Executive Coordinator of the Council
for Postsecondary Education., Mr., Callan told the Trustees that he appeared
to establish lines of communication, to inform the Board about CPE, and to
hear whatever concerns Trustees might have. The Trustees expressed
appreciation for the opportunity to get acquainted.

EALIGNMENT ~ Action

Mr. McCann proposed a realignment plan which would bring together seven
functions under a Dean of Enrollment Services reporting to the Administrative
Vice President: admissions, registration and records, financial aid,

student accounts, academilc advising, career planning and placement, and
veterans' affairs, The Dean will be selected from current faculty and

staff, with the intention that the number of faculty and staff will

neither grow nor decrease as a direct result of this realignment.

"Stone" Thomas stated that 17 exempt and 10 faculty positions are filled
by women or third world people; he argued for extension of applicant
deadline and reduction in the requirement for experience from 5 years to
3 years. Mr. McCann and Mr. Clabaugh agreed to reduce the number of
years experlence to 3 and extend the deadline by 5 working days.

Mr, Hadley moved approval of the creation of a new position called
Dean of Enroliment Services, reporting to the Administrative Vice
President, who will coordinate the offices of academic advisor,
admissions, career planning and placement, financial aid, registration
and records, student accounts, and veterans' affairs; and approval of
recruiting plans.

Seconded by Mr. Schmidt and passed.




976 TUITION AND FEE SCHEDULE ~ Action

Mf; Clabaugh requested the Trustees change the summer fees for full
“time non-Vietnam veterans to coincide with tuition and fees for the
other three quarters,

Mr. Schmidt moved adoption of the attached tuition and fee schedule
for summer 1976.

Seconded by Mrs. Tourtellotte and passed.
RX:GﬁiDELINES FOR FACULTY AND EXEMPT ADMINISTRATORS ~ Action

Mr. McCann mentioned that 19753 salary actions followed the proposed new
guidelines but that they had not had formal adoption,

The Board recessed for lunch at 12:30 PM and resumed the special meeting
at 2:30 PM to continue discussion of the salary guidelines. Mr. Clabaugh
informed the Trustees of the work of the Salary Evaluation Team,

Mr. Schmidt moved adoption of the attached revised Salary Guide-
lines for Members of the Faculty and for Certain Counselors and
Librarians (EAC 174-112-550 through -620) and for Other Exempt
Administrators (EAC 174-112-650 through -730) to incorporate an
amendment in section 174-112-690 (1) deleting the words "and
vice presidents" from the next to the last sentence; and with
the proviso that the incumbents imn the five positions down-
graded by the revised guidelines (Director of Information
Services and Publications, Affirmative Action 0fficer, Director
of Recreation and Campus Activities, Coordinator of Counseling
Services, Director of Development) be 'grandfathered in'" at the
old higher range.

Seconded by Mr, Hadley and passed,

The Board went into Executive session at 3:40 PM; the special meeting
was reconvened at 5:30 PM.

AMPUS EVALUATION - Action

Mr. Hadley moved that the Board appoint a group of approximately
10 persons, drawn from a cross-section of large business, small
business, labor, government, minority community, education, etc.,
in Washington for an on-campus evaluation of Evergreen's
effectiveness as an institution of higher education, followed by
a report with recommendations to the Board.

Seconded by Mrs. Tourtellotte and passed.
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The Trustees felt it an appropriate time to obtain an evaluation from
the citizens of Washington now that Evergreen has graduated its first
four-year class. President McCann will ask Les Eldridge to act as
staff liaison to the evaluation committee.

OF NEXT MEETING AND ADJOURNMENT

_ The date of the next meeting was set for March 16 but was subsequently
changed to April 6,

The meeting adjourned at 3:40 PM,
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HALVOR M, HALVORSON, Chairman " TRUEMAN 1. SCHMIDT, Secretary




THE EVERGREEN STATE COLLEGE
- January 16, 1976

quUfw RELATING TC PREGNANCY AND MATERNITY LEAVE

148-085 Pregnancy and Maternity lLeave Policy
1Y General Policy

Chitdbearing is an expectabie incident in the life of a woman.
Practices such as termineting the employment of pregnant women
without cause, refusing to grant leave or accrued sick pay for
disabilities relating to pregnancy, or refusing te nire women
for responsible jobs becduse they are, or may become, pregnant,
impaiy the opnortunwty of woman to obtain employment and to
advance on the same basis as men, Such practices discriminate
against women bocause of their sex and are prohibited at The
Evergreen State College.

Purposes

Federal and State Law against discrimination in employment
because of sox are intended to equalize employment opportunity
for men and wonen. This policy UdliﬂCS how the Taw applies to
practices which disadvantage women because of pregnancy or
chitdlirth,

Hiring Pregnant Woten

Apu01nr1nq authiorities will not refuse to hire a woman because
she is pregnant unless thﬂ pregnant LOHd1L§0n of the individual
woman currvently prevents her from perd crm'ng the jeb, The burden
shall be on the emp]oyer to show that his decision not to hire a
woman hecause of precnancy was based on adﬁc te facts concerning
her individual ability to curveatly perform the job. It is an
unfair practice to refuse 1o hire a woman gnp11canc hecause she
U;I? be entitled o maternity leave, or because she may becowe

entitled to waternity leave.
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48-085 (3) Continued | .. ‘
Arguments that may not be used to disqualify pregnant women or
" those who may become pregnant from employment include, but are
not limited te:

(2) Pregnant women may not return to their Fformer jobs after
childbirth;

'7.(b) time away from work required for childbearing may increase
the Coilege'’s costs

.(c) the leave period Tor childbirth may be unreasonably long;

(d) pregnant women may be frequently absent from work due to » i
i11ness; and o

(e) clients, co-workers, or customers may object to having
pregnant women on the job.

Condition of Empleyment for Pregnant Women

Appointing authorities may not penalize women in terms ov
conditions of employment, or in any way limit the job opportunities
of a womar because she is pregnant or may require time away from work.

Leave for Pregnancy

Appointing authorities must provide pregnant women leaves of
absence for sickness or incapacity associated with pregnancy and
for childbirth, Pevrsons in positions covered by the Higher
Fducation Personne’ Poard shall be subject to those rules relating
to pregnancy and maternity leave (WAC 251-22-155).

Leaves of absence for pregnant women may include both paid and
unpaid teave. Leaves of absence fTor maternity will commence

upon the request of the employce and extend until the employee

is physically able to return to wovk. In atl instances in which

an employee requests maternity leave, or asks that 1t be extended,
the appointing authority may require the employee to provide a
statement from a second physicien of the Colfege’s choice attesting
to the need for, and duration of the leave. The College will

bear the cost of such examination by a college-designated physician.

An employee is eligible to use earned sick Teave credits during
maternity leave. In those instances in which an employee's sick
Teave credits are exhausted prior to her return teo work, the
employee's status will automatically convert from sick

Teave to leave of absence without pay. Use of any accrued annua?
vacation Teave shall be at the enployee's discretion and is optional.

. 2w
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43 085 (5) Continued

mployees returning from an authorized matgrpity leave of absence
st he offered empioyment in the same position or in

nother position fin the same class, in the same geographic area

nd organizationai unit, with at least the same pay it the leave

of absence was for the actual period of disability relating to

pregnancy or chitdbirth.

Leave BenefTits for Pregnant Women

~I1Iness or absence from work caused or contr
miscarriage, spontancous, theraneutic or vo)
childbirth, and recovery therc

and are treated as suct

ibuted to by pregnancy,
untary abortion,

from are tewmporary disabilities

1 under the College sick Teave polticies,

- Paternity/Child Care Leave Tor Fathers

Paternity Tcave for fathers for purposes relating to necessary
care of the child er children or mother either before or due to
pregnancy and childbirth should ha copsidered grounds for leave and
shouid be available to men on an equal basis,

Marital Status as Related to Pregnancy

Discrimination against preghnant women because of marital status

is prohibited. Discrimination against men because of marital
status in regard to paternity is prohibited. The College's
pregnancy and maternity leave policy applies equally to married apd
unmarried pregnant women.

33017




‘Tuition & Fee Schedule

Summer Session, 1976

er of Appli-
Ireen cation Advanced
Units Fee* Deposit*

0 0
0 0
0 0
4] 0

ietnam Veterans:

: 0 0
0 G
0 0
0 0

n-Resident Students:
0 0
0 0
0 0
Q 0

dopted by the Board of Trustees
ebruary 26, 1976

‘Distribution of

Fees

Operating S&A
Fee Fee
$ 57.50 $23.50
77.50 32.50
99.00 41.00
116.50 52.50
$ 57.50 $23.50
77.50 32.50
84,50 35,50
84,50 35.50
$ 171.50 $48.50
251.50 48,50
331.50 48,50
404,50 48,50

" new students enrolling only for the summer session

Total

$ 80.00
110,00
140,00
169.00

$ 80.00
110.00
120.00
120.00

$220.00
300.00
380.00
453,00




IANS

for Members of the Faculty and for Certain

74-112-550 Introduction

1) Purpose.  The purpose of this plan is to provide a set

' of guidelines for determining salaries of members of
the facuity, and of professional counselors and prortes-
sional librarians who have baen accepied as members of
the faculty {for convenience, veferences hereafter shatl
be made only to "mambers of the Faculty" which term
inctudes Tor the purposes of these guidelings all three
categories). These guidelines intend to provide the
procedures and rationale for periodic changes in salaries
which racognize the training and experience of the indi-
vidual Taculty members, interinstitutional comparisons,
and increases or decreases in the cost of living.

Objectives. The objectives of these guidelines include
the following:

{a) To maintain a rational salary scale based upon
the educational background and relevant experi-
ence of each facuity nomber.

To maintain, to the degree feasible, equity
between compensation at Evergresn and at other
institutions with which Evergreen compares itself.

to recognize changes in the buying power of
the salary doliar.

To attain internal equity to the greatest
degree possible.

To maintain a competitive position in order to
retain and attract compatent personnel.

C 1T4m112~56d Establishment of the Grid
(1} Criteria.

{a) The basic criterion by wiich the grid shall be
establishod shall be the establishment of a
vatue Tor cach of several ranges of experience
in a fashion to establish averaue salaries for
faculty meombers at o as near as possible to the
all ranbks' averenss for thoss dnstitucions with
which Tvergrecn counaves dtsolf (while recog-
nizing coviain untous erganizational structures
and Tunctions ot Lveraveon).

-1 2113776




(b)

(2)

A
¥

C

112-560

Grid,

atep

(continued)

In certain exceptional cases, the grid may be
modified by recognition of a "marketplace value”
for certain fislds or Groups.' vihen such excep-
tions are allowed, they shall be allowed only
after exceptzcnai serutiny and gvaluation. Before
making a decision Tor such an exception, the
appronr’ate vice president shall first convens

and ask the advice of the last-eppsinted- xd1a1y
tion task |01C (If an cxception of this type
wed, the V}d1VUal involved will not have
hl% own satary qc«lo but rather will remain at

his starting rate, ,Acopi for cost of Tiving
increases, until his "years of experience” catch
up with that starting rate).

The salary grid eztablished shall embody the
following principles:

That younger persons accelerate fester
in time and at-a higher rate than more
experienced facuity members

That all faculty menbers be compensated
equally according teo years of experience
as defined later in these guidelines.

That it he the responsibility of the
respective deans and directors expli-
citly to identity years of experience

for each person in recommending entering
salaries and advances in salaries to the
vice presidents advances in salary are to
be automatic upon cempletion of the
scheduled n uher of vears as defined by
the salary grid.

That maximum salary be approximately
twice thﬂ minimum salary with subsequent
cost of 1 uwrng aOJU tments ipzwg applied
acrceas the board so as to maintain that
differential as weli as that chtaining
between incremental steps on the salary
grid.

Besed on the criteria above, the following grid

is established for membars of the faculty:
Annual
Years of (9 month)
Expericnce Salary Increment
0-3 812,150 -
Aty 12.710 5%
/-4 15,050 8%
if‘
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(continued)

. Annual
Years of {9 month)
Step Experience salary : Increment
D 10-~13 $17.360 15%
3 14-19 19,710 14%
F 20~26 22,060 12%
G 27 + 23,800 8%

For appointments for other than nine months, multiply
the appropriate snnual salary figures from the grid
by ¢ne-ninth for each month of the appointment.

(3) Step vs. Incumbent. The value assigned to each step
in the grid is independent of the incumbent's current
satary.

176-112-670 Initial Placement
: (1) Present Faculty Members.
{a) Upon the coffective date of this plan, salaries

of all faculty members below the grid shall be
adjusted, prior to any othar action, to the grid.

(b) Faculty members receiving salarfes in excess of
their respective scales shall receive only cost
of Tiving increases as provided in EAC 174-712-
580 (2) and (3) below.

(2) HMew Appointmants. New faculty members shall be offered
fnitial salaries on the grid according to the years of

their experience {with exceptions possible for special

"marketptace" compatitive situations; see EAC 174-112-

560 (1)} (b}, above). :

AC 174-112-580 RBases for Salary Increases

(1) FExperience. The principal and primary criterion to be
emploved to determine salary increases for members of
the faculty shall be years of experience and the grid.

(2) Cost of Living., Cost of living increases, the second
priovity after placement on the grid according to years
of experience, shall be calcutated as a percentage
change in the consumer price index as computed by the
Burcau of Lebor Statistics for the Seattlie standard
metropotitan arca, from the pericd of the last salary
increase, but in no event to exceed two years. The
caleulated percentage shall, if necessary, be reduced
to that percentage perimiticd by availability of Tunds;
see the following paracreph,  That percentace change

shall be retice cosadary plon by muitiplying

all sleps on tho ordd Uises the porcantate change 1o

atablish & now grid, 00015
M e
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=4;ii2~580 (continued)

Hhvn votation Trom faculty status to exempt administrative
Status, U vice vorsa, 0ccurs or 1s {onlcnnlated ihe
AppropTiaie Vice QF“RTQiht T detorining the sal*ry quide-
Tincs. Lo Lo ubilized at tha Cing of the rotator's appoint-

ment or gﬂinvwenhL

Division of Available Funds

ihe [vnruwmﬁn Qiutﬂ fo1lm

hdi]_d1st11bgto faculty

_ ﬁr71701V0d
‘HS 'L‘i“d'i[‘lt

\L\

ill\_. ‘.:i )
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(b} Assuming funds made availabte are insufficient to
cover both step increases on the grid and the percentage
for cost of 1iv1nq9 an allocation of available funds
shall be made on the {01?ow|rg basis: movement on the
grid of individual members of the faculty by virtue of
Tongevity shatl take priority over cost of living
increases; only 1f funds remain after accommodating step
increases shail cost of tiving increases be calculated.
It funds available are insufficient to cover the necessary
step increases, partial step increases shall be granted
on a uniform percentege hasis, with the accommodation
of the ramainder of those step increases to take first
priovity when funds Tor salary increases are next available.
In any event, cost of Tiving increases shall not be
granted to members of the faculty whose salaries are
above scale who were employed within the six months
inmediately prior to the time the cost of Tiving increase
is effective.

AC 174-112-590 Policy and Salary Review

Policy Review. Annually prior to March 1 (or at other
times 1T necessery to respond to funding availability)
these guidelines shall be reviowed by a task force
appointed by the President and modifications to reflect
changed circumstances shatl be PFQoGHLGd te by that task
force to the President within 20 days.

Salary Revicw, Annually priov to April 15 (or more
Trequently if funding uva1?db|laty roqunres) the
salaries of mombers of the faculty shall be reviewed
by the appropriate vice pr93|~\n1 and recommendations
Tor salary actions presented to the President within
30 days basod on the criteria Tor vstablishment of the
grid and critoria fo]]ow;nq regarding measuremant of
gxperience,

_ $Ty Ay g
GUO3G
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112-600 Criteria for Measuring Experience

criterion by which the grid shall be established shall
ctzhlishment of a value for experience in work related to
nls godls. ‘

experience (pre-college, college, and university)s and,
non-teaching experiences (professional research, employment
or practices; acministration and managemant; relevant
military, Feece Corps or Vista experience).

Teaching experisnce will be credited on a year for year
basis but the total teaching (plus degree and non-teaching)
experience will ordinarily not excend the time elapsed
since receipt of the Bachulor's degree. Experience

prior to the Bachelor's degree will be evaluated on an
individual basis.

Non-teaching experience will be credited according to
the relevance of that experience to the faculty member's.
role at Evergreen.

17 a particuiar function of a faculty member's experi-
ence included a wmixture of cuties, the predominant
activity will determine the experience category.

Initiating with the BS/BA Tevel, graduate degrees will
be counted as experience as follows:

{a) MA/MS, one year;

(b) A1l work toward a Ph.D. except the dissertation,
two years without a Master's degree and ohe year
with a Master's degree;

(¢} Ph.D. or equal professional degree, three years
without a Master's degree and two years with a
Master's degree (if the Ph.D. is completed during
the professional staff member's tenure at Evergreen,
appropriate experience credit will be added)s

(d} Additional and other kinds of degrees (such as

two Master's degrees in unrelated fields) witl
he evaluated on an individual basis.

H o 2/13/76
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Members of the Faculty Paid From Other Than
General Funds

‘quideTines shall aiso apply to members of the faculty paid
Gther than general Tunds, except that in the case of grant- or
act-funded faculty members the provisions of the grant or

et shatl govern.

7@~112~620 Grievance Procedures

ould a member of the faculty believe that his position is incerrectly
sd on the grid or that his salary increase or lack thereof resulted
an unfair or incerrect procedura, he may appeal in accordance with
srovisions of Evergreen's governance document.

174-312-639 - - Effective Date-

s<plan shald be-implemented-Septenber-1y 1973+

2/13776



YERGREEN STATE COLLEGE

PERSORNEL RULES

vFGuide11nes For Other Exempt Administrators

=112-650 Introduction

(1) Purpese. The purpose of this plan is to provide a set
of guidelines for determining salaries of administrative
exempt personnel (other than those counselors and Tibrar-
jans accepted as members of the faculty). These guide-
Tines intend to provide the procedures anhd rationale for
periodic changes in salaries which recognize the value of
the position to the institution, interinstitutional conm-
parisons, increases or decreases in the cost of living,
and veward for meritorious service.

Objectives. The objectives of these guidelines include
the following:

(a) To maintain a rational salary scale for exempt
administrative positiens based upon the difficulty
and responsibility of those positions and the value
of those positions to the institution.

To maintain, to the degree fedsible, equity between
compensation at Lvergreen and at other institutions
with which Evergreen compares itself.

To recognize changes in the buying power of the
satary dollar.

To reward meritorious service by incumbents in
_ the various positicns.

To attain internal equity to the greatest degree
possible.

To maintain a competitive position in order to
retain and attract competent personne’

ACi174~T12«660 Estabtishment of the Grid
(1) Criteria

() The basic criteria by which the ¢rid shall be
established shall be the establishment of a salary
range for each position which recognizes its value
to Evergreen, and wiich is set at or as near as
possible to ihe average for positions with similtar
duties and vesponsibilities.at other institutions
{vhile recognizing certain unique organizational
structuves and functions al Evergreon).
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7_4:} 660 (Continued)

{b) Having thus established a mid~point for each posi-
tion, to spread the value of the position 15 per-
cent on either side of that mid-point, with two
percentage points between ‘each step.

(é) Grid. Based on the criteria above,-the- ~fellowirg- a grid
(539 below) is established for administrative exempt

pOS1tiOH% which now exist or which anticipate creation
in the near future,

(3} Assignment of Positions to Ranges. If the incumbent or

any professional 1ibrary or profeqq1ova1 counselor position
Tisted below has been accepted as a member of the faculty,
his salary shaill be deLPsIZhLd according to the salary
guidelines for members of the faculty (EAC 174-112-550
through 630).

Range Kumber Position Title

3 - Administrative Secretary to Administrative
Vice President

L6 ]

Administrative Secretary to Vice President
. and Provost

6 Admissions Counselor

7 Administrative Assistant to President

Administrative Assistant to Vice President
and Provost

Assistant Director of Admissions

Assistant Reference Librarian
Cataloging Librarian

Cooperative Education Coordinator

Financial Aid Counselor

Heatth Services Coordinator

8 Bookstore Manager
Career Counseling Specialist
Coordinator of Carcer Planning and Placement
Directer of Information Services and Publications
(future)
Head of Acquisitions
Head of Cataloging
Head of Circulation
Head of Refevence Services
Security Chief

9 AMfirmative Action Officer
Budaet 0f{icer
Director of Concral Services
Divector of InTormation Services and Publications
(incumbent) ".
Myector of Recveation and Campus Activities
Professional Courselior
DTG
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ffé-660 {Continued)

ge Number ' Position Title

210 Associste Dean of Library Services

' Coordinator of Counseling Services
Coordinator of User Services

Director of Admissions

Director of Auxiliary Services and Personnel
Director of Development

Director of Financial Aid

Registrar

11 Assistant to the President .
: Diractor of Cooperative Education

13 Business Manager
Dean of Student Development Services
Director of Computer Services
Director of Faciiities

14 Campus Physician
15 -
16 Administrative Vice President

Vice President and Provost

18 President

Position vs. Incumbent. The value assigned to each position
in the grid is independent of the incumbent's functien,
merit, tenure or salary.

Meaning of the Grid. The grid as such exists solely for
adninistrative convenience. The fact that it establishes

16 steps for each range should npever be construed that
movenent Trom one step to another 1s automatlic or results

from tongevity. Conversely, the steps should not be construed
as constraining: an exceptionally meriterious enployee may
receive, say, a seven step increase.

~112-670 Initial Placement

Incumbents in Existing Positions

(1) Upon the effective date of this plan, salaries of all
incumbents below the boutom step of the respective

ranoe shall be adiusted, rriU“ o any other action,
to the Tower cdun of the grid
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¢ 174-112-670 (Continued)

(b) Incumberiis receiving salaries in excess of tha top step
of the respective range shall receive no increases,
other than cost of Viving intreases as provided in
EAC 174-112-680 (2) and (3), below.

New Anpointments to Existing Positions. Persons filling
existing administrative exempt positions shall be offered
initial salaries at or near LhO Tower edge of the grid
for the position to be Tilled, with exceptions possible
for the following reasons: special qualifications (or
lack of requivred quatifications), affirmative action,

and special "marketplace value" competitive situations.

Mew Positions. When creation of a new administrative
exempt position is contemplated, it shail be the responsi-
b1lluy of the upproprwato vice proswd"rt to prepare a
position description therefor and to 1equo%t that the
most-recently cread d satary evaluation task force propose
a salary range for that positions the position shall be
Tisted at that range in EAC 174-112- 660 {3) upon approval
of the President (with whom ultimate 2uthority rests).

Review of FxcopLuons The wost-recently eonsiituted salary
OVﬂT at ask force shall review and make recommendations
Pres unL regarding any cases which are exceptions
these guidetines.

Administrators Tnvolved in Tr)iructiouc An exemnt adminis-
tratar whose 406 Y“SUO\;TJITIL!E incivde suqumnf.(I

nstruciional & Lics 3ﬂ0|| raceive a total 5<ih‘v
¥

Comn,1«“d_01 one the faculty salzi Zoiidel ine
i -

' Ling the share E'ﬁls or her

\J!-)
g L/uLnGOd 01 "15LVUCL" 3“ activities, and one part

rator satary quided H}e (EAC

oF Nis or ner time

St t G

expended in administrat%ve activities,

Vhore rotation from faculty status to exompt administrative
GTaTUC? 0r _Vicg Yerse, OCCUTS OF 75 convemp lated, the
appropriate vice Dresnuan‘yljl d"}ﬁ\nlno the salavy quide-

ines to be utiiized al the Time of the rotabor's anpoint-
ment or en quO‘/‘mnt

~112-680 Basis for Salary Increases

Performance. The most important determinant of salary
increases for exempt administrators shall be performance
by the incu mbunL. Performance shall be recognized
through nerit increases following the evaivation pro-
cedure spoken to Tater in these guidelines.
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4-112-680 (Continued)
cost of Living. Cost of Tiving increases shall be calculated
as & percentage change in the consumer price index as cemputed

- by the Bureau of Labor Statistics for the Scattle standard
“metropolitan area, from the period of the last salary increase,
but in no event to exceed two years, That percentage change
shali be reflected in the salary pian by multiplying ail
calarics within the grid times the percentage change to establish
new figures and placements winile simulttancously shifting the
grid upwards (or downwards in the case of a decrease) by the
same percentage.

Division of Available Funds.

1lege shall distribute foculty and
svoincreace Tunds received o

ner D _exeinpt aoninisirator_salary

provortion 0 total taculty salarics and

s sauninistrator salaries, respectiveiy,

(b) Assuming funds made available are insufficient to finance
both merit increases and the percentage for cest of tiving,
an aljocation of available funds shall be made on the
following basis: that awmount mede avaiiable for merit
increases shall represent the amount remaining after
calaculation of the funds necessary for cost of living
increases (as defined in EAC 174-112-680 (2), above) or
onc-hal® of all Tunds mede availoble, whichever is the
greater. In any event, cost of 1iving increases shail not
be granted to adwninistrators above the grid who were
employed within the six months immediately prior to the
time the cost of Yiving increase is effective. In no case
shall merit increases be granted to an incumbent whose
salary is at or above the upper level of the grid for his

© position.

Enlargenent or Contraction of Responsibilities. Modifications
may be made with regard to a given position's range in the
“instance of a temporary or permanent significant enlargement
~oor contraction of responsibilities and functions of the
position. Such changes in range may be made by the respective
vice president afier his calling for and receiving advice

from the most-recently eonstituted salary task-feree- evaluation
w- task force. : B

(a) If the range is increased by virtue of temporary enlarge-
ment of responsibiiities and functions, the respective
vice president may increase the salary of the incumbent
in accordance therewith for the duration of the temporary
enlargement, subject to endorsement by the President.,
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174-112-680 (Continued)

\C 174.712-690 PoTicy and Salary Review

)

(b} %f the range is increased by virtue of permanent -enlarge-
ient of responsibilities and functions, the respective
vice presidont may increase the salary of the incumbent
in accordance therewith, subject to endorsement by the
President and approval by the Board of Trustees.

(c) If the range is decreased by virtue of temporary or
permanent contraction of responsibilities and functions,
the incumbent's salary shall not be affected.

Losts oF recognition of increased responsibilities and func-
tions of a position shall not he borne by the total salary
increase poel, but shall be Tunded from allocations made to
the appropriate budgetary unit or from institutional
reserves.

Appointment to Existing Position in Acting Capacity. When-an
employee is appointed to a vacant administrative exempt posi-
tion in an "acting”" capacity, the respective vice prasident
may increase (but not decrease) the salary of that employee
for the duration of the acting appointment or until the per-
manent appointee assumes his Tunctions, in accordance with
the range of that position, subject to endorsement by the
President, '

Costs of salary increases recognizing acting appointments
shall not be borne by the total salary increasec pool, but
shall be funded from allocations made %o the appropriate
budgetary unit or from instituticnal reserves.

salary Evaluation Task Ferca. To achicve long-term stability

In salary vange assTCnmants and relationships. Everareen

shall Ubiliee & salavy cvelUation Task iovce conprised of

the Vicoe President end Provost, (ha Acminisiravive Vice Presidont,
and three other senior eXoint adniistrators seiocted by the
Prasident, and.wice Tean manbers shalT be irained

in_the techniques of job ovaiuation.

Policy Review. Annually prior to March 1 (or at other times

if necessary to respond to funding availability) these guidelines

shall be reviewed by a task-forco-appointed-by the President

end the salary eveluntion task force, wnich team shall present
riens Tor mocitications to retlect changed ¢frcum-

Shald be-prescented-by the fask-foree- to the President

within 30 days.
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(Continued)

Salary Review. Annually prior to April 15 (or more freguently
if funding availability requires) the salaries of the various
incumbents shall be reviewed by the respective vice president
and recommendations for salary actions presented to the
President within 30 days based on the criteria established in
EAC 174-112-700 of these guideiines.

74.112-700 Criteria For Recognition of Merit

Rocommendations for merit increases of individual incumbents shall
be based upon written performance evaiuations by peers, other
staff, faculty, students, the respeciive vice president, and (if
not the vice president) the imnadiate supervisor., The Tollowing
guideline criteria are prososed to the extent that each is appli-
cable to the respective position:

(1) Contribution to Lvergreen's goals:

{a) Internal.

(b) External.

(2) Completion of formal assignments:

(a) Qualitative adequacy, effectiveness and efficicncy.

(b) Quantitative adequacy, effectiveness and efficiency.

) Success of interpersonal relations:

{a) External (public, students, faculty, staff).
(b) Internal (co-worker).

(4) Demonstration of management skills and administrative
leadership.

) Success in promoting cooperation and coordination,
(6) Growth and improvement,
AC 174-112-710 Procedures for Recommending Merit Increases

Funds made availabie for rocognition of merit for exempt adminis-
trators shall be divided into three parts, prorata, according to
the total salaries of the exempt administrators in each of three
Categories:  the President, his imsediate assistants, and vice
presidents; those exenpt adninistrators responsible to the Vice
President and Provost; and those exompl adninistrators responsible
to the Adeinistrative Vice Presidont. '

. 2/ 1300 2y




“;112~71U {(Continued)

e respective vice president shall decide, after review of evalu-
ons and after consultation with appropriate deans and directors
nd the subject exempl administrator, and.upon consuitation with
ha President, how the werit of such acministrator is to be re-
arded, subject to concurrence by the President and subject always
o approval by the Board of Trustees,

‘he respective vice president shall provide to the subject exempt
dministrator, in writing, an evaiuation of performance and noti-
fication of the amount of merit increase to be proposed to the
ward of Trustees at Teast two weaks in advance of the meeting at
Mich the President anticipates Board action,

fese guidetines shall also apply to assigament of ranges and
ecognition of merit for those exempt Lvergreen administrators
yatd-from other than general funds.

Vv grant- or contract-funded exempt administrator located at
Evergreen will not be Tisted in EAC 174-112-060 {3), but these
uidelines will ko followed in establishing salaries for the posi-
tions and incumbents to the extent permitted by the grant or
Cecontract.

7411273 Grievance Procedures

“Should an exewpt administrator believe that his position is incor-
rectly placed on the grid or that his salary increase or lack
“thereo? vesulted frowm an unfair or dincorrect procedure, he may
cappeal Tn accordance with the provisions of Evergreen's governance
~document.

4.112-720 Exempt Administrators Paid From Other Than General Funds

g | | 2/V3/1605 02
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L Rumber Position Title .
,._._..4*----—----;- ~ - ;
11 ' Divector of Cooperative Fducat...
Directer of Counseling

ssistant to the President

17 Director of Bevelopment

13 Dean of Student Services -
Dean of Library Services \A
Buginess Manager
Birector of Computer Services —
- Divectoy of Facilities L

14 Physician (f“\\{

15 e A

16 Adwinistrative Vice President
Vice President and Provost

18 Pregident

(4) Position vs. Jncuwbent. The wvalue assiguned to each .
position in the prid is tudipendent of the dncumbent's &
functrion, merit, tenure or salary. ‘
i) Meaning of the Grid. The grid as such exists solely for
adwinistrative couvenience. The fact that it establishos
15 steps for each range should never be construed that
movenent [rom one step to another is automatic or results
from longevity. Conversely, the steps should not be
construed as constraining: an exceptionally meritoricus
employec way reccive, say, a seven step increase.

Gi174-112-670 Initial Placement
(1} TIncumbents in Existing Posltions

(a) Upon the effcctive date of this plan, salaries of
all dncowbents below the bortom step of the respec— -
tive wange shall be adjusted, pricr Lo any other
action, to the lower edge of the grid.

(b} - Incumbents receiving salaries in excess of the top
step of the vespective ranpe shall receive no
increases, other than cost of living increasee as

provided in EAC 174-112-680 (2) and (3), below.

(2) HNew appointments to Existing Positions. TPersons filling
exdsting administyatlve cxewpt positions shall be offered
Tudtdial salaries ot or near the lower edpe of the grid
for the position to be filled, with exceptions possible
for the feliouing vearons:  speeial alilicotions (or
Laek of vequlved ouwalificotions), aofficentive action,

1
. " - P ! R I 1. il [ i
and gpeciol Moarletplace vol

{

ve' compotitive siteatlons.
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cent on. either side of that mid-point, wi . two
percentage points between each step,

(2) Grid. DBawed on the eriteria above, the following grid
is established for administrative cxempt positions
which now exist or which anticipate creation in the
near futuvre (Exhibic 1), :

(3) Assignment of Positlons to Ranges. If the incumbent of
any professional library or professional councelor posi-
tion listed below has been accepted as a member of the
faculty, his salary shall be determired according to
the salavy guidelines for membors of the faculty (FAC
174-112-550 through 630).

Range Number ; Position Title
L Cooperative Mducation Counselor
2 Administrative Secretary to Vice President
3 ——
& Adiissions Counselor
5 Administrative Secretary to President
Adminilstrative Assistant to President
6 Health Services Coordinator
Cooperative Education Coordinator
Fihanctal Ald Coordinator
Placement Counselox
7 - :
.8 Security Chief
Bookstore Manager
Professional Counscélor
‘Head of Refercnce Services
Head of Acquisitions
Head of Circulation
Head of Cataloging
Housing Oflicer
9 Purchasing Manager
Director of Public Information
10 Director of Recreation and Campus Activities

Director of Personnel

Director of Auxlliary Services _
Director of Financial Adid and Placement
Assoclate Dean of Library Servicos
Affdrmacive Action Officer '
Chlet of User Services

Reedairan

Divector of Adelssions
R TR TR o
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