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Process:

Assistant Professors are usually considered for promotion to tenure in their 6th year on the
tenure clock. Candidates can also be considered for early promotion. The decision process
begins in the late spring/early summer of the previous academic year, when a Promotion
Committee is appointed by the Department Chair and the candidate for promotion is asked
to compile a tenure dossier and a list of suggested external referees. The candidate
presents a departmental colloquium early in the fall term of the year they go up for tenure.
This is followed within a few weeks by a meeting of the tenured faculty to discuss the case.
Following procedures specified by the Dietrich School for conducting a review of
promotion cases, eligible faculty will vote on whether to recommend the candidate for
promotion. Faculty eligible to vote will be those holding voting rights within the Dietrich
School and a primary appointment in the Department of Psychology at a higher rank than
the individual being considered for promotion. A two-thirds majority of “yes” votes is
required for the Chair to recommend the promotion in his or her role as Chair. As specified
by the Dietrich School, if the Chair’s personal opinion on the case differs from the
recommendation based on the faculty vote, they will provide two letters — one as Chair and
one as a faculty member. Additionally, if there are a substantial number of votes against the
recommendation based on the faculty vote, the Chair may ask another member of the
Department to write a summary of the minority viewpoint.

Promotion Committees: For the promotion of faculty in the tenure stream, the Chair, in
consultation with relevant Program Chair(s), will select a committee of three faculty of the
appropriate rank to supervise the promotion process within the department, including
gathering the relevant documentation, compiling a list of potential outside referees (as
relevant), and presenting the completed case to the faculty.

Criteria:



The three pillars of tenure in the Department of Psychology are research,
teaching/mentoring, and service/citizenship. Each tenure case is a unique combination of
these pillars and reflective of many individual differences that can influence the tenure
dossier. These include years of postdoc experience, publication record prior to entering the
department, research interests and style, data collection and analysis demands,
collaboration and funding opportunities, scope of scholarly community within the
discipline, teaching style, and service preferences. For this reason, the department uses a
holistic evaluation approach that considers but does not rely upon quantitative metrics,
and forms faculty mentoring committees to help navigate the trajectory towards tenure.
The information below should be contextualized by discussions with faculty mentors and
the Chair. The Assistant Professor Handbook has additional helpful information. Most
importantly, the Chair provides formal feedback on the tenure trajectory and faculty
performance through annual letters and a letter summarizing the 3rd year review outcome.
Careful attention should be given to this feedback and if concerns are raised, corrective
efforts should be taken.

I. RESEARCH

The candidate must demonstrate evidence of an independent, coherent, theoretical,
productive, and impactful program of research.

Key indicators: research narrative, publications and grant track records, external
recognition

Research narrative:

* You must develop a scholarly identity, as exemplified by a clear and compelling program
of research with theoretical import that brings together your past work, the research you
conduct during your pre-tenure years, and the work you are likely to conduct in the future.
You will articulate this identity in the research statement you submit with your tenure
portfolio.

¢ As you progress through the pre-tenure years, it is important to keep the big picture of
your scholarly identity in mind. Be mindful about how many research directions you choose
to pursue independently and collaboratively, and how these directions interrelate to each
other.



Publications:

* Most new faculty continue some work with former advisors, especially in their first few
years as previously acquired data moves forward to publication. The department also
welcomes faculty to selectively pursue collaborations that are of interest and synergistic
with the individual’s primary program of research. At the same time, it is important to be
mindful that the greatest weight will be placed upon first/senior-authored papers published
in the pre-tenure period without former mentors. Such papers are critical to establishing an
individual’s scholarly independence and future promise, the foremost criteria for tenure,
and they should be predominantly featured in the tenure dossier. Thus, it is important to
prioritize work most likely to lead to such publication outcomes.

e Successfulindividuals tend to publish 13-20 journal articles with a Pitt affiliation during
their pre- tenure years, with 9-13 of these as the first or senior author. Aim high in
submitting your best work for publication. Generally, at least half appear in Scopus journals
rated in the top 10% for impact, although this pattern does vary, especially for those with
specialized research areas.

¢ Publications with a Pitt affiliation tend to accelerate across time, with 1-3 publications
emerging in each of the first four years, and 3-6 in years 5 and 6 (the last of which often
appear as “in press” publications when the dossier goes out for review).

Grants:

¢ Grant success provides evidence of the ability to articulate a coherent and impactful
program of research, and it is an indicator that the scholarly trajectory will continue after
tenure. It can be valuable to collaborate on a grant with another faculty member. However,
be mindful that your intellectual contributions are clear and that such collaborative work
does not interfere with the progression of your primary and independent program of
research.

¢ Pitt has several internal small-grant competitions each year. Internal competitions
provide an opportunity to develop grant-writing skills, conceptualize the beginning of a
larger project and fund collection of pilot data, and establish an early track record of
funding success. But success with internal funding should not slow down efforts to secure
independent external funding.

¢ Typically, at least one NIH, NSF, or large foundation grant proposal should be submitted
before the 3rd year review. Faculty mentors should be consulted about the wisdom of
pursuing small (e.g., R21, R03) versus large (e.g., RO1) grants.



¢ Grant funding is not a formal requirement for tenure, but in practice all faculty who have
received tenure in the past 10 years had obtained significant grant funding ($100,000+) at
the time their case was reviewed. In almost all cases, this funding included at least one
external federal or foundation grant with Principal Investigator (PI) status.

External recognition:

e [t is important to demonstrate that you are having an impact on the field. This comes in
part from considering factors such as citation frequency and publication outlets, but it also
comes from evidence of external recognition. Examples of such recognition include
awards, invited talks or symposium contributions, membership on an editorial board,
invitations to review grants, and service to a professional society.

¢ Over the past 10 years, about half of our successful tenure candidates had received a
major award, the majority were on at least one editorial board or committee of a
professional society, and nearly all had delivered at least one invited talk or symposium
presentation at the time their case was reviewed.

Il. TEACHING AND MENTORING

The candidate must demonstrate evidence of excellence in classroom instruction and
research mentorship.

Key indicators: quality of instruction, professional development of teaching, quality of
research mentorship

Instruction:

¢ Instructional quality is evaluated using multiple measures. On an annual basis, all faculty
report on their current teaching practices via a checklist and on specific efforts to improve
teaching quality, in addition to receiving student evaluations in every course. For tenure
evaluation, consideration includes more data sources: letters based upon structured
classroom observations and materials review by members of the department’s Teaching
Evaluation Committee; senior faculty review of teaching portfolios that include course
syllabi, other teaching materials (e.g., sample activities, assessments, projects, lecture
slides), and review of descriptions of efforts to improve teaching (e.g., workshops, mini-
grants, conferences, changes tested); and student evaluations of courses.

* The department uses rubrics for the annual evaluations, the classroom observations, and
the evaluation of teaching portfolios. Note that the rubrics indicate both what is expected



of everyone and what is recognized as being exemplary/leader-like in instruction. Meeting
what is expected of everyone is adequate; but excellence is noticed and can contribute to
an overall evaluation of contributions/performance. To locate the most current versions of
the rubrics, check the link provided in the Assistant Professor Handbook.

¢ Faculty in the department typically achieve student course ratings of 4.3-4.7 on a 5.0
scale for smaller courses and above a 4.0 on larger courses, although itis common for
ratings to be lower the first time teaching a course. Also note that the department is aware
that student course ratings are not always a good index of student learning and can be
biased; accordingly, these ratings are treated as one of many sources of evidence reflecting
teaching quality.

Professional development:

* There are many opportunities for participation in professional development around
teaching, including Center for Teaching and Learning workshops, dB-SERC meetings, and
teaching lunch and learns or roundtables in the department. It is normative to attend at
least one per year. Participation in an extended form of professional development is
recommended at some point in the 2nd - 4th year (e.g., the Writing in the Disciplines
seminar, engagementin a dB-SERC project, or completion of the Diversity and Inclusion
Certificate Program). However, this should not be done at the expense of strong research
progress.

Quality of research mentorship:

* The department has clear expectations for graduate students and their advisors. These
are summarized in the departmental Graduate Student Handbook and should be regularly
reviewed. Student success is one indicator of successful research mentorship, including
whether your trainees are making satisfactory progress towards their degree, moving
research projects forward to conference and journal submissions, and pursuing
fellowships or awards. An annual survey invites students to give the Chair confidential
feedback about their advisor. As part of the 3™ -year evaluation and tenure process, an
anonymous and confidential survey gives all active graduate students an opportunity to
provide input on the quality of mentorship provided by the candidate, based on interactions
that may include direct advising, graduate instruction, teaching mentorship, membership
on milestone committees, etc. As part of the annual and 3rd year evaluation processes,
student feedback will be conveyed to you in a way that preserves student confidentiality,
unless a student has waived this right.



¢ Faculty are not required to mentor undergraduates in research, but in practice faculty
typically begin accepting undergraduates into their labs in their 1st or 2nd year, retain
strong students for 1-2 years, and often mentor such students through the successful
completion of an Honors or BPhil thesis. As a result, most faculty will have advised 2-3
Honors/BPhil students by the time they come up for tenure, and some will have included
an undergraduate as a co-author on a conference abstract or (more rarely) a journal
submission.

¢ Faculty are not required to have served as a primary graduate student advisor before

coming up for tenure, as there are other ways to demonstrate research mentorship. In

practice, those coming up for tenure are typically serving as the primary advisor for 1-3
graduate students at various stages of training. They have typically served on at least 3
milestone committees for students advised by other faculty members.

lll. Service
You must demonstrate a commitment to the University as an intellectual community.

Key indicators: departmental/university service, adherence to professional norms,
evidence of positive contributions to the departmental/university climate

Departmental and university service:

¢ All faculty are expected to regularly contribute a portion of their time in service to the
department, with the amount determined by the Psychology Department Workload Policy.

¢ Assistant Professors usually do both program service (e.g., helping to coordinate the
program brown bag series, assisting with graduate student recruitment) and serve on
departmental committees. Service on university committees is less common, but those
with cross-appointments or highly interdisciplinary programs of research may have some
form of service beyond the department. Membership on 2-5 faculty committees within or
beyond the department is generally considered adequate.

¢ Assistant Professors usually contribute disciplinary service in the form of journal and/or
grant reviewing, but some make more substantial, e.g., contributing leadership to a
professional society. This is valued, but should be balanced with continued institutional
service.



Contributions to the departmental and university climate:

¢ Faculty are expected to exhibit professional behavior that is respectful of individual
differences and compliant with the policies of the University. Faculty are also expected to
be familiar with and follow the Principles and Code of Conduct of the American
Psychological Association.



