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judged to meet expectations identified in the appointment letter and subsequent documents, as well as the
more rigorous standard of "significant contributions" (see below).

X.

CRITERIA FOR PROMOTION OR TENURE

The University criteria for the awarding of promotion and the granting of tenure described below are
general expectations; they should be elaborated by college or departmental criteria which take account of
the distinctive character of the faculty member's discipline. Copies of departmental and/or college
criteria shall be available to all participants in the review process.
The faculty of an outstanding university is a community of scholars whose productivity is manifest in a
variety of ways. These manifestations are commonly grouped into teaching, research and service.

In order to be recommended for tenure a faculty member reporting to Morgantown normally will be
expected to demonstrate significant contributions in teaching in the classroom or other settings and also
significant contributions in research . In order to be recommended for tenure an Extension faculty
member may be expected to demonstrate significant contributions in teaching in the classroom or other
settings and in service. Division faculty reporting to a Campus President may have other expectations,
which will be described in the approved documents for that campus.
In the teaching context, "significant contributions" are normally those that meet or exceed those of peers
recently (normally within the immediately previous two-year period) achieving similar promotion and/or
tenure who are respected for their contributions in teaching at West Virginia University. In some cases,
external reviews of teaching contributions may be appropriate . The term "significant contributions" in
research means performance in research which meets or exceeds that of peers who recently (normally
within the immediately previous two-year period) achieved similar promotion and/or tenure and who are
respected for their contributions in research at peer or aspirational peer research universities and at West
Virginia University. The department, subject to approval by the Dean, determines peer or aspirational
peer research universities. Candidates for tenure who are expected to make significant contributions in
teaching and research are expected to demonstrate at least reasonable contributions in service. Some
Extension candidates for tenure and/or promotion may be expected to demonstrate reasonable
contributions in research. In the unit's guidelines, service activities that would be acceptable when one is
expected to make contributions characterized as reasonable should be differentiated from those activities
that are viewed as significant.
Successful teaching is an expectation for faculty who are assigned to teach, at any campus. As a criterion
for either tenure or promotion, significant contributions will have been made in teaching.

In order to be recommended for discretionary promotion, a tenured or tenure-track faculty member
normally will be expected to demonstrate significant contributions in two of the following areas:
teaching in the classroom or other settings, research, and service. In the third area of endeavor, the
faculty member will be expected to make reasonable contributions. The areas of significant contribution
in which each faculty member is expected to perform will be identified in the letter of appointment, or
modified in a subsequent document.
In order to be considered for promotion, faculty members who are not eligible for tenure but who are
eligible for promotion normally will be expected to make significant contributions in the area(s) of their
assignment as outlined in the letter of appointment or as modified in a subsequent document. For faculty
who have a title with the prefix "Research," research will normally be the area in which significant
contributions are expected. In general, a research faculty member seeking promotion will produce
research of equal or better quality and of greater quantity than a tenure track faculty member for whom
research is one of two areas in which significant contributions are expected. For faculty who have a title
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with the prefix "clinical" (as differentiated from faculty in the "clinical -track"), service will normally be
the area in which significant contributions are expected.
For faculty who have service as an area of significant contribution, service activities provided for the
benefit of the citizens of the state will receive primary emphasis when reviewed for promotion purposes .
While service to the university and professions are worthy of consideration in this context, normally a
faculty member must have significant service activities, which can include the creation and direction of
service-learning projects directed to the citizens of West Virginia. Exceptions to this normal practice
may occur when a faculty member provides extraordinary and extended service to the university, the
profession, or on a national or international level. Such exceptions should be identified in the letter of
appointment or subsequent documents .
The decision by the Provost or the Vice President for Health Sciences to accept a recommendation for or
against retention or the awarding of tenure shall rest on both the current and projected program needs and
circumstances of the department, college, and the university, and on the strengths and limitations of the
faculty member as established in the annual evaluation process.
A full-time or part-time assignment to an administrative position or to a unit other than the one in which
the faculty member holds or seeks tenure does not carry with it an automatic modification of criteria for
promotion or tenure. A faculty member who accepts such an assignment, and who seeks promotion or
tenure, should have a written agreement concerning both status and expectations within the department in
which the locus of tenure resides. Such an agreement must be approved by the Dean or Campus President
(or designee) and by the Provost or Vice President for Health Sciences . An administrative assignment
will be evaluated by the immediate supervisor rather than by the unit committee .
XI.

CHANGING AREAS OF SIGNIFICANT CONTRIBUTION

When a faculty member achieves tenure, the criteria requiring significant contributions in teaching and
research and reasonable contributions in service may be modified on an individual basis to require
significant contributions in a different pair of these categories, with reasonable contributions required in
the third. Such a modification should be initiated primarily to assist the department or the college in
achieving its mission and goals, as it addresses the three areas of university concern. It is appropriate to
establish a certain time period which must elapse after the approval of the request before the individual
could be considered for promotion using the new expected areas of significant contribution . Such a
modification must be agreed to by the faculty member, Chairperson of the department in consultation
with the appropriate departmental committee, and the Dean of the college, and must be stipulated in
subsequent letters of agreement. The modification also must be approved by the Provost or the Vice
President for Health Sciences as appropriate.
Typically a request for a change in areas of significant contributions will propose replacing research with
service as such an area. A document for this purpose should be developed which identifies both the types
and quantity of service expected in the new context and the ways in which the quality of that service will
be measured. In most cases, service will be directed toward the needs of the citizens of West Virginia
and will go far beyond the kinds of service which are expected in order for one to achieve good
university citizenship. "Reasonable contributions in research" must also be defined, in both qualitative
and quantitative terms. If such a request is granted, external reviews of service will be expected.
XII. EXTERNAL EVALUATIONS

In years when a faculty member who has research or service as an area of significant contribution is
being considered for tenure or for promotion, the evaluation file must contain evaluations of the quality
of the faculty member's research or service from persons external to the University . The college or
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school shall have the option to detennine if such external evaluations are required if the faculty member
is to make reasonable contributions in the areas of research or service. External evaluations are among
the many factors to be considered when evaluating the faculty member.
The external reviews will be maintained in a separate section of the evaluation file in the office of the
Dean of the college. The various committees and individuals directly involved in the promotion and
tenure review process shall be provided with this section of the evaluation file when they have need. The
faculty member shall have the right to see the reviews after any identifying infonnation has been
removed. All copies shall be returned to the Dean upon the completion of the review. Upon conclusion
of the review process, the external evaluations shall be sealed and shall not be used in any subsequent
personnel actions.
The names of persons who will be asked to provide external reviews must be selected with participation
by the faculty member who is to be evaluated and from the persons in the department who conduct the
evaluation. The suggested method for identifying external evaluators is for the departmental evaluation
committee (either with or without participation by the Chairperson) and the faculty member each to
propose a list of names of appropriate evaluators selected for their professional competence in the
discipline. Each list should contain four to six names. A paragraph describing each evaluator should be
submitted indicating qualifications to serve in this capacity. Any personal or professional relationship
the faculty member has or has had with the evaluator should be identified. The Chairperson or Dean
should select a sufficient number of names from each list to result in evaluations from two or more
persons on each list. A minimum of four external evaluations ordinarily is required .
Persons who have been closely associated with the person being evaluated, such as co-authors or doctoral
research advisors or advisees, may be asked for evaluations but, as with all evaluators, should be
requested to identify their professional or personal relationship to the candidate for promotion or tenure.
The faculty member has the right to review the list of potential evaluators, to comment upon those who
may not provide objective evaluation and to request deletions. The faculty member's written comments
and requests should be forwarded to the Chairperson or Dean.

In selecting evaluators, the Chairperson or Dean may consider the faculty member's comments and
requests, but the faculty member does not have the right to veto any possible evaluator, nor is the final
selection of evaluators to be achieved through obtaining the consent of the faculty member.
If external reviewers from non-university settings are used, there should be an explanation of their
qualifications that focuses on their professional competence in the discipline that led to their selection
rather than the selection of a reviewer from a university setting. As a general principle, reviewers of
research from non-university settings should be used only under very special circumstances, and should
be a minority rather than a majority among the reviewers selected. External reviewers of research from
universities should be at or above the rank to which promotion is sought. For external reviews of service,
individuals in non-university settings may be more appropriate as referees.
The Chair, using letters approved by the Dean, should request the external evaluations, stressing that the
standard used as a basis for review should be the quality of the work and the impact or potential impact
on the field. A copy of the letter used to request external evaluations should be included in the faculty
member's file with identifying information removed. The external evaluator may also assess whether the
quality of the work of the faculty member being reviewed is comparable to or better than that of persons
recently promoted in the evaluator's university. For non-tenurable faculty, the standard should be based
on one's success in meeting or exceeding the expectations identified in the letter of appointment. The
assessment of whether the quantity of scholarly work is sufficient for promotion or tenure is a judgment
best left to the local department, college, and the university. The evaluations should be forwarded to the
Dean by the external evaluators.

