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This	document	articulates	the	Department	of	Spanish	and	Portuguese	established	
standards	and	expectations	for	recommending	tenure	and	promotion	to	the	rank	of	
Associate	Professor	and	the	principles	that	the	Department	follows	in	helping	assistant	
professors	to	achieve	that	goal.	We	hope	this	clarifies	the	process	and	provides	useful	
guidance	for	assistant	professors	about	how	to	demonstrate	excellence	and	create	records	
of	scholarly	achievement	worthy	of	a	positive	Departmental	recommendation.	These	
standards	and	expectations	reflect	University	and	Dietrich	School	criteria	as	well	as	the	
norms	of	our	discipline.		
	

I. University	and	Dietrich	School	Criteria	
	
Standards	for	promotion	and	tenure	are	described	in	broad	terms	by	the	University	and	by	
the	Dietrich	School.	Tenured	and	tenure-stream	faculty	should	familiarize	themselves	with	
the	policies	regarding	appointments	and	tenure	set	forth	at	the	University	level,	which	can	
be	found	in	Article	II	of	the	Faculty	Handbook	(with	Chapter	II	describing	the	purposes	and	
obligations	of	tenure,	Chapter	III	describing	general	policies	regarding	appointment	and	
tenure,	and	Chapter	IV	describing	criteria	for	the	different	ranks	in	the	tenure	stream).1	
The	relevant	criteria	for	promotion	to	the	rank	of	associate	professor	at	the	University	level	
are	as	follows:	
	

An	associate	professor	should	possess	a	doctorate	or	appropriate	professional	
degree	and	have	substantial	experience	in	teaching	and	research	or	applicable	
professional	experience.	The	person	should	show	a	capacity	and	will	to	maintain	
teaching	effectiveness	and	the	ability	for	continuing	growth	as	a	teacher,	scholar,	
and	member	of	his	or	her	profession.	[They]	should	also	have	progressed	in	
attaining	eminence	in	a	scholarly	or	professional	field.	An	associate	professor	must	
display	consistently	mature	performance	in	course	and	curriculum	planning,	in	
guiding	and	counseling	students	and	junior	faculty	members,	and	in	participating	in	
the	activities	of	the	University.	

The	Dietrich	School	criteria,	while	more	detailed,	are	also	formulated	in	broad	terms	to	
cover	the	heterogeneity	in	scholarship	among	the	various	departments	of	the	School2:		

Within	the	Dietrich	School	of	Arts	and	Sciences,	tenure	is	awarded	for	demonstrated	
excellence	together	with	the	promise	of	continued	excellence	in	scholarship,	in	
whatever	form	that	scholarship	takes.	Teaching	and	research…the	two	principal	

	
1	https://www.provost.pitt.edu/faculty-handbook/ch2_appt_tenure	
2	https://www.as.pitt.edu/faculty/governance/criteria-promotion-or-appointment-tenured-rank		
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functions	of	the	University,	are	also	the	two	principal	forms	of	scholarship….	
Excellence	in	research	should	not	excuse	incompetence	in	teaching,	and	teaching	
that	is	not	founded	in	scholarship	can	make	no	claim	to	excellence.	

In	judging	excellence,	the	indispensable	ingredient	for	promotion	to	tenured	rank	
should	be	creative	or	intellectual	vitality	as	reflected	in	the	candidate’s	teaching,	and	
in	the	candidate’s	contribution	to	the	advancement	of	knowledge	or	in	his	or	her	
artistic	activity.	Vitality	is	best	revealed	through	the	candidate’s	activities—
classroom	performance,	research,	writings,	artistic	creations.	These	should	be	
assessed	for	the	evidence	they	reveal	of	intellectual	power	and	originality.	
Quantitative	measures	of	productivity	and	popularity,	however	useful,	are	no	
substitutes	for	qualitative	judgments.	Evaluations	of	the	candidate’s	record	of	
achievement	will	be	used	primarily	to	judge	future	promise.	Elements	of	this	
evaluation	shall	include	the	quality	and	originality	of	the	candidate’s	contributions	
to	the	advancement	of	knowledge,	the	candidate’s	status	with	respect	to	the	
standards	of	excellence	in	the	discipline,	and	performance	as	a	teacher.	Tenure	is	
not	a	reward	for	past	services,	but	a	kind	of	contract,	a	lifetime	of	security	in	
exchange	for	a	lifetime	of	continued	creative	scholarship.	

Special	care	should	be	taken	to	establish	achievement	expectations	for	tenure	for	
candidates	whose	work	is	interdisciplinary,	collaborative,	multidisciplinary	or	
translational	in	character,	or	whose	intellectual	contributions	and	innovation	are	
registered	in	part	through	significant	societal	impact,	and	evaluation	processes	
should	take	account	of	unusual	aspects	of	those	expectations.	For	some	cases,	
departmental	tenure	evaluation	committees	may	need	to	bring	in	additional	
expertise	and/or	calibrate	expectations	for	external	references	to	ensure	that	a	
candidate’s	full	breadth	of	achievements	is	evaluated.	

II. Departmental	Criteria	

Most	broadly,	a	recommendation	for	tenure	and	promotion	recognizes	demonstrated	
excellence	and	the	promise	of	continued	excellence.	Consistent	with	the	Dietrich	School	
tenure	guidelines,	the	following	points	deserve	particular	emphasis:	

1. The	award	of	tenure	requires	demonstrated	commitment	to	and	achievement	in	
research,	teaching,	and	service,	with	evidence	of	“intellectual	vitality”	as	the	
“indispensable	ingredient.”	

2. In	assessing	excellence	in	research,	the	Department	is	principally	concerned	with	
the	significance,	quality,	and	originality	of	the	candidate’s	“contributions	to	the	
advancement	of	knowledge.”	

3. Ultimately,	the	recommendation	for	tenure	and	promotion	is	a	judgment	of	the	
tenured	faculty.	The	guidelines	below	are	indicative	of	what	we	expect	in	a	
tenurable	record,	though	they	are	not	requirements	(or	guarantees)	of	one.	
Importantly,	the	department’s	and	the	dean’s	judgment	is	also	informed	by	the	
judgment	of	eminent	scholars	in	the	field,	who	we	ask	to	assess	the	“candidate’s	
status	with	respect	to	the	standards	of	excellence	in	the	discipline.”	While	the	
quantity	of	publications,	the	quality	and	prestige	of	the	outlets,	and	other	metrics	
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such	as	citations	can	be	important	indicators	of	scholarly	significance,	“quantitative	
measures…are	no	substitutes	for	qualitative	judgments.”	

4. Since	tenure	rewards	both	past	performance	and	“future	promise,”	a	positive	
recommendation	reflects	the	Department’s	expectation	that	a	candidate	will	be	
contributing	to	the	excellence	of	our	institution	into	the	future,	through	their	
publications	and	their	intellectual	leadership	in	the	discipline,	as	well	as	through	
their	teaching	and	service.	Scholars	whose	trajectory	seems	unlikely	to	lead	to	
eventual	promotion	to	full	professor	should	not	be	recommended	for	tenure.	

	
	

III. Excellence	in	Research	
	
The	Department	of	Spanish	and	Portuguese	is	strongly	committed	to	the	production	of	
original	and	impactful	scholarly	work	as	judged	by	eminent	scholars	(selected	by	a	
majority	of	the	faculty)	in	the	field.	We	encourage	faculty	members	to	discuss	which	
publication	outlets	are	most	appropriate	for	their	work	with	the	Chair,	their	faculty	
mentors	at	Pitt,	and	mentors	in	the	faculty	member’s	larger	research	community.	At	the	
time	of	the	tenure	decision,	candidates	should	have	produced:	

1. A	complete,	single-authored	book-length	manuscript	that	has	been	accepted	for	
publication,	with	revisions	based	on	external	reports	completed	and	returned	to	an	
academic	press.	

2. Evidence	of	scholarly	activity	beyond	the	book	manuscript.	Examples	of	this	are	
peer-reviewed	articles	independent	from	the	book-length	project,	translations,	book	
chapters,	edited	volumes,	etc.	

3. Evidence	of	significant	progress	on	a	“second	project”	(or	projects)	beyond	the	
doctoral	dissertation.	While	we	evaluate	the	published	record	of	scholarship	to	
assess	a	candidate’s	contributions	to	date	(including	work	published	prior	to	the	
candidate’s	appointment	at	the	University	of	Pittsburgh),	we	also	consider	
unpublished	manuscripts	and	work	in	progress	to	the	extent	that	they	inform	our	
assessments	of	future	promise.	

	
We	also	recognize	that	in	our	discipline	a	candidate’s	publications	might	very	well	be	in	
either	Spanish	or	Portuguese,	though	candidates	should	recognize	that	members	of	
university	committees	may	have	limited	proficiency	in	Spanish	and/or	Portuguese.	Given	
that	scholarly	debates	both	in	the	United	States	and	around	the	world	occur	in	these	
languages	as	well	as	English,	it	is	appropriate	for	some	(or	all)	of	the	candidate’s	work	to	be	
in	Spanish	or	Portuguese.	What	is	important	is	the	quality	of	the	publication	outlet	and	the	
impact	of	the	work,	not	the	language	in	which	the	work	is	written.	
	
Research	funding	(in	the	form	of	fellowships,	grants,	etc.)	is	also	very	desirable	and	
enhances	a	candidate’s	dossier.	Collaborative	funding	is	also	encouraged,	although	not	
essential	at	this	stage	of	a	candidate’s	career.	
	
It	is	important	to	note	that	while	many	professional	activities	that	contribute	to	a	
candidate’s	professional	profile,	including	invited	lectures,	other	grants,	awards,	
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fellowships,	and	the	creation	of	databases	strengthen	a	case,	they	are	not	required	and	
cannot	substitute	for	scholarly	publications.	
	

IV. Excellence	in	Teaching	
	
The	University	expects	candidates	promoted	to	associate	professor	to	have	the	“ability	for	
continuing	growth	as	a	teacher”	and	to	“display	consistently	mature	performance	in	course	
and	curriculum	planning”	and	in	“guiding	and	counseling	students.”	As	with	research,	the	
Dietrich	School	expects	candidates	to	demonstrate	“intellectual	power	and	originality”	in	
their	teaching,	nothing	that	“teaching	that	is	not	founded	in	scholarship	can	make	no	claim	
to	excellence.”	In	evaluating	teaching	excellence,	the	Department	sets	out	the	below	
expectations:	

1. Candidates	should	have	taught	a	range	of	courses	that	reflect	their	research	
interests	and	contribute	to	the	larger	mission	of	the	Department.	Ideally,	candidates	
will	have	taught	at	a	variety	of	levels	(introductory	courses,	upper-level	courses,	
graduate	courses,	etc.),	but	this	may	not	be	possible	due	to	departmental	needs.	

2. We	acknowledge	that	there	are	many	successful	teaching	styles	and	approaches.	At	
a	minimum,	we	expect	all	candidates	to	be	organized,	fair,	accessible,	and	engaged	in	
their	teaching.	Candidates	can	document	these	qualities	and	demonstrate	teaching	
excellence	in	various	ways,	including	through	innovative	syllabi,	lecture	materials,	
assignments	and	assessments;	through	creativity	in	course	design;	and,	through	
positive	peer	and	student	assessments.	

3. Candidates	should	demonstrate	experience	and	capability	in	mentoring	and	
advising	students.	This	will	take	different	forms	at	the	undergraduate	and	graduate	
levels,	but	might	include	serving	on	BPhil	or	MA	thesis	committees,	dissertation	
committees,	acting	as	a	teaching	or	research	mentor,	leading	co-curricular	or	extra-
curricular	projects	or	programs,	etc.	

	
Candidates	for	promotion	demonstrate	their	teaching	effectiveness	through	a	teaching	
dossier.	Such	dossier	must	contain	evidence	of	a	process	of	self-assessment	(teaching	
statement)	and	a	process	of	peer-	and	student-evaluations	of	teaching.	Faculty	are	
encouraged	to	discuss	the	creation	and	components	of	this	dossier	with	the	Chair	as	well	as	
their	faculty	mentor.	
	

V. Excellence	in	Service	
	
In	determining	excellence	in	service,	the	Department	looks	for	evidence	that	candidates	are	
engaged	members	of	their	professional	communities	(department,	university,	discipline)	
and	for	a	record	or	promise	of	contributing	to	the	common	good.	The	Department	expects	
faculty	to	participate	in	departmental	activities	and	events	and	be	active	and	engaged	
members	of	the	academic	community,	including	graduate	student	and	undergraduate	
student	events.	We	recognize	that	candidates’	engagement	and	contributions	can	take	
many	forms	and	that	candidates	at	this	level	are	typically	protected	from	significant	service	
obligations.	
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The	University	expects	that	candidates	recommended	for	tenure	and	promotion	will	
display	“consistently	mature	performance”	when	“participating	in	the	activities	of	the	
University.”	As	the	Department	values	equity,	diversity,	and	inclusion	and	seeks	to	create	
an	environment	wherein	all	members	of	our	community—faculty,	staff,	and	students—are	
valued	and	respected	by	others,	we	interpret	this	to	include,	minimally,	professional	
discourse	and	behavior	and	a	willingness	to	perform	service	work	constructively	and	
conscientiously.	
	

VI. Tenure	Procedures	
A. By	February	1	in	the	semester	before	the	tenure	candidate’s	dossier	is	to	be	

sent	out,	the	chair	of	the	department	will	appoint	a	tenured	faculty	member	
to	chair	the	tenure	case	or	will	take	on	this	responsibility	themself.	

B. By	the	end	of	February	in	the	semester	before	the	dossier	is	to	be	sent	out,	
the	department	chair,	chair	of	the	tenure	committee,	and	the	tenure	
candidate	will	meet	with	the	Faculty	Actions	Coordinator	to	review	the	
necessary	elements	of	the	dossier,	go	over	department	and	Dietrich	School	
deadlines,	etc.	

C. Selection	of	external	reviewers:	
1. By	April	1	in	the	semester	before	the	dossier	is	to	be	sent	out,	the	chair	of	

the	committee	will	ask	the	candidate	to	submit	a	list	of	at	least	5	names	of	
scholars	to	serve	as	external	reviewers.	These	constitute	the	“candidate’s	
list.”	The	candidate	may	also	submit	a	list	of	scholars	to	not	ask,	along	
with	reasons	for	their	exclusion.	The	Department	Chair,	in	consultation	
with	the	chair	of	the	tenure	committee,	will	select	3	names	from	the	
candidate’s	list.	

2. Each	tenured	faculty	member	will	be	asked	to	submit	up	to	5	names	to	
the	chair	of	the	committee	for	inclusion	on	the	“department	list.”	The	
chair	of	the	committee	will	tabulate	the	names	submitted	by	the	faculty,	
order	them	from	most	suggested	to	least,	and	propose	a	list	of	reviewers	
(and	alternates)	to	the	tenured	faculty	for	approval.	All	external	
reviewers	must	be	approved	by	the	Department.		

3. If	the	approved	department	list	is	exhausted	before	a	sufficient	number	of	
external	reviewers	have	agreed	to	serve,	the	Department	Chair	will	work	
with	the	committee	chair	to	solicit	additional	reviewers.	However,	since	
scholars	often	do	not	respond	to	(or	decline)	evaluation	requests,	the	
“department	list”	should	contain	a	significant	number	of	scholars	beyond	
the	minimum	number	of	letters	required	by	the	university.		

4. Ultimately,	it	is	the	Department	Chair’s	responsibility	to	select	the	names	
for	the	“department	list,”	but	this	decision	should	be	reflective	of	the	
discussion	in	the	faculty	meeting	and	ensure	that	the	department	is	
selecting	reviewers	who	are	experts	in	the	candidate’s	research	area.	

	
VII. The	Tenure	Vote	

	
A. The	Dietrich	School	bylaws	state,	“A	department	recommendation	in	favor	of	

promotion	to	tenured	rank	shall	normally	reflect	a	consensus	of	the	department’s	
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faculty.	At	a	minimum,	such	a	recommendation	must	be	supported	by	a	majority	of	
the	voters	of	those	who	have	participated	in	departmental	deliberations.”	The	
tenured	faculty	will	recommend	promotion	with	tenure	if	a	simple	majority	of	those	
voting	vote	in	favor.	Any	tenured	faculty	member	who	votes	no	is	entitled	to	send	a	
minority	report	directly	to	the	Dean;	if	more	than	one	tenured	faculty	votes	no,	
those	individuals	should	collaborate	on	a	joint	minority	report.	

B. The	vote	to	recommend	tenure	and	promotion	shall	be	by	secret	ballot.		
C. The	Chair	of	the	department	will	summarize	the	meeting	in	a	cover	letter	

forwarding	the	tenure	and	promotion	dossier	to	the	Dean.	If	the	Chair	of	the	
department	dissents	from	the	vote	of	the	tenured	faculty	(or	abstains),	the	tenured	
faculty	should	be	informed	in	a	timely	fashion	so	that	a	faculty	member	who	voted	
in	support	of	the	case	can	accompany	the	Chair	to	the	meeting	with	the	ad	hoc	
committee.	In	this	case,	the	Chair	must	share	the	reasons	for	their	vote	in	writing	no	
later	than	10	days	after	the	department	vote	so	the	tenured	faculty	in	support	of	the	
case	can	represent	the	candidate	effectively	before	the	Dean’s	ad	hoc	committee.	

D. The	Chair	will	orally	summarize	the	meeting	for	the	candidate.	Deliberations	among	
the	tenured	faculty	are	strictly	confidential.	

	
	

VIII. Department	Responsibilities	
	
The	department	has	established	the	following	guidelines	to	help	ensure	that	all	assistant	
professors	receive	the	support	they	need	to	achieve	a	positive	departmental	
recommendation	on	tenure	and	promotion.	Candidates	have	the	responsibility	to	ask	for	
clarification	or	further	guidance	on	any	matters	discussed	in	this	document	from	the	
Department	Chair	and	their	faculty	mentors.	

A. We	only	hire	candidates	who	we	collectively	believe	have	the	potential	to	earn	
tenure	(and,	eventually,	promotion	to	full	professor).	Faculty	members	should	
express	reservations	about	candidates'	potential	in	this	respect	during	the	hiring	
process.	by	voting	to	extend	an	offer,	the	Department	is	expressing	its	shared	
expectation	that	a	new	hire	will	earn	tenure	and	its	shared	commitment	to	
providing	all	appropriate	support	and	encouragement.	

B. Each	newly	hired	faculty	member	will	be	assigned	a	mentor	by	the	Chair	in	
consultation	with	the	newly	hired	faculty	member.	This	person	will	offer	advice	on	
departmental	processes	and	expectations,	including	expectations	for	tenure,	and	
suggestions	for	potential	sources	of	support	for	research	and	teaching,	within	and	
beyond	the	university.3		
1. Mentors	should	meet	formally	at	least	once	per	semester	with	assistant	

professors.	
2. Mentors	should,	with	the	Chair,	clearly	and	faithfully	convey	the	results	of	

annual	departmental	evaluations	to	assistant	professors.	

	
3	See	the	Dietrich	School	statement	on	mentoring:	https://www.as.pitt.edu/faculty/policies-and-
procedures/faculty-
mentoring#:~:text=All%20new%20and%20new%20to,be%20appointed%20a%20mentor%20annually.		
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3. Any	assistant	professor	may	request	a	change	of	mentor	from	the	Chair	without	
explanation.	

4. Assistant	professors	are	encouraged	to	find	informal	mentors	in	other	
departments,	within	and	beyond	Pitt.	

C. Annual	Review	
1. Since	tenure	evaluations	require	the	collective	judgment	of	the	tenured	faculty,	

the	tenured	faculty	will	meet	annually	to	generate	feedback	for	all	assistant	
professors	on	their	progress	toward	tenure	and	promotion.	

2. The	tenured	faculty’s	feedback	will	be	conveyed	to	each	assistant	professor	in	
the	annual	evaluation	letter,	as	recommended	in	the	Provost’s	guidelines	for	
faculty	evaluations.4	

3. The	Department	Chair	(ideally	with	the	faculty	mentor	present)	will	also	meet	
annually	with	each	assistant	professor	to	discuss	progress	toward	tenure.	

D. Third-year	Review	
1. All	candidates	should	review	the	Dietrich	School’s	policies	on	the	third-year	

review.5	
2. Every	member	of	the	tenured	faculty	will	carefully	review	the	dossiers	of	all	

candidates	for	renewal	in	the	third	year.	Faculty	members	should	frankly	
express	any	doubts	about	a	candidate’s	progress	toward	tenure	(at	the	third-
year	review)	so	that	their	criticisms	can	be	fully	discussed	and	evaluated.	A	
positive	departmental	vote	on	renewal	indicates	a	collective	judgment	that	a	
candidate	has	a	reasonable	likelihood	of	earning	a	positive	recommendation	for	
tenure	and	promotion.	If	the	faculty	considers	a	candidate’s	chances	of	earning	a	
positive	recommendation	slim,	it	should	not	vote	to	renew	the	candidate’s	
contract.	

3. Following	the	faculty	meeting	discussing	candidates	up	for	third-year	review,	
the	Chair	will	write	a	letter	to	the	Dean	summarizing	the	discussion	and	making	
a	recommendation.	The	Chair	will	also	share	this	letter	with	the	candidate	and,	
along	with	the	faculty	mentor,	set	up	a	meeting	with	the	candidate	to	discuss	it.	

E. Department	Governance	
1. Assistant	professors	are	encouraged	and	expected	to	play	an	active	role	in	

departmental	governance	and	program	building.	We	value	all	faculty	members’	
perspectives	and	input	in	steering	the	direction	of	the	Department	and	strongly	
encourage	assistant	professors	to	be	active	participants	in	discussion	and	
decision	making	in	committees	and	faculty	meetings.	

2. We	expect	all	faculty	members	(of	all	ranks)	to	treat	each	other	with	respect.	
3. The	tenured	faculty	judge	promotion	cases	on	the	merits,	and	all	tenured	faculty	

members	have	a	responsibility	to	uphold	this	norm	in	our	discussions	and	
deliberations	and	to	hold	others	to	it.	

	
4	https://www.provost.pitt.edu/annual-review-faculty.		
5	https://www.as.pitt.edu/faculty/governance/departmental-procedures-concerning-first-appointment-
third-year-review-and#:~:text=is%20not%20satisfactory.-
,Third%2DYear%20Review,designed%20with%20this%20in%20mind.		
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4. The	investment	of	time	required	to	achieve	excellence	in	research	and	teaching	
at	the	start	of	a	career	is	such	that	assistant	professors	should	be	protected	from	
unduly	burdensome	committee	assignments.	Any	concerns	about	service	
burdens	should	be	discussed	with	the	faculty	mentor	and	the	Chair	at	the	time	
the	request	is	made.	Chairs	and	mentors	recognize	that	discussion	about	such	
concerns	are	appropriate	and	routine,	and	assistant	professors	recognize	that	
raising	a	concern	does	not	guarantee	relief	from	a	particular	service	request.	

5. In	no	instance	should	diversity	of	committee	membership	be	invoked	to	justify	a	
disproportionate	service	expectation	on	the	part	of	any	faculty	member	of	any	
rank.	

	
	
	
	
	


