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| NTRODUCTI ON:

This publication was witten by the KLA Public Library Standards Committee
and [will be] reviewed for endorsement by the Kansas State Library Advisory
Conmi ssi on and the Kansas Library Association. It is intended to help library
trustees and administrators reach public library director salaries that wll
be conpetitive in the 21st century and hel p Kansas libraries retain excellent
adm ni strators.

When the 2000 revision of the Kansas standards for public libraries were
distributed to the Kansas library community, the reaction from nany Kansas
librarians indicated that they felt it was time for nmore gui dance on
appropriate salaries for library directors.

The KLA Public Library Standards Conmittee wanted to respond to this need but
did not find it easy to address. Kansas is a varied state, both
denmographically and economically. Library salaries that represent a stiff
chal l enge in one community might fail to make the library a conpetitive

enpl oyer in another community.

The Committee nenbers decided that they could not base sal ary guidelines on
current Kansas |ibrary budgets. |Instead, they should consider the proper

mar ket val ue of a profession where the practitioners nust have forma
education, lifelong training, sophisticated skills and a strong commitnent to
the quality of life in the library’s service comunity. Wen the salary for
the library director is |ower than the salary for positions of conparable
responsibility, the community will find it difficult to retain a good library
admi ni strator.

The sal ary guidelines proposed in this publication are intended to serve as a
goal that will bring Kansas library directors salaries to a level that wll
retain talented and highly-trai ned adm ni strators and foster the conti nui ng
devel oprment of excellent public library service for Kansas residents. Sone
comunities may find it difficult to reach a conpetitive salary for the
library director. Others may quickly need to nove beyond these guidelines to
retain an excellent library admnistrator.

The guidelines listed in this publication are baseline salaries. There is a
strong enphasis on the added val ue of achi evenents in education and
conti nui ng educati on.

The Committee nenbers have al so recogni zed that good benefits are critically

inmportant to a conpetitive conpensation package and they have attenpted to
of fer guidance in building strong benefits for public libraries.

* k *
Kansas has much to be proud of in the field of public library devel opnent:

- The Kansas Library Trustee Association was formed to foster library trustee
devel opment and has grown to over 800 nenbers.

- The state has strong library systens and good library training progranms for
all levels of library staff.



- The Kansas |ibrary community has nmade good progress with |ibrary technol ogy
and Kansas |ibraries have an unusually strong presence on the Internet.

But Kansas public libraries | ose too many good library staff nmenbers to other
occupations. W lose too many library directors to other occupations or to
other states. Kansas salaries are too often inadequate to support the skills
and abilities that Kansas librarians must maintain in the information

soci ety.

Public library adnministrative salaries fail to indicate the |evel of
prof essi onal devel opnent required for these positions. They send a false
signal about the conmmitment, training and skills needed for these positions.

In spite of the difficulties involved, it is tinme for the Kansas library
community to nake a case for professional salaries for highly professiona
librarians. Building conpetitive salaries nmay involve building stronger
library budgets with both local funds and state grants-in-aid. This wll
require effective cooperation anong local librarians, library organizations,
consul tants, trustees and government officials.

The KLA Public Library Standards Conmittee w shes to express appreciation for
t he assi stance given by the Kansas state librarian and state |library staff,
the regional and urban system personnel, the Pottawatoni e-\Wbaunsee Regi ona
Li brary and the School of Library and Infornmati on Managenent during this

pr oj ect.

KLA Public Library Standards Conmittee:

Mari |l yn Anderson, Overbrook Public Library
Roy Bird, Kansas State Library

Sue Bl echl, Enporia Public Library

John Ellert, Wchita Public Library

Bruce Fl anders, Lawence Public Library
Shannon Roy, Kansas State Library

Kay Russell, North Central System

Euni ce Schroeder, Stevens County Library
Susan WIllis, Chanute Public Library

PLANNI NG FOR H GHER SALARI ES

Staff conpensation should be a top priority for any public library,
conprising 55 to 70% of the total budget. Wiile library collections can
soneti mes be strengthened by effective fundraising, staff conpensation nust
recei ve stabl e public support.

The focus of these guidelines is on effective salaries for library directors.
It should be understood that a schedul e of conpetitive conpensation for al
staff is essential to the excellent operation of the library.

Li brary boards have been known to work for years to create a staff
conpensati on package that included inproved sal aries and good benefits. But



that level of comitnent requires a realistic knowl edge of what the library
staff does and what they have to offer.

It is the responsibility of the library director and the library board to
annual |y review and update the library director’s job description. The job
description should describe not only library-based responsibilities but
community networking and community | eadership activities.

It is the responsibility of the library board to know what the library
director and staff bring to the library in education, training, talents,
abilities and conmitnments.

It is the responsibility of the library director to realistically market his
or her assets to the board during the evaluation process. It is also the
responsibility of the library director to acknow edge weaknesses and present
strategi es for inprovenent.

It is the responsibility of the library director to realistically market the
assets and acconplishnments of the library staff and to evaluate the library’'s
staff conpensati on package in relation to those assets and acconpli shnents.

A library director cannot expect the library board to commt to a conpetitive
conpensati on package when the trustees do not understand the skills that the
library director and library staff nust have to run a nodern public library.

Nor can the library board expect to negotiate successfully for increased
library support when | ocal government and conmunity | eadership do not
understand that public librarianship is a responsible and denandi ng

prof ession that requires education credentials, continuous training and a
nunber of professional skills.

Education and training credentials offered by public library directors in
Kansas often include:

- top level Library Enpl oyee Education Project (LEEP) certifications
- KPLACE certification (The three year training programfor non-MS
i brarians)

- undergraduate library certificates

- ALA-accredited Master of Library Science degrees

- other relevant degrees such as business adm nistration.

Skills and abilities offered by public library directors often include:

- accounting and fiscal managenent

- personnel nmanagenent

- strategic planning

- vol unt eer nmanagenent

- conmmunity | eadership skills

- special training in |eadership through university or community prograns
- professional know edge of print and el ectronic reference resources
- professional collection nanagenent skills

- special training and abilities in library technol ogy

- web publishing

- marketing and public relations



- program and conference planning
- fundrai sing

- public speaking

- storytelling

- witing

It is the responsibility of the |ibrary board, with the help of the library
director, to reviewthe salaries paid locally to nunicipal departnent heads,
teachers and school library nedia specialists.

If the library director has good training and good skills but the salary is
bel ow the salaries paid for these conparable positions, the library' s budget
is toolow In md-size and large libraries the sane assessnent is needed for
library departnent heads.

ALL paid library staff should be paid an hourly wage that exceeds the current
m ni mum wage established by federal |aw. The current mini nrum wage can be
confirnmed with a call to the regional systemconsultant or the public library
consultant at the Kansas State Library.

The library board shoul d have a schedul e and procedure for annual or sem -
annual review of the library director’s position. The library director should
have a schedul e and procedure for sem -annual or quarterly review of each
staff position. This review should include a review of position descriptions,
of progress with current objectives and of acconplishnents.

The library director and library board should create salary schedul es for al
staff positions that provide for regular cost-of-1living increases.

Sal ary schedul es should also reflect increased conpensation that will be
given for longevity, for academ c credentials and for acconplishments in
conti nui ng educati on.

The library director and board should have a salary contract that gives
formal recognition to the working partnership between them The contract
shoul d be revi ewed and signed annually. A copy should be shared with | oca
governnent. (A sanple salary contract is included at the end of this
publication.)

The library director and board should thoroughly review the staff
conpensati on package every two years, confirmng the salaries and benefits as
conpetitive with local municipality and school district salary schedules for
positions with sinmilar |evels of responsibility.

NOTES:



SALARY NEGOTI ATl ONS

If the library’s conpensation package is deternined to be inadequate, the
library board should work with the library director, the regional system
staff and the state library consultants to plan a strategy for raising the
library salaries.

If a conpetitive conpensation package is not feasible under the present
library budget, the director and trustees should prepare a strategic plan for
increasing library support through increased tax support and/or |oca

gover nment support.

The strategic plan for increasing library support should include both witten
presentations to |l ocal government and community | eadership and ora
presentations at the time that the annual library budget is presented to

| ocal governnent. It should also include face-to-face planning sessions with
t hose who have funding authority. Al communications on better salaries
shoul d be designed to informand not to confront or criticize.

When reports are nmade on the need for better salaries, the focus should not
be on the needs of any individual but on the education, skills and
acconplishnents of the library director and staff. If there is not a track
record that reflects

- professional growh,
- skills that are valuable to the conmunity and
- acconplishnments that have benefited the community,

then it is not feasible to nake a case for significant salary increases. But
in many cases, evidence for all three can be nustered.

The help of systemand state library consultants can be very valuable in
buil ding this evidence. The consultants can help library directors assess
their longevity, education, training, skills and talents. They can al so help
them market their acconplishnents in building projects, programrng for al
ages, collection devel opnent, library technol ogy, staff devel opnment and
support for the community’s econom ¢ devel opment and quality of life.

Li brary trustees who are conmitted to staff devel opnent shoul d be actively

i nvol ved in planning and negotiating for better salaries. But the process can
take sone tine. If the library board is tenporarily unable to provide
conpetitive conpensation, the trustees should thoughtfully consider other
ways to show appreciation to a good library staff. Research has shown that
job satisfaction and positive feedback are as inportant to nany people as
financi al conpensation.

Such neasures can i ncl ude:

- one tine bonus paynents

- extra days off

- board recognition for special acconplishments in performance or continuing
education

- public recognition of an exceptional perfornance rating



NOTES:

COMPENSATI ON FOR EDUCATI ON AND TRAI NI NG

I NTRODUCTI ON

Good library directors nust do nuch nore than performroutine job duties to
justify a professional salary. They nust develop skills that have visible
value to the library's service community. This is why professional education
and lifelong training are a critically inportant part of staff devel opnent.
Docunented credentials in education and training should be worth higher
conpensati on. Respect for sophisticated training builds the conm tnent that
fosters library excellence.

These are guidelines for percentage val ues above baseline salary that should
be assigned to credentials in education and training. Sone of these
credentials are Kansas-based prograns. Ot hers represent nore fornal education
that is recognized nationally.



1. LIBRARY EMPLOYEE EDUCATI ON PROJECT (LEEP)

The Kansas State Library has had a program since 1989 that docunents and
recogni zes achi evenents in continuing education. The LEEP dat abase contains
continui ng education records for over 4000 people. Six certificates are
awarded for contact hours in library related education recorded in the LEEP
dat abase. These | evels are:

Level One - 30 hours
Level Two - 60 hours
Level Three - 120 hours
Level Four - 200 hours
Level Five - 400 hours
Level Six - 600 hours

Level One and Level Two are not especially difficult to obtain if the library
has good conmitnent to staff devel opnent. Good directors and trustees mark
them as evidence of professional conmitnent and actively encourage library
staff to continue in the program

The hi gher |evel LEEP awards do represent a substantial conmtnent in both
time and effort. The body of know edge that they signify is enough to turn a
potentially good librarian into an experienced and tal ented professional
Quite often, 90 hours of a high LEEP award has been won in the highly
respect ed KPLACE program Al so, those who win the highest |evel LEEP awards
are often conpleting an undergraduate degree, since college courses do
qualify for LEEP credit.

Level Three LEEP (120 hours) should be assigned a 5% i ncrease over baseline
sal ary.

Level Four LEEP (200 hours) should be assigned a 10% i ncrease over baseline
sal ary.

Level Five LEEP (400 hours) has been earned by less than 45 library staff in
Kansas. It should be assigned a 15%increase over baseline salary.

Level Six LEEP (600 hours) has been earned by less than 15 library staff in
Kansas. It should be assigned a 20% i ncrease over baseline salary.

2. KPLACE

KPLACE is the three-year training programin |library adm nistration that is
desi gned for those who do not have the M.S degree. It represents 90 contact
hours of training in conmunity study, networking, custoner service,

| eadership skills, collection managenent, reference, library technol ogy and
marketing. It is currently the education standard for Kansas library
directors who do not have the M.S degree

KPLACE shoul d be assigned a 15% i ncrease over baseline salary.

3. LIBRARY SERVI CES CERTI FI CATE




The Library Services Certificate Programis the newest acadeni c program

of fered by the School of Library and Information Managenment at ESU. There are
six certificates that will be offered by the program General Library
Training, Library Administration, Reference Services, Collection Devel opnent,
Li brary Technol ogy and Yout h Servi ces.

Each certificate represents 12 hours of undergraduate academ c credit or 180
contact hours of library training. The Certificate Programis designed for
those who are not in a position to work for the M.S degree but who want
specialized library training and/ or academic credit that will be recognized
across the country.

A Library Services Certificate should be assigned a 20% i ncrease over
basel i ne sal ary.

4. UNDERGRADUATE BACCALAUREATE DEGREE

While it is true that sonme Kansas library directors have nmade thenselves into
excellent librarians through continuing education and in-service training,

t he undergraduate college degree is still worth respect. It represents a body
of know edge in some nmjor acadenic discipline. It represents a training in
study and acadenic research that is very valuable to a librarian. It
frequently represents a nore sophisticated background in public affairs that
is of continuing benefit.

The undergraduate coll ege degree is also a prerequisite for those who wish to
climb the career |adder of library admnistration by taking a larger library

or nmoving into another library field. For these positions, they would need an
M.S degr ee.

An under graduate col |l ege degree shoul d be assigned a 20% i ncrease over
basel i ne sal ary.

5. ALA- ACCREDI TED NMASTER OF LI BRARY SCI ENCE

The M.S degree is the education credential standard for any Kansas library
director serving a popul ation of nore than 8000 people. In a snaller
community, an M.S degree would theoretically be assigned an increase of 35%
over baseline salary. It is recognized that sonme M.S directors have private
reasons for preferring to live in a small community and may accept a | ower
salary to have quality of life in other areas. It is recomended that a
library board find sonme way to acknowl edge the M.S degree in a conpetent and
talented director that they want to keep.

6. OTHER MASTER DEGREES

There are sone advanced academ ¢ degrees, such as those in business or public
adm nistration, that are extrenely valuable to a public library director and
may be extrenely valuable to the larger community. The val ue of these degrees
need to be thoughtfully assessed and they shoul d be assigned an increase of
25-35% over baseline salary.



BENEFI TS

| NTRODUCTI ON

A good package of benefits is very inportant to naking a total conpensation
package effective. The director does sonetines get different benefits from
ot her staff nenbers because of hours worked or some other factor. But this
chapt er describes benefit guidelines for the entire library staff.

Competitive benefits should be appropriate for the library positions, rather
than targeted to an individual’s circunstances. Like salaries, benefits for a
position should be conparabl e to governnent positions of conparable
responsibility.

VWhenever an applicant is interviewed for a library position, the benefits
shoul d be clearly explained and questi ons answered. The applicant shoul d be
gi ven a breakdown of the conpensati on package that includes gross salary,
benefits, net salary, pay periods and pay range.

Al'l benefit policies should be part of a witten personnel policy in the
library's policy manual and they shoul d be reviewed annually. A copy should
be given to every enpl oyee upon enpl oynment and to every board nenber at the
start of their term

OPTI ONS FOR FUNDI NG LI BRARY BENEFI TS
Li brary benefit packages are usually funded in one of two ways:

1. The library enployees are carried with the benefit package for the parent
gover nment .

or

2. The library works with the parent governnent to establish an Enpl oyee
Benefit Fund Levy that will pay the enployer’'s share of library benefits

(K. S. A 12-16, 102). The governing body nust pass an ordi nance prescribing

t he purposes for which this fund will be used. To levy property taxes for
this fund, it is necessary to establish the fund by ordi nance prior to budget
approval . ( Sanpl e docunents for establishing an Enpl oyee Benefit Fund are

i ncluded at the end of this docunent.)

The Enpl oyee Benefit Fund hel ps the library by funding benefits outside the
regul ar operating budget for the library. The Enpl oyee Benefit Fund may pay
the enpl oyer’s share of any enpl oyee benefits exclusive of salary, such as
health i nsurance, retirement, social security, unenploynment and worker’'s
conpensati on.

Once the Enpl oyee Benefit Fund is established, the parent governnent nmay not
decline to fund the ampbunts necessary to support it. (Attorney General’s
Opi ni on No. 89-50).



When a public library is establishing or changing the support of enployee
benefits, it is recommended that the director and trustees consult wth
regional systemand state library consultants.

HEALTH | NSURANCE

A group health insurance plan should be available to all full tinme enployees.
Full time may be defined as 36-40 hour enpl oyees or any enpl oyee who works
2000 hours a year.

A group health insurance plan should be available to all part-tine enpl oyees
of 20 hours or nore. Under sone plans, the enployee nay have to pay a greater
share of the benefits.

Group health insurance should include options for: (a) Single health, denta
& vision (b) Famly health, dental & vision (c) Single health & famly
dental & vision.

Enpl oyees shoul d be aware that Public Law 99-272, Title X, referred to as
COBRA, offers a tenporary extension of health coverage at group rates in
certain instances where coverage woul d otherwi se end due to a reduction in
hours or termination of enploynent. 1In order to qualify for this
continuati on of coverage you nust be an enpl oyee covered by a qualifying
group health plan that is an enpl oyer-sponsored plan naintai ned by any
enpl oyer of 20 or nore enployees (there are a few exceptions to this).

The human resources personnel of the library or municipality should be
contacted for information on COBRA. Online infornmati on nay be found at
<www. cobr ai nsurance. ht m >

LI FE | NSURANCE

A basic life insurance policy of $10,000 should be provided by the enpl oyer
for full tinme enployees.

RETI REMENT
The library should have a retirement program for enpl oyees

Kansas public libraries are eligible to participate in the Kansas Public

Enpl oyees Retirenent System (KPERS). KPERS is deducted at the rate of 4% with
the library contributing an additional 3.67% (as of 2003) for all full tinme
(defined as 36-40 hours) and part tine (17 1/2 hours) enpl oyees.

An enpl oyee who has been enpl oyed for one full year and who works 17.5 hours
per week or 1000 hours per year is eligible for KPERS if the library
participates in the KPERs program Certain persons are not covered, including
persons who contribute to the U S. Civil Service Systemor persons who are
specifically exenpted by the | aw



Public libraries with nore than one full tine staff nember should al so offer
an optional tax-deferred retirenent plan for enployees.

HOLI DAYS

Hol i days with paid leave for all full time and part tine enpl oyees should
i nclude maj or national holidays. Paid holidays often include:

-New Year's Day

-Martin Luther King Day
- Presi dents Day
-Menorial Day

- I ndependence Day

- Labor Day

- Vet er ans Day

- Thanksgi vi ng Day
-Friday after Thanksgi vi ng
-Christmas Eve Day

- Chri st mas Day

PERSONAL DAYS

Full time enpl oyees should receive a benefit of 2 personal days per year
Part time staff that work 20 hours or nore should receive a benefit of 1
personal day per year.

These may be taken fromfirst day of enploynent but they usually do not
accunul ate fromyear to year nor are they paid out at the end of enploynent.

ANNUAL LEAVE

Annual | eave should be awarded to full tine staff, with increased annua
| eave recommended for |ongevity:

1-5 years - at |east 8 hours per nonth
6-10 years - at least 10 hours per nonth
11+ years - at least 12 hours per nonth

Part time staff working 20 hours or nore should receive at |east 7 hours per
nont h.

Annual | eave usually cannot be taken until the staff nenber has been enpl oyed
for six nonths.

The personnel policy should specify the maxi numrate at which annual | eave
may be accunul ated by the enployee. It should also specify if any unused
annual leave will be paid if the enployee | eaves the library in good

st andi ng.



SI CK LEAVE

Sick | eave should be granted to full tinme enployees at a rate of at least 8
hours per nonth and to part tinme enployees at a rate of at |east 4 hours per
nont h.

Sick leave is granted for illness of self or a nenmber of imedi ate househol d
or famly. If care is needed for other individuals, it is usually handled
t hrough annual | eave or sone other specified type of |eave.

Sick leave may or may not be paid out at sone rate if the enpl oyee | eaves the
library in good standing. This is deternmined by library or nmunicipality

pol i cy.

FAM LY AND MEDI CAL LEAVE ACT

Fami |y and Medical Leave (FM.LA) entitles eligible enployees to take up to 12
weeks of job-protected |eave in a 12-nonth period for specified nedical
treatnent or famly care. Libraries, regardl ess of size, are covered as
enpl oyers if they receive noney fromcounty, city, or state.

Fami |y and Medical Leave nay run concurrently with the enpl oyee's paid sick

| eave and paid nedical |eave. Wen paid | eave is exhausted, the enpl oyee nay
choose to take unpaid | eave that conpletes the 12 week period in a 12 nonth

peri od.

VWhen there is a request for Fam |y and Medi cal Leave, the human resources
personnel for the library or the municipality should be contacted for
information. On-line information can be found at http://ww. dol . gov/dol/esa/
fma. htm

OTHER LEAVE

O her | eave granted by public libraries can include
-maternity | eave

-civil service | eave

-funeral |eave

-mlitary | eave

-disability | eave

Policies for these should be specified in the library' s personnel policy.

NOTES:



SALARY GUI DELI NES

PUBLI C LI BRARY DI RECTOR SALARI ES

| NTRODUCTI ON

Li brary directors serving popul ati ons under 8000 do not have the M.S degree
as the public library education standard. These salaries are built on
per cent ages above the federally proposed m ni mrum wage.

Library directors serving a popul ati on of nore than 8000 have the M.S degree
as the education standard for their positions. The directors salaries for
larger libraries are built on percentages above the $30,000 that is

consi dered an acceptable m ninum standard for a librarian with the M.S
degree.

Kansas has sone extrenely conpetent |ibrary directors who serve nore than
8000 peopl e and have not found it practical to work for the M.S degree. These
di rectors can docunment fornmal education, continuing education, in-service
trai ning, honors and acconplishnments that clearly justify the Kansas sal ary
standard for the popul ation they serve.

BASELI NE SALARI ES FOR KANSAS LI BRARY DI RECTORS

Gateway Libraries - 500 or less population
6.65 - proposed nini nrum wage

10. 64 - 60% above ni ni num wage

$22, 131

Linking Libraries - 500 -1000 popul ation
6.65 - proposed nini nrum wage

11.97 - 80% above ni ni num wage

$24, 897

Service Center Libraries - PART ONE 1000 - 1500 popul ation
6.65 - proposed nini nrum wage

13.30 - 100% above ni ni nrum wage

$27, 664

Service Center Libraries - PART TWO 1500 - 2500 popul ation served
6. 65 proposed m ni nrum wage

13.96 - 110% above mi ni nrum wage

$29, 036

Maj or Service Center | Libraries - PART ONE - 2500 - 5000 popul ation served
6.65 - proposed mnini nrum wage

14.63 - 120% above mi ni nrum wage

$30, 430




Maj or Service Center | Libraries - PART TWO 5000 - 8000 popul ation served
6. 65 - proposed nini nrum wage

15.96 - 140% above mi ni nrum wage

$33, 196

EE R R R I R R I R R R I I R I R I I R R R R R I I I R R I R I SRR I I R I R I I R S R O

Li brary directors serving over 8000 people have the ML.S degree as the
education standard. These salaries are built over a proposed m ni num of
$30, 000 for library staff who hold the MS degree.

EE R R R I R R R R R R I R I R I I R R R R R I I R R I I R I R R I I R O R I R O R O

Maj or Service Center | Libraries - PART THREE - 8000 - 10, 000 popul ation
served

M.S degree is education standard

$42,000 - annual salary - 40% above $30,000 mnini mum for M.S director

Maj or Service Center Il Libraries - PART ONE -10,000 - 15, 000 popul ation
served

M.S degree is education standard

$48, 000 - annual salary - 60% over $30, 000

Major Service Center Il Libraries - PART TWO - 15,000 - 20,000 popul ation
served

M.S degree is education standard

$60, 000 - annual salary - 100% above $30, 000

Maj or Service Center Il Libraries - PART THREE - 20,000 - 25,000 popul ation
served

M.S is education standard

$66, 000 - annual salary - 120% above $30, 000

Maj or Resource Center | - PART ONE - 25,000 - 35,000 population served
M.S degree is education standard
$72,000 - annual salary - 140% above $30, 000

Maj or Resource Center | Libraries - PART TWO - 35,000 - 50,000 popul ation
served

M.S degree is education standard

$78,000 - annual salary - 160% above $30, 000

Maj or Resource Center | Libraries - PART THREE - 50,000 - 75,000 popul ation
served

M.S degree is education standard

$84, 000 - annual salary - 180% above $30, 000




Maj or Resource Center | Libraries - PART FOUR - 75,000 - 100, 000 popul ation
served

M.S degree is education standard

$90, 000 - annual salary - 200% over $30, 000

NOTES:

SAVPLE Director’s Contract:

AGREEMENT

THISAGREEMENT, made and entered into this 28th day of November 2001
by and between the Library Board of the Regiona Library of Pottawatomie and Wabaunsee Counties,
Kansas, hereinafter called PARTY OF THE FIRST PART:
and , hereinafter called PARTY OF THE SECOND PART.

WITNESSETH: That thePARTY OF THE FIRST PART hereby hiresand employsPARTY
OF THE SECOND PART inthecapacity of Head Librarian and Administrator of the Regional Library
of Pottawatomie and Wabaunsee Counties, Kansas, for theterm of 12 months, commencing onthe 1st
day of January, 2002, and ending on the 31st day of December, 2002, and agreesto pay her for said
termthesumof $ , sald sumtobepaidin 12 equal monthly installments.

PARTY OF THE SECOND PART shall acquire books, magazines, and other materialsfor said Re-
giona Library, employ and supervise additional help asmay be necessary and, ingeneral, conduct the
businessand manage said Regional Library, al of whichisto be subject to theapproval of thePARTY
OF THE FIRST PART.

ITISFURTHERAGREED THAT PARTY OF THE SECOND PART shall beentitledto
twenty-two working days paid vacation annually and isto be credited with one day of paid sick leave
for each month sheisemployed, and, inthe event sheishired for an additiona year or other term of



employment, any amount of sick leave accumulated, not to exceed 60 days, may be applied to any
futureemployment contract.

ITISFURTHERAGREED that thisagreement may be changed or atered by mutua agreement
of the PARTIES hereto.

ITISFURTHERAGREED that thisagreement may beterminated for just cause by either party
upon 30 dayswritten notice.

WITNESSETH our handsthe day and year written first above.

Library Board of the Pottawatomie
Wabaunsee Regional Library

BY:

Chairperson

Secretary

Treasurer
PARTYOF THE SECOND PART PARTY OF THE FIRST PART



