To:		Bill Mischo, Interim Dean of Libraries
From:		Thomas Teper, on behalf of the Academic Professional Promotion Implementation Team 
Subject:		Recommended Next Steps for Implementing Academic Professional Promotion Process
Date:		Aug. 30, 2017
As you know, the Executive Committee tasked the Academic Professional Promotion Implementation Team (APPIT) to take on the next steps required to implement a promotional process for academic professionals within the University Library. The primary goals as outlined in our group’s charge (Appendix A) included the following: 
· Developing a preliminary framework for the review process and criteria based on the review criteria and rankings outlined in Final Report and Recommendations: Library Framework for Academic Professional Promotion (dated Nov. 21, 2016), 
· Conducting an initial review and recommending assigned ranks for all appointed Academic Professionals within the University Library based on their most current position descriptions and resumes on file that includes the rationale for rank assignment as well as indication of equity-related concerns (as identified through BHRSC analysis conducted independently of process for assignment of rank), and 
· Outlining, for the Library’s Executive Committee, recommended next steps necessary to fully implement the Academic Professional Framework.

As outlined in the Final Report and Recommendations, the process of implementing of a promotion process required – at least initially – the establishment of some baseline. The primary tasks assigned to APPIT in its charge centered on that activity, with a report of recommended next steps to be submitted to EC on September 30, 2017. 

The members of APPIT consider the assignment of ranks to be complete in so far as the remaining work is a question of BHRSC process. And, we have included below a report of recommended next steps for the implementation of a promotion process for academic professionals within the University Library. In their implementation, we believe that there are two things that must be kept in mind. First, the process of establishing a promotional process where none existed is one of culture change for both supervisors and incumbents. And, the process of establishing the program is one that will take many years of trial and error. Second, we remind the Library’s Executive Committee and those that follow in this work that the timeline outlined in the Final Report and Recommendations that drove our work called for promotions to be effective in calendar year 2019. In order to have an effective date of August 16, 2019 for promotions in that cycle, the program needs to be in place in late fall 2018 and the call needs to be made in the early spring semester of 2019. 

The membership of APPIT included the following individuals: Tom Habing, JoAnn Jacoby, Greg Knott (ex officio), Beth Namachchivaya, Susan Schnuer, Jennifer Hain Teper, Thomas Teper (chair), and Angela Waarala. 

Respectfully submitted, 

Thomas Teper


Recommended Next Steps Implementing the AP Promotional Program
Based upon the work completed by APPIT, its evaluation of the Final Report and Recommendations: Library Frameworks for Academic Professional Promotion (included as Appendix B), and the feedback received in multiple open meetings held as we prepared for and wrapped up the process of assigning ranks to established academic professionals within the University Library, our working group makes the following recommendations: 
1. Build on Work Completed: In large part, the members of APPIT agree that the University Library’s implementation of the AP promotion process should draw upon the framework outlined in the Final Report and Recommendations: Library Frameworks for Academic Professional Promotion
2. Assign an Administrative Home: While APPIT’s charge seeks further definition and documentation of the promotion process from APPIT, it is the considered opinion of the team that the University Library would be better served by assigning the work an administrative home in the BHRSC. The APPIT membership is happy to continue providing support for this work, but we believe that appointing program coordination responsibilities within the University Library’s BHRSC operation will ensure maximum accountability for what is, frankly, a human resource operation. 
a. Establish Hiring Procedures: One of the side effects of implementing a baseline of assigned ranks for established positions is that the University Library needed to improvise as we began searches for new and/or replacement academic professional positions. That, however, has not completely resolved how the AP promotion process will be integrated into the on-site interviews, the on-boarding process, etc…. Additionally, future requests for AP positions should include a statement as to the proposed rank(s) of the proposed positions, with special consideration being given by the proposer of proposed lower-ranks against existing civil service positions. 
3. Assign a Coordinating Individual: In the BHRSC, we believe that the program coordination responsibilities should be assigned to one individual, likely the Organizational Development and Training Specialist. That program coordinator will need to ensure several things are accomplished over the next twelve months in order to position the University Library to move forward with this program:
a. Codify Practice: Develop and/or codify policies, practices, and templates for submission of documents
i. Use Existing Framework – Modified: Much of the framework is outlined in the Final Report and Recommendations: Library Frameworks for Academic Professional Promotion
ii. Develop a Promotion Process Website: Codification of process on a standing website like that managed by PTAC
iii. Provide More Guidance: There was a call for templates for resumes, etc… that would provide more guidance about what to include. 
iv. Clarify Criteria: Based upon feedback gathered during the ranking assignment process, there is a need for further clarification of the criteria necessary to achieve ranks as well as eligibility criteria for advancement.
b. Establish and Codify Stepped Salary Increases for Promotions: There is a strong current in support of establishing stepped salary increases for promotions. While there is an acknowledgement that the bumps may be higher at the senior ranks, percentage-based increases which disproportionately advantage those with higher salaries are viewed unfavorably both by APs, supervising librarians, and the consensus opinion of APPIT.
4. Repopulate APPIT and Transition Charge: As the University Library awaits appointment of the Organizational Development and Training Specialist, APPIT seeks some fresh blood. With recent departures, the team is a little Spartan and needs some additional members to help advance processes associated with codifying practice in advance of the arrival of said coordinator. The team’s current charge (appendix A) does indicate that our charged duties end with providing additional recommendations to EC; however, letting the process lie fallow until the new Organizational Development and Training Specialist arrives is shortsighted. We recommend adding an additional bullet to our charge that details APPIT to further define and document promotion process in advance of transitioning to a coordinating individual. 
5. Engage Supervisors in the Process: Based upon our own observations of the process to date and feedback received from unit administrators, we believe that it was completely appropriate for APPIT to be engaged to establish the baseline. However, our membership is of the considered opinion that supervisors need to be more meaningfully engaged, both in developing meaningful annual evaluations and in the writing of evaluative letters of support for those APs that seek promotion. 

Additionally, APPIT believes that the following additional feedback gathered may be appropriate to consider as the University Library moves forward on implementing the promotion process. 
1. Now that a baseline rank has been established for all APs, there is some potential for “promotion glut” in the early calls for promotions. It is possible that many APs will technically be eligible for consideration simultaneously, and it is a topic that warrants further examination and discussion. 
a. There was a feeling among some of the APs that there was too much emphasis on research as a measure of accomplishment. While the word “research” only appears once in the matrix used, some APs balked at it being used as a criteria for advancement as APs are “not faculty” and the emphasis on research as a path to promotion would take them away from their primary duties.
b. Concern was expressed about the application of investigation time and its role in the promotion process. The University Library’s policy regarding investigation time is clear; however, there was concern that the use of investigation time was inconsistent and that its application and availability to individual APs varied highly depending upon who they reported to within the University Library. 
i. Regarding the matrix developed as part of the Final Report and Recommendations, feedback received after the assignment of ranks was completed expressed a mix of support for what it allowed and concern about what it needed:
1. There was an expressed need to edit and refine the ranks and descriptions as the language within categories often overlapped, as the working for some senior ranks appeared to require less than those below them in seniority, and that the language required polishing.
2. There was also praise for the language in the matrix as it was perceived as being flexible enough to accommodate different types of work despite the need for refinement. 
ii. There was a strong sense that there is a need to develop a mentoring program that will support the APs, both in terms of the support that LCAP can provide them in terms of professional development and in terms of the support that supervisors can provide in terms of providing guidance. 



Appendix A: Academic Professional Promotion Implementation Team
Charge	
The Academic Professional Promotion Implementation Team (APPIT) is charged with the next steps necessary for implementing the Library’s Promotional Framework for Academic Professionals. These steps include: 
· Developing a preliminary framework for the review process and criteria based on the review criteria and rankings outlined in Final Report and Recommendations: Library Framework for Academic Professional Promotion (dated Nov. 21, 2016), 
· Conducting an initial review and recommending assigned ranks for all appointed Academic Professionals within the University Library based on their most current position descriptions and resumes on file that includes the rationale for rank assignment as well as indication of equity-related concerns (as identified through BHRSC analysis conducted independently of process for assignment of rank), and 
· Outlining, for the Library’s Executive Committee, recommended next steps necessary to fully implement the Academic Professional Framework.

Term of Service
The term of service on the APPIT is from February 2017 – Completion of work in 2018. 

Membership
Membership on the implementation team includes the AULs, representatives from the BHRSC, LCAP, the original Promotion Path Task Force, and an at large faculty member. These individuals include: Tom Habing, JoAnn Jacoby, Greg Knott (ex officio), Beth Namachchivaya, Susan Schnuer, Jennifer Hain Teper, Thomas Teper (chair), Angela Waarala

Timeline and Milestones
Feb. 2017	Kick-off
Mar. 15, 2017	Complete Development of Framework for Review Process and request vitae from all APs
[bookmark: _GoBack]Mar. 15 – May 2017	Conduct initial review and assignment of ranks to all Academic Professionals based on most recent position descriptions and resumes
May 30, 2017	Distribute initial classifications of Academic Professionals to individual Academic Professionals
By June 30, 2017	Consider appeals to initial assignment of rank
June 30 - July 15, 2017	Complete classifications of Academic Professionals
July 16 – Aug. 2017	Library HRBSC implement necessary title changes in Banner Library HRBSC convey to Dean of Libraries assessment of equity concerns.
Sept 30, 2017	Submit to Library Executive Committee recommendations for next steps in implementing the Academic Professional Promotional Framework. 
2018	APPIT Further Defines and Documents Promotion Process
Late 2018	Academic Professional Peer Review Promotion Advisory Committee Charged with APs Elected through NEVP Process
Spring 2019	Initial Promotion Review
August 16, 2019	Effective Date for First Promotions Following Initial Rank Assignment

Tht- 2/2017
EC – 2/13/2017
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Submitted to the University Librarian and the Library Executive Committee by 
The Task Force to Create Promotional Paths for Academic Professionals:

Tom Habing, MJ Han (co-chair), Josh Harris, Greg Knott,  Beth Namachchivaya (co-chair), Richard Stokes, Jen-chien Yu, Angela Waarala
11-21-2016


Executive Summary
The Task Force to Create Promotional Paths for Academic Professionals is submitting this final report that contains a framework for review, promotion, and ranking for the Library’s Academic Professionals to recognize cumulative milestones in their career accomplishments, and their notable contributions in service to the University of Illinois Library as well as to their respective professional areas.  This document, released as a draft on September 1, 2016, has benefited from a 6-week comment/discussion period that included substantial input from group discussions and anonymous email. In this summary we indicate the areas of the report where the Task Force has made revisions based on feedback received during the comment period.  On balance, many of the comments affirmed the need for an Academic Professional promotion framework in the University Library.  Comments about clarity of process, objectivity, and sustainability suggest that the Library focus its efforts on constructing a resilient framework, which may initially require several years of development.  The Task Force believes the long-term benefits of developing this framework will be substantial, for those involved, as well as for the organization.

· Eligibility (Section II): 
· Include Academic Professionals with less than .5 FTE appointment 
· Reduce the required service period for initial promotion from Assistant to Associate to occur between 3-5 years
· Articulate criteria and a process to be considered for early review
· Mentoring and Guidance (Section IV): 
· Include guidance and instruction for APs as well as supervisors
· Provide guidance for promotion and advancement
· Promotional Ranks (Section V): 
· Clarify titles for each rank and describe how rank is expressed in addition to job title
· Review and Evaluation (Section VI):
· Expand examples of specialized criteria for promotion at each level for different categories of Academic Professionals (e.g., IT, business) 
· Develop specific guidelines for candidates to demonstrate evidence-based job-related and professional achievements in candidate supporting documents.
·  Provide templates or examples for personal statement and CV
· Promotion Award (Section VII):
· Define the financial basis for the promotion award (flat amount or percentage)
· Appeal process (Section X)
· Startup considerations and Implementation Team (Section XI):
· Appoint implementation team 
· Determine initial ranks 
I. Principles 
The overarching theme is to provide a path for career advancement for Academic Professionals in all permanent positions in the Library. The principles that guide this framework include:

· By creating a well-defined promotional path for Academic Professionals, the Library organization will benefit by improved talent development, succession planning, and employee retention.
· Recognize the incremental development of academic professional skills and experience as part of a cohesive framework for professional advancement in the organization. 
· Provide promotional opportunities that can be recognized by other campus units, other institutions.
· The Library is committed to the ongoing stewardship of the professional advancement processes for academic professionals.

This framework outlines the promotion process using the following guidelines related to participation, achievement, and rewards:
· Academic Professionals have the option to participate in the promotional paths identified by the Library. 
· The promotional accomplishments identified in the framework are based on functional roles and individual professional achievements.
· Promotional salary increases become part of the base salary, and are determined separately from salary increases related to annual performance review.
II. Eligibility
All permanent Academic Professionals (except those in visiting appointments) who are subject to the annual review and evaluation procedures of the Library (based on calendar year), are eligible for promotion. During the comment period a number of Academic Professionals expressed a desire for the initial promotion period from Assistant to Associate to be shorter than five years.  Candidates who have been appointed initially at the rank of “Assistant” may be considered for promotion anywhere from 3-5 years from their initial appointment.  Decisions about whether to prepare an early application for promotion from Assistant to Associate  (i.e., at 3 or 4 years) will be made on a case-by-case basis, involving consultation between the candidate, the supervisor, the AUL, and the Assistant Dean for Business & Human Resources Service Center (BHRSC).  A process would need to be established through which candidates can request consideration for early review. In the cases where the standard review process takes place, candidates who have worked at the current rank for five years with a minimum of two consecutive full years of annual performance reviews with an overall rating of “solid performer” or “outstanding" are eligible for the next promotional rank. Visiting Academic Professionals are not eligible for promotion. [footnoteRef:1] However, their time in the Library counts toward professional experience if the visiting position becomes permanent.  [1:  There is no promotional clock for the Academic Professional Promotion Program, i.e., Academic Professionals can decide whether or not and when to request consideration for promotion. Also there is no penalty when the promotion case is declined.] 

III. Mentoring and Guidance
The Library Committee for Academic Professionals (LCAP), working with the Library’s BHRSC should develop an Academic Professional mentoring program and provide guidance on career development and promotion for Academic Professionals, especially at the point of hire, but also at any point in their career. An additional program developed with the Library’s BHRSC and the Staff Development and Training Committee should also target training for supervisors of Academic Professionals (and any faculty who are interested in participating) to ensure that they are familiar with the promotion framework and that they proactively work with Academic Professionals whom they supervise to identify career advancement opportunities within and beyond the framework, where reasonable and appropriate.
IV. Promotion Procedure Overview
Promotion can be initiated either by a supervisor nominating an individual, or through self-nomination by an Academic Professional. Each Academic Professional is responsible for their own career growth and goals, working in conjunction with their direct supervisor. The annual time frame in which candidates express interest, prepare supporting documents, and are evaluated for promotion starts immediately following the Academic Professional annual performance reviews in May, and concludes in mid- to late-November with promotion recommendations made to the University Librarian.  An overview of the promotion review process is provided in Appendix A: AP Promotion Process Overview flowchart.

A. If the Academic Professional has met the required criteria, or there is a case made for early review, they may be eligible to apply for promotion in the Summer following the second “solid performer” or “outstanding” performance review, prior to August 15. The Academic Professional sends a letter of intent to their direct Supervisor, briefly stating their intention to apply for a promotion.  We strongly recommend that the Academic Professional and direct supervisor have an informal conversation at this point to confirm the candidate’s readiness to apply for promotion.  After that conversation has occurred, the Academic Professional sends a copy of the letter of intent to Library BHRSC and to the appropriate Associate University Librarian or the University Librarian and Dean (where applicable).  No approvals are necessary at this point in time.
B. The Academic Professional prepares a package of Supporting Documents, as outlined below, and shares these with the Supervisor or a designee, the BHRSC, the appropriate Associate University Librarian, or the University Librarian and Dean (where applicable). (Submission date: October 15)
C. Promotion cases are reviewed by a committee (see section on Review and Evaluation below), with recommendations made to the University Librarian and Dean. (October 16 - December 15).
D. Library planning for the Academic Professional promotion budget is part of the annual Library budget planning process.  Planning takes place in parallel to the promotion review process.
V. Promotional Ranks 
Upon their initial appointment in the Library, Academic Professionals are classified into one of four ranks that represent both the depth and breadth of their career-track achievements. Library units that have non-library-specific professionals (e.g., IT, Advancement, Business, or HR) may articulate additional specific criteria required for promotion within each rank; for these academic professionals, deference should be made to already-established Library and campus-wide promotional criteria, either formal or de facto, as appropriate. Any additional criteria will be vetted by the BHRSC and will be made available for review by Library staff and faculty.  For a comparison chart, please see Appendix B: AP-Promotion Criteria-Comparison.[footnoteRef:2] [footnoteRef:3] [footnoteRef:4] [2:  All professional expertise, service and research required for each rank are cumulative from the previous rank(s). ]  [3:  One unresolved question is how the promotional ranks can be noted, in an individual’s title or additional administrative appointment designation.  Library BHRSC is consulting with campus HR on the HR process for applying promotional ranks for Academic Professionals, both with and without title changes.]  [4:  The Task Force emphasizes that the proposed ranks, their descriptions, and the proposed titles for each rank represent a starting point in identifying career promotion milestones.  In the discussions of the Task Force, the open forums and office hours, and the anonymous comments, it was clear that four ranks were preferred, but less clear what to call these.  Another suggestion made in the forums and comments is that the criteria for promotion should be expanded with examples that represent the desired activities that are valued as professionally important achievements by the different categories of APs (e.g., IT, business, advancement, preservation/conservation, etc.) ] 


· Assistant: Candidate is at the beginning of his/her career, developing identity and competence in his/her area of expertise; beginning professional activities and contributions to library/university community; demonstrates basic skills as a professional in area of expertise; under supervision, contributes in the context of a unit include work that is well-defined and limited in scope. 
· Associate: Candidate is competent in his/her area of expertise; contributes to planning and managing within a unit; exerts some influence and impact within the unit and larger organization; works in context of area of expertise doing complex yet well-defined tasks; contributes to professional organizations and activities (editing, co-authoring, member of committees, etc.) and active on committees and service groups in the library/university and broader professional community; demonstrates broader skills, speaking and writing for varying audiences.
· Senior Associate: Candidate is experienced, and is recognized for his/her expertise and contributions to the library; demonstrates well-developed skills in all aspects of his/her field, in particular as they support the research library community; displays breadth and depth of skills and organizational knowledge, working with an array of audiences and applications; actively participates in unit or organization-wide efforts as part of primary position responsibilities, occasionally assuming leadership roles; contributes to professional, Library, and university service through committee and group participation; demonstrates involvement in projects, career enhancement, grants, research and publication, etc.; works with service groups having a wider scope within the library, university, and/or community; exerts significant influence and impact within unit, other particular areas of the library, and the profession.
· Senior: Candidate is an acknowledged leader in the organization or a recognized expert or leader in his or her chosen field and a ‘master’ at his/her expertise; demonstrates sustained professional accomplishment and outstanding performance as a Senior Associate at the University of Illinois Library or as a professional staff member elsewhere;  leads unit or organization-wide efforts as part of primary position responsibilities; contributes to professional service such as chairing committees, initiating activities and leading working groups and task forces in the Library, on campus, and in the candidate’s professional community; mentors colleagues; Initiates and is involved in projects, career enhancement, grants, research and publication, etc.
VI. Review & Evaluation 
An Academic Professional Peer Review Promotion Advisory Committee, an elected committee of three Library Academic Professionals (preferably in Senior or Senior Associate ranks), and two AULs, reviews applications submitted by Academic Professionals annually, ranks them, and provides their recommendations to the University Librarian. 
VII. Promotion Award
The promotion award for each rank is an increase to the base salary that is provided in addition to any annual merit increase that is awarded in a given year. After substantial input from the Library Academic Professionals, faculty, and staff, the Task Force recommends that the amount of the increase be a set, consistent amount, either a flat amount or a percentage, to be determined by the University Librarian, in consultation with Associate University Librarians, Assistant Dean for BHRSC and Executive Committee or Budget Group. A title change (if applicable) and rank will be applied according to the promotion program.  The Task Force notes that a flat amount benefits individuals with lower salaries earlier in their careers, but may not be valued by those in senior ranks.  A percentage increase will have the inverse result, providing limited benefit to those in less senior ranks, and benefiting those in senior ranks, or those at the high end of the pay scale.  The Task Force did not have reach a consensus recommendation on which method was preferable, but recommends that the Library review potential scenarios for early, mid, and late career promotions using both the flat fee as well as a percentage method prior to making a decision.
VIII. Promotion Review Criteria
The performance of the Academic Professional must demonstrate exceptional accomplishments in areas of expertise appropriate within his/her professional assignment. For example:
 
· Additional skills/expertise (including advanced degree) acquired after last promotion or hiring
· Recognition from a broader community inside or outside of the Library
· At least two years’ history of “outstanding” or “solid performer” good annual reviews
· Contributions to the Unit and the Library
 
Evaluation criteria focus on the candidate’s ability to demonstrate sustained accomplishments and career development.  The Task Force recommends that Library BHRSC, working with an Implementation Team, identify in more detail the evaluation criteria as well as the required information for the candidate’s statement and supporting documents.  While the areas identified in the Library’s Academic Professional Evaluation Form (revised 2015 http://www.library.illinois.edu/administration/human/forms/index.html) make for a useful set of guidelines, they do not elicit evidence-based descriptions of an individual’s key professional accomplishments.
IX. Promotion Candidate Supporting Documents
The Academic Professional candidate should prepare and submit the following documents for consideration for promotion.
· Updated curriculum vitae or resume
· A personal statement that summarizes and provides salient examples of accomplishments and growth in the areas of job performance, service, leadership, etc. that are appropriate for the individual, according to Library Academic Professional performance evaluation criteria.  In the personal statement, the candidate makes the case for how his/her professional activities and accomplishments demonstrate readiness for promotion to the next level. 
· Current and previous job description(s)[footnoteRef:5]  [5:  See recommendation in VIII regarding the need for Library HR and an appointed group to develop promotion criteria, specific guidelines, and guidance for candidates who are preparing their individual promotion cases.

] 

Supervisor (or designee) working with the BHRSC should prepare the following documents for promotion:
· Performance evaluation (previous two years, plus the promotion year evaluation) 
· Letter of evaluation written by the Academic Professional’s direct supervisor (or designee):  This letter provides an assessment of the candidate’s readiness for promotion to the next level, using the promotion rank descriptions as a guideline for evaluating the candidate’s accomplishments. 
· Guidelines for the content and nature of the supervisory evaluation will be developed by Library BHRSC working in concert with an appointed group.
X.  	Appeal process
A candidate whose promotion is declined may re-apply.  Candidates whose promotion is declined may appeal the decision within 45 days in writing to the University Librarian and Dean of Libraries.  The Dean may choose to appoint an advisory committee to review appeals. 
XI. 	Startup Considerations
Implementation Team:
The Task Force recommends that the University Librarian appoint an Academic Professional Promotion Framework Implementation Team to further refine and implement the proposed promotion program once it is both accepted by the Library and approved by the campus.  Membership on the implementation team should include the AULs, representatives from the BHRSC, LCAP, and the original AP Promotion Path Task Force.  The initial work to establish this program is substantial, and it will require a group that is dedicated to developing a sustainable and rich foundation for Academic Professional career advancement in the Library.
Pilot review: 
The Task Force recommends that the Academic Professional review and evaluation process for promotion should be conducted initially as a two-year pilot program, with feedback collected and analyzed annually by the Assistant Dean for the BHRSC, working in conjunction with the University Librarian and LCAP, and adjustments made where necessary.  Recommended implementation: Fall 2017, with review in Fall 2019.

Establishing initial ranks:  
Academic Professional rank is established upon appointment in the Library.  For those who hold appointments at the start of this program, each Academic Professional role and the individual needs to be evaluated and placed at the appropriate promotional rank in the system.  The Library needs to identify a process to accomplish that, be it optional for each Academic Professional, or a comprehensive effort in the Library.  The Task Force recommends that the Implementation Team be responsible for reviewing and categorizing current Academic Professionals at a rank in the framework that is commensurate with their current position description, and their resume documenting career experience, education and training pertinent to their professional role in the Library.  The Library may need to develop a specific resume template that allows for consistent listing of experience. 

Administrative/budget allocations:
The University Librarian and Dean consults with the appropriate internal advisory group/committee to determine the annual Academic Professional promotion budget, and seeks advice to prioritize recommendations if there are not sufficient funds to support all promotion recommendations in a given year.


Appendix A: AP Promotion Process Overview
AP Promotion Process Overview
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		Appendix B: AP Promotion Criteria - Comparison	
AP Promotion Criteria: Comparison
	Assistant 
	Associate
	Senior-Associate
	Senior

	Candidate is at the beginning of his/her career, developing identity and competence in his/her area of expertise.
	Candidate is competent in his/her area of expertise.
	Candidate is experienced, and is recognized for his/her expertise and contributions to the library.
	Candidate is an acknowledged leader in the organization or a recognized expert or leader in his or her chosen field and a ‘master’ at his/her expertise.

	Beginning professional activities and contributions to library/university community.
	Contributes to professional organizations and activities (editing, co-authoring, member of committees, etc.) and active on committees and service groups in the library/university and broader professional community.
	Demonstrates well-developed skills in all aspects of his/her field, in particular as they support the research library community.
	Demonstrates sustained professional accomplishment and outstanding performance as a Senior Associate. 

	Demonstrates basic skills as a professional in area of expertise.
	Demonstrates broader skills, speaking and writing for varying audiences; contributes to planning and managing within a unit.
	Displays breadth and depth of skills and organizational knowledge, working with an array of audiences and applications; actively participates in unit or organization-wide efforts as part of primary position responsibilities, occasionally assuming leadership roles; contributes to professional, Library, and university service through committee and group participation; demonstrates involvement in projects, career enhancement, grants, research and publication, etc.; Works with service groups having a wider scope within the library, university, and/or community; exerts significant influence and impact within unit, other particular areas of the library, and the profession. 
	Leads unit or organization-wide efforts as part of primary position responsibilities; contributes to professional service such as chairing committees, initiating activities and leading working groups and task forces in the Library, on campus, and in the candidate’s professional community.




	Under supervision, contributes in the context of a unit include work that is well-defined and limited in scope.
	Exerts some influence and impact within the unit and larger organization; works in context of area of expertise doing complex yet well-defined tasks.
	Plans and manages within unit and among units; exerts significant influence and impact within unit, other particular areas of the library, and the profession.
	Mentors colleagues; Initiates and is involved in projects, career enhancement, grants, research and publication, etc.
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