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EXECUTIVE SUMMARY

This paper provides an overview of issues related to hiring nontraditional candidates to serve as
university system or institution presidents or chancellors. This analysis included a literature
search, as well as a review of documentation from recent chancellor and presidential searches
conducted in other states and within the UW System to identify: (1) the extent to which
university systems require a traditional academic background to hold leadership positions, (2) the
extent to which university board policies allow or encourage hiring academic leaders with
nontraditional backgrounds, and (3) a typical length of time taken to fill such positions.

Although university leaders with a nontraditional background are still the exception rather than
the rule, the review found several examples of university leaders, including leaders at several
large public university systems, who do not have a traditional academic background.

The review of policies from university systems in other states found that academic qualifications
for university leaders are not identified in governing board policies. These policies do, however,
often identify a search process that includes procedures for identifying the qualifications for each
individual position. Typically, specific qualifications for a position are developed after soliciting
opinions about campus needs from stakeholders. This approach allows the list of qualifications
to be tailored to meet the unique needs of each campus. The UW System Board of Regents’
policy currently uses a similar approach, with RPD 6-4 outlining the search process, including a
process for identifying qualifications for each position.

UW System Board of Regents’ policies do not currently establish specific academic
requirements nor do they prohibit nontraditional candidates from consideration. A review of
position descriptions found that the academic qualifications identified in recent UW System
chancellor searches, as well as for the UW System president, included language that indicated
that these positions were open to nontraditional candidates. Among UW System institutional
policies, UW-Madison requires the chancellor to be a tenured faculty member.

Finally, the review found that the search time for filling leadership positions within the UW
System compared favorably with the amount of time taken to fill such positions in other state
university systems. UW System has not conducted a chancellor or presidential search since the
Board approved revisions to RPD 6-4 in 2015. The revisions are expected to make the process
even more efficient. UW System Administration also continues to examine the search process to
identify additional efficiencies.



DISCUSSION

University leaders have traditionally been promoted from within the ranks of academia.
However, in recent years, several higher education systems and institutions have hired applicants
whose backgrounds included experience in government, law, or business, rather than or in
addition to an academic background. Some of these leaders do not hold a doctorate or other
terminal degree. Examples include:

Purdue University hired Mitch Daniels, former Governor of Indiana, as its President in 2013.
In addition to his terms as governor, Daniels had a lengthy career in government serving as
chief political adviser to President Ronald Reagan, and as director of the Office of
Management and Budget under President George W. Bush. He holds a bachelor’s degree
from Princeton University and a Juris Doctor from Georgetown Law School.

The University of Texas System hired William H. McRaven as its Chancellor (system head)
in 2015. McRaven’s background includes serving as commander of U.S. Special Operations
Command, where he was responsible for conducting counter-terrorism operations worldwide.
He advised Presidents George W. Bush and Barack Obama on defense and wrote a text on
special operations strategy. McRaven formulated the plan for the raid on Osama bin Laden’s
compound (Bergen, 2014). McRaven received his bachelor’s degree from the University of
Texas at Austin and his master’s degree from the Naval Postgraduate School in Monterey,
California.

The University of California System hired Janet Napolitano as system president in 2013.
Napolitano served as Governor of Arizona from 2003 to 2009 and served as Secretary of
Homeland Security from 2009 to 2013. She earned a law degree from the University of

Virginia.

The President of the University of North Carolina System, Margaret Spellings, served as the
U.S. Secretary of Education and also as Chief Domestic Policy Advisor to President George
W. Bush. She holds a bachelor’s degree in political science.

The University of Colorado System’s President, Bruce Benson, was a former chairman of the
state’s Republican Party and a successful businessman who owned an oil and gas exploration
company. He has been prominent in business, politics and philanthropy. He holds a
bachelor’s degree from the University of Colorado.

Prior to his selection as President of the University of Iowa in 2015, Bruce Harreld held
several corporate leadership positions including senior vice president and president of Kraft
General Foods and senior vice president of IBM. He also served on the faculty of Harvard
Business School for six years and as an adjunct professor at Northwestern University’s
Kellogg School of Management. He holds a Bachelor of Engineering degree from Purdue
University and an MBA from Harvard.

The University of Massachusetts system hired Marty Meehan as its president in 2015.
Meehan served in the U.S. House of Representatives for 14 years. After serving in Congress,
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Meehan was appointed chancellor of the University of Massachusetts in Lowell in 2007. He
holds an undergraduate degree in education and political science, a master’s degree in public
administration, and a law degree from Suffolk University.

Some believe that the skills held by people from outside of academia are needed for managing
the increasingly complex financial and administrative problems facing universities. They believe
that a university president with a nontraditional background is able to “innovate, control costs,
and manage a complex organization like a college institution. They have proven skills in
fundraising and important connections in their professional networks... With growing resistance
to high tuition costs, increased administrative costs, and tightening government resources,
business leaders would seem to be a good fit for the job” (McKenna, 2015).

The Chronicle of Higher Education reports that the selection of nontraditional candidates for
leadership positions “in many cases...have led to an outcry by campus groups who fear a leader
with a corporate or nonacademic background could disregard key principles of higher education,
like shared governance” (Mclntire, 2015). Although several nontraditional candidates have met
resistance, it does not mean that they cannot succeed. For example, when the University of
Colorado (CU) System president was appointed in 2008, the University of Colorado-Boulder
faculty assembly voted 40 to 4 against his appointment, citing his lack of academic credentials
(Mclntire, 2015). Three of the nine regents voted against hiring him (Kuta, 2014). Since then,
President Benson has gone on to become CU’s longest-serving president. Under his tenure,
research funding reached record levels, fundraising improved, and CU implemented numerous
operational efficiencies (Office of Policy and Efficiency, 2017). Many of his early critics have
become supporters (Kuta, 2014).

Trends and Characteristics of Nontraditional Leaders

University leaders who come from a nontraditional background continue to be the exception
rather than the rule. The 2017 American Council on Education (ACE) American College
President Study found that most common position held immediately prior to becoming president
was chief academic officer, provost, or another senior executive in academic affairs, with 42.7
percent of presidents citing this career path. The study also found that the percentage of college
and university presidents whose immediate prior position was outside higher education was 15
percent, representing a decline from 20 percent in 2011. However, the percentage remained
relatively steady at public institutions, with 12 percent of presidents of public institutions
reporting their immediate prior position was outside higher education in 2017, compared to 14
percent in 2011 (ACE, 2017). The ACE study also found that approximately half of university
presidents have spent their entire careers in higher education (Seltzer, 2017).

A study conducted by Deloitte’s Center for Higher Education Excellence, in conjunction with
Georgia Tech’s Center for 21% Century Universities, further analyzed the changing role of the
college presidency. Uniquely, the study analyzed the Curriculum Vitae (CV) information of
over 840 university presidents, gathered from publicly available sources such as websites like
LinkedIn (Selingo, 2017).

This study confirmed that the traditional path to a position as a university president is changing,
and is becoming “more complex, fragmented, and overlapping...,” noting, for example, that the
position of provost is not as frequently cited as the immediate position held before becoming a



university president (Selingo, 2017). Reflecting this complexity, the study identified three
pathways used to achieve the university presidency, which included the following:

e Traditionalist -- The traditionalist is a university president whose entire career has been spent
inside higher education. Similar to the ACE American College President Study, the
traditionalist remains the most common pathway to the university presidency, with 56
percent of all university presidents having this background.

e Traveler -- Travelers include presidents whose employment path includes a combination of
experience both inside and outside of higher education. The study found 43 percent of all
university presidents have this background.

e Outsider -- Approximately 1 percent of the study’s sample had no previous employment in
higher education. According to the data, most presidents categorized as outsiders were found
in the private not-for-profit sector. (Deloitte University Press, interactive graphic.)

Further reflecting the changing attitudes toward the desired qualifications of a university
president or chancellor, the Deloitte study found that “veteran presidents tend to think of higher
education as a collegial, intellectual community where they are the academic leader. New
presidents, meanwhile, see themselves through a financial and operational lens and as a leader
who needs to get things done despite the collaborative nature of campuses” (Selingo, 2017).

Another study measured the attitude of college and university presidents toward nontraditional
appointees to those positions. The study found that 60 percent of college presidents of public
institutions support or strongly support the statement that a “traditional emphasis on hiring
presidents with extensive careers in academe is appropriate,” compared to 17 percent who
disagreed and 23 percent remaining neutral. However, 52 percent also agreed that the economic
challenges facing colleges may require selecting presidents with business and managerial skills.
Forty percent agreed, while 27 percent disagreed, with the statement that presidents with
nontraditional backgrounds have been as successful as other presidents. (Jaschik, 2016)

An aging workforce and the changing role of the presidency may require university systems to
consider more nontraditional candidates for university leadership positions. The Deloitte study
notes that, given the age of current presidents, there will likely be a flood of retirements in the
next few years. The 2017 ACE American College President Study confirms this finding,
reporting that 59 percent of presidents of public institutions are 61 years old or older and 11
percent are 71 or older. Over half of college presidents plan to retire in the next five years (ACE,
2017).

At the same time, while the provost’s position will likely remain the most common position held
prior to becoming a president, the provost’s role has evolved at many institutions and may not be
the best preparation for the role of president. The “provost is no longer simply regarded as the
No. 2 person on campus” but often has “a set of skills that complement the president, rather than
replicate them.” Given their changing roles, many provosts are not interested in seeking a
presidential or chancellor position (Selingo, 2017).



Academic Requirements for University Leaders in Other States

This review examined ten recently completed searches in other states to determine the extent to
which university systems required an academic background for positions as university system
and institution leaders and whether the positions were filled with a traditional or nontraditional
candidate. The credentials required for each position as stated in the leadership statement or
position description, as well as the academic background, previously held position, and
employment history of each appointee were reviewed. The results are summarized in Tables 1
and 2. The positions reviewed were both recruited for and filled by appointees with a traditional
academic background, with the following exceptions:

e While the incoming chancellor of the State University of New York holds a doctorate in
electrical engineering, she has a mix of academic and other experience, having served as
undersecretary of energy and having held administrative positions at Duke University and
Johns Hopkins University. She had not been employed in academia for eight years prior to
accepting the position (Horning, 2017). The position profile for this search highlighted the
need for the applicant to have advanced administrative and leadership skills, but did not
explicitly state that a doctorate was required for the position.

e Although the current chancellor for the University of Maryland System, appointed in 2015,
has an academic background and the position profile indicated a preference for a person with
a doctorate or equivalent degree, the position profile also allowed for candidates without a
terminal degree who had “significant and successful executive level experience.”

e Similarly, the current president of the University of Missouri-Columbia, appointed in 2016,
has a traditional academic background, although the position profile emphasized
administrative and leadership skills and did not explicitly require a doctorate.

e The president of the University of North Carolina System, as described previously, holds a
bachelor of arts degree, but has significant governmental experience, including experience
serving as the U.S. Secretary of Education.

e At the University of Iowa (UI), the recently-appointed president does not have a doctorate
degree and has an employment history that is largely outside of academia. Iowa has three
public universities governed by the lowa Board of Regents; each of the institutions has recent
experience searching for new leadership. After the Ul appointment, Iowa appointed a
president at the University of Northern lowa with a traditional academic background, even
though they also opened the position to nontraditional candidates. The board is currently
recruiting for a new president for lowa State University (ISU). Early in the process, a
member of the search committee requested clarification about whether they could recruit a
nontraditional candidate since ISU’s governance structure requires its president to be on the
faculty. It was not clear whether that requirement meant that the president must hold a
terminal degree, in part to meet accreditation requirements governing qualifications for
faculty (Miller, 6/2017). However, the [owa Board of Regents determined that the ISU
president does not need to be a faculty member in the traditional sense and they have since



opened the search to nontraditional candidates by indicating that a terminal degree is
preferred, but not required (Miller, 7/2017).

Board Policies

To determine whether, and the extent to which, universities have formal policies establishing
academic qualifications for university system and institution leaders, university system board
policies were reviewed from the University of California, University of Georgia System,
University of Illinois, University of lowa, Minnesota State Colleges and Universities, University
of Maryland, University of North Carolina System, Pennsylvania State System of Higher
Education, State University of New York, and University of Texas System.

This review found that governing board policies typically do not establish specific academic
requirements for system or institution leaders but rather outline procedures to be used to conduct
a search, including procedures for identifying the specific qualifications needed for a position.
Typically, the qualifications for a position are developed after soliciting information about the
campus from faculty, students, administrators and other stakeholders at a campus. Stakeholder
opinions are used to identify qualifications that will respond to the unique needs of an individual
institution or university system. Once identified, the qualifications are incorporated into the
position description or leadership statement and are used as a basis for evaluating candidates.

One example of such a board policy comes from the University of North Carolina (UNC). Part
IV of Section 200.3 of the UNC Policy Manual requires a Leadership Statement Committee to be
established for each presidential search. The committee is required to hold public hearings to
solicit comments from interested citizens on the characteristics and qualifications of the next
president. The criteria are then shared with the Board of Governors and used as a basis for the
qualifications outlined in the leadership statement for the position.

The University of Wisconsin System uses a similar approach. Regent Policy Document (RPD)
6-4 establishes the selection process to be used for the System President, chancellors, and senior
leadership positions. Under the policy, chancellor qualifications are developed by a Special
Regent Committee. Members of the committee are encouraged to meet with stakeholders at the
institution to become familiar with the unique characteristics of the institution. The committee
then works with the UW System President to produce a job description for the position. Regent
policies do not currently identify the academic qualifications required for leadership positions
within the UW System.

RPD 6-4 (copy attached) was revised in 2015 to enhance the role of Regents in the selection
process. The revisions also affected the composition of search and screen committees. To date,
no chancellors have been hired under the revised policy.

UW System Policies

A preliminary review of UW institutional policies found that, with the exception of UW-
Madison, these policies also do not prescribe academic qualifications or otherwise prohibit a
nontraditional applicant from consideration for appointment as chancellor. However, UW-
Madison Faculty Policies and Procedures (FPP) 1.10 related to University Administrative
Officers states:



“CHANCELLOR. The chancellor is the chief executive officer of the University of
Wisconsin-Madison and must hold a tenured university faculty rank as set forth in Chapter 7
of these rules.”

Position Descriptions

Since academic qualifications for university leadership positions are usually outlined in position
descriptions rather than formal policies, the language used to describe the academic
qualifications for a sample of positions in other states where a nontraditional candidate was hired
was reviewed to determine how the recruitment accommodated nontraditional candidates. In
general, these position descriptions:

(a) included a statement that a doctorate or equivalent terminal degree is preferred, rather than
required;

(b) included a statement highlighting that the position is open to candidates from a non-academic
background, along with expectations for nontraditional candidates; or

(c) did not address academic qualifications but described management or leadership skills
required.

A few examples include:

e The leadership statement for the President of Purdue University did not mention academic
qualifications for the position, but indicated that the “selected person will possess
outstanding interpersonal skills, have a passion for the mission of educating students, be a
champion of diversity, and be able to attract appropriate financial resources to support the
University’s strategic plan and its ambitious goals.”

e The criteria for selecting the President of the University of California System discussed
leadership and management skills but did not identify specific academic qualifications.

o The leadership statement for the position of System President of the University of North
Carolina included a lengthy analysis of desired leadership qualities, but did not appear to
address academic qualifications for the position.

e The leadership statement for the position of President of the University of Missouri System
required a “strong executive leadership record in a complex organization, with a
demonstrated ability to develop and drive strategy, and appropriately steward resources to
ensure education remains affordable.”

e The leadership statement for the President of the University of lowa indicated that an earned
doctorate or terminal degree was preferred, along with “administrative experience
demonstrating the ability to lead a complex academic research institution and medical
center.”



The position descriptions from 11 recent UW System chancellor searches and the two most
recent presidential searches were reviewed and found that, to varying degrees, the descriptions
included language that left the position open to nontraditional candidates. For example, the
following statement describes the academic requirements used for the chancellor search at UW-
Whitewater in 2015:

Applicants should have... “solid academic credentials, preferably with a doctorate or
equivalent terminal degree, and a record of significant accomplishments. Faculty tenure
may be granted upon the recommendation of the appropriate department. A candidate
without an equivalent terminal degree but with significant and successful senior-level
experience leading a complex public or private organization will be considered if she or he
demonstrates the qualities expected of any applicant. a deep-rooted understanding of and
appreciation for the freedoms, responsibilities, and independence of the academy and a
thorough command of the forces and issues shaping the national higher-education
landscape.”

The position description for the chancellor search at UW-Oshkosh included similar language.
Several other UW position descriptions included the following language:

“Academic credentials and accomplishments that will secure the respect of the academic
community; faculty tenure may be granted upon the recommendation of the appropriate
department” (UW Colleges and UW-Extension in 2014, and UW-Platteville and UW-
Stevens Point in 2010.) The UW-Green Bay search in 2014 also required applicants to have
credentials that would “secure the respect of the academic community.”

The position description developed for 2013 recruitment at UW-Madison, which required the
chancellor to hold tenure, stated that the successful applicant would have:

“Academic or equivalent professional accomplishments, including:

e Academic scholarship and teaching credentials and accomplishments, or equivalent
professional credentials and accomplishments, which will command the respect of the
academic community. The chancellor must be tenurable at a university faculty rank of
Sfull professor at UW-Madison.

o A successful record of leadership, including experience in higher education, or
equivalent professional administration.”

Finally, the position descriptions for the two most recent presidential searches also included
language that allowed for nontraditional applicants. The position description for President

Cross’s position included the following requirements:

“An understanding of the multiple purposes and constituencies of a public university
system with its missions of teaching, research, and public service;

At least 10 years experience in a significant senior executive position.”

The position description for President Reilly’s position included the following statements:



“A record of academic accomplishment and relevant background at the university level
and significant experience in teaching, scholarship, and/or educational leadership.
Other candidates who also reflect an understanding of shared governance and
appreciation of and commitment to scholarly values will be considered, and

Experience in a significant higher education leadership position or comparable executive
experience.”

Table 3 describes the academic qualifications listed in the position descriptions of the most
recent UW presidential and chancellor searches.

Length of Time to Fill Positions

According to the literature, searches for college presidents typically take six months or longer
(Selingo, 2017). To further analyze this issue, a small sample of recent searches conducted by
other state university systems were reviewed to identify the length of time to fill positions. The
review was limited in that it included a small, select sample and relied on publicly available
information, which did not allow for a precise determination of the length of time to fill the
positions. Nonetheless, the review found that ten searches conducted in other states took an
average of 213 days, or approximately 7.1 months from the time a search was launched until the
position was filled, consistent with expectations for the length of a search. (See Tables 1 and 2.)

The past twelve searches conducted by UW System were also reviewed as a comparison. The
review included 11 chancellor searches and the most recent presidential search. The review
examined:

(a) The total time from the date when the previous chancellor or president announced his or
her resignation until the Board of Regents approved an appointment resolution to fill the
position; and

(b) The time from the formal announcement of a search committee until the Board of
Regents’ appointment resolution, or the amount of time spent actively searching. This
measure is most similar to the measures used to examine the search time from other states
in Tables 1 and 2.

The review found the following:

e The average time from the date when the previous chancellor announced his or her
resignation until the Board of Regents appointed a new chancellor was approximately 40
weeks or 9.3 months. This analysis excluded UW-Madison’s chancellor search, since UW-
Madison appointed an interim chancellor for two years before beginning a search for a
permanent replacement. The overall search time decreased in recent years, with the total
time from resignation to appointment for the six most recent chancellor searches taking
approximately 31 weeks, or seven months.

e Approximately 5.5 months elapsed between the formal announcement of a search committee
until the Board resolution appointed a replacement, which compares favorably to the search
time of 7.7 months to fill institution leaders in the other states included in this review.



e [t took a total of 163 days from the formal announcement of President Reilly’s resignation
until President Cross’s appointment, of which 139 days, or approximately 4.5 months,
elapsed from the time the search committee was named until appointment.

Table 4 summarizes the findings of this review.

Since these searches were conducted, the Board of Regents approved changes to RPD 6-4,
“Selection Process for System President, Chancellors, and UW System Senior Leadership
Positions,” that are expected to further increase the efficiency of the UW System’s search
process. UW System administrators also continue to examine the process to identify further
potential efficiencies.

RELEVANT POLICIES

RPD 6-4, “Selection Process for System President, Chancellors, and UW System Senior
Leadership Positions”

UPG #2, “Unclassified Appointments”

Prepared by Sandra Cleveland, Policy Analyst, Office of the Board of Regents.

10



Sources

American Council on Education, “American College President Study 2017.” TIAA Institute.
June, 2017. Retrieved from <https.//www.tiaainstitute.org/publication/american-college-
president-study-2017> on June 22, 2017 and <https.//www.aceacps.org> on August 8, 2017.

Bergen, Peter. “The man who hunted bin Laden, Saddam and the Pirates.” CNN. August 31,
2014. Retrieved from <http.//www.cnn.com/2014/08/30/opinion/bergen-mcraven-special-forces-
influence/index. html> on July 24, 2017.

Cook, Bryan. “The American College President Study: Key Findings and Takeaways, American
Council on Education,” Spring 2012 Supplement. Retrieved from <http://www.acenet.edu/the-
presidency/columns-and-features/Pages/The-American-College-President-Study.aspx> on June
19,2017.

Deloitte University Press. “Interactive graphic from pathways to the university presidency: The
future of higher education leadership.” Retrieved from <https://dupress.deloitte.com/dup-us-
en/industry/public-sector/college-presidency-higher-education-leadership. html> on June 19,
2017.

Fain, Paul. “Unconventional Presidential Pick is Criticized at University of Colorado.” The
Chronicle of Higher Education, February 12, 2008. Retrieved from
<http://www.chronicle.com/article/Unconventional-Presidential/40435/> on June 22, 2017.

Horning, Payne. “New SUNY chancellor brings diverse background to job.” WRVO, Public
Media. April 25,2017. Retrieved from < http.//wrvo.org/post/new-suny-chancellor-brings-
diverse-background-job> on June 19, 2017.

Jaschik, Scott and Doug Lederman. “The 2016 Inside Higher Ed Survey of College and
University Presidents: A study by Gallup ®and Inside Higher Ed.” Page 16. Inside Higher Ed.
Retrieved from <https.//www.insidehighered.com/booklet/2016-survey-college-and-university-
chief-presidents> on July 21, 2017.

Kuta, Sarah. “From oil fields to the presidential office, CU’s Bruce Benson shows staying
power.” Daily Camera, Boulder, Colorado. March 1, 2014. Retrieved from
<http.//'www.dailycamera.com/cu-news/ci_25254814/from-oil-fields-presidential-office-cus-
bruce-benson> on June 22, 2017.

Mclntire, Mary Ellen. “When Nontraditional Presidents Come to Campus, the Reception
Varies.” The Chronicle of Higher Education, September 10, 2015. Retrieved from
<http://www.chronicle.com/article/When-Nontraditional-Presidents/232993/> on June 22, 2017.

McKenna, Laura. “Why are Fewer College Presidents Academics?” The Atlantic. December 3,

2015. Retrieved from <https.//www.theatlantic.com/education/archive/2015/12/college-
president-mizzou-tim-wolfe/418599/> on June 19, 2017.

11



Miller, Vanessa. “Iowa State mulls presidential qualifications in first search meeting.” The
Gazette. June 6, 2017. Retrieved from
<http://www.thegazette.com/subject/news/education/higher-education/iowa-state-mulls-
presidential-qualifications-in-first-search-meeting-20170605> on June 19, 2017.

Miller, Vanessa. “Iowa State officially launches presidential search.” The Gazette, July 7, 2017.
Retrieved from <http://www.thegazette.com/subject/news/education/higher-education/iowa-
state-officially-launches-presidential-search-20170706> on August 4, 2017.

Office of Policy and Efficiency. “CU Efficiencies.” University of Colorado. Retrieved from
<http.//www.cu.edu/cu-efficiencies> on June 22, 2017.

Selingo, Jeffrey, et. al. “Pathways to the university presidency: The future of higher education
leadership.” Deloitte University Press. Retrieved from
<https://dupress.deloitte.com/content/dam/dup-us-en/articles/3861 Pathways-to-the-university-
presidency/DUP_Pathways-to-the-university-presidency.pdf> on June 19, 2017.

Seltzer, Rick. “The Slowly Diversifying Presidency.” Inside Higher Ed. June 20, 2017.

Retrieved from <https.//www.insidehighered.com/news/2017/06/20/college-presidents-
diversifying-slowly-and-growing-older-study-finds> on June 22, 2017.

12



el

ousuodxo
JOY}O pUB OIWOPEBIR JO XIJN @
K31ouH JO AIR10109SIapU[)
'S ‘uonisod snoiav1d e
Furrosurdus
[eSLodP UL "(J'Yd o |

“ysng JUpISAI
Iopun uoneonpy Jo AIe1o100g
"§'[(] JouLIo§ Furpnjour
‘pUnoINOBq OIWISPBOBUON] @ |
mus)
[enuapIsald ysng ‘A 981090
‘JUSPISI (UOIISO SNOIAJL] e
g e

punoidyoeq JIUOPLOY
IN21309UU0)) JO AJNSIOATU()
JuUopISald IJIA pue
1SOAOI{ :UONJISOJ SNOIADIL]
‘aud e

punoigsyoeq JIWIOPEOY e
AKJISIOAIU[) UOSMO ],

quapisald :uonisod snoiaslg e

Ansiwayo d1uedio ut "('yd e

punoIgydeyg pue
suonedgiend) adjuroddy

"22130p

[euUIULIS) 10 “(]'Yd © J0J Juswalinbax

& uonuow ApIo1[dxs jou seop 1 S[[IS
diysiopes] Je[iwis pue suoljeziuedio
xo1dwoo Jo Fuipueisiopun ue

10J paau oy} suorjusw oijotd uonisog

‘Kouopisaid oy 107 Jy3nos sanyienb
drysiopes| snoLiea oqLIosSap 1oyjel
nq ‘uomsod oy) Joj sjuowosmbor

orwepeor uonuaw Aptorjdxe jou
op (yodai juowareys diysiopes] ‘Ajdde

0] UOIJBIIAUL) SJUSWINOOP SNOLIB A

. uoneziuedio xojdwoo

& Ul pJooas diysiopes| 3uons,, e

103 Juswaainbar e Suipnpour ‘sanjijenb
QAIIRIISTUIWIPE PaIIsap s)si] 9[1ijoid
oy -92I39p juoreAmnbas 1o ojeIOI00p

e Joj Juowaainbas e uonuow Aprondxe
j0u soop oijoad uonisod ay ],

"00USLIAdXD [9AS] OAIINOIXD [NJSSAOONS
pue juedij1uSis oAy OyMm Ing

02I30p [BUIULID) B JNOY}IM SAJBPIPULD
10J SMO[[B OS[® 11 “JOAOMO}] "90130p
[euIuLIg) Jud[eAINDS 10 9)BI0}00D

B Y3 uosiad e 10§ ooustgyesd

& soreorpur opijold uonisod oy |,

s[enuapax)) patmbay

(L10T ‘vz 1dy

- 9102 “C1 AInf) eugisop
aozuoﬁwr—o mo juswddunouue
0] judwddunouue

4oJeas wolky sAep 987

(S10T ‘€T

13903100 - §102 ‘01 111dy)
pIeoq £q UO1J0d[aS 0] YOIRdS
Surysijqelse uonnjosal

pleoq woij sAep 961

(9107 ‘T 19quIdAON -

910T ‘¢1 Arenuey) juopisaid
Mau jo Surureu 0} YoIeas
[ennuepisaid jo jeaordde

pIeOq WO SABP $67

‘10T ‘L1

Ioquiaod(] - 10T ‘01 aunf)
juounutodde uvonyisod o3

oopnIIwod yotess pojurodde
-pIeoq woij sAep (6
$$320.1J 21835

Jo y3suag aewnxoaddy

ANNOS

Jo Jojjeoury)

waIsAS
BUI[OIR)) YHON
Jo Ayis1oatun
o} JO JUAPISaL]

ura)SAS LINOSSIIA
Jo AnsioAtun
oy Jo JuapIsalg

WoISAS pPUBlAIRIA
Jo Aysioalun

93 JO Joj[eduRyD)
uonisoq

Jo uondrisaq

(ANQS) HOA
MON JO ANSIDALU[ AIBIS

wolsAS euUIjOIR)
YHON JO AJNSIOATUN)

wolsAS
LINOSSIIA] JO ANSIOATU()

waISAS
PUB[AIBIA JO AJISIOAIU()

WIISAS

SISPEBY WIISAS AJISIAIU() JII[AS 10f S[epuaPaL) patnbay] pue ssad0.1d yoaeag Jo Y33uo] ‘[ djqe],



14!

‘uonjewrxordde

ue S yoess oy} 93o[dwos 03 swir} Jo YI3uo] oy} ‘SOOUIIP 9SAY} USAID) 's59001d yoIess ayj Jo [eaoidde preoq jussaidar Aew ojep Furuurdaq
oY} “SISED JOYJO UI SIYM SOPIWILOD YoIeds € Jo uoneuniof oy} syuasaidor 91ep Suruurdaq oy} ‘sases awos ul ‘ojduwrexs 10 "9[qe[IBAE BIBP UO
Surpuedop parrea jeymowos ajep Juruurdaq oy Ynsal € se ‘pue eyep s[qe[iear Ad1qnd uo paseq sem ssa001d YoIeas Yoes Jo 1rels dy) JoJ Ble(] |

PUNOI3NORQ JTWIPBIY e
93910D ATunwwo))
a1 eSoouepey)
9uoprsald :uonisod snoirvld e
uoneonpy Jo 10300(] e
punougyoeg pue

suonedyIens) sjuroddy

' JUSUIUOJIAUS SSauIsnq
IO ‘[RJUSUWIISAOT ‘[BUOITEONPD

ue Ul 9ouoLIadXo SANRASIUTIPE
[9A9]-IOIUSS JUBOIJIUTIS,,

paxnbai inq 90139p [eUTLILIY)

1930 Jo "(J'Yd ® uonuow Aj[esy1oads
jou pip uonduossp uonisod oy,

s[enuapas)) paambayy

(9107 ‘LT

Joquida(] - 9107 ‘vz dunf)

jusunurodde o0y Jo[[eoueyo

XU JOJ BLIOILD JO [eaoldde

pJeoq woJj SAep 981
$§320.4 J YOI8IG

Jo ydudy yewnxoaddy

(1opeaT WLISAS)

sjuagay Jo

pieoqd 29SsauuaJ,

oY) JO JO[[9oUBY))
‘uopisog

Jo uondrsa(q

sjua3ay jo paeog
00SSOUUD | JO AJISIOATU[)

waIsAS



SI

punoigyoeq OIWOPEIY e

OIUYIA[O 2YeIS BIUIOJI[RD)
Je uea(] :uonsod snoIAdIg e
‘aud e

punoidyoeq are10dio)) e

wLy
Sunnsuo)) :uonisod sSnoIAdI] e
pleareH-VgIN ®

pPUNoIINOBq OIUPRIY e
ANSIOAIU() 97B]S BUBJUOIA JO
I1o[[eouey)) :uonisod SNOIAdI] e

‘ayd e

punoidoeq SIWSPLIY e
JUOPISAI] IOLA
IOIUOS WRISAS BIOSQUUIA] JO
Ansioatupy :uonysod snotadld e
‘ayd e
punoadyoeq pue
suonedjien() s, 99uioddy

‘uoneziuedio
xo[dwod 931e] © UIYIIM 10 UONBINpd
Joy31y ur 9ouaLIodxo SAISUIXD YUM

Suo[e ‘uoneolifenb [eNUASSS UL SB PAISI]
90130p [eUIULId) JUS[BAIMbS JO "qU]

‘suoneoijifenb pareyerd

se s[[ys diysiopes] snoLreA yym Suofe
‘I0JUSD [BOIPAW PUB UONMIISUI YIIBISII
oruepeoe xo[dwoo ® pea] 01 AJjIqe oy
Sunensuowop dousLIddXs SANRISIUIWID.
pue 92139p [BUIULID) JO 9JBIOIOOP PIUIRD
ue soynyusp! uonduosep uomisod oy,

“S[[ID[S 2AlRISIUIWpE
pue digsiopeo| 19410 yiim Suofe
‘{(paaaayed A[3uons) surdiosip 2y} 0}
oreudoxdde os13ep eUIMLIS) 10 9]BI0100D
pouIRd {YoJBISII JUBASJAI ‘PIIUSWNO0P
YHM punoidyoeq drwopeor Juons
‘uonnyIIsul OIWSPEOE UR Ul 90UdLIadXd
OATINODXD [OAS[-IOTUSS JUBOIJIUSIS
paxnbai uondiiosop uomisod ay |,

. A1SsIoAIUN JuRIS-pUR] 9} JO

Heay AIoA o) Je aJe uowededud oqnd
PUE 901AIOS YNM J19Y1030] ‘9oUS[[9IX
Zuryoea) pue Y0Je9SI 1Y} Spue)sIopun
oy Jopeo] olwepeor pasualiadxo

ue pue Jejoyos paysijdwoosoe ue,, aq {jim
Jo[[aouByD U3 Jeyl saje)s 9[1jold uonisod

s[epuapat)) paambay

'(L10T ‘€ 11dy - 9107

‘b1 Joquaydag) Jojeouryo
mau jo jusunuiodde

0} JO[[9OUBYD JOULIOJ JO
uoneu3isal Woly SAep 107

(10T ‘¢ Toquindog

- G102 ‘ST Areniga,])
Jsi[euly Jo juswadunouue
0] jusawdunouue

[oJeas oy} wolj sAep 061

(9107 ‘9 19qu23(] -
9107 ‘g dun() jusunuiodde
01 yoress jo eaoidde

preog woij sAep (8]

(9102 ‘61 AIng

- S10T ‘€T 19qUIdAON)
juounurodde 03 senrwwIod
[oJeas JO JUSWYSI[GRISO
wolj sAep 6¢7

$SIV0.UJ 218G

Jo 13uog euwxoaddy

uo0}sy00I)
-BJOSOUUIN

- Jo AusioAtun) ay)
Jo Jo[edouey)

BMOJ
Jo AusIoAmun
o3 JO JuopIsal]

BMO] UISYLION
Jo AisioAtuny
a3 JO JuapIsal]

ugredwey)
-eueqin)

Je stout][]

JO AJISIoAIU()
Jo 10][90uRYyD
uonisoq

Jo uondridsa(q

U0JS}001)-BIOSUUIA]
Jo AysioAnun

BMOJ JO KJISIOATUN)

MO
WIOYLION JO AJISIOATU()

stout[[] Jo AusIoAtun

uonnysuy

SI9pedT uonmnsuy AJISIdAIU) J93]9S 10] s|enuapa.t)) pa.amnbay pue ssad0uq gouaedag jo YI3udT 7 dqeL



91

‘uonewrxoidde

ue SI yoJeas o) o)o[duwroo 03 swn Jo yYI3us] oY} ‘SOOULILJIP 959U} USALD) “ssao0ad yoress oy Jo [eaoidde paeoq juesardas Aew o3ep Suruuidoeq
9]} ‘saSBO JOUJO UL S[IYM 29PIUWIOD OIBIS B JO UOIBULIO) oY) sjudsaidor ojep Suruurdaq oy ‘saseo swos ul ‘ojdwexs 10, "9[qe[IeA® BJep UO
Suipuadap paLeA Jeymawos ep Suruuidaq sy) Ynsal g se ‘pur vIep s[qe[rea. A[o1qnd uo paseq sem ss9301d YoIeas Yora JO 1Iels 9y} 10J BIe(]

PUNOISNOBY JIUISPBIY e

ANNS
12 350A014 :uonIsod SnOIAIL]

uroourdus [eoLnose ul "qyd

punoadyoeyg pue
suonedyIeng) s,ouroddy

“(L10T ‘pT AN - 9102 v
uo@Eooon juswdunouue

"a’'yd ® 10} Juswoaainboz ojeuJISop JO[[ooURYD

B UOTUSW APIoI[dxo 10U S90p Ing ‘S[{INs oY} 01 JULWSOUNOUUR
drysiopes] suonuaur o[ijoid uonisod  YoIeas o) Woly sAep (L1
$5320.1J YO1BIg

sfenuapaa) paambay  Jo Yysuay yewxoaddy

e1quInjo)

-LINOSSTJA |

Jo AjisioArun)
Jo 10[[90UBYD
uonisoq

Jo uondrLidsa(q

BIQUIN[O))-LINOSSIJA
Jo AjsioArun

uonymnsuy



L1

© “UOSIPRIN- A\ (] T© J0ssajoid [[ny Jo yuel A)noej AJISIOAIUN € Je 9[qeINUD) oq JSNW JO[[JUBYD

oy “AIIUNWWOD OIWSPEIE 9y} JO 10odsal o) PUBILIOD [[IM YIIym ‘Sjuswysijdwodoe pue s[enuapalo
Teuoissajoid jusreamnba 1o ‘syuouysijdwoooe pue s[erjUapaId Fulyoes) pue dIysIe[Oyds JIWSPRIY e

:Surpnjour ‘syuourysijduwooose [euolssajoid Jusjearnbs 1o orwopesy

*s10300s ojeALid
Jo orjqnd oy ur syuswysijdwoosoe sjqeredwos J0 UOHENSIUIWIPE PUB SUIYOR} Y10q Ul ddudLIddXd
I [OAI] AJISIDAIUN BY} T8 PUNOIFYOBq JUBAS[AI PUR JUSWYSI|dWOIIR JIWIPEIL JO PI0JAL Y

"Jasse ue palepisuod oq Aewl diysrejoyos jo
SOUSPIAS ‘AJUNWIWOD JIWopeoe dyf} JO 10adsar oy} 21n99s [[IM JeYy) sjudwysI{duwodde pue S[erjuapal)

:sonsLIsjoeIeyod [euosiod pue [euorssojoid Surmol[oy oy} aArYy p[noys saaurwou 1o syuedijddy

‘ponvyaad

~ K[Suons Ansiaarun 1o 939]109 © 18 sojo1 diysiopes] Joud yim ajearrd 1o orqnd ‘voneziuesio xojdwoo

© JO d1ysIopes]| [9AS[-IOIUSS [NJSSa0ons :JUIMO[[0] O} JeNISUOWAP PINOYS IO[[IOUBYD S} “UOLIPPR U]

‘d1ys1opes] 9A1NOIXA JO p109al [euondaoxd

Ue pue UOISSIW JIWAPEBIE S AI1B[D) NBH-A\ (] O} JUSUNIWIWIOD B ‘UOLBONDPS 1Y31Y Jo adeospue| oy}

Jo Surpuejsiopun doop e ‘Awopeoe oy} Jo suonnsul 9y} Jo Jurpuelsiopun y3noioyl e sajersuowop
pue syuswysi{duwoode pue s[eruapalo djqeredwod sey oy 10 JYS JI PAISPISUOD 3G ABW I3I33p [BUIULIS)
1Ud[eAINDS IO 51810300D B INOYNIM JJRPIPUED B ‘IOAOMOH "90139p [eullLId) JusaeAInba 10 9jeI0}00p
pautes ue pue sjuewysijdwoooe pue S[EUSPAID JIWIPROR SUONS JARY [[IM JJBPIPURD [BIPI Y],

‘Juounedop
sreridordde oy Jo uonepuswWIIOnas Y3 uodn pojueid 9q Aew 2INU) A NoeJ (AJUNWWOD JIWIPBIL
a3 Jo 30odsas oy} 2Ino9s [[Im Yolym AJienb e Jo syuswysijdwosde pue S[BUIpPaId JIWIPRIY

‘Ajdde 03 padeinoous A[yS1y os[e oJe UOHRISIUTWIPER AJISIQAIUN 0] JURAD[DI S10J03S
ajeaud 10 o1jqnd oy ut syuowysijdwoooe sjqeredwod yum sajepipue)) 9oUSLIIAXS SANjRISIUIWIPE
pue onjewrwesdoxd Suissedwoous ‘[oAs] AjisioAlun oy e juowrysijduwodooe SIIpeIL JO PIOdAI Y

:so1s1I910RIRYD [Ruosiad pue [euoissajoid Fuimof[o] oYl SABY [[1M°"9JBPIPURD [BIPI Y],
suonedyijen() JWIPedIY SUiqLIISA(] dgendue | uondLIdsa(q uonIsog

€10T-110T  JIo[[aduryy) UOSIPBIN-A[]

Io[[oouey) |

¥102-€10T - Keguoain-mn
Io[[eouey)

€102-210¢ aare) neg-m[)
Io[[eouey)

UoISudAXg- M N

v102 pue sa39][0D M
JBIX yoaedg AN

SAYIIBIG WIISAS AA[] 10} suondLIdsa(] uonisod ut suonediend) JWIPedy SUIqLIISI(] ddendue| *¢ I[qeL



81

:3uIMO[[0] 9Y) 91BNSUOWOP PINOYS SJBPIPULD [BIPI Y],

‘dIys1opes] 9A1NO9XS JO PIOOAI

[euoridooxa Ue puE UOISSIUI OTWOPEOE § IN0IS A\ [) O3 JUSWIWWOD B ‘Uoreonpa Joy3iy jo adesspue|
oy Jo Suipuejsiopun doop e ‘Awapese ay) JO SUOINIISUI O} JO Sulpue)sIopun Y3noioy) e 91elsuowsp
161} spuawuysijdwiosoe pue s[enuapaIo ojgeredwos sey ays Jo oY JI PaIOPISUOD 9q AUl 99139p

[euIWLIS) JUS[BAINDS JO 91BI0IO0P B JNOY}IM 9JBPIPUED B JOAOMOY] "99I39p [BUIULID) JUS[BAINDS 1O
918J0}00p pPauIes Uk ‘sjuswys!|duwoode pue S[ejuapaIo JIWSPEOR FUOLS SARY [[IM 9JBPIPURD [ROPI O],

uswipedep arendordde oy Jo uonepuswiwodss oY) uodn pajuesd oq Aew oInus) AJynoey
¢AJIunwIod S1WApeoe oy} JO 10adsal 9y} 21no3s [[Im Jey) sjuawysI[dwodor puR S[BIUIPIIO JIWUIPLIY

"UOIJRISIUTWPE AJISIOAIUN 0) JUBAQ[OI $10309S 9)eALId
Jo o1pqnd oy ur syusuysijdwosoe ojqesedwos Jo ‘uonensiuIWpe pue 3ulyoes) yjoq ui sousladxs
M [9A9] AJISISATUN 91} J& punoidyoeq [euoissajold pue Juowysidwoooe S1WSPeIL JO PIOdAI Y

:sonsLIvloRIEyd [euosiad pue feuolssejosd Fuimo]o] oY) 9ABY pInoys sodulwou Jo syueolddy

usunedep ojerrdoidde oy Jo uonepuswiosas oy uodn pojuess oq Aew 2INUL) (AJTUNWWOD
JIuIopeOE 9Y) JO 100dsax oy} 2Ino9s [[1A ey} AJijenb e Jo syuourysijdwoooe pue s[enuopaI)

‘uorjeonpa 10y3iy ut Ajqesoyard ‘diysiopes] aAnenSIUIWpPE Ul 99udL1adxo [nJssaoong

‘adeospue| uoneonps

-1oyS1y reuorjeu oy} Suideys sanssi pue s90JOJ 9} JO PUBWILOD Y3noIoy) & pue AWdpese oy} Jo -

souapuadepul pue ‘sanjjiqisuodsal ‘swopsaiy oy JoJ uonerosidde pue Jo Jurpuelsiopun pojooi-dosp
e :jueorjdde Aue Jo pojoadxe senijenb oy sojensuowop 9y JO 9YS JI POISPISUOD 3] [[IM UOHBZIUBTIO
ojeanid 1o orjqnd xajdwod & Juipes] 99usLIAdXS [9AS[-OAIINOIXS [NYSSIIONS PUB JUBDIJIUTIS

yIMm INq 92130p [EeUIULId) JUS[BAINDS UR JNOYIM dJepIpued v ‘sjuowysijdwoooe JuedIJIUSIS JO PIOdT

® pue ‘00130p [euruLIa) Juojeainbe Jo 91e10300p B Yim A[qeIojoid ‘S[enuapald JIWOPEOR PI[OS 9ARH

‘uoneSIUIWpE KJISIOAIUN 0} JUBAS[SI S10300s 9jealid pue orjqnd ot ur sjuswysijduwoooe
ojqeredwod yim S[EnpIAIpUl ‘uonENSIUIWpPE pue Juryoeo) ‘diysiejoyos yjoq ui oousLadxs
YA “[9AS] AISISATUN 1) JB PUNOIIYORQ JUBAS[SI pue Juswysijduwooor oIuwopeoe Jo piodal Y
LS Ch R LR et HonEnSIUIIpE [euoISsayoid
juajeAlnbs Jo ‘uoneonpa 1oy31y ur sousnadxs Juipnour ‘dIysIOpES] JO PIOOAI [NJSSAOONS @

suonedyIend) JWIPLdY FuIqLSI( IsenSue| uondLdsd(q uonisog |

¥102-€10¢C

0102-6002

0102-600C

10T

10T

IBdX

Jo[[eouBYyD) INOIS- M)

Jo[jeouey) |
JUIO SUSAIS-M[) |

Jo[[oouey)
S[[rasneld-MN

10[[90UBYD) YSONYSO-M(1 |

JIo[[ooury)
SNMEBM]IN-M(

yoIEOS AN



61

-gousrradxo
aATINOAX? o[qeredwod 1o uonsod diysiopes] Uoneonps JYSY JUedYIUTIS € Ul ouUsLadNy

puE ‘paISPISUOD 9 [[IM SAN[RA A[IB[OYDS 0} JUSURITWOD

pue Jo uonerodrdde pue 9oULUIA0T PaIRys JO FUIPUE)SIOPUN UE J03[JA1 OS[E OYMm SI)EPIPUEd
1oy “drgsiopes] [euoneonps 1o/pue ‘drysre[oyos ‘Furyoed) ur RULIadxd jueolIugIs

pUe [9A9] AMSIOAIUN 3Y} JE PUNOITYOR] JUBAJ[SI PUE JUSWSI[dWIO00E SIWSPEIL JO PIOIAI Y

‘uonisod 9ATINOSOXS IOTUSS JUEOTUSIS B UL S0USLIIAXD SI1BAA ()] 1SBI[ IV

‘901108 o1[qnd puE ‘YoIeasdr ‘Furyoes) JO SUOISSIW SII YIM
woyss Ajs1oatun orpqnd € Jo sorouannsuoo pue sasodind ojdnmu ay) Jo Juipuelsispun uy

-odeospue]

uoneonpa-1oysy [euoneu ayy Jurdeys soNssI pue $3010§ Y} JO PUBUIWIOD Y3N0IOY) B pue Awopeoe
oy Jo souspusdapur pue ‘sanijIqisuodsal ‘SwWopasly Ay} 10§ uoneloardde pue jo Furpuesiopun
patooi-doop & uesrjdde Aue jo pa1oadxa sanifenb oy s1eNSUOWSP Y JO JYS JI PAISPISUOD

aq (1@ uoneziuesio ayeattd Jo oriqnd xo[duwiod & urpes] 20usLIOdxXe [9AJ]-I0IUSS [1YSSIIINS pue
JueoIUSIS 1M Jnq 90I30p [BUILLIS] JUS[BAINDS UR JNOYIIM JBPIPUBD Y -quowipedop ayeudoidde oy
JO uonEpUSWWOdal ) uodn pajueid oq Aew ainuo} A)noej ‘syudwiysijduwoooe JuBoLJIUTIS JO P10
© puE “00139p [BUIULID} JUS[BAINDS 10 01810100p © Ui A[qerdfaid ‘S[e1IUSpaIo OIWSPRIL PI[OS dABH

"sanjea A[Ie]OYdS pUB ‘90IAISS ‘FuIyoes)

0] JUSUIWWOD pue Jo uonerdaidde ue pue uoymsul Y3 Jo Joadsal ay) 91n09S [[1m JBU} Ajipenb

® Jo syuowysijdwoooe pue s[eruapalo Furpnjout ‘dysiopes| sAljensIUILpe Ul souar1adxa [nyssaoons
puB AJISIOAIU[] SUY [@IOqIT J1[qN{ S UISUOISIAY S UOISSIW S AJISIOAIU( Y} 03 JUSUIWWOT)

:SONSLIg)ORIBYD SUIMO][0] Sy} 9ABY P[NOYS Sdjepipue))

“pawrdyard A[Suons ANSIoAIUn 10 339[[00 € J& S9[01

diysiopes] Joud ynm ‘sreatid 1o s1jqnd ‘uoneziuedio xajdwod e o dIysIopes] [9AS]-JOIUIS [NYSSIIINS
suonedyiEn) JNWIpPLdY SuiqLIdSI( 93endue uondLIsI( UoRIsog

00T

£10¢

S10T-¥10¢

1102-010¢

IedX

oIeag [enuopisald

[0JBaS [BIIUAPISAL] |

Jo[[aouey) _
1BRMINYM-M

Io[eouey)) Jouradng- M) |

o185 M



0¢

‘Juowose[dor & JOJ YoJeas
9ANOE UB UIUUIZOq pue J0[[9ouRYd snoiadid oY) JO UOHBUSISAI Sy} USOMIAQ SIBIK 0M] 10 JO[[90UBYD WLILIUI Uk pajutodde uoSIPEIN- M) |

SYM 661 SYOOM £'€T
10 6€1 - 1000°€91 - ¥10T ‘6 Arenuer €£10T ‘€z Isndny €10T ‘0¢ AInf JuapIsaLd woIsks MmN
S)yoOM (€ SYoaMm [°0F
10 9°ClC 10 18T @wﬁ.—v><
90€ : - 86¢ 0102 ‘6 11dy 600C ‘L dung 600T ‘L YoIRN d[IAdmEId-MN
i ; 8L 010Z ‘9 koA 600 ‘9 1990100 600 ‘€TIMdy  juIod SULAdIS-M()
£33 , 19¢ - 110T ‘g [udy 010T ‘TI Ao 010Z ‘Z1 1dy Jouadng-mN
€61 VN , €10Z ‘s [udy T10T ‘pg ioquordeg  [1QT ‘p1 dunf ‘ UOSIPBIA-M (]
(443 - vLE €10T ‘S udy ~ T10T 81 e TIOT ‘LT YOTeN aaeD neg- MmN
8¢l ot o v10T ‘LT KB v10T ‘6 Atenuer €[0T ‘7 JoquIade(] N0IS-M N
1€1 991 o ~ ploz zeunt 10T ‘7T Arenuep €107 ‘g1 Pquaoaq  Aeg UsaIn-m()
681 ; vz ¥10T ‘6T Pquardes  p10T YT USRI 10T ‘€ Arenuep  UsSoqUsO-mN
uoIsuaIXg-MnN
981 ¥ST V10T ‘LT 4990100 ¥102 ‘vT 1Hdy ~ ¥10T ‘ST Arenigeg pue $939][0D MN
444 vz P10T ‘ST 40queosq  y10T ‘S AeN 10T ‘9T Yyorey OR[NEM[IN-MN
6€1 061 - S10T ‘9T ke 10 ‘L Arenuep V10T L1 19QWAAON  JOIEMONYM-M(]
(uounuteddy pivog U -
0) pawreN o) - (quaunuioddy paeog 0y (uonnjosay)
oaBag woay se(q)  uoneugIsay wo.aj sie() jusunuioddy paureN JudWdUNOUNY |
QUILY, YoI8a§ A1V QUILY, ydoaedg [e10], preog IPPPIWUWO) YIIBIS :o@&:wmmem : Jo.I8a§ J0[[2uey)

$10T 19qUIDAON] PUE GOOT YOIBIA UIIAIIQ PIJINPUO)) SIYIIELAS AO[[dIUBY]) AA (] 10] SWIL, OIS 9SBIIAY “f J[qBL



6-4 SELECTION PROCESS FOR SYSTEM PRESIDENT, CHANCELLORS,
AND UW SYSTEM SENIOR LEADERSHIP POSITIONS (Formerly 88-2)

Scope

This policy sets forth the protocol the Board of Regents has determined shall be
followed for the selection of University of Wisconsin System senior leadership positions:
chancellors of UW institutions, UW System Senior Vice Presidents, Vice Presidents, the
General Counsel, and the Chief Audit Executive, as well as interim appointees to these
positions and the UW System President position.

Purpose

The purpose of this policy is to implement s. 36.09(1)(e), Wis. Stats., authorizing the
Board of Regents to appoint a president of the UW System, a chancellor for each UW
institution, and other UW System leadership positions. This policy defines the roles and
responsibilities of the Board of Regents and the System President, and the committees
they appoint, when filling leadership positions in UW System Administration and at UW
institutions.

Policy Statement

The University of Wisconsin System Board of Regents considers the selection of the
System President and UW institutional Chancellors to be among its most important
duties and maintains a strong commitment to the principles of inclusivity and
consultation with institutional and community representatives. To ensure effective
leadership of the University of Wisconsin System, the following protocols are to be used:

UW System President:

When a vacancy occurs or is imminent, the Regent President shall consult with the
Regent Vice President and other members of the Executive Committee of the Board of
Regents to determine the process the Board will use in selecting a new System
President.

Chancellors:

1. Special Regent Committee Composition: When a vacancy occurs or is imminent,
the Regent President shall designate a Special Regent Committee consisting of
not less than three nor more than five Regents to be involved in the selection
process for a replacement. The Regent President shall designate a chairperson of
the Special Regent Committee.
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2. Chancellor Qualifications: The Special Regent Committee shall confer with the
UW System President and advise the System President of any special
qualifications for the position that it believes should be considered. Members of
the Special Regent Committee are encouraged to visit the UW institution and
meet with students, faculty, staff, and other members of the campus community
to familiarize themselves with the unique characteristics and needs of the
institution. The Special Regent Committee shall work with the System President
to produce a brief job description, taking into account the special characteristics
of the institution at which the Chancellor would serve.

3. Search and Screen Committee Composition: The System President, after
consulting with members of the institution’s governance groups and other
members of the university community, shall appoint a Search and Screen
Committee comprised of individuals knowledgeable of the duties and
responsibilities of the position and broadly representative of the interests of the
students, faculty, academic staff, university staff, administrators, community and
friends of the institution and the interests of the UW System. The System
President shall consider diversity, particularly as it relates to gender, race, and
ethnicity, when making committee appointments.

The Regent President shall designate one member of the Special Regent
Committee or a Regent Emeritus who is knowledgeable about the UW institution
to serve as chairperson of the Search and Screen Committee. in the event that a
Regent Emeritus is designated chairperson of the Search and Screen Committee,
he or she shall serve as a non-voting member of the Special Regent Committee.

The System President, in consultation with the Regent President and the chair of
the Search and Screen Committee, shall designate a Search and Screen
Committee vice chair from among the faculty at the UW institution seeking the
new chancellor.

It is essential that the members of the Search and Screen Committee be
dedicated to a single objective—the identification and recommendation of the
strongest possible candidates for a chancellorship of a University of Wisconsin
institution.

4. Search and Screen Committee Role and Progress Reports: The Search and Screen
Committee shall be provided with an opportunity to review and provide input on
the job description prepared by the System President and the Special Regent
Committee. After the Special Regent Committee finalizes the job description, the
Search and Screen Committee shall conduct such interviews of semi-finalists as it
deems appropriate, with at least one member of the Special Regent Committee
in addition to the Search and Screen Committee chair observing each of the
semi-finalist interviews. The Search and Screen Committee shall make periodic
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progress reports to the Special Regent Committee and the System President and
shall continue to provide feedback on candidates until such time as the
committee is discharged by the System President.

Identification of Finalists: The Search and Screen Committee shall subsequently
provide a list recommending qualified individuals, in unranked order, along with
an alphabetical list of all persons considered at a joint meeting of the Search and
Screen Committee, the Special Regent Committee and the System President. The
Search and Screen Committee may be asked to provide oral presentations on the
candidates under consideration. If any of the names on the initial list presented
by the Search and Screen Committee are not accepted by the Special Regent
Committee, or if any of the recommended candidates withdraw from the search,
then before the Search and Screen Committee is discharged, it may be asked to
provide additional candidates from the list of persons considered as semi-
finalists.

The Special Regent Committee shall determine the finalists who will be invited to
continue in the selection process, with five being a typical number invited for
interviews.

Finalist Interviews: The Special Regent Committee, in conjunction with the
System President, shall review all of the finalists, conduct interviews, and
identify a candidate to recommend to the full Board of Regents.

Board of Regents Approval: The full Board shall approve the appointment,
including salary.

UW System Administration Senior Leadership Positions:

1.

2.

Appointment of Search and Screen Committee: When a vacancy occurs or is
imminent, the System President shall appoint a Search and Screen Committee.
For positions determined by the System President to involve a high degree of
campus contact, the Search and Screen Committee may include faculty, staff,
and/or student representatives.

Search and Screen Committee Role: The Search and Screen Committee shall be
provided with a job description prepared by the System President in consultation
with the chair(s) of the appropriate standing committee(s) of the Board of
Regents, depending on the duties and responsibilities of the vacant position. The
Search and Screen Committee shall screen candidates and conduct such
interviews as it deems appropriate.

Identification of Finalists: The Search and Screen Committee shall subsequently
provide a list recommending qualified individuals, in unranked order, along with
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an alphabetical list of all persons considered. If any of the names on the initial
list presented by the Search and Screen Committee are not accepted by the
System President, or if any of the recommended candidates withdraws from the
search, then before the Search and Screen Committee is discharged, it may be
asked to provide additional candidates from the list of persons considered. In
addition, the System President may identify as finalists up to two additional
names from the list of persons considered by the Search and Screen Committee.

4. Finalist Interviews: The System President shall review all of the final candidates
and conduct interviews. The System President shall fill the vacancy from among
the candidates interviewed, and shall advise the appropriate Board standing
committee of the person selected.

5. Salary Approval: Board approval of the salary for senior leadership positions is
not required unless the salary exceeds the Board-approved salary range.

6. Appointment: In the case of the Chief Audit Executive, the appointment is made
jointly by the System President and the Chair of the Board of Regents Audit
Committee.

Interim Appointments:
The procedure for selecting an interim System President is as follows:

1. Regent President’s Authority: When a vacancy occurs or is imminent, the Regent
President may appoint an interim System President to serve until a permanent
appointment is made.

2. Committees Not Required: Appointment of a Special Regent Committee or
Search and Screen Committee is not required or expected for an interim
appointment.

3. Regent President Consultation: Prior to appointing an interim System President,
the Regent President shall consult with the Vice President and other members of
the Executive Committee of the Board of Regents. Such consultation shall
include the length and salary of the interim appointment.

4. Limit on Length of Appointment: In determining the length of an interim
appointment, the Regent President shall consider the circumstances of the
vacancy and the best interests of the UW System. The length of an interim
appointment for a System President may not exceed three years.

5. Eligibility for Permanent Appointment: An interim appointee shall not be
considered a candidate in the search process for the permanent position without
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advance written authorization from the Regent President permitting the interim
appointee to participate as a candidate for the permanent position.

The procedure for selecting interim Chancellors and UW System Administration senior
leadership positions is as follows:

1. System President’s Authority: When a vacancy occurs or is imminent, the System
President may appoint an interim leader to serve until a permanent appointment
is made. In the case of the Chief Audit Executive, the interim appointment is
made jointly by the System President and the Chair of the Board of Regents
Audit Committee.

2. Committees Not Required: Appointment of a Special Regent Committee or
Search and Screen Committee is not required or expected for interim
appointments; however, the System President is urged to consult with members
of the university community where a chancellor vacancy is expected.

3. System President Consultation: Prior to appointing an interim Chancellor, the
System President shall consult with the Regent President and Regent Vice
President. Prior to appointing interim senior leadership positions, the System
President shall consult with the Regent President and Regent Vice President and
with the chair of the appropriate standing committee(s) of the Board of Regents,
as determined by the duties of the position. Such consultation shall include the
length and salary of the interim appointment.

4. Limit on Length of Appointment: In determining the length of an interim
appointment, the System President shall consider the circumstances of the
vacancy and the best interests of the UW System. The length of an interim
appointment for a Chancellor or senior leadership positions may not exceed
three years.

5. Eligibility for Permanent Appointment: An interim appointee shall not be
considered a candidate in the search process for the permanent position without
advance written authorization from the System President permitting the interim
appointee to participate as a candidate for the permanent position.

Oversight, Roles and Responsibilities
The Office of the Board of Regents and the UW System Office of Human Resources and
Workforce Diversity are responsible for communicating search process requirements

and working with the Regent President, Regents, and the System President to
implement the procedures detailed in this policy.
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