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PART |

:ICAREER LADDER PHILOSOPHY FOR PUBLIC
SERVICE PROFESSIONALS

Introduction

The University of Georgla Is a large and diverse Institution
charged with the responsibllity of developing and carrying out an
educational program of outstanding quality for the people of the
state. A crucial element of that responsibility is a public service
program responsive to the larger soclety that sustains the
University. Public service consists of the application of knowledge
thrqugh research, teaching, and technical assistance to the solution
of iproblems : confronting today's everchanging and increasingly
complex soclety

The fact that professional personnel pursue substantially
litetime careers in university public service is self-evident both on
this campus and on the campuses of most institutions which
vigorously pursue the public service function. On this campus and
on many others, there are numerous professionals who have spent
twenty or more years In public service careers. Furthermore, the
years since World War Il have witnessed an unparalleled expansion
of public service activity in volume, scope, depth, and diversity.

The development of a truly strong public service program at
The University of Georgla Is dependent to a large degree on a
definite, objective career ladder with specific standards, require-
ments, and titles for appointment and promotion of public service
professionals..
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ARternative Approaches

There are two alternatives for providing a career ladder for
public service professionals. One Is for public service professionals
1o use the traditional academic rank ladder with the criteria used for
appointment and promotion of teaching, research, and public
service faculty. Since there are many functions common to both
academic faculty and public service professionals, the traditional
academic rank career ladder, with some adaptations of criteria, may
be appropriate to meet the needs of some public service profes-
siqnals. This Is particularly true when appointments are in
departments of degree-granting schools and colleges. (See The

University of Georgia Guidelines for Appointment, Promotion and
Tenure, Second Edition: 1981; Revised: 1988.) ‘

The other alternative Is for public service professionals to use
a separate career ladder that reflects the various types of public
service functions. The definitions and criteria used would relate
more directly to the professional services performed by public
service faculty that differ from those performed by teaching and
research faculty in ways that make the traditional criteria for
appointment and promotion Inadequate or inappropriate. At the
same time, public service professionals, as full members of the
academic community, should conform in the highest degree
possible to the Institution’s pursuit of intellectual excellence.
Furthermore, they should possess the same academic credentials
and professional experience required by any outstanding institution
of higher education. .

The Public Service Function: An Alternative Career Ladder

Public service is principally invoilved in the Identification,
development, and rendering of service to individuals, communities,
or~2nizations, and public agencies in support of their own purposes
and functions. Public service activities deal basically with the
public-policy needs of society. Problem ariented, they rely heavily
upon the integration of knowledge from many disciplines as well as

2
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the application of an experience-based understanding of real-world -
relationships and phenomena. '

Public service professionals have continuing, direct contact with
citizens and officials In their own environment and are deeply
involved with state and local leaders in the areas of educational
needs assessment, program development; training, consultation,
and technical assistance. They furnish leaders and groups with
objective research results and other resource information. foi
decision making. They design and conduct teasibliity studies, field :
test basic knowledge, develop procedural and technical manuals;
and provide group instruction both on and off campus. All of this’
activity requires a high level of study, organization of Information,
and written and oral presentations characterized by clarity and
directness of expression. Much of it has only an indirect rélation to
research in the pure sense and may or may not lend iself to
publication in traditional academic journals.

‘Thus, public service professionals spend much more of their
time In a broad range of activities that require effective com-
munication skilis and relevant lield experiences. In some cases -
their activity provides neither the time nor the opportunity for
participation in academic credit instruction or abstract research and
publication. Because of the characteristics of the public service
program and the unique functions performed by public service
professionals, an alternate career ladder I8 an option for those
whose public service assignment is not compatible with criteria for
appointment and promotion within the traditional career system of
academic professorial rank. Accordingly, the qualifications for
appointment and promotion of public service professionals within
the separate career ladder should nhot be measured from the more
traditional research and teaching perspectives but rather from
standards more directly related to the competencies required and
the quality and. success of the public services performed.
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General Definitions and Requirements of Public Service Rank

The public service career ladder is composed of four steps In
rank. From lowest to highest category, they are (1) Public Service
Representative, '(2) Public Service Assistant, (3) Public Service
Associate, and (4) Senior Public Service Assoclate. The following
statements about each category are intended to provide further
definition and to explain the requirements.

A lig Servi or ti

1. This rank is one of tw‘no éntry level ranks and Is considered
equivalent to that of instructor.

2. Competency should be supborled through academic
preparation appropriate to the duties and requirements of
the position. - : ‘

3. Candidates for Public Seryvice Representative usually do not
have the terminal degree In their field, :

4. Experience appropriate to the duties of the position is
required whera .the highest degree is lower than the
master's,

B. Public Service Assistant

1. This rank Is the primary entry level rank and Is considered
equivalent ta that of assistant professor.

2. The terminal degree Is required, except under unusual
circumstances.

3. Ordinarily, a minimum of four;years of productive and
relevant experience is required.

4. Potential  for . growth! and . development must be
demonstrated.

Guidelines for Public Service Appointments and Promotion

C. Public Service Assoclate

1.

This rank Is equivalent to that of associate professor.

2. Competency should Bo based on academic preparation in
a field appropriate to the duties of the position.
a8 The;termlml degreé Is required, except under unusua!
circumstances. , o
i B :
4. Normally, four years of productive experience that
coresponds to the duties of the position and whose quality
has gained the candidate some regional and/or national
recognition among colleagues and clientele are required.
8. Potentlal for growth and development must be
demonstrated.
D.}i Senior Publi fat
1.. This rank Is‘oqulvalent to that of professor.
2. Competency should be supported by academic preparation
- In a fiekt appropriate to the duties of the position.
/3. The terminal degree is required.
& Dlsflhgulshed service in a chosen field at state and regional
" levels or national level is required. -
5. Recognition among professional colleagues as a natlonai
leader or distinguished authority in his/her field of work is
‘ required. '
'V 6. A documented record of consistent productivity of superior

- quality over a five-year period is normally required.
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Public Service Administrators

Public servige directors will normally be selected from a pool of
caiididates who possess the terminal degree and who have
achleved senior rank or are ready for promotion to that rank. For
those nominated for promotion after serving In an administrative
capacity, special criteria are required because the time demands on
administrators often prevent them from engaging heavily in
academic or scholarly activities., Administrators in the instructional
fynction of the University are usually judged not by their
administrative contributions but by their scholarly pursuits, in the
main by the quality of their teaching and research
accomplishments. in the same way, any public service
administrator who is not of senior rank and wishes to pursue that
rank must have maintained and documented a record of public
service accomplishments of exemplary quality separate from and in
addition to his/her administrative duties.

Examples of such activities would be:

1. publication in retereed journals of a regional or national
scope since promotion to the rank of public service
associate;

2. presentations before regional, national, or international
professional agsociations or socleties since last promotion;

3. documented contributions to the development and
publication of public service educational material for a
particular clientele slnc? last promotion;

4. documented eviden‘ceviof the?development and imple-
mentation of innovative programs since last promotion;

5. documented amhoﬁhlp’of succésdul proposals funded by
public or private agencies.

» Gu!dellnes for Public Service Appointments and Promotion

. - Etfective administrators are able to create an environment which
helps their faculty to be both successful and productive in public
service endeavors. The success of the unit’s projects is often much
more easily documented than is the role of the administrator in
achleving that success. Nevertheless, it is important that a genuine
effort be made to determine and record the effectiveness of the role
the administrator plays in the success of his/her unit over given
periods of time. This is true for the individual administrator as well
as for the administrator's supervisor. Such documentation shouild
supplement the public service activities listed above.

Affirmative Action Criteria

Promotion committees will be guided in their deliberations and
actions by the University’s Affirmative Action policy regarding
glt'fr'lmlnqtlon related to race, sex, national origin, or religious

ellef. o



PARTII
PUBLIC SERVICE PROFESSIONAL FUNCTIONS

The purposé of this sectlon Is to present the factors to be con-
sidered and used in making Initial appointments to public service
academic rank and In making judgments about the promotion of
public service faculty,;:it deals first with general consliderations
involved, followed. by more. specific criteria and guidelines, and

concludes with procedural matters.
General Considerations

There are two types of academic rank within the University: the
ti.ditional rank designated as “professorial rank" and a second
category of rank designated as "public service academic rank.
Public service academic rank should be reserved for a professional
position whose major duties are principally and directly involved in

‘the public service function. ‘As a corollary, such a position should
be eligible for public service academic rank only if the duties of the
position make it possible for the individual to quality for progress
along the career ladder. Furthermore, the types of activity involved
in the position should require knowledge and skills for which one
or more graduate degrees are either essential or highly desirable.

Many positions in the University carry both public service and
academic instructional duties. They are called joint-statied
positions. In such cases, the individual may carry either the
academic or public service rank. Those who quality and elect to do
so can be nominated for professorial rank in lieu of public service
rank.

General Categories of Public Service Professional Functions

All professional positions in public service, other than
administrative, involve one or a combination of three kinds of
general functions that are described as follows:

A,
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. Instruction and Yraining. Defined as the range of activities
'which include educational needs assessment, program and
project development . and coordination, instructional
materials development, delivery of instruction, and program
evaluation.

Policy, Leqgal, and Other Applied Research. Defined as the
analysis of problems, opportunities, or issues of demonstr-
able irelevance to the mission of the institute or unit in
which the professional is employed, using investigative and
analytic techniques meeting academic and/or professional
standards, and leading to a published product.

Consultation _and Technical Assistance. Defined .as
providing in an advisory capacity specialized knowledge
applicable to a client or client group for which the facuity
member is qualified to render professional counsel. These
advisory activities must, of course, be part of the mission
of the Institute or unit in which he/she is employed. The
delivery process may be structured or unstructured and
may Include actlvities that range from assistance in
technical tasks to development of organizational structure
and function.

Speclal Conditions. it may be the case that the budgeted
and assigned duties of public service personnel, as
revealed in the job descriptions of their public service
positions, do not speclfically or neatly match these
generalized categories of public service. (Examples of job
descriptions. of public service personnel are included as
Appendix ll.) Unjustified modification of an employee's job
description merely to fit within these generalized categories
should be avoided. Nevertheless, it is important that every
public service position should be able to be defended as
comprising one or more of these general functions (Le.,
i.nslructlon and training; policy, legal, and other applied
research; consultation and technical assistance).




. PART.IN
APPOINTMENTS

Introduction

While factors to be assessed for initial appointments and for
promotion in rank are jdentical, there is a significant difference in
emphasis. The principal ditference resides in the fact that for initial
appointments Inferences must be made from prior educational
achievement, related work experlence and achievement, and
pérsonal characteristics which demonstrate potential for quality
_performance of University duties in the position and at the rank
recommended.

Appointment Procedures for Public Sefvlce Faculty

Recommendations for new appointments to the public service
faculty originate within various University units. Deans or directors
and department heads should meet with senlor faculty of their
divisions and departments to seek their advice and recommenda-
tions concerning the specifications of position duties and
responsibilities and the important characteristics of the person
nexded to fill the position. A search committee should then be
appointed, together with a designated chair. The search committee
will be responsible for preparing and disseminating announcements
of the vacancy in compliance with Affirmative Action guidelines and
University procedures. The search committee will also be respon-
sible for screening applicants and selecting the designated number
of leading candidates for interview by the department head, dean or
. director, other members of the division, and, when deemed
. appropriate, other members of the central University administration.

The dean or director and/or department head of the service division
will consult with other division faculty, particularly within the
division where the candidate will be located, before making a formal
recommendation through appropriate channelis to the Vice President
for Services.

10
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The dean or director then forwards to the Vice President for
Seryices one copy of a dossler containing the following information:

A..- A covering letter which contains the following:

1. The purpose of the appointment in relation to the
service division and University needs and the duties the
nominee is expected to perform.

2. The nominee's professional competence as evidenced
by previous study, relevant experience, and the like.

3. The :norhlnee'a standing among thosé of his/her
specialty.

4. A description of the process used to evaluate both the
need for the position (if a new position) and the
qualifications of the Individual belng proposed to fili the
vacancy. The makeup, actions, and recommendations
of the search committee should be described.

B. A vita sheet summarizing biographical, personal, and
professional data on the candidate.

C. A detailed job description, specifying both short-term and
long-term objectives of the position.

D. A cdmplele list of the publications of the candidate,
including books and monographs, bulletins, and other
publications.

| Coples of a representative sample of the candidate's
publications during the last five years (for public service
associate and above only).

F.' A list of honors, awards, Invited lectures, exhibitions,
displays, prizes, consultantships, and any other

1
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information:.which. reflects : the - candidate’s 'professional
achievements.

G. Letters of evaluation ana recommendation. For the senior
public service associate, at. least four letters should be
provided. These letters should be obtained from unblased
individuals who know the candidate from a professional
standpoint, not : fram ' the. candidate’s former major
professor, close associates, or friends.

The Vice President for Services will make a careful
review of the complete dossier and forward Rt with a
recommendation to the Vice President for Academic Atfairs,
who then forwards It to the President’s office or other office
designated by the President.

Letters offering appointments to prospective faculty
should include the sentence, "This offer is made subject to
administrative approval and to approval by the Board of
Regents.”

The President, if he approves an appointment, will
submit the papers with his recommendation to the
Chancellor's office. No appointment Is final until it has
been approved by the Board of Regents. A disapproved
nomination will be returned to the Vice President for
Services for disposition.

12

PART IV
THE PROMOTION PROCESS
Introduction

Each candidate for promotion will be judged primarily on the
basls of his/her performance of assigned and budgeted duties.
Thus, each nomination must be accompanied by a complete job
description that outlines the general duties involved in this
budgeted position. (See Appendix Il for samples of some job
descriptions for positions held by public service professionals.) it
may prove helpful in establishing the position’s public service
tug:gltlon to refer to pages 8-9, which describe categories of public
service.

The service unit director making the recommendation must
present a complete and careful description of the position In the
service unit. This description should clearly establish the superior
quality of the candidate’s individual efforts by describing carefully
his/her general activities as they relate to the elements of the
particular job description.

Although evaluated primarily on the superior accomplishment
of budgeted and assigned duties, each candidate may aiso be
judged by performance in dutles that go beyond the job description.
The candidate will also be expected to have made significant
progress |n his/her own professional area. This growth can be
documented .. by publications, association honors, awards,
fellowships, grants, and contracts as well as by outstanding service
p%pl;gt”alonal;assoc!allons'n an officer, director, or committee
chair!

~_Since;the candidate Is a member of an academic community,
with .all. the -rights, privileges, and responsiblilities that such
membership entails, he/she may become involved with duties in
that community, such as service on university committees, formal
classroom Instruction, and basic research. Significant contributions

13



Guidelines for Public Service Appalntments and Promotion

in such activities should be given due consideration by promotion
committees. :

Minimum Years in Rank

The accomplishments of a public service faculty member during
a given period are far more important than the length of the period
itself. Nevertheless, certain minimum periods in rank are usually
expected before he/she becomes a candidate for promotion. Under
normal circumstances, the minimum time in rank for a public
service representative or a public service assistant Is four years; for
- a public service associate, five years. This guideline does not
prohibit the earlier promotion of a candidate of outstanding merit,
but it does suggest that only especially meritorious candidates
should be recommended for promotion within shorter periods.

Public Service Academic Rank °

The requirements for academic rank of a public service
representative, public service assistant, public service associate,
and senlor public service associate are outlined on pages 4-5.

Additional Criteria

Promotion to any public service rank requires great care and
consideration for the future career ladder potential of the candidate.
Consequently, recommendation of promotion to the rank of public
service assistant or public service assoclate should be made with

the view that the candidate offers convincing evidence that he/she
possesses the potential for achleving the stature required for the

next step in rank as well.” Critical signs of this potentlal are a
demonstration of a sense of direction, consistency and growth in
the candidate’s work, eyldence of the productive use of creativity
and innovation in the candidate’s area of specialization, and an

14
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@qu’dl jtion of increasing Involvement In significant professional ac-

tivities.

Promotion to Public Service Assistant

Once a public service faculty member at the public service repre-
sentative rank has recelved the terminal degree, the unit director will
make a recommendation for promotion, accompanied by the
Recommendation for Promotion—-Summary information form, and
forward It to the Vice President for Services office within the normal
time frame for consideration at the April meeting of the Board of
Regents. (See Appendix lil.) No dossier is required in this Instance.
After the customary administrative review within the University (not
through the regular promotion process), the recommendation will
be forwarded to the Board of Regents for approval.

Promotion Procedures for Public Service Faculty

Promotion recommendations originate in the public service
administrative unit to which the candidate is assigned. The dean,
director, or department head should meet with the senior*
members of the unit and thoroughly discuss candidates for
promotion. These senior members should make a recommendation
by written ballot on each candidate, and the record of the vote on
each candidate should be made part of his/her promotion dossier.
If there Is a minority report, it shall be included in the dossier If the
minority so wishes. In case the University unit director's or dean’s
recommendation Is contrary to the vote of the senior members of
the unit, a full explanation of this recommendation should be

“Included in the transmittal letter.

*Senior In rank to the candidate under consideration.

15
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' The Dossler for Promotion < This cover letter is the capstone document and a major element
; of the promotion package. Its contents are very carefully assessed

+Qiidelines for Public Service Appdlintments and Prdniotloh

The dean or director of the University unit shall forward to the by the reviewers and evaluating authorities

-V'-a President for Services six coples of a dossler containing as ,

much of the following information as appropriate:** B.. A.complete vita sheet summarizing biographical, personal,
coo e and professional data on the candidate.

A. A cov,emig: letter which containg the following information,

referring to dossler documomaﬂon as applicable:

e A A § L

1. The scope:and :quality of the candidate’s job
performance In the budgeted position (as detalled in the
job description) held during the evaluative period under
consideration: for this. promotion. The letter must
indicate an outstanding performance in the assigned
position by evaluating the quality, quantity, and creativ-
ity of the candidate’s performance, (See p. 18 and
pp. 20-21,)

2. The candidate’s contributions to his profession. In
particular, as the individual advances to the senior
levels, the unit director must evaluate critically the
candidate In relation to distinguished colleagues in the
field, both at other comparable institutions and locally.
Solicited letters may be used in this latter evaluation and
should be referred to in the cover letter.

3. The candidate's lnvoh?emeﬁt with University service
and/or public service to the community where he/she
resides.

4. An assessment of the candidate’s future potential, both
in performance and potential for the next step in rank.
(See p. 14.)

1! This vita should include a complete list of publications
of the candidate, including articles, books, monographs,
bulletins, and other publications. Representative
samples should be attached as addenda to the dossier.

2, In addition, the vita should include a list of honors,
awards, Invited lectures, exhibitions, displays, prizes,
grants and contracts, consultantships, and any other
information which reflects the candidate’s professional
achlevements. (Unsolicited letters should not be In-
cluded here. Such mateérial is more appropriately placed

-with the documentation to which it refers.) ;

C. A thorough documentation of the superior achievement of

the candidate In his/her job assignment. This section must

* contain, as the first document, the job description of the i
candidate’s position. Solicited and unsolicited letters may
be used as documentation in this section. Care must be
taken that such letters document the particular
achievements of the candidate.

D. , Letters of recommendation. The nomination of a candidate

:should be supported by letters of recommendation from at
least three off-campus authorities who can provide a criti-
cal and detalled evaluation of the candidate. The request
for such letters should be made by the unit director. A
syggested form is attached (Appendix 1). These letters are

extremely Important, They often make the difference
between success and failure _of a promotion

recommendation, Each letter should not merely be
- gupportive; it must be critically evaluative and analytical.

. **Note: In the case of candidates who were nom:nated bggb not
promoted the previous year, appropriate documentation may be re-
'iuspd;_but‘new material, including additional letters, Is expected.

8 17
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E. The names and:addresses of three additional outside
specialists In the candidate’s field and/or clientele with
whom the candidate has worked extensively, These
referenoes should be persons from whom letters were not
requested. Co A

F. The completed Recommendation for Promotion—~Summary
Information form required by the Chancellor’s office. The
years of rank and years at the Institution should include the
current academic year. Appendix Itl specifies the
documentation to be summarized and suggests a format to
be used. This form should not exceed two pages in total
length. ‘

Suggested Evidence to Be Used for Documentation

Suggested evidences for documentation in Section C of the
dossier must contain an evaluation of the candidate relative to the
duties of his/her job position. This documentation must be
complete and must clearly demonstrate an outstanding contribution
to the unit by including quality, quantity, creativity, and evaluation.
This documentation may be organized according to the three
general categories of public service functions, identified in the
guidelines on pages 8-9. (See Appendix IV for additional suggest-
ions regarding organization.)

The evidence should emphasize the impact, results, and
outcome of the work rather than the quantity of products, the
number of repetitions of a specific program, the number of par-
ticipants, or the number of booklets distributed. Where problem
complexity was an Issue, it should be identified, as should the
importance of the work to society in general or the client group in
particular. Where possible, the evidence should include evaluations
of the candidate’s work by peers, participants, clients, supervisors,
and other reliable evaluators. Where joint professional efforis are
Involved, the nature and level of the candidate’s contribution shoutd
be specified. :

18.
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N A 4 . S

- The .Vice' President for Services, In consultation with one or
more advisory committees, reviews the complete dossier and, if he
approves, forwards it with his recommendation to the Vice Presi-
dent for Academic Affairs, who after approval forwards it to the
President’s office or such other office as the President may desig-
nate. The President transmits the nominations to the Chancellor's
office. No promotion is final until it has been approved by the
Board of Regents. In the case of disapproval, the candidate may
appeal the decision. (See pp. 21-22.)

Advisory Committee

Tﬁe Vice President for Services, at his discretion, may appoint
one or more public service advisory committees to review
promotion nominations and advise him about promotion
recommendations. Deans and/or directors will be requested by
the Vice President for Services to furnish his office with lists of
highly competent individuals of equal or higher rank who are
appropriate for such service. Committee members may elect their
own chair or the chair may be appointed by the Vice President for
Services. The advisory committee may appoint ad_hoc
subcommittees to evaluate individual nominations.

it is not the primary purpose of the members of an advisory
committee to serve as experts in all of the functions exercised by
candidates under consideration. Their major purpose is instead to
assess the strength of the substantive evaluation of the candidate
that has been made by the candidate’s public service unit and by
outside experts In his/her field 80 as to determine whether this prior
evaluation meets the standards embodied in the Guidelines. The
advisory committee will also attempt to gauge the candidate’s
overall contribution, thereby complementing the substantive
evaluation at the public service administrative unit level. The
committee should give primary consideration to the assessment of
the - candidate by those responsible for supervising his/her
performance of duty and by those who can best assess the success

of his/her efforts.

19
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- An individual member of the advisory committee is free at any
time to reveal his membership on the committee. After promotion
evaluations are completed, the membership of the committee will
be published. ‘

Guidelines for Deliberations

Making judgments about the achievement, performance, and
potential for future performance of Individuals nominated for
appointment or promotion rests uitimately on the values of the
decision makers and how they view the evidence submitted to them.
Decision making about such matters is more an art than a science
and Involves a wide range of varlables.! Thase judgments, by their
nature, are in many ways subjective because of the non-quantifiable
nature of many elements of quality performance and because of the
ditferences in the values and priorities of the diverse people making
Judgments about the nominee’s performance.

The following suggestions are offered as guidelines to ald the
committee in its deliberations:

A. Reputation versus productivity. Questions relating to
reputation versus productivity and performance are difficult

ones. Reputation usually reflects performance. There are
enough exceptions, however, to justify a word of caution.
in general, a candidate’s performance and
accomplishments should weigh more heavily than his/her
professional reputation.

B. Lack of a terminal degree. Some individuals, by virtue of

their independent, study, experience, and level of
-. performance, have accomplished far more than their level
of formal training would lead one to expect. In these excep-
tional cases, provision must be made to allow them to be
hired . and : promoted to levels of rank and authority
commensurate with their talents. It is for these reasons that
the requirement. for: a terminal degree is not made an

20
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absolute "must." However, for public service rank to be -
meaningful and worthy of recognition, consistently high

standards for promotion must be maintained. When a

candidate lacks the terminal degree, the primary basis of

the decision must be the performance of the candidate and

the particular skills that he/she brings to the institution.

Consequently, the skill levels and the quality of past

performance must be of such merit that the candidate has

earned regional and national recognition by professional

colleagues.

C. Concentration versus diversity. Although a candidate with

several diverse skills is recognized as a rare and desirable
addition to the facuity, it Is also true that a candidate’s
record of outstanding quality and quantity of work in only
one category (training and instruction; policy, legal and
applied research; consultation and technical assistance)
‘should be sufficient to justify his/her promotion. The key
point . is to measure achlevement in these categorles
according to the job responsibliities assigned and the
opportunities that position provides or requires for either
concentration or diversification of activities.

Appeal Procedure

Unsuccessful nominations for promotion may be appealed in
exceptional circumstances. Requests for reconsideration should
be submitted in writing by the director of the nominating
administrative unit to the Vice President for Services within seven
days after notification by letter of the candidate’s disapproval.

The dean or director’s request should Include:
A. Any pertinent information not already in the promotion
dossier of the candidate.

B. A detailed explanation of relevant circumstances and
reasons justifying reconsideration.
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If the recommendation for denlal was made by a public service
advisory committee, the appeal will be submitted to that committee,
which will then make a reappraisal. of the candidate’s record and
carefully weigh the new .information contained in the appeal.
Appeals should be made only in cases where the administrative
unit head feels that the additional evidence will justify the reversal
of the original recommendation of the public service advisory
committee.

in those cases where no adﬁsow committee was Iinvolved in
the Initial denial, a special review committee composed of senior
; public service faculty may be appointed by the Vice President for
Services.

~r

*Senlor in rank to the candidate for promotion.
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APPENDIX |
SUGGESTED FORM OF LETTER FOR USE IN
REQUESTING EVALUATION OF CANDIDATE

Dear

* Tha University of Georgla Is considering the appointment{promotion) of
to the rank of .

. On such appointments (protiloﬁom), we soek expert advice from outside our
faculty as well as within it. You have been recommended to us as one particularly

_ ableto ovaluate ‘s quaiifications for this posttion.

LAy .
:We would appreciate your candid opinion of (his/her) quailfications and any

other Information you can provideé that will help in making a wise decislon. We are
pppﬁ?llr Interested In the following: :

A

" -The candidate’s professional competency. -

(3

1

2. The, quality and signjficance of (his/her) professional public service
. pcﬁyl%og.g‘
: 1

(ulal/hor)l national ronm and telative standing in (his/ her) fleld.

doopelrtt o
4.; Your professional and personal evaluation.
It your own [nstitution had a position available In the candidate’s area of
competence, would (he/she) be given favorable consideration for such a
position? i Would your response to (him/her) be negative, lukewarm,
gensrally favorable, or enthuslastic?

R T ' ’
sl (His/her) genoral desirabliity as a faculty member.
? im-f/hor)' ability to work With people.

Your mSly will be kept In confidence. If you feel that you are unable to comply
with this request, we would welcome any suggestions from you as to whom we

. should contact.

.Thank you for your assistance in this matter.

Sincerely yours,

23
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R Hos nescnumou
nuum SERVICES ASSOCIATE

i
by

‘Ph.0, or equivalent In rubllo ldmlnlw y hunun resource management, or

Candidate must be able to function effectively
ln an interdisciplinary . onvlmnmont. -Advanced knowledge of one or more
'substantive areas of government pqulnd Must be able t0 work productively alone,
Ias @ member of a team, o a8 & director. | Extensive consulting experience
lwitha orfentation qud- Mmuhuthypmmmmmm.nm

This! position Is bnlully “an’ appied resparch and technical assistance and
”moumuon poolﬂon with the blb;v!ng duu” and rowomlblllﬂom ,

§ 14-flep | IS i S

ol g

Prepare assessment center mnmlalo, oonduct candidate orlentations, train

. assessors, direct all anoumom eomoy activwn. puparo candldnb topom and
-; perform other related duﬂos vk ‘

' o

¥ Aum In wucmdng/nnmcmrlng pmoﬁoml .ynomt and oarm patm

K 1 i : e H
zf, Mnt with pounthl oihm.. dmnnlm nadlnon of uynum for lnhmnﬂon -nd
nogomto contract, if npproprlah, wb]oct o tppmal of division administrator.

.~

. Guidelines for Public Service Appointments and Promotion

l
el e

4 4 ‘
M ,hgahd by ‘division administrator, serve as project director for grnm and
pfo[ocu dlroct oﬂom of graduate assistants, secretarial staff, and

ﬁt o "1“"' olecta -,

g ul;hno' ‘? the Goorgla General Asumbly upon request.

Pmlc{pnlo lp ntudlu belng conducted by other Vinson Institute of Government
dMshnn as muy bo required.

LY
Mllnhln cunoncy In substantive and human resource fieids In which apoclallzod

S‘Aalp'orv)lu Inhml as delegated by division administrator,
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R
: JOB DESCRIP!!ON :
N PUBUOSEFMCEFACULW i
Goveaunemn. nasem AND SERVICES

Audomlc Propanﬂonmd Expotloneo [F

D P.A. or Ph.D. degree ln publlo ldmlnlnuﬁon. ocommlco, public pollcy or related
management fleld. Experience in jocal government management, especiaily in the
areas of budgeting and financlal management, Is preferred. Candidates should also
have experience working with leglsiative bodies at both the local and state level.

; : o
: R
Responasiblilties B -

. : - ‘ I : ‘
Conduct policy research at the request of govemmental clients, including the
Georgla General Auombly and othor loul and state govommom organlnuonu
' % :: N SS | . ]
. Perform technical assistance at tho roqunt of locl‘l and umo olﬂclala in opoclnc
‘ 'mu. Including pfogum waluaﬂon, budg ng, ond financlal mnnagomom.

Do\.v(olop a program of polloy umwtf on ltmq ol'llmrnt to local nn‘d omo pollcy
) m ors. . -

Tt

govommcntcllonu. .

Elhbllsh & national npuhﬂon lov oxpoﬂlu ln chooon llold through participation
In prolouloml conferences nnd publloaﬁon ln proloqaloml journals and magazines.

Perform advisory and ldmlnlotnﬂn hlkl noenury to plan, organize, implement,
and ovnluah research and technical nommeo projects.

Establish and maintain nlatlonmlps Mﬁ; Unlvonhy faculty who could serve as
oonwlunuonlmuumptolocb., i 1

Review draft reports writton by oollugm locuslng on trmhodology, substantive
content, and style.

" Serve as project coordinator , lor tpoclnc research assignments, often
interdisciplinary, supervising and managing the research and wrliting contributions
olomonnn bty . A! ) )
o 1] g P
Pl'ount eomploud uum:h prolocu' or ropom to ’oal and state cllonu

~Koop tnformed of current umwh mothoda anq llterature related to area of
WI.RY co 5 . | !
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[ i

§kglla gnd AMbutea

Ablllty po apply both quantitative and qualitative research methods.

' ‘Abﬂlty to oonﬁﬁunlcau to groups and to work with people at all levels.

Ablllty to ndapt and apply abstnct concepts to the practical needs of clients.

Commltmont to the team nppfo-ch and & willingness to work In close cooparation
with eolluguu in the Institute.

_Wllllngnou to. take initlative and work independently.
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JOB DESCRIPTION
PUBLIC RESEARCH FACULTY
GOVERNMENTAL RESEARCH AND SERVICES
DIVISION

Academic Preparation and Experience
J.0., Ph.D., or equivalent degree In law, economics, political sclence, or public
administration. Experience with local government law Is preferred. Candidates

should aiso have experience In working with local and state legisiative bodies and
officlals.

Res, nﬁlbllltles

Conduct npp!iod and policy research at the request of governmental clients, .

Including the Georgla General Assembly and other local and oht. govemmont
organiza..Jns.

Pertorm technical assistance at the request of local and state officials and others :

In specific areas related to federal and state law.

Assist other colleagues in the provision of technical assistance and In thé

completion of interdisciplinary technical assistance projects.

Develop a program of policy research on lssues of Interest to local and state policy .

makers.

Establish and maintain effective working relationships with local |and ohu
government clients.

Perform advisory and adminlistrative tasks necessary to plan, orglnlzo, |mp|omom,
and evaluate research and technical assistance projects.

Establish and maintain relationships with University hculty who oould ‘thrvd adi
consultants on Institute projects.

Review draft reports written by colleagues focusing on methodology, tub‘lihdv&
content, and style.

Serve as project coordinator for specific research lulgnmohu, 'ohoh
Interdisciplinary, supervising and managing the research and writing eonulbuﬁonq
of other staff. )

Present completed research projects or reports to local and stato elloﬁto

Keep Informed of current research methods and literature ulatod lo nroa of
specialty.
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Skiils and Attributes

Abllity to communicate to groups and individuals and to work with people at all

fevels of education and experience, particularly state and local government officers
and employees.

Ability to adapt and apply abstract concepts to the practical needs of clients.

Commitment to the team approach and a willingness to provide assistance to and
work In close cooperation with colleagues In‘the Institute.

Willingness to take inltiative and work Independently.



AP?ENDIX lll
RECOMMENDATION fOﬂ PROMO’ﬂON
SUMMARY INFORMATION

Name . Soclal Security #

Highest degree eained Age

Prosent rank and title

No. of years in present rank (lncludlng current yur)

No. of years at lmmuuon (Includlpg cumnt you r)
fnmk and mh noommmd R -

Tqtal pumber :m yoars of

;’I‘oul number of years as IulHlmc qurny monibor

; of Tenure Tuck- clrck m) Ui l
i I";:nund ¢ 2. Nonu;mnd-on lqnuro ‘track

R xli"

nocuuemmou (whou
!1. Budgeted and uolgmd uuuu. s

3. Publications, -w-rd:, honqn. ;
oomuqu and gmm. g

4. Other (lndudlng unlmmy urvbo ‘
: formal Instruction, research, and/or

** significant community service):
| Vote
YES' NO ABSTAIN
Division Review '
Unit Review
institution Unlversity of Georgla
Date President
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APPENDIX (v
UGGESTIONS FOR DOCUMENTATION

While each nominee and his recommending supervisor are free to handle the

form of documentation in the most sultable way, these suggestions may be helpful.

j.

All written materlals and lhmmurlou should be loose leaf bound, Including
transmittal letter from the officlal initlating the nomination.

a Use uuloﬁ No. 020150, binder - loose leat, 3-ring,
- 11 x 8 1/2", 3" capacity, from Central Office Supply. On the front of the
binder there should be a sticker using the following format:
I T IR

- Name of Faculty Member
Administrative Unit

| - Recammended for Promaotion to

i| :Vol. | (it more than one folder)

R
b..;? The materials should be organized and clearly labelied according to the
cqtoqomq used for documentation.

] Idonuﬂcluon tabs shouid be attached to a separate sheet at the beginning
ot mh eatogory. (A., B., ot0.)

The ﬂm plgo of the dossier should indicate the name of the faculty
"' member, followed by a detalled table of contents with page numbers so that
‘readers can locate lems easlly. Page numbers shouid be written In pencil
80 lhat last minute ltems can be added easlly.

._ﬂoprlnu {such as books and butky reports) which cannot be bound Into the

', dossler should be identified in the reprints section by title, author, and
" source. A peparate shoet should be provided for each such publication with
the statement that it may be found under separate cover,

t :All prolouloul staff mombers are well advised to keep & running summary of
i thelr activities by each category in a form which lends Itsell to summarizing for

neh year. Each administrative unit In public service may wish to develop a
eommon form for each type of activity conducted by its unit.

it will be well for each administrative unit to develop rating forms or scales for

- each type of activity engaged In by its staff. Plans should be made to
© systematically obtain ratings from clients, peers, and other suitable appralsers

at npproprlato times. These will be useful in documenting Judgments.
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Special protessorships at The University of Georgia are intended to
recognize outstanding service and professional accomplishments. In
addition to the recognition of past achievement. these protessorships
provide facuity with further resources for the continuation of their
professional development and success.

@ Regents’ Professorships

Regents’ Professorships are awarded by the Board of Regents to outstard-
ing faculty to honor truly outstanding scholarship. The Professorship is
granted for an initial period of*th#e years. and may be renewed for a
second three-year term by the Board Japon the recommendation of the
President. the Chancellor. and the C;on:;rmttee on Education of the Board
of Regents. Awardees will receive.a permanent increase in salary of
$10,000 added to the merit raise in thé year of initial appointment. In
addition. they will receive a yearly fund of $5.000 in support of their

- scholarship.

@@=t University Professorships

University Professorships are awarded to recognize faculty who have had
a significant impact on the University. Honored are racuity who have
served the University-well: in addition to fulfilling their normal academic
responsibilities. This:might involve an exmraordinary role in policy
development and change. curricular change. new programs. introduction
of instruchonal technology. or other academic leadership roles. In effect.
University Professorships .ecognize individuals wh-se actions as change-
_agents have im| ~‘proved_the quahty wuh which the Umversuy serves 1ts

“ missions EHT¢ersev-Brotessors T recewe ¥ prmanent theredse of $10:0007
in salary and will recéive annually. as long as she or he holds the position.
a yearly academic support tund of $5 000, Appointment to the position of
University Professor ordmanly will be continuous until retirement or
resignation from the" professorial rank.

@t Research Professorships

The appointment of Research Professors at The University of Georgia is
intended to recognize outstanding research and other creative, scholarly
accomplishments and to provide the impetus for continuing high achieve-
ment. The title of Research Professor is awarded for a five-year period to
those who are academicians recognized for creative and original contribu-
tions to knowledge and whose work promises to continue to foster
significant new concepts and understanding. Each Research Professor
receives a permanent salary increase of $7,000 and receives annually,
during the five-year appointment, a $10,000 fund to support scholarship.




The University must apply these Guidelines with fairness. Fairness means that the
ares for recommending a candidate’s appointment, promotion, and tenure must
safeguards against error. The faculty member and the University both gain from
iral safeguards. To this end, these Guidelines codify the steps to provide advice and
ion, to make recommendations, and to review candidates for appointment,
ion, and tenure, as well as the steps that candidates must follow to appeal decisions
he process.

n cases of conflict between the written policies of a promotion/tenure unit and these
ngs, the policies set forth in these Guidelines will control.

EQUAL PROTECTION ASSURANCE

the University of Georgia has an Affirmative Action Compliance Program and a
 sexual orientation. In any recommendation or decision regarding appointment,
on, or tenure, the University will not discriminate against anyone on the basis of
lor, sex, national origin, religious belief, age, presence of a handicap, or sexual
ion. Voting faculty, heads of promotion/ienure units, Deans, and committees should
r a candidate’s qualifications in relation to the criteria listed in these Guidelines and
ecific criteria developed at the appointment, promotion, and tenure unit level, and
* the procedures specified.

APPOINTMENT, PROMOTION, AND TENURE

Criteria for appointment, promotion, and tenure at the University level follow from
the University’s mission, to teach, to inquire into the nature of things, and to serve society.
University of Georgia faculty must meet the following primary responsibilities: teaching,
research or other creative activitics, and service. University governance and activities within
one's discipline are supplemental responsibilities. Academic appointment, promotion, and
(enure are based upon a candidates’ performance in teaching, research and other creative
activities, and service.

The University of Georgia is a complex social organization. Satisfying its mission
effectively requires the collegial and conscientious participation of the faculty in many ways:
scholarship in teaching, research and other creative activities, and service; departmental and
institutional governance; professional society contributions and governance; and academic
policy and procedure development. This participation can and should be recognized in a
variety of ways, including departimental, institutional, and disciplinary honors; merit pay;
designated professorships; assignments; career development options; and other means.

While this broad participation may also contribute to an evaluation, the key criteria
for appointment, promotion, and tenure follow from the University’s explicit mission to
teach, inquire into the nature of things, and to serve society. Every candidate with
significant responsibilities in an area -- whether leaching, research or other creative
activities, or service -- must demonstrate competence. Each candidate must show a high
quality of scholarship and performance in two of these three responsibility areas. Evidence
of scholarship includes publications or other creative works.

Faculty are sometimes assigned entirely to one responsibility area: teaching, research
and other creative activities, or service. The University must judge such faculty for
promotion and tenure on their quality of performance and scholarship in the area assigned.
The promotion/ienure unit head documents, the Dean approves, and the appropriate vice-
prasident verifies such cases.

If there exists a significant conflict of interest, faculty may not participate in
appaintment, promotion, and tenure recommendations; advisement of the candidate; and
preparation of materials. All personal and professional conflicts of interest must be
revealed and reviewed. Conflicts of interest include personal and professional interactions
and relationships that would preclude highly objective and unbiased recommendations and
correct, complete, and unbiased assistance in these matters. Spouses, immediate family
members, and colleagues with an intimaie personal relationship with the candidate are
explicitly prohibited from participation.



Contributions to Service
¢ Standard

Service is the integrated application of knowledge through research, teaching, and
hnical assistance to solve problems confronting an ever-changing and increasingly complex
iety. It is principally involved in the identification, development, and rendering of
icational and technical service to individuals, communities, organizations, and public
incies. Service acltivities are basically oriented to the life-related and public-policy needs
fociety. Problem-centered, rather than subject-centered, service activities rely heavily
n integrating subject matter from many disciplines with experiences in the world of work,
ilt life, and youth development.

Providers of service not only have continuing, direct contact with citizens and
anizations in their own environment, but also are deeply involved with local, state,
ional, and international leaders by providing for educational needs assessment, program
clopment, training, consultation, and technical assistance. Through instruction, faculty
ish leaders and groups with objective research results and other resource information
decision-making. They design and conduct feasibility studies, field-test basic and applied
Wiledge, develop procedural and technical manuals, and provide group instruction on and
campus. All of this activity requires a high level of scholarship, development of creative

focused methodologics, strong information organization and media use, and written and

| presentations exhibiting clarity and directness of expression. Many service activilies
¢ only an indirect relation to research in the pure sense, but may lend themselves to
lication in applied journals or other suitable research/creative publications.

The University of Georgia is a premier land grant and sea grant institution charged
1 the responsibility of developing and carrying out a high quality educational program.
rucial element of that responsibility is a service program responsive to the larger society
- sustains the University. Faculty whose work assignments are in public service must be
ctive in delivering that service. The University distinguishes between routine
formance and service that draws upon the breadth and depth of scholarship. Faculty
1 responsibilities in service must deliver it at a quality level reflecting that scholarship.

:umentation
Evidence of the effectiveness of public service contributions includes, but is not
ted 10, the sources listed below. In joint endeavors, the degree each person contributes

uld be identified.

Honors, awards, and special recognition for service activities.

1

Program and project development, and other creative activities.

a. Quality of programs and projects developed as documented by client and peer
evaluation.
b. limpacts or outcomes of programs and projects as reported by statements of

clients, evidence of successful changes and improvement, and contributions to
knowledge and understanding, including any significant writing in terms of
program outlines, prospectuses, proposals, project reports, and the like.

c. Publication of program or project results in applied journals or other suitable
research/creative publications and presentations at professional and trade
associations.

d. Assessment of quality by recognized leaders in the discipline.

Effective instruction.
a. . Quality of educational presentations and instructional materials as measured
- by clientele and peer evaluation.

b. Evidence of knowledge transfer and behavior modification of clientele.

Consuliation and technical assistance.

a. Quality of work as evaluated by the clientele and peer groups. Concise needs
assessments, demographic data, and educational methodology should support
quality assessments.

b. Impact or outcomes of the consultation or technical assistance work, including
development or use of written materials, integrated -knowledge bases, tests,
techniques, and solutions.

Applied research.

a. Quality and impact of written documents produced, including knowledge
integration, creative solutions, or other outcomes of applied research as

evaluated by clientele and peers.

b. Scholarly publication in professional or applied journals or other suitable
publications and associated presentations.



Other service activities.

a. Selection for special service activities outside of the state or nation.
b. Program and project coordination activities.
c. Receipt of grants and contracts to finance development and delivery of service

ignovations, when such grants and contracts are competitive and subject to
rigorous peer review and approval.

d. Individuals from outside the state or nation seeking to study the service
provider's work and innovations.

e. Development of patents for instruments and processes useful in soiving
persistent problems.

f. Performance of clinical activities in the veterinary hospitals, psychology clinics,
reading clinics, clinical pharmacy sites, special education clinics, and other
clinical settings.

Election to offices, committee activities and important service to professional
associations and learned societies, including editorial work and peer reviewing as
related 1o service.

Departmental and institutional governance and academic policy and procedure
development as related to service.

REQUIREMENTS FOR RANKS

Each rank has distinct requirements in terms of terminal degree, years in rai
levels for the criteria. Terminal degree refers to the highest degree awarded in a dis:
the doctorate is the terminal degree for most disciplines within the University exce;
few areas such as the studio arts and the performing arts.

Extremely strong justification should be provided in support of any recomme:
for promotion to the rank of associate professor or professor for candidates who h:
earned the appropriate terminal degree in their respective disciplines. Extremely
justification is also required in providing support of any recommendation fo.
promotions. A promotion is considered early if the candidate will have completec
than the following number of years in rank at the current institution: 3 years as ins
being recommended to assistant professor; 4 years as assistant professor being recomn
to associate professor; S years as associate professor being recommended to profes

Prior service as faculty at other colleges/universities or prior service in
appropriate professional activities may qualify for consideration in meeting the requirn:
for years in rank.

Instructor :
The instructorship is an entry-level position for the University. Requirements i
the following:

Degree: Candidates usually do not have the terminal degrees appropriate for
their disciplines.

Years in Rank: Candidates do not need a minimum number of years in a
lower rank.

Levels for the Criteria: Candidates should show promise of moving
toward excellence in the criteria appropriate to their work
assignments.

Assistant Professor :
The assistant professorship is the primary entry-level position for the Uni
Several requirements follow.

Dégree: Candidates must have the terminal degrees appropriate for their
disciplines.

Years in Rank: Candidates do not need a minimum number of years in a
Jower rank unless the initial appointment was at the instructor level at
the University of Georgia.

Levels for the Criteria: Candidates should show promise of moving toward
excellence in the criteria appropriate to their work assignments.
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The University of Georgia

Office of the Vice President for Services

June 4, 1992

Dr. Nevin C. Brown

Director

Conference on School/College Collaboration
American Association for Higher Education
One Dupont Circle, Suite 360

Washingion, DC 20036

Dear Nevin:

Since seeing an article in the March 25, 1992, edition of The Chronicle of Higher Education,
1 have iantendec to write you about the issue of rewards to faculty for participating in service
activities. As you can understand, after 21 years of being a vice president for services, I
might have much to say on this subject.

At The University of Georgia, we have moved slowly but surely to develop a reward system
that respects and recognizes the importance of service. This is the case for people on the
professorial career ladder as well as those on the public service career ladder. Enclosed are a
couple of publications attesting to the fact.

This past year we implemented a campus-wide monetary award system for facuity in service.
Each year we will recognize five faculty members for distinguished work, and the award
includes a $2000 permanent increase in salary. As far as I know, no other university in
American recognizes service work in this special way. '

Please understand that I am available to work with you on your project. I will be in
Washington in July to attend international activities associated with NASULGC. If it is
possible for us to get together at that time, I would like to do so.

Sincerely,

Oon



The Walter Barnard Hill Awards for Distinguished
Achievement in University Public Service

Purvose

The Walter Barnard Hill Awards are estabplished To recognize
distinguished achievement in the public service prcgram of the
University of Georgia. Chancellor Hill, who led the University
from 1899 until 1905, first articulated the institution's medern

public service mission.

There will pe a2 maximum of five such awards

m
f1

ch year. Each
awardee will receive a permanent salary incrsase cI 52,000 zeyond

the raise prsvidad threcugh the normal allccation prcocess

In addition, sach will automatically e considerad for

avccintmen: as a Walter B. ill Distinguished Public Servics

3,000 and an annual discretionary fund of
$2,000 fcr use in the advancement of her/hiis progran of werk

The cdasigna<icn 2s Walter 3. Hill Distinguished Public Service
Fellow is considersd comparable to a distinguished professcrship
and will be conferred sparingly and only upon those faculty
members who have made extraordinary contributions to University

service prcgrams.

Eligibilityv




for Continuing Education, the Vinson Institute of Government, the
Institute for Community and Area Development, the Marine
Extension Service, the Institute of Higher Education, the Snall
Business Development Center, the State Botanical Garden of
Georgia, the Office of International Development, the lMuseun of
Natural History, and the J. W. Fanning Community Leadership
Development Center.

2. Those faculiy members in the colleges and schools whose
assignments and worxlcads nzve for the last five years been

preponderantly (at least 50 percenc pudgeted or assigned time

3. These facul-y memzers in other inst=itutional units
se assignments and workloads for the last five years nave been

prepcenderantly (at least 50 percent budgetaed or assigned time

Tach of the majcr service unilts may submit one nominaticn
7i=h the excepticns that the Cooperative Extension Service nav
supnitc five: the CGsorgia Center for Continuing Education, tnree;

the Insti=ute of Government, two; and the Institute of Ccm

1

unity
and Area Development, two. Unit administrators are eligible and
may be nominated by any five faculty members within or outside
the unit.

Each of the colleges and schools may submit one nomination.

Other institutional units may submit one nomination each.



selected will be determined by the respective director or dean in
consultation with the faculty.

For the first year of the awards, selection of the awardees
will be made by a committee appointed by the vice president fcr
services. In subsequent years, the committee will include

previous awardees.

The awards will be presented to reccgnize distinguished
achievement in university public service which will ke

interpreted to mean that the awardses has made contributions %2

the improvement of the quality of 1:ife in CGsorgia cr elsewnera of
an order that exceeds greatly the normal acccnplishments of 2
productive faculty member. Achievements in prigran axd project

devaloupment; progran and prcject management; extensicn and rubnlic
service instructicn; technical assistance or consultation;
apvlied rasearch and studies; and IiInstructicnal cr =adia

materials develcpment are scme of the areas in which achieveazznts

0f nominees nmav be submitted for the award. The ccmnittee will

censider these achievements both of long-term and special imrpact.

The dossier should be no longer than five pages. It should
te prepared by the pertinent department head, director, or dean.
A supporting dossier of no more than five pages may include other
essential documentation. Units submitting nominations should

stand ready to provide more documentation should the committee



