
Campus Guide to Staff Promotions 
April 21, 2017 

 
INTRODUCTION & PRINCIPLES 
 
The Executive Team (eTeam) has long desired to develop a more consistent framework for 
reorganizations and promotions within our institution.  We strive to be fair in each decision, but needs 
vary across the institution.   
 
The eTeam spent Winter Quarter looking at the college’s history of reorganizations and promotions.  We 
attempted to organize our thoughts and the campus processes so we could remain consistent from this 
point forward.   
 
PART ONE:  Principles 
 
The principles surrounding promotions and reorganizations include: 
 

 Resources.  With limited financial resources, we have to determine the most judicial use of 
funds. 

 Balance.  Balance between positions that directly affect students (e.g., Advisors) and those that 
support institutional success (e.g., Facilities) is considered. 

 Market Compensation.  We review compensation across Puget Sound and state markets.  We 
recognize that different positions with similar titles have different benchmarks.  

 The Strategic Plan.  Every decision must point back to the Strategic Plan.  

 Institutional Health.  We sometimes face crises or needs that change priorities.   

 Mandates.  At times we have mandates to fulfill.  While we have institutional needs 
and strategic plans, State and Federal compliance requirements can compel us to staff positions 
that we would not create in the absence of these requirements. 

 
PART TWO:  Shared Governance  
 
It is important to note that Shared Governance plays a role in these processes.  As well, the eTeam 
reviews EVERY reorganization or promotional request.  Ultimately, the decision lies with the President 
on staffing matters, unless dictated by collective bargaining agreements. 
 
As well: 
 

 New positions (that are not mandated) will be put to the Budget Council for consideration and 
recommendation each year during their normal process. 

 New positions (that are mandated by outside entities) will be approved by the eTeam and the 
Budget Council will be informed. 

 Changes and organizational restructuring within a college division amounting to less than 
$35,000 (the cost of one faculty conversion position) will be scrutinized by the executive team 
and a final decision made by the same body using the principles outlined in the introduction. 

 Changes and organizational restructuring amounting to more than $35,000 will be considered by 
the Budget Council.  Their input will be forwarded to the eTeam for consideration.  The 
President will make the final decision.   



 
When appropriate, the college’s Shared Governance bodies (Navigators and the three Assemblies) will 
be consulted when far-reaching organizational changes affect those bodies or the efficacy of campus 
constituents.     
 
PART THREE:  Promotions 
 
Four types of promotional opportunities exist on campus for exempt employees or classified employees 
seeking an exempt position.  Each has unique considerations.  These four types are defined and the 
process for filling them is outlined. 
 
 TYPE 1: Classic 

An existing position becomes vacant that is higher in compensation, title, and 
responsibility.  Example:  A current Assistant Director applies for a newly vacant Director 
position. 
 
The campus will conduct an External Search.  Internal candidates meeting the minimum 
qualifications will automatically be eligible for the final round in-person interview. 

 
 TYPE 2: New Position 

A newly created position on campus needs to be filled.  This position can be a lateral 
move for an existing employee or can be higher in compensation, title, or responsibility. 
 
The campus will conduct an External Search.  Internal candidates meeting the minimum 
qualifications will automatically be eligible for the final round in-person interview. 

 
 TYPE 3: Increase in Responsibility 

It is determined that there is a need to add significant responsibilities to an existing 
position.  There is no title change, although compensation may be increased. 
 
All current requests for Type 3 promotions across all divisions will be reviewed by the 
eTeam each August with an option of a second round in February.  eTeam will focus on 
the principles outlined in the Introduction to determine  which promotions will be 
granted. 

 
 TYPE 4: Position Replacement 

An existing position on campus may no longer serve the needs of the campus and is 
superseded by a new position.  The new position has more responsibility and 
compensation.  The new position has a new title. 
 
The eTeam will review each request and decide if an Internal or External search will be 
conducted.  If the incumbent is not selected for the newly created position they will be 
given 3 months-notice before the elimination of their currently held position. 

 
 
 
 
 



PART FOUR:  Compensation 
 
It is recognized by the eTeam that compensation inequities may exist on campus.  Starting salaries, 
market comparators, and responsibilities vis-à-vis pay are all topics that will be considered in the coming 
months.  We will elaborate on this section during the fall of 2017. 


