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Section I, Introduction  
 
The reappointment, tenure, and promotion process is a critically important faculty responsibility. 
Reappointment, tenure, and promotion (RTP) is the mechanism by which we ensure the success of 
our faculty and thereby ensure educational quality for our students. Although the President makes 
final decisions on reappointment, tenure, and promotion, it is the department faculty who are in the 
best position to provide clear expectations, create an environment conducive to achieving expecta-
tions, and render the most informed recommendations to the President. The Department Reappoint-
ment, Tenure, and Promotion Criteria Document communicates department expectations and RTP 
procedures to the department faculty, faculty candidates, the dean, the College RTP Committee, the 
University RTP Committee, and academic administrators. University policies, including the Unit 3 
Collective Bargaining Agreement (CBA), Policy No: 1328, and Policy No: 1329  define university 
procedures and expectations. Department docu-ments must supplement and may not conflict with 
these policies. In the event of discrepancies, the CBA takes first precedence and university policies 
take second precedence over departmental policies. 
 
The CBA requires that  tenure-track faculty members be provided a copy of the Department RTP 
Criteria Document within two weeks of the start of their first semester at Cal Poly Pomona. It is 
recommended that department criteria be maintained on the department web page so that they are 
available to candidates for faculty positions. The primary purpose of the Department 
Reappointment, Tenure, and Promotion Criteria Document is to articulate clearly what the 
department expects of its faculty members and, in particular, what they must achieve to be granted 
reappointment, tenure, and promotion. These expectations must be stated with sufficient clarity and 
specificity that the candidates are able to plan their activities around them. Department criteria 
should be consistent with the mission, vision, goals, and accreditation standards of both the 
department and the college. In other words, they should articulate a model of the department 
faculty-colleague to which the candidate should aspire. 
 
RTP is not simply a matter of evaluation. Faculty colleagues, deans, and academic administrators 
should commit themselves to mentoring and supporting candidates, providing them the maximum 
opportunity to be successful. It is important for those making recommendations to be honest, direct, 
and clear, just as it is important for candidates to be knowledgeable of department expectations and 
committed to meeting them. 
 
I.1 Definitions: Policy No: 1328 provides a comprehensive overview of RTP procedures. Some of 
the more important definitions are provided here. 

a. Candidate refers to a faculty member who is under consideration for reappointment, 
tenure, or promotion action in the current cycle.   
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b. RTP Committee members must be full-time tenured faculty members. Department RTP 
Committee (DRTPC) members are elected by the tenured and probationary faculty. A 
faculty member on professional leave (sabbatical or difference-in-pay) shall not be 
eligible to serve on any peer review committee during the period of the leave without 
prior approval by the Provost . A tenured faculty member who will be a candidate for 
promotion may be elected, but may participate on reappointment cases only—and may 
not participate in promotion or tenure recommendations.  

c. Criteria are the expectations articulated in the Department Reappointment, Tenure, and 
Promotion Criteria Document and in Policy No: 1328. Criteria define what a candidate 
must achieve to be positively recommended for reappointment, tenure, or promotion. 
Criteria documents contain procedural information as well; however, it is important to 
distinguish between criteria and rules/procedures. Department RTP criteria are adopted 
by a majority vote of the tenured and probationary faculty, submitted to the dean and the 
College RTP Committee for review and comment, and ultimately approved by the 
President or their designee.  

d. A probationary year of service includes the Fall and Spring Semesters of an academic 
year. The first probationary year begins with the first Fall Semester of appointment. 

e. A faculty member is eligible to apply for tenure at the beginning of the sixth probation-
ary year. An application for tenure prior to the sixth probationary year is an application 
for early tenure. 

f. A faculty member is eligible to apply for the first promotion at the time he or she 
applies for tenure. Once tenured, the faculty member is eligible to apply for a subse-
quent promotion after having served four years in the current rank. Applications for 
promotion prior to having attained eligibility are applications for early promotion. 

g. Criteria for early actions shall place emphasis on teaching ability and accomplish-
ment, and shall require exceptional performance or extraordinary qualifications with 
regard to professional activities and university service.   

h. Student evaluation of teaching is governed by Policy No: 1329 and the CBA. 
i. Peer evaluation of teaching is the responsibility of the DRTPC and includes a 

classroom visit, review of course syllabus and other teaching materials, and a written 
report. 

j. A candidate for reappointment must use the Department RTP criteria in effect at 
the time of the candidate’s initial probationary appointment. Current procedures and 
policies apply. "Procedures and policies" refers to such things as the number of classes 
evaluated, the number of peer reviews, and the format for the self-evaluation report. 

k. A candidate for tenure or promotion may choose between the criteria in effect at the 
time of the initial probationary appointment and those in effect at the time of the request 
for action. In any case, current procedures and policies apply. A candidate requesting 
both tenure and promotion must choose a single set of criteria for both actions. 

 
I.2 Department Philosophy: From here to its conclusion, this document represents the position  
of the Department of Communication, in compliance with University Policy/Procedures and the 
current Unit 3 CBA. 
 
We believe that the RTP process should help clarify expectations, create mentoring relationships  
between new and senior faculty (thereby building trust and helping candidates achieve success),  
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and strengthen the department's programs. As a department-wide dialogue, the RTP process should 
also engage our thinking about the meaning and application of standards; the wide-ranging forms 
and implications of accountability measures; and the kinds of professional growth that benefit 
faculty, students, and all involved in our many outreach efforts. 
 
Each tenured or tenure-track faculty member must have a minimum of a master’s degree in a 
discipline related to the communication field before receiving an appointment. Candidates with 
Ph.D. degrees will be strongly preferred.  
 
The ideal faculty member in the Communication Department should possess the appropriate 
terminal degree or appropriate related experience. The ideal faculty member should be an excellent 
teacher, should engage in research and make that research available to colleagues in the discipline, 
should help direct the course of the department and the university, should work actively with 
students, should continually upgrade knowledge and skills, and should contribute their expertise to 
their discipline and community. 
 
However, we recognize that this is a difficult ideal to attain, and often may be achieved only after 
years of professional dedication and service. The document that follows attempts to provide the 
means by which the department may judge if the candidate is making sufficient progress toward this 
ideal to warrant reappointment, tenure, or promotion. Probationary faculty members in particular 
are evaluated with respect to their progress towards satisfying criteria for tenure.  
 
Teaching is the most essential criterion in all RTP decisions. “Good” to “very good” teaching is 
viewed as a necessary prerequisite for RTP. Any candidate who receives an evaluation from the 
committee that indicates that the candidate’s teaching is less than “good” to “very good” cannot 
receive a positive recommendation from the DRTPC.  
 
In addition, it is imperative that all candidates demonstrate a record of continued professional 
growth and productivity. 
 
I.2.2 Teaching Effectiveness (45%): It is expected that all tenure track faculty will continually 
enhance and improve their teaching with respect to our particular population at Cal Poly Pomona. 
This progress can be evidenced in a number of ways. For example, student evaluations are helpful, 
but the department does not consider them the sole indicator of teaching ability. In the words of 
Policy No: 1329: 

•  “The department faculty is best prepared to judge the quality of teaching by peers.” 
• “The department should be given the maximum possible latitude in collecting, assessing 

and reporting available information on teaching performance consistent with this 
policy.” 

 
Intent to improve teaching ability can be demonstrated by a faculty member's responding to 
comments and suggestions made by peer evaluators during an RTP cycle (if any), responding to 
comments and suggestions made by reviewers in prior RTP cycles (if any), taking advantage of 
college and university workshops and programs, participating in CSU workshops and conferences 
on teaching and learning, reading and deriving pedagogy from books and articles on working with 
particular segments of Cal Poly Pomona's population, and consulting with colleagues, both within 
and outside of the department and university. Other evidence of progress in developing one's 
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teaching includes syllabi, examinations, writing assignments, student papers to which the candidate 
has crafted responses, and teaching portfolios. Because student learning is an obvious component of 
teaching effectiveness, it is expected that assessment of learning be discussed, including the 
implications those assessments have for pedagogy. As an individual's expertise increases, teaching 
ability might be demonstrated by mentoring and guiding less experienced teachers; by making 
rather than simply attending presentations at Cal Poly Pomona, in the CSU, or at professional 
conferences; or by critiquing the teaching of others. Technology is also an important part of 
teaching when its integration into the classroom and academic community adds to students' critical 
understanding and abilities. In addition, when assessing teaching effectiveness, we place great value 
on a faculty member’s commitment as a professional and career mentor (by which we mean guiding 
students through the graduate school application process, and helping them succeed in their career 
aspirations and preparing them for the job market). 

 
Additionally, the candidate may include extra-curricular activities as evidence of enhancing student 
learning. These activities include mentoring, tutoring, advising a club, supervising production of 
student/community publications, directing senior projects, organizing student events, or otherwise 
helping to create an intellectual community for students. 
 
I.2.3 Scholarly Work (30%): This category includes any, or any combination of, the following: 
publications (e.g., scholarly books, refereed journal articles, textbooks, chapters in books, articles in 
professional journals, published creative works, grant proposals (including highly rated but non-
funded proposals), and conference presentations. The department believes that refereed publications 
represent more significant scholarly contributions than non-refereed publications. We recognize the 
changes occurring in the academy and in our own university; therefore, in the spirit of work by 
Ernest L. Boyer as presented in the prologue of Scholarship Assessed: Evaluation of the Profes-
soriate (Jossey-Bass, 1997), we recognize the definition of scholarship to include not only the 
scholarship of discovery, the type of traditional scholarship that involves original research, but other 
types of scholarship as well. The academy, as Boyer points out, "holds no tenet in higher regard 
than [discovery:] the pursuit of knowledge for its own sake, a fierce determination to give free rein 
to fair and honest inquiry, wherever it may lead." At the same time, however, Boyer makes a 
compelling argument that the academy needs a new paradigm for scholarship, "a fresher, more 
capacious vision" that would also include the scholarship of integration, which "involves faculty 
members in overcoming the isolation and fragmentation of the disciplines. Often integrative 
scholarship educates non-specialists by giving meaning to isolated facts and putting them in 
perspective." This type of scholarship could include textbooks or articles/books aimed at the 
educated layperson rather than a select group within one's discipline. A third type of scholarship, 
the scholarship of application, attempts to apply knowledge to "consequential problems" in the 
university or in the larger society. The last type of scholarship in Boyer's paradigm is the 
scholarship of teaching, which we, as part of a teaching university, count as legitimate scholarly 
work.  
 
I.2.4 Service (25%): This includes service to the department, college, university, and community, 
as well as professional service to the candidate’s academic discipline. It includes active membership 
on department, college, university, and senate committees, general academic advising, service to the 
community at large, and service to our various academic disciplines by editing professional 
journals, serving in leadership positions, serving on editorial advisory boards, acting as a referee for 
academic journals, or organizing conferences. Candidates are expected, in time, to assume 
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leadership roles, which could mean developing an external funding program, extending or 
improving departmental outreach, serving in a leadership capacity in the department (as department 
chair, for example), chairing a college or university committee, or serving in the Academic Senate 
or on any of its committees. Making oneself available as a resource (such as providing 
technological expertise to the department, college, or university) is also a valued form of service.  
 
1.2.5 Faculty Mentoring: To better support the candidates through the RTP process, the Depart-
ment Chair in consultation with the DRTPC chair shall establish a Faculty Development Plan for 
each candidate during the first year of teaching (preferably during Fall Semester). This will consist 
of a detailed statement of objectives outlining the candidate’s plan for fulfilling criteria for teaching 
effectiveness, scholarly contributions, and campus/community/professional service. This plan may 
include, but is not limited to, regular meetings with the department chair or DRTPC chair; informal 
class visitations by senior faculty to help direct teaching activities and development; additional peer 
observations; suggestions to attend specific CSU or Cal Poly workshops or conferences on teaching 
and learning, advising, or assessment; directed guidance to help each candidate understand their 
department responsibilities; helping with RTP packages; and assisting with other activities as 
deemed appropriate by the department chair and DRTPC chair. 
 
 
Section II, Procedures 
 
II.1: What follows is in compliance with Policy No: 1328, which describes university-wide RTP 
procedures that departmental procedures cannot violate. 
 
II.2 Department RTP Procedures: In this section, the department’s procedures for electing the 
DRTPC (during Spring Semester) will be detailed, as well as the role of the chair in the RTP 
process.   
 
II.2.a Selection of the DRTPC: The DRTPC shall consist of full-time tenured members of the 
department elected by secret ballot by probationary and tenured faculty. Tenured faculty members 
who are candidates for promotion may sit on the DRTPC, but may participate in reappointment 
actions only (see I.1.b). 
 
The department shall elect no fewer than three members and shall always have an odd number of 
members to serve on the DRTPC. If the Department Chair is not a member of the DRTPC, the chair 
must prepare a separate evaluation of the RTP candidates. A committee member who will be on 
leave for one semester may be elected provided a replacement is elected by the department before 
the leave commences; faculty who will be on leave for more than one semester should not accept 
election for that time period. 
 
The election of the committee shall be conducted annually by secret ballot by March 1st of the 
school year preceding the given RTP cycle; election shall be by a majority vote of the probationary 
and tenured faculty members of the department. The DRTPC shall elect one of its members as 
committee chair. 
 
The DRTPC chair’s duties include the following: 

Fall Semester: 
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• Ensuring that candidates have the information they need, including information about 
what actions they must/may apply for, information they need to prepare requests, and  
department criteria 

• Ensuring that the provisions of the DRTP document, Policy No: 1328, and Policy No: 
1329 are carried out  

• Assisting candidates in understanding expectations and preparing their packages   
• Informing Faculty Affairs of requests  
• Ensuring that packages are complete including consulting the full PAF for additional 

relevant materials 
• Monitoring  RTP information on Interfolio for completeness and accuracy. 
• Working with the candidate and Faculty Affairs to make any modifications to the 

information on Interfolio, contingent upon approval by the University RTP Committee 
• Notifying the appropriate parties of any additions or changes 
• Reviewing the department's recommendation with each candidate 

 
Spring Semester: 
• Conducting pre-RTP evaluations for any first year, tenure-track faculty members 
• Overseeing post-tenure review evaluation process for tenured faculty members at 

intervals no greater than five years  
 

Throughout the year: 
• Scheduling peer evaluations (and ensuring they are conducted) for all faculty members 

who will be candidates for RTP action in the future 
• Ensuring that reports are provided to candidates within two weeks of the classroom visit 

and that final signed copies are sent to the Dean’s office for insertion in the PAF. 

• Specify procedures for the DRTPC to receive siged evaluative material, commentary, 
and substantiating documentation (#1328, 3.2 B1). The plan shall include methods for 
publicizing (on department bulletin boards and other relevant locations, newsletters, etc.) 
names of DRTPC members to who material is to be submitted, submission procedures, 
and during a RTP cycle, the names of candidates for reappointment, tenure or promotion 
(#1328, 3.2 B2).  

 
II.3 Student Evaluation of Teaching: It is both a CBA requirement and a Communication 
Department requirement that all classes taught by all Communication faculty be student evaluated 
every semester. This evaluation process  is administered electronically. A digital copy of the 
summary of each course evaluated  will be received by email and should be retained by the 
candidate because it must be included in the candidate's RTP packet. Analysis by the candidate and 
the DRTPC must accompany descriptions of results.  
 
II.4 Peer Evaluation of Teaching: For all candidates eligible for RTP actions, Policy No 1328 
requires two peer observations per year; peer evaluations will be conducted in accordance with such 
policy. At the beginning of the academic year, the DRTPC will make a copy of this section avail-
able to all tenured and tenure-track faculty colleagues. A minimum of two peer evaluations shall be 
conducted in each academic year. Scheduled by the DRTPC in consultation with candidates and 
reviewers, peer evaluations shall reflect, to the degree possible, the breadth of courses that the 
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candidate teaches. Anyone being observed for a peer evaluation will have five days’ notice that the 
class observation is going to occur, and there should be consultation between the faculty member 
being evaluated and the evaluator. Each peer review shall be conducted by a colleague of senior 
academic rank (associate professor or professor) and shall include a classroom visit and a review of 
course syllabi and related material. Within two weeks of the classroom visit, the report should be 
given to the candidate and filed with the DRTPC chair.  
 
II.5 Leaves and Other Changes to Tenure Timetable: The following applies to candidates who  
are serving in administrative positions or performing administrative duties, serving in positions of 
academic governance, or on leave. 
 
II.5.a Candidates who are away from campus during the academic year in which they must/may 
apply for action shall observe the same procedures and timelines as candidates in residence.  
 
II.5.b Candidates who accept positions outside of their departments while they are still eligible for 
RTP action must ensure that they understand department expectations during the time they are 
away. The candidate and the DRTPC shall commit to writing, in light of the special circumstances, 
(a) an interpretation of the departmental criteria and (b) a statement that specifies expectations and 
outcomes. This memorandum of understanding shall be approved by the dean and Associate Vice 
President for Academic Planning, Policy, and Faculty Affairs. 
 
II.6 Candidates’ Additional Responsibilities: Candidates are required to assemble an RTP 
package that makes the case for the requested action. To prepare the RTP package, candidates are 
encouraged to attend university-sponsored workshops and seek the counsel of the DRTPC. 
 
II.6.1 Self Evaluation: Candidates must include a self-evaluation which explicitly addresses the 
department’s criteria for the action(s) requested. The following structure will help make such 
reference explicit: 

• Discussion of teaching performance—includes analysis of student and peer evaluations, 
explanation of activities related to student advising and/or mentoring, and discussion of 
any outcomes-assessment measures to demonstrate teaching effectiveness 

• Discussion of scholarly activities—includes specific citation of all peer-reviewed 
publications, dates of attendance at professional meetings, and all duties/assignments in 
professional organizations; and explanation of work in progress and ongoing activities 

• Discussion of service to the university, college, department, and community—includes 
specific citation of committee assignments and duties, assistance in a professional 
capacity to any group, etc.; response to any problems/deficiencies pointed out in 
previous evaluations of service (steps taken, progress made) 

• Discussion of, as applicable, how your accomplishments support CPP’s core values, 
such as academic excellence, experiential learning, student learning and success, 
inclusivity, community engagement, and social and environmental responsibility. 

• Discussion of short-term and long-term goals in all areas of evaluation—includes brief 
discussion of why goals are appropriate (i.e., candidates' goals are related not only to 
their own interests, strengths, responsibilities, and career aspirations but also to the 
department's, college's, and university's goals and mission) and of how these goals will 
be met 
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• Discussion of progress made on goals established in previous year's self-evaluation, with 
such progress connected clearly and reasonably to the current year's self-evaluation 

 
 
Section III, Criteria for RTP Action  
 
III.1 Elements of Performance and Evaluation: (a) teaching effectiveness, (b) scholarly work,  
and (c) service. Although approval of RTP requests will require that the criteria in all three areas be 
addressed—and, where specifically quantified, satisfied—the unlikelihood of performance being 
equally strong in all areas is understood. Striving for effective performance in all areas, the 
candidate should call attention to areas of special strength while demonstrating fulfillment of the 
mandated criteria. As well, the candidate should situate the evidence of teaching effectiveness in a 
context of pedagogical development and experimentation; new courses (including courses taught for 
the first time, interdisciplinary courses, and courses the faculty member takes on as a service to the 
department or university), technological and procedural innovations, and attempts to integrate the 
most current scholarship. The department regards these activities as an invaluable part not only of 
teaching effectiveness but also of the department's mission.  
 
III.1.a Expectations for Documentation of Performance: In its evaluation of the candidate, the 
DRTPC shall take into account information from the following sources: 

• Summaries and interpretations of students' scored evaluations 
• Summaries and interpretations of peer evaluations of teaching performance 
• Self-evaluation of candidate’s progress with respect to their Faculty Development Plan 

covering performance in teaching, scholarship, and service 
• An updated curriculum vitae  
• Signed material (to be added to candidate's RTP package) received from other faculty, 

referees/editors for academic journals and presses, administrators, and students 
• Material requested from candidate by committee (e.g., requests for clarification of, 

corrections to, and augmentations of any aspect of RTP package) 
• Other written material, identified by source, submitted to the committee before the 

closing date 
 

III.2 Criteria for Reappointment: To be reappointed, a candidate must provide evidence (see 
III.1.a, above) of making steady progress toward meeting the criteria for promotion to associate 
professor (III.4, below) and tenure (III.3, below) or if hired at the associate professor level, for 
professor (III.5, below) and tenure (III.3, below). "Steady progress" can be demonstrated by 
evidence of student and peer evaluations, submission of scholarly work (including referees' reports), 
conference and other professional activity, participation on committees and in student-involvement 
areas, and criteria-referenced plans that are also responsive to the DRTPC's and Dean's suggestions. 
As candidates move closer to tenure, the more concretely they should be able to show how they 
have made good on their plans to satisfy the criteria.  
 
III.3 Criteria for Tenure: A faculty member is eligible to apply for tenure at the beginning of  
the sixth probationary year. An application for tenure prior to the sixth probationary year is an 
application for early tenure. 
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The candidate for tenure must satisfy criteria a-c listed below.  
 
III.3.a Teaching Effectiveness (45%): The three most salient measures of teaching effectiveness 
are student evaluations of teaching, peer reviews, and professional and career mentorship: 

• Student evaluations of teaching, for reappointment: An average score of “good” to “very 
good” (or evidence of progress toward this average score) on all scored items appearing 
in student evaluations conducted during the review period. 

 
  Student evaluations of teaching, for tenure and promotion: A cumulative average score 

of “good” to “very good” on all scored items appearing in student evaluations conducted  
 over the review period.  
 
 The DRTPC will carefully consider evidence of improvement in existing courses; 

accounts of how the faculty member plans to respond (as well as reports on how the 
faculty member did respond) to less-than-positive evaluations of teaching; accounts that 
provide contexts for evaluations (whether positive or negative) of teaching; the develop-
ment of new courses; currency in the discipline; and the development of appropriate  

 creative approaches and applications of technology. The department believes in teacher  
 education and its goal is to model good teaching. 
 
• Peer reviews that attest to quality teaching. Peer evaluations provide insight into and 

amplification of the evaluations made by students. Candidates will be expected to 
respond to less-than-positive peer reviews.  

• Quality professional and career mentoring of students. 
 
Other indicators of teaching effectiveness may include the following: 

• Mentoring students on scholarly pursuits (senior projects, research, special projects) 
• Developing new courses and new curriculum 
• Revising courses and curriculum to meet the changing needs of students 
• Participating in workshops that enhance teaching strategies and skills 
• Giving presentations on teaching and conducting workshops on teaching strategies and 

skills 
• Teaching interdisciplinary courses 
• Participating in multicultural/international/diversity activities 
• Assessing learning outcomes  
• Integrating technology and other innovations into the classroom 
• Developing service-learning courses and activities 
• Demonstrating knowledge of subject matter in one’s specialty, skill in organizing 

material forcefully and logically, currency of course content, and ability to stimulate and 
inspire a high level of student accomplishment 

• Using various and innovative teaching methods and aids 
• Participating in workshops to improve course materials, to enhance command of subject 

matter, and to prepare for the teaching of new courses 
• Seeking opportunities to assist and participate in student-oriented activities 
• Assisting students in their extra-curricular projects and activities 
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• Promoting student scholarships, service learning, industry contacts, and professional 
opportunities for students 

• Supervising or otherwise significantly assisting in student activities 
 
III.3.b Scholarly Work (30%): Candidates must achieve an ongoing record of significant 
scholarly publication. As a guideline, candidates, prior to being evaluated for tenure, should 
produce a continuous and consistent record of scholarly work, approximately 3-5 peer-reviewed 
publications. The specific number of publications that collectively constitute “significance” will 
vary depending on three factors: 

• The category of publication. University and academic books, for example, will usually 
be rated higher than textbooks, which will be rated higher than trade books, whereas 
refereed articles will usually be counted more than book chapters. 

• The stature of the publication within its category. National publications, for example, 
will usually be rated higher than regional or more localized publications. Candidates, 
however, may also establish the quality of their publications by introducing such 
external evidence as reviews, citations, and awards/ honors received by the publication.  

• The significance of the candidate’s contribution to the publication. Generally, this will 
be determined by the candidate’s name placement within the publication’s listing of 
authors.  

Other noteworthy scholarly activity that might be considered would include the following: 
• Participation at academic and professional conferences, including, for example, 

presenting papers, chairing panels, and serving as a panel respondent   
• Securing external and internal grants 
• Sharing discipline-based knowledge with the larger campus and community populations 

through various consultancies, presentations, workshops, and seminars 
• Receiving scholarly awards and honors, including election to honor societies  

 
III.3.c Service (25%): During the evaluation period, it is expected the candidate will take part in 
the following kinds of service. The first three bulleted items below are required. Activity in some of 
the remaining service areas is strongly encouraged. 

• Serving on at least two department committees per year during the evaluation 
period 

• Serving on at least one college-level or university-level committee during the 
evaluation period 

• Advising, monitoring students’ general academic progress, participating in 
advising workshops provided by the department, college, and university; improve 
advising practices by staying informed on the most current policies, procedures, 
and platforms 

• Serving on, and contributing to, departmental, college and university committees 
• Contributing to departmental program development 
• Contributing to departmental curriculum development, evaluation of department 

performance, and recruitment and evaluation of personnel 
• Serving on the Academic Senate 
• Contributing to accreditation efforts 
• Contributing to system-wide initiatives 
• Volunteering for special assignments  
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• Serving as a community liaison; engaging in community outreach activities; and 
participating in community service learning activities 

• Improving teaching experience by working on projects or consultancies outside the 
university 

• Exhibiting initiative in helping the university reach its advancement and student 
recruitment goals 

• Supervising staff and paid student personnel; recruiting student assistants 
• Professional service to one’s discipline, such as performing a leadership or organiza-

tional role for an academic association; serving as editor, on the editorial board, or as a 
referee for a scholarly journal; and judging competitive papers for an academic 
conference. 

 
III.4 Criteria for Promotion to Associate Professor: A faculty member is eligible to apply for 
the first promotion at the time he or she applies for tenure. Once tenured, the faculty member is 
eligible for a subsequent promotion after having served four years in the current rank. Applica-
tions for promotion prior to having attained eligibility are applications for early promotion. 
Because promotion to associate professor is tied to tenure, the criteria for promotion to associate 
professor are those for tenure. Therefore, the candidate for promotion to associate professor must 
satisfy the criteria a-c in III.3 (above).  
 
 
III.5 Criteria for Promotion to Professor: Promotion to professor requires tenure or the  
simultaneous award of tenure. 
 
The candidate for promotion to professor must satisfy criteria “a-c” listed below.  
 
III.5.a Teaching Effectiveness (45%): Continued demonstration of effectiveness and profes-
sionalism is expected: competency in the classroom, efforts to improve and stay current, and 
willingness to support fellow teachers in their efforts to improve and stay current. These criteria, 
then, come with an implied "continued" in front of them. The first three bulleted items below are 
required.  

• A cumulative average score of “good” to “very good” on all scored items appearing 
in student evaluations conducted over the review period  

• Peer reviews that attest to quality teaching   
• Quality professional and career mentoring of students 
• Mentoring students on scholarly pursuits (senior projects, research, special projects)  
• Developing new courses and new curriculum 
• Revising courses and curriculum to meet the changing needs of students 
• Participating in workshops that enhance teaching strategies and skills 
• Giving presentations on teaching and conducting workshops on teaching strategies and 

skills 
• Teaching interdisciplinary courses 
• Participating in multicultural/international/diversity activities 
• Assessing learning outcomes  
• Integrating technology and other innovations into the classroom 
• Developing service-learning courses and activities 
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• Demonstrating knowledge of subject matter in specialty, skill in organizing material 
forcefully and logically, currency of course content, and ability to stimulate and inspire a 
high level of student accomplishment 

• Using various and innovative teaching methods and aids 
• Participating in workshops to improve course materials, to enhance command of subject 

matter, and to prepare for the teaching of new courses 
• Seeking opportunities to assist and participate in student-oriented activities 
• Assisting students in their extra-curricular projects and activities 
• Promoting student scholarships, service learning, industry contacts, and professional 

opportunities for students 
• Supervising or otherwise significantly assisting in student activities 

 
III.5.b Scholarly Work (30%): For promotion to professor, candidates must continue contributing 
to their academic discipline. Since being promoted to associate professor, the candidate must 
demonstrate an ongoing record of significant scholarly publication. 
 
Other noteworthy scholarly activity that might be considered would include the following: 

• Participation at academic and professional conferences, including, for example, 
presenting papers, chairing panels, and serving as a panel respondent   

• Securing external and internal grants 
• Sharing discipline-based knowledge with the larger campus and community populations  

through various consultancies, presentations, workshops, and seminars 
• Receiving scholarly awards and honors, including election to honor societies  
 

III.5.c Service (25%): During the evaluation period, it is expected the candidate will take part in 
the following kinds of service. The first three bulleted items below are required. Activity in some of 
the remaining service areas is strongly encouraged. 

• Serving on at least two department committees per year during the evaluation 
period 

• Serving on at least one college-level or university-level committee during the 
evaluation period 

• Advising, monitoring students’ general academic progress, participating in 
advising workshops provided by the department, college, and university; improve 
advising practices by staying informed on the most current policies, procedures, 
and platforms 

• Serving on, and contributing to, departmental, college and university committees 
• Contributing to departmental program development 
• Contributing to departmental curriculum development, evaluation of department 

performance, and recruitment and evaluation of personnel 
• Serving on the Academic Senate 
• Contributing to accreditation efforts 
• Contributing to system-wide initiatives 
• Volunteering for special assignments  
• Serving as a community liaison; engaging in community outreach activities; and 

participating in community service learning activities 
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• Improving teaching experience by working on projects or consultancies outside the 
university 

• Exhibiting initiative in helping the university reach its advancement and student 
recruitment goals 

• Supervising staff and paid student personnel; recruiting student assistants 
• Professional service to one’s discipline, such as performing a leadership or organiza-

tional role for an academic association; serving as editor, on the editorial board, or as a 
referee for a scholarly journal; and judging competitive papers for an academic 
conference. 

 
III.6 Criteria for Early Tenure: Policy No: 1328 states: “Requests for early [RTP] actions [such 
as early tenure and promotion] shall not be considered unless the individual will have completed 
two years of full-time service in an academic rank position on this campus prior to the effective date 
of those actions. Criteria for early actions shall place emphasis on teaching and shall require 
exceptional performance or extraordinary qualifications with regard to scholarly activities, and 
service to the University and profession." 
 
Exceptional performance or extraordinary qualifications must be demonstrated by exceeding all the 
specific criteria for tenure and promotion to associate professor, as listed in the department’s three 
areas of performance and evaluation. Performance that exceeds expectations in all three areas might 
add the following: 
 
 
III.6.1 Teaching Effectiveness: 

• "Very good" to "good" performance on all scored items of student evaluations  
• Peer reviews that attest to extraordinary teaching performance 
• Two or more years of quality professional and career mentoring of students 
• Significant course and curriculum development 
• Significant work in program assessment 
• Participation in teaching-related workshops 
• Innovative integration of technology in the classroom 
• Development of service-learning courses 
• Participation at regional and national workshops on teaching 
• Significant work as a club advisor (such as helping students organize a major fundraiser 

or conference) 
 
III.6.2 Scholarly Work: 

• An ongoing record of exceptional scholarly publication 
• Recipient of external grants 
 

III.6.3 Service: 
• Significant leadership roles performed in the department, college, and university  
• Significant leadership roles performed in academic organizations 
• Editorship of a scholarly journal or a position on the editorial board of a scholarly 

journal 
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III.7 Criteria for Early Promotion to Associate Professor: A faculty member will be considered 
for early promotion only if he or she has demonstrated exceptional performance in all areas. 
Superior performance is reflected in the following: 
 
III.7.1 Teaching Effectiveness: 

• "Very good" to "good" performance on all scored items of student evaluations  
• Peer reviews that attest to extraordinary teaching performance 
• Two or more years of quality professional and career mentoring of students 
• Significant course and curriculum development 
• Significant work in program assessment 
• Participation in teaching-related workshops 
• Innovative integration of technology in the classroom 
• Development of service-learning courses 
• Participation at regional and national workshops on teaching 
• Significant work as a club advisor (such as helping students organize a major fundraiser 

or conference) 
 
III.7.2 Scholarly Work: 

• An ongoing record of exceptional scholarly publication 
• Recipient of external grants 

 
III.7.3 Service: 

• Significant leadership roles performed in the department, college, and university  
• Significant leadership roles performed in academic organizations 
• Editorship of a scholarly journal or a position on the editorial board of a scholarly  

journal 
• Exceptional advising and mentoring of students 

 
III.8 Criteria for Early Promotion to Professor: Policy No: 1328 states: “Requests for early 
[RTP] actions [such as early promotion] shall not be considered unless the individual will have 
completed two years of full-time service in an academic rank position on this campus prior to the 
effective date of those actions. Criteria for early actions shall place emphasis on teaching and shall 
require exceptional performance or extraordinary qualifications with regard to scholarly activities, 
and service to the university and profession." 
 
Exceptional performance or extraordinary qualifications must be demonstrated by exceeding all the 
specific criteria for promotion to professor, as listed in the department’s three areas of performance 
and evaluation. Performance that exceeds expectations in all three areas might add the following: 
 
III.8.1 Teaching Effectiveness: 

• "Very good" to “good” performance on all scored items of student evaluations  
• Peer reviews that attest to extraordinary teaching performance 
• Two or more years of quality professional and career mentoring of students 
• Significant course and curriculum development 
• Significant work in program assessment 
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• Participation in teaching-related workshops 
• Innovative integration of technology in the classroom 
• Development of service-learning courses 
• Participation at regional and national workshops on teaching 
• Significant work as a club advisor (such as helping students organize a major fundraiser 

or conference) 
 
III.8.2 Scholarly Work: 

• An ongoing record of exceptional scholarly publication 
• Recipient of external grants 

 
III.8.3 Service: 

• Significant leadership roles performed in the department, college, and university  
• Significant leadership roles performed in academic organizations 
• Editorship of a scholarly journal or a position on the editorial board of a scholarly 

journal 
• Exceptional advising and mentoring of students 

 
III.9 Criteria for Post Tenure Review: Policy No: 1335 states: “Tenured faculty members shall be 
evaluated at intervals of no greater than five years" during spring terms beginning academic year 
2020-2021 and “evaluation of the tenured faculty member shall terminate at the college 
dean/director’s level.” 
 
According to Policy No. 1335, criteria of periodic evaluation for tenured faculty members must 
include an updated curriculum vitae highlighting the acheivements of the past 5 years; a self-
assessment narrative of the acitivies and acheivements over the last five years, not to exceed four 
pages, that discusess teaching, research and creative activities, service, and administrative roles. 
These narratives must also highlight how “accomplishments support CPP’s core values, such as 
academic excellence, experiential learning, student learning and success, inclusivity, community 
engagement, and social and environmental responsibility.” For those with teaching responsibilities, 
statistical summaries of student evaluations of teaching performance are required.  
 
Periodic post-tenure evaluations should demonstrate that the faculty member has maintained all the 
specific criteria for promotion to professor, as listed in the department’s three areas of performance 
and evaluation. Criteria should include the following: 
 
III.9.1 Teaching Effectiveness: 

• "Very good" to “good” performance on all scored items of student evaluations  
• Peer reviews that attest to extraordinary teaching performance (for those at the rank of 

associate professor) 
• Quality professional and career mentoring of students 
• Continuous contributions to course and curriculum development 
• Continuing work in program assessment 
• Active participation in teaching-related workshops 
• Innovative integration of technology in the classroom 
• Participation at regional and national workshops on teaching 
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III.9.2 Scholarly Work: 

• A consistent record of scholarly publication 
• An ongoing involvement with regional and/or national conferences 

 
III.9.3 Service: 

• Significant leadership on department-, college-, and/or university-level committees  
• Continuous participation in academic and/or professional organizations 
• Continuous advising and mentoring of students and junior faculty 

 


