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DEPARTMENT OF PSYCHOLOGY 

Policy and procedures for Tenure and Promotion Recommendations, 

Re-appointment, and Annual Review 

 

INTRODUCTION 

 

The Department of Psychology is dedicated to providing quality educational programs at 

both the undergraduate and graduate level.  Currently, The Citadel offers a major and 

minor in psychology to the Corps of Cadets, and the Citadel Graduate College offers two 

graduate programs (Clinical Counseling and School Psychology). 

 

The Department of Psychology sets high standards for the recruitment, evaluation, tenure, 

and promotion of its faculty.  The current document is designed to specify those issues to 

be addressed in annual evaluations, including probationary re-appointment, tenure and 

promotion decisions, post-tenure review, and merit pay.   

 

The Department of Psychology is dedicated to promoting the professional growth and 

development of its faculty.  To that end, this document serves not only the purposes of 

summative evaluation but also is designed to facilitate formative assessment.  The 

criteria, therefore, can and should be used over the course of a faculty member’s 

probationary appointment and post-tenure review periods to monitor progress toward 

tenure, promotion, and post-tenure review.  The same categories evaluated at these end-

points will be used in each faculty member’s annual review process, and the system that 

follows is designed to be useful for monitoring progress throughout the faculty member’s 

appointment at The Citadel.  

 

To promote consistency across evaluations, the criteria have been developed to be 

consistent with college-wide rating scales used for merit evaluations.  While the 

Department Head has some discretion in the annual review process, use of the criteria in 

this document can provide the opportunity for setting yearly career-related goals and 

evaluating progress towards these on an annual basis.   

 

Evaluation of merit for tenure and promotion is an arduous and multifarious task.  The 

Psychology Department recognizes the complexity and will evaluate its faculty in three 

main areas:  

 

1.  Quality of Instruction  

2.  Scholarly Activity   

3.  Service and Professional Development  

 

  All three of these areas are considered essential for a tenure-track faculty member in the 

Department of Psychology.  The relative weight of each carries may vary depending on 

whether the decision at hand is one of tenure, promotion to associate professor, or 

promotion to full professor; however, quality of instruction will always carry the greatest 

weight.   
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  The wellbeing and general effectiveness of the Department of Psychology are directly 

dependent on a spirit of shared purpose and commitment among its faculty; these 

qualities will in turn manifest themselves in a collegial environment characterized by 

mutual respect and collaboration.  Consequently, it is to be understood that collegiality 

on the part of every faculty member is expected, and that the assessment of such may 

impact the overall evaluation process within any or all of these three areas.  

 

Each of these areas will be rated annually as well as at the summative evaluation points 

during a faculty member’s career at The Citadel, according to the following scale: 

 

Below Expectations:  Faculty member’s ratings are below expectations in one or 

more areas. 

 

Meets Expectations:   Faculty member’s ratings meet expectations in all three 

areas. 

 

Exceeds Expectations: Faculty member’s ratings exceed expectations in at least 

two of the three areas, with no areas rated below expectations. 

 

Substantially Exceeds Expectations:  Faculty member’s ratings substantially 

exceed expectations in at least two of the three areas, with no areas rated meets or 

below expectations. 

 

 

 FACULTY EVALUATION PLAN 

 

I. Quality of Instruction 
 

The Citadel’s primary mission emphasizes the important role of quality 

instruction.  Consistent with this, the Department of Psychology places greatest 

emphasis on evaluating this aspect of the faculty member’s responsibilities.  

Reliable and accurate evaluation of instruction is important and also quite 

difficult.  Therefore, the approach to evaluating teaching in the Department of 

Psychology is multifaceted, involving multiple assessment points and multiple 

methods.   While the Department of Psychology recognizes that the main goal of 

instruction is student learning, we also are cognizant of the fact that student 

performance is a function of many different factors.  Thus, the quality of a single 

faculty member’s teaching alone does not directly determine student outcomes.  

Therefore, student performance is not considered to be an indicator of an 

individual faculty member's quality of teaching and is not included as a criterion 

for evaluating the faculty member performance.    The Department of Psychology 

has adopted an evaluation procedure that takes into consideration student 

evaluation of instruction, indicators of preparation and organization, and peer 

observation and rating of instruction.   
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Criteria should initially be evaluated in a formative manner across the faculty 

member’s period of probationary appointment.  Review during the third year (pre-

tenure review) and at the point of application for tenure and/or promotion should 

take into account the progress made over the course of this probationary period.  

Review for tenure and/or promotion should take into account the totality of the 

faculty member’s teaching performance without overemphasizing any single 

evaluation point, course, or component of the evaluation.   

 

Decisions about tenure and/or promotion will pay particular attention to the 

faculty member’s progress towards excellence or the maintenance of excellence 

over the course of the evaluation period.  This is particularly important when the 

need for improvement is revealed in the evaluations.  Decisions about tenure 

and/or promotion also will take into account the normal fluctuations expected 

across semesters and courses.  Therefore, outlying evaluations (i.e., those that 

reflect aberrations in the faculty member’s typical performance) will not be given 

undue weight.  Caution will also be taken not to heavily weight performance in 

the event of unusual external circumstances (e.g., illness).  It is the faculty 

member’s responsibility to identify any extenuating factors in the event of 

receiving poor teaching evaluations. 

 

 

A. Evaluation of Instruction by Students 

 

Because students are the recipients and the consumers of classroom instruction, 

their evaluation of that instruction is an important component for determining 

teacher effectiveness.  Student evaluations can be particularly useful as formative 

feedback during the time of probationary appointment, and faculty members are 

encouraged to attend to and respond to concerns raised by students.  When it 

comes to summative evaluation, it is recognized that student evaluation of 

instruction is subject to a number of factors other than the quality of teaching.  

These extraneous factors include, but are not limited to, intrinsic interest in the 

course; the relative difficulty of the material; the amount of work required;  and 

whether the course is in the student’s major field, a core curriculum requirement, 

or an elective.  It is the Department Head’s responsibility to take these factors into 

consideration when using student ratings for faculty evaluation.   

 

(1) Student Ratings of Instruction (quantitative) 

 

Ratings of instruction obtained at the end of each semester will serve as one 

indicator of the quality of instruction Faculty members receive their student 

evaluations in the semester subsequent to the one in which ratings were obtained.  

Faculty members who consistently are rated below the college mean are expected 

to use this information as formative feedback and to develop a plan for 

improvement in consultation with the Department Head, or a faculty mentor.  It is 

expected that the faculty member will show improvement in student ratings after 

addressing areas of concern.  The evaluation of all quantitative data related to 
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teaching will include consideration of the psychometric properties and limitations 

of such measures. 

 

Since student evaluations are obtained across the college and department, the 

Department of Psychology system takes into account the average ratings from 

these broader groups and uses these as points of comparison for the individual 

faculty member.  This procedure should reduce the influence of course and 

student characteristics on students’ evaluations by collapsing across all courses 

taught at The Citadel.  Because graduate and undergraduate classes involve 

different teaching contexts, graduate and undergraduate ratings will be compared 

to graduate and undergraduate means, respectively. 

 

Student ratings are expected to be representative of the faculty at The Citadel  for 

an instructor to receive a designation of “Meets Expectations.”  Failure to meet 

this expectation would be demonstrated by a pattern of student ratings that 

consistently, across courses, falls below the college mean and shows no evidence 

of improvement over time.  To receive a designation of “Exceeds Expectations,” 

student ratings of most courses would fall above the college mean for all faculty 

members.  An instructor consistently achieving student ratings that are above both 

the college and departmental means would receive the designation “Substantially 

Exceeds Expectations.”  Each faculty member can use the following guidelines as 

formative feedback to guide his or her development.  The guidelines also can be 

used by the Department Head and faculty review committees to use during the 

annual evaluation process.   

 

          * Categorical Summaries for Student Ratings of Instruction    

  

Below expectations:  Ratings consistently (2/3 of courses) below college 

mean with little improvement over time. 

 

Meets expectations:  Ratings consistently (2/3 of courses) at college 

mean. 

 

Exceeds expectations:  Ratings consistently (2/3 of courses) above 

college mean.  

 

Substantially exceeds expectations:  All ratings above college means, or 

ratings consistently (2/3 of courses) above both college and departmental 

means. 

 

 

 

(2) Student qualitative feedback  

 

In addition to the quantitative aspect of their evaluations, students provide 

qualitative feedback.  This feedback is obtained formally from all students in all 
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courses taken at The Citadel using standard questions.  In addition, student 

feedback sometimes is provided informally through correspondence and 

comments made to the Department Head about teaching or advising.  The 

Department Head is expected to maintain written documentation of these 

comments.   

 

Faculty members should view the qualitative comments on formal student 

evaluations as formative feedback.  Similarly, the Department Head should 

communicate both positive and negative feedback obtained informally to the 

faculty member for formative use.  If such feedback is consistently negative, the 

faculty member in consultation with the Department Head or faculty mentor will 

develop a plan for improvement.  It is expected that the faculty member will show 

improvement in student ratings after addressing areas of concern.   

 

Expected uses of qualitative feedback from students 

 

At the time of evaluation for tenure and/or promotion, comments that consistently 

reflect students’ perceptions that the faculty member is skilled, effective, 

available, prepared, punctual, and demonstrates professionalism may, at the 

discretion of the department head, serve as the basis for raising the rating for 

evaluation of instruction by one level.  Conversely, comments that consistently 

reflect students’ perceptions that the faculty member is ineffective, unavailable, 

late, or unprofessional and that indicate little progress after the faculty member 

has received the feedback, may, at the discretion of the evaluator, serve as the 

basis for lowering the rating for evaluation of instruction by one level.  

 

   

B. Preparation, Organization, and Presentation 

 

It is expected that each instructor will provide and maintain indicators of 

preparation, organization, and presentation of instruction.  This documentation 

will vary by professor and is meant to indicate how the faculty member 

approaches his or her teaching.  Evaluations take into account different styles of 

preparation rather than assuming that all faculty members use one method of 

instruction.   

 

 (1) Syllabus 
 

The syllabus is a major means of informing the students as to what is expected of 

them; therefore, it will receive particular attention in the evaluation process.  

Syllabi will be reviewed by the Department Head as part of the annual evaluation 

process.  A syllabus for each class taught should be included in the faculty 

member’s portfolio (requirements listed below).  When a course has been 

developed over time, it may be appropriate to provide several syllabi for the same 

course to document course development.    
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At a minimum, it is expected that the syllabus for each course will contain the 

following: 

 

(a) Course information 

 

a. Course title and number 

b. Prerequisites 

c. Location of classroom 

d. Time and day(s) of class meeting 

e. Semester and year 

 

(b) Instructor Information 

 

a. Full name & title 

b. Office location 

c. Office phone number (or Departmental number) 

d. Office hours 

e. E-mail address 

 

(c) Text 

 

a. Title, author, publication date, edition, etc. 

b. Supplementary readings (if applicable) 

 

(d) Course descriptions/objectives 

 

Each syllabus should contain an accurate statement of the catalog 

description for the course.  It will often be appropriate to include 

additional description of the course in order for the student to be 

reasonably informed about the course and its intent.   

 

Objectives will be tailored to fit the particular course and should 

provide an indication of the general purpose of the class. 

 

(e) Course calendar/schedule 

 

A tentative schedule of when material will be covered is highly 

recommended.  This schedule should include general headings 

and/or chapters to be covered, as well as a tentative time table. 

 

Dates and material to be covered on exams, quizzes, or other 

means of assessment should be listed.  Due dates for major 

assignments should be listed as well. 

 

(f) Course policies 
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Many course policies are established by The Citadel, such as 

attendance and cumulative final examinations for Cadets.  It is 

expected that these policies will be followed.  In addition each 

professor may have additional policies.  When such policies (e.g., 

those that relate to missed exams and quizzes and/or assignments)  

are set by the faculty member, these should be spelled out in detail.  

The faculty member should be reminded that the syllabus functions 

as the instructor's contract with the student regarding a particular 

course. 

 

   

(g) Statement about students needing accommodations  

 

Each syllabus should include a current statement regarding support 

services available to students with disabilities, such as the 

following: 

 

Individuals with disabilities who are in need of academic 

adjustments and accommodations are instructed to contact the 

Office of Access Services, Instruction and Support (OASIS) on 

campus (953-1820). 

 

(h) Grading 

 

The syllabus should clearly explain how grades will be provided; 

for example, how many tests, quizzes, and exams there will be and 

how much each will count should be stated.  In addition, term 

papers and/or class projects need to be assigned weights.  If class 

participation is to be graded, a percentage needs to be assigned and 

criteria for assigning this grade provided. 

 

(i)        Additional information  

 

Specific language to be included in the syllabus may be required 

by one or more accrediting bodies.  The syllabus should include 

this language whenever necessary. 

 

 

 

(2) Indicators of Preparation, Organization, and Presentation 

 

The faculty member should indicate his or her philosophy of teaching instruction.  

This philosophy likely will differ across different courses.  If the faculty member 

has distinct philosophies and/or goals for different courses, these should be 

articulated.  Furthermore, a variety of methods of instruction and evaluation of 

learning should be used as appropriate to the needs and goals of different courses.   



 11 

 

Because there are many potential indicators of course preparation, organization, 

and presentation, the current document does not list every possible approach.  

Examples of indicators of preparation, organization, and instruction include, but 

are not limited to, class notes, transparencies/slides, PowerPoint presentations, 

classroom demonstrations, videotaped demonstrations, course notebooks, 

portfolios, and methods of evaluating students (e.g., tests and written 

assignments).  The faculty member should include examples of several of the 

above-listed indicators for each course taught. 

 

 * Categorical Summaries of Syllabi and indicators of preparation,  

    organization, and presentation: 

  

Each faculty member can use the following guidelines as formative feedback to 

guide his or her development on a yearly basis.  The guidelines also can be used 

by the Department Head and faculty review committees during the annual 

evaluation process.  In the latter case, attention should be paid to the development 

of course material over time.  That is, there could be deficiencies early in the 

faculty member’s career that could be corrected over time.  If such is the case and 

improvements are noted, then the most recent indicators of preparation, 

organization, and presentation should form the basis of an evaluative review.  A 

lack of improvement over time may constitute justification for a negative 

evaluation of indicators of preparation, organization, and presentation. 

 

Below Expectations:  Syllabi consistently are largely incomplete;  

indicators of preparation and instruction suggest a disorganized approach 

to teaching with little effort made to prepare for classes. 

 

Meets Expectations:  Syllabi for most courses are substantially complete;  

indicators of preparation and instruction reflect minimal effort made to 

develop lectures and evaluate students. 

 

Exceeds Expectations:  Syllabi for all courses are complete, with detailed 

information about course expectations, methods of instruction, and 

methods of evaluation;  indicators of preparation and instruction reflect the 

use of a variety of instruction and evaluation methods as appropriate. 

 

Substantially Exceeds Expectations:  Syllabi for all courses are 

complete, with detailed information about course expectations, methods of 

instruction, and methods of evaluation; indicators of preparation and 

instruction reflect the use of a variety of instruction and evaluation 

methods as appropriate; indicators also demonstrate the use of innovative 

approaches to instruction and evaluation. 
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C. Peer Observation and Evaluation 

 

Peer evaluations by other faculty members are a useful source of formative 

feedback.  As such, the Department of Psychology encourages observation of 

teaching by another faculty member on a regular basis.  These evaluations should 

be conducted for the purpose of providing constructive feedback on the faculty 

member’s performance so as to facilitate the individual's growth and development 

as a teacher.  Peer evaluations may be included in the faculty member’s portfolio 

at his or her discretion.  Each faculty member initiates the peer evaluation process 

by asking one or more peers each year to observe his or her teaching.  

Observation can be direct or the faculty member can present videotaped segments 

of their lectures for evaluation.  For the purpose of summative evaluation, the 

Department Head will observe at least one class per year for each pre-tenure 

faculty member; teaching observations for tenured faculty will be conducted at 

the discretion of the Department Head.   

 

Faculty members should use the following general guidelines for evaluating a 

peer’s instruction: 

   

  * Categorical summaries for Peer Evaluation of Instruction 

 

Below expectations:  Classroom presentation appears disorganized; poor 

rapport is noted between faculty and students; students are inattentive, and 

the faculty member makes no attempts to engage those students. 

 

Meets expectations:  Classroom presentation is organized and delivered 

well; the faculty member engages students in the learning process. 

 

Exceeds expectations:  Classroom presentation is organized and delivered 

well; the faculty member engages students in the learning process;  

methods of instruction are varied across the class period if appropriate. 

 

Substantially exceeds expectations:  Classroom presentation is organized 

and delivered well; students are active and engaged in the learning 

process; methods of instruction are varied across the class period if 

appropriate; innovative approaches to teaching are demonstrated as 

appropriate. 

 

** Summary of Evaluation of Instruction (Category I for 

promotion and tenure) 

 

The final rating of Evaluation of Instruction will integrate:  (a) student evaluations 

of teaching; (b) indicators of syllabi, preparation, organization, and instruction; 

and (c) the peer observations of teaching.  The overall category will be evaluated 

yearly and at the points of tenure, promotion, and post-tenure review as follows: 
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Below Expectations:  Faculty member ratings are below expectations in two of 

the three areas evaluated for teaching. 

 

Meets Expectations:  Faculty member  ratings meet expectations in all three of 

the areas evaluated for teaching. 

 

Exceeds Expectations:  Faculty member ratings exceed expectations in at least 

two of the three areas evaluated for teaching, with no areas rated below "meets 

expectations." 

 

Substantially Exceeds Expectations:  Faculty member ratings substantially 

exceed expectations in at least two of the three areas evaluated for teaching, with 

no areas rated "meets" or "below expectations." 

 

 

II. Scholarly Activity 
 

The area of Scholarly Activity is broadly defined as activity that contributes to the 

expansion of the knowledge base in the science and profession of psychology.  It 

can be reflected in activities that further the development of scholarship in 

students, enhance faculty credibility and competence, expand institutional 

recognition, enhance the capacity of students and faculty to conduct research, and 

organize and disseminate the body of psychological knowledge. 

 

Specific activities and products that are generally viewed as accomplishing these 

objectives are elaborated below.  Although the list appearing below is intended to 

provide specific direction, it should not be considered exhaustive or completely 

inflexible; it is understood that the Department Head and (as appropriate) the 

department's tenure and promotion committee may exercise some discretion in 

evaluating the products of scholarly activity within this context.  This flexibility 

also extends to the use of the “Categorical Summary of Scholarly Activity” that 

appears at the end of this section.  Note also that the order in which these 

examples appear in the lists below is not intended to reflect any prioritization of 

the examples presented. 

 

Category A:  High level of scholarly achievement 

 

Publication of authored or edited book 

 

Publication of a chapter in an edited book 

 

Publication of an article in refereed journal (original research, 

 conceptual/theoretical paper, or scholarly literature review) 

 

Supervision of a graduate or undergraduate research project that 

 culminates in a publication. 
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Funding or renewal of an extramural grant (other than Citadel Foundation, 

 CF)  

 

Submission of an extramural grant proposal (other than Citadel 

 Foundation, CF)  

 

Directing three or more thesis projects (or major undergraduate research 

 projects) within any calendar year 

 

Serving (not as the director) on five or more thesis committees during any 

 calendar year. 

 

 

Category B:  Moderate level of scholarly achievement 

 

Funding of a CF research grant 

 

Submission of an article to a refereed journal 

 

Presentation of original research (in poster or paper form) at a refereed 

national or regional conference 

 

Invited presentation (research-based or not) at a professional conference 

 

Invited presentation to an academic audience (e.g., delivering a 

colloquium at another university) 

 

Preparation and presentation at a professional workshop based on current 

research and "best practice" literature 

 

Supervision of a graduate or undergraduate research project that 

culminates in a presentation at a professional meeting  

 

Invited submission in any professional publication that has regional or 

national distribution 
 

  Development of a data base that provides opportunities for student/faculty  

   research 

 

  Directing one or two thesis projects (or major undergraduate research  

   projects) within any calendar year 

 

  Serving (not as the director) on at least one thesis committee during any  

   calendar year.  
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  Completion of doctoral dissertation 
 

 

Faculty members are expected to maintain a high level of scholarly 

productivity on a yearly basis.  While the list above acknowledges a 

variety of potential scholarly activities, faculty members working toward 

promotion to Full Professor are encouraged to generate scholarly activities 

that provide evidence for the level of scholarship required in 

Memorandum 3-601 for this promotion. Currently, this is “scholarly 

activity that is judged to be of importance to the discipline and that is peer-

reviewed.” Formative ratings of scholarly research productivity will be 

made annually according to the following guidelines and can be used to 

measure progress towards individual faculty member’s developmental 

goals: 

 

  ** Categorical Summary of Scholarly Activity (Category II  

  for promotion/tenure) 
 

Below expectations:  No items in Category A, one or none in B 

 

Meets expectations:  One item in Category A, and one item from 

Category B or two items in Category B 

 

Exceeds expectations: Two items in Category A and two items in 

Category B, or one item in Category A and three or more items in 

Category B  

 

Substantially exceeds expectations: Two items in Category A and three 

items in Category B or one item in Category A and four items in Category 

B; 

 

 

III. Service and Professional Development 
 

The Department of Psychology recognizes the importance of service to the 

discipline of psychology, the college, the department, and the community.  

Furthermore, professional development activities which bring increased stature 

and competence to the individual faculty member as well as the department and 

college are recognized as activities which provide a service. For this reason 

Service and professional development are combined for the third component of 

evaluation. 

 

It is expected that all members of the department will meet service needs, with 

types and levels of service varying as one progresses in rank and experience.  Due 

to the broad nature of the category, the lists that appear in this section are 

intended to present typical and representative examples, and are not 
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intended to be exhaustive.  Additional activities will be considered by the 

Department Head and tenured faculty reviewing promotion and tenure 

applications. It is also understood that specific activities within each of the 

following categories require varying contributions of time and effort.  Likewise, 

these activities are associated with different degrees of professional development, 

distinction, and stature.  For this reason service and professional development 

expectations will be discussed on an individual basis as part of the annual review 

process, and individual review will be in the context of agreed-upon priorities and 

capacities.  It is to be understood that in applying these evaluative guidelines, a 

reasonable amount of flexibility may be exercised at the discretion of the 

reviewer(s).  This flexibility extends to the use of the “Categorical Summary of 

Service” and the “Categorical Summary of Professional Development” appearing 

within this section.   

 
The activities of Program Directors and other senior leadership positions often are 

difficult to quantify.  Program Directors for the graduate programs are evaluated 

on the same bases as all other faculty members.  However, this document 

acknowledges that a Program Director’s scholarly activity or other service may be 

compromised somewhat because of his or her administrative demands, 

particularly during years when accreditation reviews, curriculum development, or 

licensure changes occur. For this reason senior leadership roles are separated and 

are accorded extra weight under service. In addition, these factors will be taken 

into account at the departmental level when evaluating Program Directors and 

others in senior leadership roles for tenure/promotion. 

 

A- Service to the Department, College, and Community    
 

1) Service to Department  
 

Substantial Leadership Roles (count as two activities in Categorical Summary and 

should be given heavy weight in tenure/promotion decisions) 

 

 (a)  Assuming the primary responsibility for preparing for and completing  

  accreditation materials  

 

 (b) Assuming the primary responsibility for an accreditation site visit and  

  successful accreditation process 

 

 (c) Serving as Program Director for one of the department’s three   

  programs 

 

 (d)  Coordinating internships/field placements for one of the graduate   

  programs 

 

Service to Department and Students 
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 (a) Actively chairing or serving on a Departmental Committee  

 

 (b) Chairing or serving on a departmental search committee 

 

 (c) Faculty Advisor for Psychology Club or PSI CHI 

 

 (d) Leadership in planning and executing departmental initiatives such as  

  Academic Day, Quiz Bowl team, SEPA or SCPA travel, banquet, awards,  

  development and enrichment activities, and service projects 

 

(e)        Organizing comprehensive examinations 

 

 (f) Managing the department’s website 

 

 (g) Directing theses or undergraduate research projects, or serving on thesis  

  committees (if not acknowledged as scholarly activity) 

 

2) Service to the College 

 

Substantial Leadership Roles  (count as two activities in Categorical Summary and 

should be given heavy weight in tenure/promotion decisions) 

 

 (a) Chairing an active college-wide faculty committee 

 

 (b) Chairing an ad hoc committee or task force at the college level (e.g.,  

  search committee for senior administrator, strategic planning, presidential  

  task force) 

 

 (c) Substantial leadership role in a campus-wide accreditation process 

 

Service to college-level organizations and committees 

 

 (a) Actively serving on a college-wide committee, task-force, or ad hoc  

  committee 

 

 (b) Serving on a search committee within the College 

 

 (c) Serving as a Company Advisor or mentor for training  

 

 (d) Serving as faculty advisor to a team, company, or club external to the  

  Psychology Department 

 

 (e) Chairing or serving on special boards such as honor appeals and suitability 

  boards 

 

 (f) Representing college at state (or higher) committees or other initiatives 
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 (g) Delivering a presentation to a group on campus (e.g., Phi Kappa Phi) 

 

3) Service to the Community   

 

This category acknowledges the importance of non-compensated support to community 

organizations, especially in ways that utilize the faculty member’s psychological 

expertise. Again, community service activities include, but are not limited to: 

 

 (a)  Research mentoring of student from a local high school or college 

 

 (b)  Serving as a judge or workshop leader or a special event in a community  

  agency or school 

 

 (c)  Serving on a volunteer advisory board or steering group 

 

 (d) Delivering a presentation within the community (i.e., to a non-academic  

  audience) 
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** Categorical Summary of Service (Category III for 

tenure/promotion) 
 

Faculty members are expected to engage in service activities on a yearly basis.  

Formative ratings of faculty service will be made annually according to the 

following guidelines and can be used to measure progress towards individual 

faculty member’s service goals.  These same guidelines will be used at 

tenure/promotion evaluation points to cover the appropriate period for evaluation: 

 

Below expectations:  Two items or fewer from categories above per year. 

 

Meets expectations:  3 items from any category above per year 

 

Exceeds expectations:  4 items with at least one each from department 

and college categories 

 

Substantially exceeds expectations:  more than 4 items from the 

categories above, with at least one each from department and college 

categories 

 

B-  Professional Development   
 

 Professional Development encompasses activities that contribute to the 

professional growth of the faculty member, contribute to institutional 

advancement, or that have a primary emphasis on advancing the science or 

practice of psychology.  There is a service component to many items on 

the list, but these are included here because of their relevance to 

promoting development of the institution and/or field of psychology.   

 

 Due to the broad and variable nature of the category, all potential activities 

simply cannot be included on the list.  Additional activities will be 

considered by the Department Head and tenured faculty at tenure, 

promotion, and post-tenure review evaluation points.  It is understood that 

specific activities within each of the subcategories require varying 

contributions of time and effort.  Likewise, these activities are associated 

with different degrees of professional distinction and stature.   

 

 Yet another relevant consideration is the fact that the nature of 

professional development activity may vary significantly according to the 

specific area of specialization of the faculty member.  In light of all of 

these factors, the evaluation of professional development activities will 

generally require highly individualized review. 

 

 1. Personal Professional Development 
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It is expected that faculty members in the Department of Psychology are 

lifelong learners and take the time to improve themselves as teachers, 

scholars, and psychologists.  To this end, to meet expectations, faculty 

members should be engaged in at least one activity each year that 

contributes to their personal professional growth and development.  

Examples of personal professional development activities include, but are 

not limited to: 

 

(A)  Growth and Development as a Psychologist  

 

 (1) Preparing for and successfully completing the examination 

for the following is particularly relevant for faculty members with 

degrees in clinical, counseling, and/or school psychology:   

 

 a. The American Board of Professional Psychology 

 b. Licensure as a Psychologist in the appropriate area 

 (INITIAL APPLICATION ONLY) 

 c. State Certification for School Psychology faculty 

 d. National Certification for School Psychology 

 faculty  

 

   (2) Attendance at a continuing education workshop or   

    completion of a course designed to keep faculty member  

    current or to broaden knowledge or to meet state   

    certification or licensure requirements. 

 

 (3) Attendance at a conference or a continuing education 

 workshop, or completion of a course that contributes to 

 improvement in the content or process of teaching.  

 

(4) Successful application for broader recognition of 

outstanding professional development, such as obtaining 

Fellow status in APA or APS. 

 

 

(B)  Growth and Development as a Teacher of Psychology 

 

(1) Attendance at a conference, workshop, or meeting designed 

to advance the quality of educational programs at The 

Citadel. 

 

(2) Regular participation in development activities on campus, 

including (but not limited to) departmental colloquia and 

programs, CAC, CASTLE, Greater Issues Series, and Phi 

Kappa Phi programs. 
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2. Professional Development through Service to the Discipline 

(Professional Service) 
 

 (a) Serving on  an editorial board for a scientific or 

 professional journal in psychology  

 

 (b) Serving as a reviewer for a granting agency  

 

 (c) Serving on licensing board or as examiner/evaluator for 

 national credentialing/accrediting board or committee 

 

 (d) Contributing non-research or non-theoretical publications 

 to professional publications (electronic and/or print) such 

 as book reviews, letters to the editor, and commentaries  

 

 (e)  Participating in a "Think Tank" or "Task Force" that 

 generates a product that integrates and disseminates 

 information relevant to the discipline  

 

 (f)  Serving as an ad hoc reviewer for a professional journal or 

 serving as a reviewer/editor for publishers producing books 

 in psychology or related fields  

 

 (g)  Contributing to professional meetings such activities as 

 serving as a panel member or discussant, chairing a session, 

 or reviewing paper submissions 

    

   (h)  Holding office in a national organization that promotes the  

    science and profession of psychology 

  

   (i)  Holding office in a regional or local organization that  

    promotes the science and profession of psychology 

 

   (j)  Serving as a reviewer for submissions to state, regional,  

    and/or national meetings 

 

   (k) Serving as a judge or session chair at a professional   

    conference 

 

   (l)  Actively contributing to a committee in a national, regional, 

    or local organization that promotes the science and   

    profession of psychology 
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Faculty members are expected to engage in personal and professional 

development activities on a yearly basis.  Formative ratings of faculty 

development will be made annually according to the following guidelines 

and can be used to measure progress toward the individual faculty 

member’s developmental goals: 

 

** Categorical Summary of Professional Development 

(Category III for tenure/promotion) 

 

Below expectations:  One or no Personal Development or Professional 

Service-related item per year 

 

Meets expectations Two total, with a minimum of one from each 

category (Personal Development and Professional Service)  

 

Exceeds expectations:  Three total, with a minimum of one from each 

category (Personal Development and Professional Service)  

 

Substantially exceeds expectations:  Four or more total, with a minimum 

of once from each category (Personal Development and Professional 

Service) 

  

 

 

PROBATIONARY RE-APPOINTMENT, TENURE, and PROMOTION 

 

Promotion and the granting of tenure recognize more than average or satisfactory work in 

the areas of teaching, scholarly activity, service. In addition the Department of 

Psychology requires that its faculty engage in professional development and demonstrate 

collegiality.   

 

Promotion represents recognition by The Citadel that the faculty member has performed 

at a high level in all areas, and tenure reflects a commitment by the institution to 

protected job security for the faculty member.  Consequently, the department’s 

recommendations for promotion and tenure should reflect work that is clearly above 

"satisfactory" over an extended period of time.  

 

Separate tenure and promotion decisions are based upon a summary review of teaching, 

scholarly activity, service, professional development, and collegiality over a period of 

several years.  Probationary re-appointment is voted on in the third year. The number of 

years a faculty member must wait before applying for tenure and/or promotion is 

specified in the current college-wide policy (currently Memorandum 3-601). Any 

exceptions to this policy must be approved in writing in the letter of appointment or other 

official contract document signed by the President (tenure) or Provost (promotion). 
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The procedures for convening the departmental tenure and promotions committee for 

tenure and promotion actions will be whatever is specified in the approved and binding 

campus-wide policy, currently Memorandum 3-601. All Psychology faculty are 

encouraged to review this document periodically and to plan requests to the department 

with the longer-range goal of satisfying both campus and department standards. The 

departmental representative to the tenure and promotion committee is expected to be a 

resource to potential candidates from this department as they prepare their dossier for 

tenure and/or promotion. Still, it is the candidate’s responsibility to be familiar with 

current campus policies, to attend information sessions offered by the faculty tenure and 

promotion committee, and to consult with the Department Head to be sure proper 

procedures are followed. 
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APPENDIX A 

 

DEPARTMENT OF PSYCHOLOGY 

Summary of Categorical Ratings 

 

Faculty Name ____________________________ Evaluation period _______________ 

 

Dept. Head ______________________________  Date of Evaluation ______________ 
 

Each of the following will be rated as below expectations (Below), meets expectations 

(Meets), exceeds expectations (Exceeds), or substantially exceeds (Substantially Exceeds) 

per the standards in the Department of Psychology Policy and Procedures for Faculty 

Evaluation. This form provides a summary of all categorical ratings in a given evaluation 

period. 

 

I- Quality of Instruction 

 

 A- Student Ratings of Instruction 

 

 Below  Meets  Exceeds  Substantially Exceeds 

 

 B- Syllabi and Indicators of Preparation, Organization, and Presentation 

 

 Below  Meets  Exceeds  Substantially Exceeds 

 

            C- Peer Observation of Instruction 

 

 Below  Meets  Exceeds  Substantially Exceeds 

 

Quality of Instruction: Summary Evaluation (based on three criteria above) 

 

 Below  Meets  Exceeds  Substantially Exceeds 

 

II- Scholarly Activity 

 

 Below  Meets  Exceeds  Substantially Exceeds 

 

III- Service and Professional Development 

 

 A- Service 

 

 Below  Meets  Exceeds  Substantially Exceeds 

 

 B- Professional Development 

 

 Below  Meets  Exceeds  Substantially Exceeds 
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