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ARTICLE 19. CAREER AND LIMITED DURATION FACULTY REVIEW AND 1 

PROMOTION  2 
 3 

Preamble. Career appointments are either Career instructional or Career research for the 4 
purposes of this Article. 5 
 6 

Career instructional faculty are those with appointments in the Career classification in the 7 

following categories: Instructor, Lecturer, Librarian, Clinical Professor (when an instructional 8 
appointment), Professor of Practice, and Teaching Professor. 9 
 10 
Career research faculty are those with appointments in the Career classification in the 11 
following categories: Research Professor, Clinical Professor (when a research appointment), 12 

Research Assistant, Research Associate, Research Scientist, Research Engineer, and Principal 13 
Research Scientist. 14 
 15 
 16 

Career Faculty Review and Promotion 17 
 18 

Section 1. Reviews for Career faculty will include regular reviews associated with 19 
performance, and promotion, and continuous employment. A performance review will not be 20 
required in the year If a bargaining unit faculty member seeks has a promotion or continuous 21 

employment review in a year when a performance review is due, only a single review is 22 
required. 23 

 24 

Section 2. Policies and Procedures. The faculty in eEach department or unit that employs 25 

Career and/or Limited Duration faculty will maintain unit-level policies for Career faculty 26 
review and promotion in accordance with Article 4. written procedures and criteria for the 27 

review of Career and Limited Duration faculty, which must comport with the general guidelines 28 
in Section 4 of this Article.Units should periodically review their policies for reviewing Career 29 
and Limited Duration faculty. Generally, policies should be reviewed at least once every five 30 

years.  31 
 32 

Each unit/department responsible for establishing a policy for the review of Career and Limited 33 
Duration faculty will be required to submit new and/or revised review criteria taking into account 34 

changes in this article following the process given in Article 4. The University shall complete the 35 
final review of these policies no later than June 15, 2024 so that the approved policies will be in 36 

effect beginning September 16, 2024.  37 
 38 
 39 
Career Faculty Performance Reviews for Career and Limited Duration Faculty 40 
 41 

Section 3. Purpose of Performance Reviews. Performance reviews for Career and Limited 42 
Duration faculty are for the purpose of determining if the faculty member is meeting the 43 
standard of excellence appropriate to a Career instructional or Career research faculty member 44 
at an AAU institution major research university based on their job duties. Performance reviews 45 
should be designed to help Career and Limited Duration faculty members grow as educators, 46 
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scholars, and researchers, as appropriate; identify areas of strength;, and identify areas that need 1 

improvement associated with their position. Career performance reviews must assess if a 2 
bargaining unit faculty member is likely to be successful in a subsequent promotion review. 3 
 4 
Section 4. Performance Review Timings of. Limited Duration faculty must be reviewed each 5 
year of their employment. 6 

 7 
a. Career instructional faculty will have a performance review must be reviewed each year 8 

for the first three years of their employment and at least once every three years 9 
thereafter (academic years for 9-month appointments and fiscal years for 12-month 10 
appointments). The three-year schedule is reset after a successful promotion or 11 

continuous employment review. After completing three years of employment, the 12 

schedule for Career faculty is to receive a performance review during the third year of 13 

successive three-year periods subject to these potential modifications: 14 
 15 

b. Career research faculty will have a performance review annually, which will also serve 16 
as the basis for merit distributions, as applicable. 17 

 18 

c. Performance reviews may take place out of cycle when a department or unit head has 19 
identified or become aware of performance problems. The department or unit head shall 20 
meet with the Career faculty member to discuss areas of concern and evaluate whether a 21 

formal out-of-cycle performance review is warranted. Nothing in this Article changes 22 
the process for addressing poor performance for funding-contingent faculty set forth in 23 
Article 16, Section 17. b. A performance review is not required if a promotion review or 24 

highest-rank review is taking place in the same year.c. The three-year schedule for 25 

performance reviews is reset when there is a successful promotion or highest-rank 26 
review, such that the next performance review would generally take place during the 27 
third year after that promotion or highest-rank review, and so on. 28 

 29 

Section 5. Performance Review Period and Election of Criteria. Reviews will consider the 30 

Career bargaining unit faculty member’s performance since their last review. Career and 31 

Limited Duration faculty members will be evaluated only by the criteria approved and made 32 
available to them faculty member. If the criteria have changed since their previous review, the 33 

faculty member must choose either the earlier or current set of criteria. 34 
 35 

The review period for a performance review for a Limited Duration or Career bargaining unit 36 

faculty member will be the time since their last review. The procedures and criteria for 37 
performance review must be published on the Office of the Provost or Research and Innovation 38 
website. The bargaining unit faculty member will be reviewed relative to the criteria in effect 39 
when the review period began. If the criteria have changed since the beginning of the period of 40 

review, the faculty member must choose which set of criteria will be used in their evaluation, 41 
either the one in effect at the beginning of the review period or the one in effect at the time of 42 
the performance review. 43 
 44 
Section 6. Performance Review Process:  45 
 46 
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a. As part of each performance review, a Career or Limited Duration faculty member will 1 

have an opportunity to submit a personal statement containing information relevant to 2 
their performance of assigned duties and responsibilities.  3 

 4 

b. The review process will include an opportunity for the Career faculty member to discuss 5 
their efforts, and performance, and goals or improvement opportunities with an 6 
appropriate supervisor, department, or unit head at least once during each review period.  7 
 8 

c. Performance reviews must include a determination if the Career or Limited Duration 9 
faculty member meets, exceeds, or does not meet expectations in each of their assigned 10 
duties. 11 

 12 

d. Section 7. At the conclusion of a performance review, tThe supervisor, department, or 13 
unit head or designee will communicate the results of the review in writing to the 14 
bargaining unit faculty member and forward a redacted copy of the review. The faculty 15 
member will have 10 days from the date of the receipt of the report to provide a response 16 

responsive material or information, which shall be appended to the completed 17 
performance review. 18 

 19 

Section 4 6. The details and structure of performance reviews are described in department and 20 
unit policies, and must follow University standards, templates, and the following guidelines: 21 

 22 

c a. Career and Limited Duration instructional faculty reviews must consider at minimum 23 

information from Student Experience Surveys, peer review(s), and the teaching dossier 24 

faculty member’s Instructor Reflection surveys and/or teaching statements for the review 25 
window.  26 

 27 

For instructional Career and Limited Duration faculty, sStudent eExperience sSurveys 28 
will be offered for all courses with five or more students. Instructional Career faculty are 29 

expected to undergo at least one peer review of teaching per review window. The 30 
department or unit will establish a time frame for notification to the Career faculty 31 
member before a peer review is conducted.  32 

 33 
Information from Student Experience Surveys will be considered in the review for all 34 
courses with a survey response rate of 40% or more.  35 

 36 

Peer reviews of teaching will follow the guidelines established by the unit. If there are no 37 

unit guidelines then peer reviews will follow the guidelines approved by the University 38 
Senate.  39 

   40 
d b.Career faculty with research appointments will be reviewed by established 41 
procedures to assess the quality of work performed and the outcomes of their 42 

contributions to the research program. 43 
 44 

e c. Librarians will be reviewed for demonstrated achievement in their professional roles 45 

in the Library. 46 
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 1 

f d. Career faculty will be reviewed based on their service, if assigned. Service is defined 2 
in unit-level rules and may include activities performed for the unit, University, field, and 3 
community. 4 

 5 
g e. To the extent applicable, the evaluation of scholarship, research, and creative activity 6 

will include an assessment of work quality, impact on the field nationally and 7 
internationally, and overall contribution to the discipline or program. 8 

 9 
j h. In evaluating the performance of required professional development activities of a 10 
Career faculty member, the review will reflect their established Professional Development 11 

Plan (if applicable), consider the availability of professional development funds, the FTE 12 

assigned to opportunities for professional development, and the Career faculty member’s 13 

efforts to secure funding (if applicable). 14 
 15 
   16 
Section 8. After the conclusion of the review, the unit head or designee will meet with the 17 

Career faculty member to discuss professional development activities or opportunities that can 18 
help them build on recognized areas of strength, shore up practices and skills in areas identified 19 

for improvement, or explore new avenues for growth. This meeting will inform the preparation 20 
of a revised Professional Development Plan, if necessary, as outlined Article 35. 21 
 22 

If the determination of the performance review is that the Career faculty member does not meet 23 
expectations in one or more of their assigned duties, the unit head or designee will include any 24 

required professional development activities in the faculty member’s new Professional 25 
Development Plan and set an explicit timeframe for the next performance review. In accordance 26 

with Section 4.a. above the next performance review may take place out of cycle.  27 
 28 

If the next scheduled performance review determines that the Career faculty member still does 29 
not meet expectations in one or more of the assigned duties previously identified as areas of 30 
concern, that Career faculty member may be subject to layoff per the provisions of Section 10.a. 31 

of Article 16.  32 
   33 

 34 
Career Promotion Reviews 35 
 36 

General Career Promotion Review Considerations 37 
 38 
Section 7 11. Accelerated Review. An accelerated promotion review may occur in 39 

particularly meritorious cases as determined by the Office of the Provost or designee in 40 
consultation with the appropriate vice president, vice provost, dean, department or unit head, 41 
and the affected bargaining unit faculty member. 42 
 43 
Section8 12. Credit for Prior Service. When credit for prior service is agreed upon, the 44 
terms of hire will state the number of years of credit granted, specific review considerations, 45 
and the earliest date for promotion eligibility. With Provost or designee approval, credit for 46 
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prior service may also be negotiated within the first year of employment. Any negotiated 1 

credit will be documented and placed in the faculty member’s personnel file and will be 2 
restated clearly in the reports at each level of review. Teaching, scholarship, research, and 3 
creative activity completed by the bargaining unit faculty member during the period of prior 4 
service will receive full consideration during the promotion process if the bargaining unit 5 
member elects the earliest date for promotion review. Should a bargaining unit member who 6 

received credit for prior service at the time of hire choose to delay the review until 7 
completing the required six years at the University of Oregon, teaching, scholarship, 8 
research, and creative activity completed prior to arrival at the university will be of 9 
secondary consideration during the promotion process. Should the bargaining unit faculty 10 
member choose to use some, but not all of the credit for prior service, the focus of the review 11 

of teaching, scholarship, research, and creative activity will adjust appropriately so that, for 12 

example, four years at the University of Oregon would mean that at most two years of prior 13 

service will receive full consideration. 14 
 15 
Section 9 13. Joint Appointments. A joint appointment is one appointment that spans two or 16 
more units. For Career NTTF bargaining unit members holding joint appointments, a 17 

memorandum will be completed at the time of hire or assignment specifying expectations for 18 
promotion review and identifying how the promotion process will be handled among the units. 19 

Such memorandum is not valid unless approved in writing by the bargaining unit faculty 20 
member, the unit(s) involved, and the Provost or designee. 21 
 22 

Section 10 14. Multiple Appointments. A multiple appointment describes when a bargaining 23 
unit faculty member has separate appointments in two or more units or two or more 24 

classifications. For Career faculty bargaining unit members holding multiple Career 25 
appointments, a memorandum will be completed at the time of a second or subsequent hire or 26 

assignment specifying expectations for promotion review and identifying how the promotion 27 
process will be handled among the units. Such memorandum is not valid unless approved in 28 

writing by the bargaining unit faculty member, the unit(s) involved, and the Provost or 29 
designee. 30 
 31 

Reapplication, Appeals, and Withdrawal 32 
 33 
Section 9 33. Reapplication for Promotion. An unsuccessful candidate for promotion may 34 
continue employment at their current rank as long as eligible to do so under this Agreement. 35 

Career faculty bargaining unit members who are denied promotion may reapply for promotion 36 

after having been employed by the university for an additional three years at an average of 0.53 37 

annualized FTE per year, accrued at no greater than three terms per academic year for bargaining 38 
unit faculty on 9-month appointments contracts, and at four terms per year for bargaining unit 39 
faculty on 12-month appointments contracts. 40 
 41 
Section 10 34. Appeal of Promotion Denial. Faculty who are denied promotion may appeal the 42 

decision through the procedures in Article 21, Tenure and Promotion Denial Appeal. 43 
 44 
Section 11 35. Withdrawal of Application. A candidate may withdraw an application for 45 

promotion in writing to the Provost and the dean at any time before the Provost’s decision. 46 
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 1 

 2 
Career Instructional Promotion Reviews for Career Faculty Promotion Process for All 3 
Career Faculty except for those in the Research Assistant, and Research Associate, 4 
Research Professor, Research Scientist, or Research Engineer Categories 5 
 6 

Section 12 9. Eligibility for Promotion. Career instructional faculty may elect to initiate the 7 
promotion process when eligible to do so. Career faculty members will be eligible for promotion 8 
after accumulating six years of employment as a faculty member at or above 0.53 annualized 9 
FTE per year, accrued at no greater than three terms per academic year for bargaining unit 10 
faculty with on nine9-month appointments contracts, and at four terms per year for bargaining 11 

unit faculty with on 12-month appointments contracts. The six years of employment do not have 12 

to be consecutive. 13 
 14 

a. Career instructional faculty members who will have completed five years of employment 15 
as a Career faculty member at or above 0.53 annualized FTE per year may initiate the 16 

promotion process in the Spring term of the fifth year if they have an expected 17 
appointment of 0.53 annualized FTE or greater for the sixth year. 18 

 19 
b. Career instructional faculty members who have completed more than five years of 20 

employment as a Career faculty member at or above 0.53 annualized FTE per year may 21 

initiate the promotion process in the Spring term of any year. 22 
 23 

c. Career instructional faculty members who have achieved promotion must wait at least 24 

three six years before initiating the promotion process again, regardless of the number of 25 

accumulated years of employment.  26 
 27 

Section 10. For all Career faculty members promotion is elective and does not involve an “up or 28 
out” decision. 29 
 30 

Section 13 15. Review Period and Election of Criteria. The promotion review period for a 31 
promotion for a Career instructional bargaining unit faculty member not in the Research 32 
Assistant, Research Associate, Research Professor, Research Scientist, or Research Engineer 33 

categories will be the time since their hire or the time in their current classification and rank, 34 
with emphasis on the six most recent years. 35 
 36 

The procedures and criteria for promotion reviews must be published on the Office of the 37 
Provost or Research and Innovation website.  38 
 39 
The bargaining unit faculty member will be reviewed for promotion relative to the criteria in 40 
effect when the review period began. If the criteria have changed since their hire or previous 41 
review, the faculty member must choose either the earlier or current set of criteria. the beginning 42 

of the period of review, the faculty member must choose which set of criteria will be used in 43 
their evaluation, either the one in effect at the beginning of the review period or the one in effect 44 
at the time of the promotion review. 45 
 46 
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Section 14 16. Initiating the Promotion Process. Candidates Career instructional faculty 1 

wishing to be considered for promotion should notify the appropriate department or unit head 2 
in the Spring term prior to the year when promotion is sought, and must provide the following: 3 
 4 

● Curriculum vitae: A comprehensive and current curriculum vitae that includes the 5 

bargaining unit faculty member’s current research, scholarly, and creative activities 6 
and accomplishments, including publications, appointments, presentations, and similar 7 
activities and accomplishments. 8 

 9 

● Personal statement: A 2-6 page personal statement developed by the bargaining unit 10 
faculty member evaluating their performance measured against the applicable criteria 11 
for promotion. The personal statement should expressly address the subjects of teaching; 12 

scholarship, research and creative activity, as applicable; and service contributions to the 13 
academic department, center or institute, school or college, university, profession, and 14 
the community. The statement should also include discussion of contributions to 15 
institutional diversity, equity, and inclusion. 16 

 17 

● Teaching portfolio dossier (if applicable): Representative examples of course syllabi 18 
or equivalent descriptions of course content and instructional expectations for courses 19 
taught by the bargaining unit faculty member, examples of student work and exams, and 20 

similar material; information from student experience surveys, which will be considered 21 
in light of the response rate; information on the development of new courses and 22 

curriculum development; information on contributions to university wide teaching 23 
practices (if applicable). work with Teaching Engagement Program and the Provost’s 24 

Teaching Academy and similar material. 25 
 26 

● Scholarship portfolio dossier (if applicable): A comprehensive portfolio dossier of 27 
scholarship, research and creative activity; and appropriate evidence of national or 28 

international recognition or impact. 29 
 30 

● Service portfolio dossier (if applicable): Evidence of the bargaining unit faculty 31 

member’s service contributions to their academic department, center or institute, school 32 
or college, university, profession, and the community, such as op ed pieces, white 33 
papers authored or co-authored by the faculty member, commendations, awards, or 34 
letters of appreciation. The service portfolio dossier may also include a short narrative 35 
elaborating on the faculty member’s unique service experiences or obligations. 36 

 37 

● Professional development portfolio dossier (if applicable): A comprehensive dossier 38 
outlining the professional development activities of the bargaining unit faculty member 39 

including, but not limited to, mentorship by colleagues or supervisors, workshops, 40 
journal clubs, reading groups, writing groups, courses, UO Summer Teaching Institute 41 
pathways, Committees Accelerating the Impact of Teaching (CAITs), the Provost’s 42 
Teaching Academy, professional conferences, curricular or programmatic development, 43 
contributions to the scholarship of teaching and learning, and participation in 44 
professional organizations related to the bargaining unit faculty member's academic 45 
discipline and job duties. 46 
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 1 

● Professional activities portfolio dossier (if applicable): A comprehensive portfolio 2 
dossier of professional or consulting activities related to their discipline, including 3 
appropriate professional development activities not otherwise included in the service 4 
portfolio  professional development dossier.  5 

 6 

● Internal and/or external reviewers (if applicable): A list of qualified internal 7 
and/or external reviewers provided by the bargaining unit faculty member. 8 

 9 
Section 15 17. Waiver of Access to Materials. Bargaining unit faculty members may choose to 10 
waive in advance in writing their access to see any or all of the evaluative materials. Such 11 
waivers, however, shall not preclude the use of redacted versions of these documents in a denial 12 

review process. The redacted versions are intended to protect the identity of the reviewer. If 13 
redactions are insufficient to do so, the University may prepare a suitable summary. A waiver 14 
will be included in the promotion file. 15 
 16 

Section 16 18. Notice of Meetings. A bargaining unit faculty member will receive at least three 17 
work business days’ notice of any meeting or hearing which the member is invited or required to 18 

attend, with a dean, vice provost, or the Provost or designee regarding recommendations or 19 
decisions on promotion. The bargaining unit faculty member may have a colleague or Union 20 
representative present at the meeting as an observer. 21 

 22 
Section 17 19. Evaluation file. The promotion review file should generally include the 23 

following information: 24 

 25 

● Statement of duties and responsibilities 26 

● Curriculum vitae 27 

● Conditions of appointment 28 

● Criteria for promotion 29 

● Personal statement 30 

● Supervisors’ letters of evaluation 31 

● Professional activities portfolio dossier (if applicable) 32 

● Teaching portfolio dossier (if applicable) 33 

● Scholarship portfolio dossier (if applicable) 34 

● Service portfolio dossier (if applicable) 35 

● Professional development portfolio dossier (if applicable) 36 

● Internal and/or external reviews (if applicable) 37 

● Department or unit committee recommendation 38 

● Department, unit, center or institute head’s recommendation (if applicable) 39 

● Vice president’s, dean’s or director’s recommendation 40 

● Waiver of access to materials (if applicable) 41 
 42 
Section 18 20. Review by Department or Unit. The department or unit head or designee 43 

should solicit any internal and/or external reviews, as applicable. A department or unit 44 
committee will review the file and make a recommendation to the department or unit head. 45 
The department or unit head will then prepare an explanation of the merits of the promotion 46 
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case and a recommendation on the case. The report will include the department or unit-level 1 

promotion committee report and recommendation and a voting summary, and the department 2 
or unit head’s own independent recommendation. The file will then be sent to the appropriate 3 
vice president, vice provost, dean or director for review. 4 
 5 
Section 19 21. Review by Vice President, Vice Provost, Dean or Director. The vice 6 

president, vice provost, dean, or director, as appropriate, will review the file, and may consult 7 
with appropriate persons and may ask for and document additional non-confidential 8 
information. Once the vice president, vice provost, Provost, dean, or director deems the file 9 
complete, they will prepare a separate memorandum and recommendation.  10 
 11 

The vice president, vice provost, Provost dean, or director will share their memorandum and 12 

recommendation with the candidate and notify the candidate that they may provide responsive 13 

material for the file within 10 days from the date of receipt of the memorandum; this response 14 
shall be included in the evaluation file. If the assessment of the dean or vice provost above 15 
differs from that of the department or unit head or the school- or college-level personnel 16 
committee, they will provide an full and detailed explanation of the reasons underlying their 17 

judgment. The vice president, vice provost, dean, or director then will submit the complete 18 
evaluation file to the Provost or designee. 19 

 20 
Section 20 22. Review by the Office of the Provost or Designee. By June 15, the Office of 21 
the Provost or designee will review the file and decide whether to grant or deny promotion. The 22 

candidate will be notified of the decision in writing. If the Office of the Provost decides deems 23 
the review is unsuccessful, the decision Provost’s letter will contain an full and detailed 24 

explanation of the reasons underlying their decision. 25 
 26 

Section 21 23. Assumption of New Rank. Successful candidates for promotion will assume 27 
their new rank beginning with the next academic or fiscal year or the nearest next term of 28 

employment should their appointment not begin with fall term.  29 
 30 
 31 

Career Research Promotion Reviews Promotion Process for Research Assistant, 32 
Research Associate, Research Professor, Research Scientist, or Research Engineer 33 
Categories 34 
 35 

Section 22 9. Eligibility for Promotion. Career research faculty may elect to initiate the 36 

promotion process when eligible to do so. Career faculty members will be eligible for 37 
promotion after accumulating six years of employment as a Career faculty member at or above 38 
0.53 annualized FTE. The six years of employment do not have to be consecutive. 39 
 40 

Career research faculty members who have achieved promotion must wait at least three six 41 
years before initiating the promotion process again, regardless of the number of accumulated 42 
years of employment.  43 
 44 

Section 23 11. Accelerated Review. An accelerated promotion review may occur in 45 
particularly meritorious cases as determined by the Office of the Provost or designee in 46 
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consultation with the appropriate vice president, vice provost, dean, department or unit head, 1 

and the career research affected bargaining unit faculty member. 2 
 3 
 Section 24. Review Period and Election of Criteria. The promotion review period for a 4 
promotion for a Career research bargaining unit faculty member in the Research Assistant, 5 
Research Associate, Research Professor, Research Scientist, or Research Engineer categories 6 

will be the time since their hire or the time in their current classification and rank. 7 
 8 
The procedures and criteria for promotion reviews must be published on the Office of the 9 
Provost or Research and Innovation website.  10 
 11 

The bargaining unit faculty member will be reviewed for promotion relative to the criteria in 12 

effect when the review period began. If the criteria have changed since their hire or previous 13 

review, the faculty member must choose either the earlier or current set of criteria. the beginning 14 
of the period of review, the faculty member must choose which set of criteria will be used in 15 
their evaluation, either the one in effect at the beginning of the review period or the one in effect 16 
at the time of the promotion review. 17 

 18 
Section 25. Initiating the Promotion Process for Career Research Faculty in the Research 19 

Assistant, and Research Associate, Research Professor, Research Scientist, or Research 20 
Engineer Categories. Candidates wishing to be considered for promotion should notify the 21 
appropriate department or unit head in the Spring term prior to the year when promotion is 22 

sought, and must provide the following: 23 
 24 

● Curriculum vitae or resume: A comprehensive and current curriculum vitae or 25 

resume that includes the bargaining unit faculty member’s current research, scholarly 26 
and creative activities and accomplishments, including publications, appointments, 27 
presentations, and similar activities and accomplishments. 28 

 29 

● Personal statement: A 2-6 page personal statement developed by the bargaining unit 30 

faculty member evaluating their performance measured against the applicable criteria 31 
for promotion. The personal statement should expressly address their impact and 32 
contribution to research excellence relative to their job duties. This statement should 33 

also include discussion of contributions to institutional diversity, equity, and inclusion. 34 
 35 

● Scholarship portfolio dossier (if applicable): A comprehensive portfolio dossier of 36 

scholarship, research, and creative activity; and appropriate evidence of national or 37 
international recognition or impact. 38 

 39 

● Service portfolio dossier (if applicable): Evidence of the bargaining unit faculty 40 

member’s service contributions to their academic department, center or institute, school 41 
or college, university, profession, and the community, such as op ed pieces, white papers 42 
authored or co-authored by the faculty member, commendations, awards, or letters of 43 
appreciation. The portfolio dossier may also include a short narrative elaborating on the 44 
faculty member’s unique service experiences or obligations. 45 

 46 
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● Professional activities portfolio dossier (if applicable): A comprehensive portfolio 1 
dossier of professional or consulting activities related to their discipline. 2 

 3 

● List of reviewers (if applicable): A list of qualified internal and/or external 4 

reviewers provided by the bargaining unit faculty member. Normally, external 5 
reviews are not expected for those in the research assistant ranks. 6 

   7 
Section 26. Waiver of Access to Materials. Bargaining unit faculty members may choose to 8 
waive in advance in writing their access to see any or all of the evaluative materials. Such 9 
waivers, however, shall not preclude the use of redacted versions of these documents in a denial 10 
review process. The redacted versions are intended to protect the identity of the reviewer. If 11 
redactions are insufficient to do so, the University may prepare a suitable summary. A waiver 12 

will be included in the promotion file. 13 
 14 
Section 27. Notice of Meetings. A bargaining unit faculty member will receive at least three 15 
work business days’ notice of any meeting or hearing which the member is invited or required to 16 

attend, with a dean, vice provost, or the Provost or designee regarding recommendations or 17 
decisions on promotion. The bargaining unit faculty member may have a colleague or Union 18 

representative present at the meeting as an observer. 19 
 20 
Section 28. Evaluation file. The promotion review file should generally include the 21 

following information: 22 
 23 

● Statement of duties and responsibilities 24 

● Curriculum vitae 25 

● Conditions of appointment 26 

● Criteria for promotion 27 

● Personal statement 28 

● Supervisors’ letters of evaluation 29 

● Professional activities portfolio dossier (if applicable) 30 

● Scholarship portfolio dossier (if applicable) 31 

● Service portfolio dossier (if applicable) 32 

● Internal and/or external reviews (if applicable) 33 

● Department, unit, center or institute head’s recommendation 34 

● Vice president’s, dean’s or director’s recommendation 35 

● Waiver of access to materials (if applicable) 36 

 37 

Section 29. Review by Department Head or Unit Director or Manager. The department or 38 
unit head or designee should solicit any internal and/or external reviews, as applicable. The 39 
department or unit head will then review the file, including any internal or external reviews, and 40 
prepare a recommendation and an explanation of the merits of the promotion case. The file will 41 
then be sent to the appropriate vice president, vice provost, or dean for review. In the event that 42 

the unit head is the faculty member’s supervisor/director/manager, the supervisor letter of 43 
evaluation and the unit head review may be combined into a single recommendation. 44 
 45 
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Section 30. Review by Vice President, Vice Provost, Dean or Director. The vice president or 1 

dean, as appropriate, will review the file, and may consult with appropriate persons and may 2 
ask for and document additional non-confidential information. Once the vice president or dean 3 
deems the file complete, they will prepare a separate memorandum with a recommendation.  4 
 5 
If the vice president, vice provost, dean, or director’s assessment differs from that of the 6 

department or unit committee or the department or unit head, the memorandum and 7 
recommendation will provide a full and detailed explanation of the reasons underlying their 8 
judgment. 9 
 10 
The vice president, vice provost, dean, or director will share their memorandum and 11 

recommendation with the candidate and notify the candidate that they may provide responsive 12 

material for the file within 10 days from the date of receipt of the memorandum. This response 13 

shall be included in the evaluation file. The vice president, vice provost, or dean, or director 14 
then will submit the complete evaluation file to the Office of the Provost or designee. 15 
 16 
Section 31. Review by the Office of the Provost or Designee. By June 15, the Office of the 17 

Provost or designee will review the file, with appropriate input from the Office of the Vice 18 
President for Research and Innovation, as appropriate, and decide whether to grant or deny 19 

promotion. The candidate will be notified of the decision in writing. If the Provost decides 20 
deems the review is unsuccessful, the decision Provost’s letter will contain an full and detailed 21 
explanation of the reasons underlying their decision. 22 

 23 
Section 32. Assumption of New Rank. Successful candidates for promotion will assume their 24 

new rank beginning with the fiscal year following notification of their promotion, or other date 25 
as approved, or with the next contract renewal after notification by the Office of the Provost of 26 

their promotion, whichever comes first.  27 
 28 

 29 
Career Continuous Employment Highest-Rank Reviews 30 
 31 

Section 33. Purpose. The primary function of Career Continuous Employment Reviews is to 32 

foster continued professional growth and reward excellence. Career Continuous Employment 33 
Reviews are optional. 34 
 35 
Section 34. Eligibility. To be eligible for a Career Continuous Employment Review, a 36 

bargaining member must satisfy the following: 37 
a. Must have a Career appointment in a single-rank category or at the highest rank in their 38 

category; and, 39 

b. Must have an annualized 0.5 FTE or greater; and, 40 

c. Must have accumulated six years of service at 0.5 FTE or greater, as measured from 41 
their appointment in the single-rank category, since achieving promotion to the highest 42 

rank in their category, or since their most recent Career Continuous Employment 43 
Review.  44 

 45 
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Section 35. Process. To initiate the Career Continuous Employment Review, the eligible 1 

bargaining unit faculty member must notify their department or unit head consistent with 2 
Section 15 or 26, as appropriate. Continuous employment reviews for Career faculty will 3 
generally mirror the scope and process for Career instructional or Career research promotion 4 
reviews to the highest rank. If the final ‘Review by the Office of the Provost’ (Section 21 or 32 5 
equivalent), in a Continuous Employment Review determines that the bargaining unit faculty 6 

member’s performance in all categories meets or exceeds expectations, the bargaining unit 7 
faculty member will receive an increase to their base salary per Article 26.  8 
 9 
Section 36. Career faculty in the highest rank of their category may undergo a highest-rank 10 
review.  11 

 12 

Highest-rank reviews are elective. Career faculty at the highest rank for their category may 13 

choose to have a highest-rank review in the sixth year following promotion to the highest rank 14 
in their category or in the sixth year after a highest-rank review or during some later year. 15 
 16 
Regardless of whether a Career faculty member chooses to undergo a highest-rank review the 17 

required performance reviews will take place according to the schedule outlined in Section 4 18 
above. 19 

 20 
Section 37. Review Period and Election of Criteria. The review period for a highest-rank 21 
review will be the time since the promotion of the Career bargaining unit faculty member to the 22 

highest rank in their category or the time since their most recent highest-rank review. 23 
 24 

Criteria for a highest-rank review must be published on the Office of the Provost or Research 25 
and Innovation website.  26 

 27 
The bargaining unit faculty member will be reviewed for highest-rank relative to the criteria in 28 

effect when the review period began. If the criteria have changed since the beginning of the 29 
period of review, the faculty member must choose which set of criteria will be used in their 30 
evaluation, either the one in effect at the beginning of the review period or the one in effect at 31 

the time of the highest-rank review. 32 
 33 
Section 38. Criteria for highest-rank reviews, unless modified in light of any written agreement 34 
with the faculty member or by unit-specific criteria established through the process specified in 35 

Article 4, are listed below.  36 

 37 

Only those criteria relevant to a given discipline will apply in a highest-rank review in that 38 
discipline.  39 
 40 
Only those criteria relevant to the Career bargaining unit faculty member’s assignment of 41 
professional responsibilities will apply in a highest-rank review for that faculty member. 42 

 43 
1. Teaching: Teaching standards as established by the University Senate.  44 
    45 
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2. Research, scholarship, creative, and artistic achievement: In general, research, 1 

scholarship, and creative achievement is demonstrated in the following categories. Each 2 
category applies in a given case only if that category is specified in the unit promotion 3 
and tenure policy. The standards of evaluation, unless otherwise specified by the unit 4 
policy, will be the standards established for promotion to full professor. Some categories 5 
to be considered include: 6 

 7 
a. publications and/or creative activities of significance and; 8 
b. externally funded research; 9 
c. patents, intellectual property developed; technologies licensed, companies spun-10 

off; 11 

d. adoptions of research innovations by other researchers, organizations, or the 12 

public; 13 

e. research awards and prizes; 14 
f. membership in the national academies or other selective research societies; 15 
g. research in progress and substantially planned work (including grant proposals); 16 
h. translational research or scholarship that influences public policy or contributes to 17 

societal benefits; 18 
i. participation in conferences, conventions, seminars, and professional meetings; 19 

j. professional peer review, holding office in academic and professional 20 
organizations, serving on committees and/or on editorial boards; 21 

k. association with organizations and groups that will result in professional 22 

improvement of the faculty member and bring recognition to the university; 23 
l. research or professional consultation for federal agencies, foundations, or other 24 

research sponsors; 25 
m. recognized evidence of scholarly and professional visibility, such as special 26 

awards, scholarly citations, and the republication of work; 27 
n. scope and depth of scholarship as revealed in public lectures, book reviews, and, in 28 

special circumstances, discussions; 29 
o. works of art, such as painting, sculpture, design, planning, musical composition, 30 

poetry, fiction, drama, dance, photography, and film disseminated or exhibited in 31 

recognized venues of quality and distinction; 32 
p. public performances: musical recitals, concerts, conducting, theater performance 33 

and production, dance performance and production, radio or television production 34 
disseminated/exhibited in recognized venues of quality and distinction; 35 

q. public recognition: exhibitions, commissions, acceptance of work for permanent 36 

collections, awards. 37 

  38 
3. Service: Service must include some of the following: 39 

a. leadership in academic and administrative roles: 40 
i. academic program area or departmental administration and curriculum; 41 
ii. personnel and policy committees or activities; 42 

iii. college or school administration and committees or activities; 43 
iv. university or state system administration and committees or activities. 44 

b. service and activities on behalf of the larger community (local, state, national, and 45 

international governmental bodies, NGOs, etc.); 46 
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c. academic contributions to community activities, either as an individual or as a 1 

representative of the university; 2 
d. service to professional and disciplinary organizations; 3 
e. academic service on behalf of the public interest.; 4 
f. service in United Academics of the University of Oregon.   5 

 6 

4. Professional Development: As referenced in Article 35, professional development 7 
activities include but are not limited to participation in: 8 

a. mentorship by colleagues or supervisors; 9 
b. workshops; 10 
c. journal clubs; 11 

d. reading groups;  12 

e. writing groups; 13 

f. courses; 14 
g. UO Summer Teaching Institute pathways; 15 
h. Committees Accelerating the Impact of Teaching (CAITs); 16 
i. the Provost’s Teaching Academy; 17 

j. professional conferences; 18 
k. curricular or programmatic development; 19 

l. contributions to the scholarship of teaching and learning; 20 
m. professional organizations related to the bargaining unit faculty member's 21 

academic discipline and job duties. 22 

 23 
Section 39. Initiating the Highest-Rank Review. Career faculty wishing to initiate a highest-24 

rank review will contact the department or unit head during the Fall term of the year in which 25 
the review will take place and send the following: 26 

 27 

● Curriculum vitae: A comprehensive and current curriculum vitae that includes the 28 

bargaining unit faculty member’s current teaching, research, scholarly, and creative 29 
activities and accomplishments, including publications, appointments, presentations, 30 

and similar activities and accomplishments. 31 
 32 

● Personal statement: A 2-6 page personal statement developed by the bargaining unit 33 

faculty member evaluating their performance measured against the applicable criteria. 34 
The personal statement should expressly address where applicable to the faculty 35 
member’s assignment the subjects of teaching; scholarship, research, and creative 36 

activity; and service contributions to the academic department, center or institute, school 37 
or college, university, profession, and the community. The statement shall include 38 
discussion of contributions to institutional equity and inclusion. 39 

 40 

● Teaching dossier (if applicable): Representative examples of course syllabi or 41 
equivalent descriptions of course content and instructional expectations for courses 42 
taught by the bargaining unit faculty member, descriptions of new courses developed, 43 
examples of student work and exams, and similar material. 44 

 45 

● Scholarship dossier (if applicable): A comprehensive dossier of scholarship, research 46 
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and creative activity; and appropriate evidence of regional, national, or international 1 

recognition or impact. 2 
 3 

● Service dossier (if applicable): Evidence of the bargaining unit faculty member’s 4 
service contributions to their academic department, center or institute, school or college, 5 

university, profession, and the community, such as op-ed pieces, white papers authored 6 
or co-authored by the faculty member, evidence of community outreach, 7 
commendations, awards, or letters of appreciation. The dossier may also include a short 8 
narrative elaborating on the faculty member’s unique service experiences or obligations. 9 
 10 

● Professional development dossier (if applicable): A comprehensive dossier outlining 11 
the professional development activities of the bargaining unit faculty member including, 12 

but not limited to, mentorship by colleagues or supervisors, workshops, journal clubs, 13 

reading groups, writing groups, courses, UO Summer Teaching Institute pathways, 14 
Committees Accelerating the Impact of Teaching (CAITs), the Provost’s Teaching 15 
Academy, professional conferences, curricular or programmatic development, 16 
contributions to the scholarship of teaching and learning, and participation in 17 

professional organizations related to the bargaining unit faculty member's academic 18 
discipline and job duties. 19 

 20 

● Professional activities dossier (if applicable): A comprehensive dossier of 21 
professional or consulting activities related to their discipline not otherwise included 22 
in the professional development dossier.  23 

 24 

Section 40. Joint and Multiple Appointments. Career faculty members who hold joint 25 
appointments will be reviewed by the primary unit. Input from appropriate reviewers (e.g., 26 
faculty, head, dean) of the secondary unit, including performance reviews, and evaluations of 27 

teaching, research, or service, must be considered by the primary unit as part of the review 28 
process.  29 

 30 
Section 41. Department or Unit Head’s Role. The department or unit head will obtain and 31 
place in the evaluation file all peer reviews of the bargaining unit faculty member’s teaching 32 

during the review period.  33 
 34 
Once the department or unit head has obtained all of the appropriate documents, they will 35 

establish a committee to review the evaluation file. Whenever possible, the committee will be 36 

composed of a majority of Career faculty at the same rank as the candidate.  37 

 38 
The department or unit head will then: 39 
 40 

a. Obtain a report from the faculty committee including an assessment of the 41 
bargaining unit faculty member’s performance specifying whether they believe 42 

the bargaining unit faculty member has exceeded, met, or not met expectations 43 
based on the review criteria; and 44 

 45 

b. Prepare their own evaluation of the bargaining unit faculty member’s 46 
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performance specifying whether they believe the bargaining unit faculty member 1 

has exceeded, met, or not met expectations based on the review criteria; and 2 
 3 

c. Provide the department or unit head’s report to the bargaining unit faculty member 4 
and allow them 10 days from the date of the receipt of the report to provide 5 
responsive material or information, which shall be included in the evaluation file; and 6 

 7 
d. Submit the evaluation file to the appropriate dean. 8 

 9 
If a department or unit has or develops a policy or practice of providing the report of the faculty 10 
committee to the bargaining unit faculty member, the department or unit head shall do so. 11 

 12 

Section 42. Dean’s Role. The dean will review the file and may consult with appropriate 13 

persons and may obtain and document additional relevant information. Once the dean deems the 14 
file complete, they will prepare a separate report and assessment specifying whether they 15 
believe the bargaining unit faculty member has exceeded, met, or not met expectations based on 16 
the review criteria.  17 

 18 
If the dean’s assessment differs from that of the department or unit committee or the department 19 

or unit head, the dean will provide a full and detailed explanation of the reasons underlying their 20 
decision. 21 
 22 

The dean will share their report and assessment with the bargaining unit faculty member and 23 
allow them 10 days from the date of receipt of the report to provide responsive material and 24 

information, which shall be included in the evaluation file.  25 
 26 

The dean will then submit the complete evaluation file to the Provost or designee. 27 
 28 

Section 43. Provost’s Role. The Provost or designee will consider the cumulative 29 
evaluations received from the faculty committee, the department or unit head, and the dean.  30 
 31 

If the Provost or designee concludes that the bargaining unit faculty member’s overall 32 
performance met or exceeded expectations, the bargaining unit faculty member will receive 33 
an increase in their base salary per Article 26.  34 
 35 

If the Provost or designee concludes that the bargaining unit faculty member’s overall 36 

performance did not meet expectations, the dean and the department or unit head shall consult 37 

with the bargaining unit faculty member and recommend a Professional Development Plan that 38 
highlights specific areas for remediation as set forth in Article 35.  39 
 40 
Teaching Professor Review 41 
 42 

Section 44. Eligibility and Initiation. Instructional Career faculty who have achieved the rank 43 
of Senior II have the option of initiating a Teaching Professor Review. Career faculty wishing 44 
to be considered for appointment to the Teaching Professor category and rank should notify 45 

their department or unit head in the Spring term prior to the review year. 46 
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 1 

Section 45. Review Committee. The department or unit head will form a Teaching Professor 2 
Review Committee, consisting of at least two Teaching Professors and/or tenured faculty if not 3 
enough Teaching Professors are available, an academic representative from the dean’s office, 4 
and a representative designated by the Teaching Engagement Program. The TEP-designated 5 
representative may be one of the unit faculty or the representative from the dean’s office or 6 

may be an additional (fourth) person. 7 
 8 
Section 46. Fall Term Process. The Teaching Professor Review is an intensive review 9 
process designed to ensure the faculty member has achieved and can be expected to maintain 10 
an exceptional record of teaching and contributions to the university’s instructional mission.  11 

 12 

In the Fall term of the Teaching Professor Review, the review committee will observe the 13 

faculty member’s performance of all assigned duties. Each member of the committee should 14 
review course-related materials and observe classroom or online instruction for each of the 15 
candidate’s classes in the Fall term. The committee should also make an assessment of the 16 
candidate’s performance of service assignments, their professional development activities, the 17 

fulfillment of advising obligations, mentorship activities undertaken, and contributions to the 18 
scholarship of teaching and learning when applicable. The committee may elect to seek 19 

internal and external letters of review, from a list prepared by the review committee and 20 
another list of qualified reviewers provided by the bargaining unit faculty member. A majority 21 
of letters must be from the list prepared by the review committee of names not appearing on 22 

the faculty member’s list. 23 
 24 

No later than Week 9, the Teaching Professor Review committee will discuss and vote on the 25 
candidate’s application for a Teaching Professor position. The committee will make a written 26 

recommendation to the department head. The committee report should evaluate the merits of 27 
the bargaining unit faculty member in each of their assigned duties based on their observations 28 

of the bargaining unit faculty member’s teaching (including but not limited to classroom 29 
management, student engagement, etc.), performance of service assignments, and professional 30 
development activities. 31 

 32 
The report will include the recommendation and a voting summary. If the evaluation is 33 
positive, the recommendation will then be sent to the appropriate vice president, dean, or 34 
director for the next step in the review process. The bargaining unit faculty member will be 35 

informed of the recommendation.  36 

 37 

If the report is negative, the department or unit head will meet with the bargaining unit faculty 38 
member to discuss the report, areas of potential improvement, and the timeline for any 39 
subsequent Teaching Professor Review.  40 
 41 
Section 47. Winter Term Process. The candidate for promotion to Teaching Professor will be 42 

interviewed by the appropriate vice president, director, or dean and other school and college 43 
administrators. This conversation should elicit the candidate’s views on curriculum, teaching, 44 
classroom management, the state of the field, student engagement, and 45 

departmental/college/university service.  46 
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 1 

The goal of this conversation is to confirm that the candidate’s engagement with the 2 
instructional mission of the university is sufficient to ensure ongoing excellence and 3 
contributions in instruction at the university or beyond.  4 
 5 
No later than Week 9, the vice president, dean, or director will prepare a memorandum and 6 

recommendation. The vice president, dean, or director will send their recommendation to the 7 
Office of the Provost and the candidate. 8 
 9 
Section 48. Spring Term Process. During the Spring term, the candidate will meet with the 10 
Provost to discuss the committee report and the memorandum and recommendation from the 11 

vice president, dean, or director.  12 

 13 
The bargaining unit faculty member may have a colleague or Union representative present at the 14 
meeting as an observer. 15 
 16 
No later than Week 9, the Provost will decide whether to grant or deny a recategorization to 17 
Teaching Professor. The candidate will be notified of the decision in writing. If the Provost 18 

deems the review unsuccessful, the Provost’s letter will contain a full and detailed explanation 19 
of the reasons underlying their decision. 20 

 21 
The candidate may request a conversation with the Provost to discuss the decision, areas of 22 
potential improvement, and the timeline for any subsequent Teaching Professor Review.  23 

 24 

Section 49. Assumption of New Category and Rank. Successful candidates will assume their 25 
new category and rank at the start of the next academic year, or sooner at the discretion of the 26 
Provost. 27 

 28 
Section 50. Subsequent Reviews. Bargaining unit members in the Teaching Professor category 29 
and rank will be awarded an indefinite appointment and will be reviewed on the schedule 30 
described in the Post-Tenure Review sections of Article 20, including the provisions for a 31 
development plan and sixth-year reviews (Sections 32-42).   32 
 33 
 34 
 35 
 36 

APPENDIX ##: UNIT-LEVEL POLICY DEVELOPMENT GUIDELINES 37 
 38 
Review and Promotion (Career and Limited Duration): 39 
 40 

The faculty in each department or unit that employs Career faculty will maintain written 41 

procedures and criteria for the review of Career faculty, which must comport with Article 19 and 42 
the general guidelines below of this Article.  43 
 44 
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Instructional Career Performance Reviews: Criteria for Career instructional performance 1 

reviews should reflect the following: 2 
 3 

• To the extent applicable, Career instructional faculty in evaluating the performance of 4 
teaching, reviews must consider at minimum information from Student Experience 5 
Surveys, peer review(s), and the faculty member's Instructor Reflection surveys and/or 6 
teaching statements for the review window. For instructional Career faculty, student 7 
experience surveys will be offered for all courses with five or more students, which will 8 

be considered in light of the response rate. Instructional Career faculty are expected to 9 
undergo at least one peer review of teaching per review window. The department or unit 10 
will establish a time frame for notification to the Career faculty member before a peer 11 
review is conducted. 12 

• To the extent applicable, Career instructional faculty will be reviewed based on their 13 
service, if assigned. Service is defined in unit level rules and may include activities 14 
performed for the unit, University, field, and community.  15 

• To the extent applicable, Librarians will be reviewed for demonstrated achievement in 16 

their professional roles in the Library. 17 

• To the extent applicable, Iin evaluating the performance of required professional 18 

development activities, the review will consider the availability of professional 19 
development funds, opportunities for professional development, and the Career 20 
instructional faculty member’s efforts to secure funding (if applicable). 21 

• To the extent applicable, the evaluation of scholarship, research, and creative activity will 22 

include an assessment of work quality, impact on the field nationally and internationally, 23 
and overall contribution to the discipline or program. 24 

 25 
Instructional Limited Duration Faculty Performance Reviews: Units that employ instructional 26 

faculty in Limited Duration classifications should establish a performance review framework for 27 
limited duration faculty that aligns with the scope, duration, and duties of their appointments. 28 
Performance reviews for limited duration faculty should typically be informal and conducted 29 

annually, except in cases where units specify otherwise (e.g. Ongoing Pro Tem may be reviewed 30 
every third year). 31 

 32 
Instructional Career Promotion and Continuous Employment Reviews: Criteria for promotion 33 
and continuous employment reviews should reflect the general expectations appropriate to each 34 
category and rank employed by the department or unit, which should be consistent with the 35 
department or units' professional responsibilities policy and must allow for differentiation based 36 

on the particular duties and position descriptions of review candidates. Generally, a sustained 37 
record of excellence in the following areas, as appropriate, is expected:  38 
  39 

• Quality and versatility of teaching: Career instructional faculty must possess the ability 40 
to teach effectively at multiple levels in undergraduate and/or graduate courses but will 41 
be assessed on their effectiveness in the courses they have been assigned to teach.  42 

• Service: Career instructional faculty will demonstrate regular participation in the 43 
business of the department or unit and the University (e.g., committee work).  44 
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• Administrative Duties: Career instructional faculty will demonstrate evidence of 1 
excellence in development and maintenance of any additional administrative duties 2 
assigned to them beyond regular department service.   3 

• Commitment to the profession: Career instructional faculty should demonstrate evidence 4 
of professional activities that help them stay current in both course content and 5 
instructional methodology. Other activities that promote professional growth are also 6 

relevant (e.g., conference and workshop attendance, scholarly activities such as materials 7 
development, development of assessment tools, etc.). 8 

 9 
Research Career Performance Reviews: Criteria for Career research performance reviews 10 
should reflect the following: 11 
 12 

• Career research faculty with research appointments will be reviewed by established 13 
procedures to assess the quality of work performed and the outcomes of their 14 
contributions to the research program. To the extent applicable, the evaluation of 15 

scholarship, research, and creative activity will include an assessment of work quality, 16 
impact on the field nationally and internationally, and overall contribution to the 17 

discipline or program. 18 

• As applicable, Career research faculty will be reviewed based on their service, if 19 
assigned. Service is defined in unit level rules and may include activities performed for 20 

the unit, University, field, and community. 21 

• As applicable, Career research faculty will be reviewed based on their In evaluating the 22 

performance of required professional development activities, the review will consider the 23 
availability of professional development funds, opportunities for professional 24 

development, and the Career research faculty member’s efforts to secure funding (if 25 
applicable). 26 

 27 
Research Limited Duration Faculty Performance Reviews: Units that employ research faculty 28 

in Limited Duration classifications should establish a performance review framework for limited 29 
duration faculty that align with the scope, duration, and duties of their appointments. Review 30 
considerations will typically mirror those of Career research faculty as appropriate. 31 

 32 
Research Career Promotion and Continuous Employment Reviews: Criteria for promotion and 33 

continuous employment reviews should reflect the general expectations appropriate to each 34 
category and rank employed by the department or unit, which should be consistent with the 35 
department or units' professional responsibilities policy and must allow for differentiation based 36 
on the particular duties and position descriptions of review candidates. Position specific criteria 37 
will be based on the most important professional responsibilities as described in a faculty 38 
member’s position description to accommodate a wide range of research activities and 39 
expectations. Evaluations of research faculty funded by sponsored projects will also reflect the 40 
activities that they have been funded to do. All faculty are expected to contribute to the 41 
University's goals regarding diversity, equity, and inclusion. These contributions may be in the 42 
areas of research, teaching, and service activities, as appropriate given the faculty member’s job 43 
duties. Each candidate for promotion and continuous employment reviews should be evaluated 44 
on their own merits. 45 


