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I. INTRODUCTION 
 
The purpose of this document is to provide direction and guidance to the 
Physical Education, Health and Recreation Department (PEHR) with regard to 
the policies and procedures critical to its operations. 
 
These policies and procedures have been developed specifically for PEHR, and 
they conform and are subordinate to Eastern Washington University Policies and 
Procedures, College of Arts, Letters, and Education (CALE) Policies and 
Procedures, and the EWU/UFE Collective Bargaining Agreement (CBA). 
Reference to relevant sections of the CBA has been made at various points in 
this document. Upon approval by the voting PEHR faculty and staff, the Dean of 
CALE, and the Chief Academic Officer, this document will take effect and be 
distributed to all faculty and staff of the department.  
 
A committee was formed spring 2014 to start the updates of our prior P and P 
manual.  After initial progress and faculty meetings, various votes were 
conducted on promotion, retention and tenure topics ranging from student 
evaluation scores to minimums for scholarship and publications.  A draft 
document was distributed for faculty comments and recommendations.  The 
committee then met for final edits and incorporation of recommendations and 
comments received from the faculty.  The manual was distributed to the faculty 
for final approval February 3, 2015. 
 
The PEHR Department wishes to thank the following committee members for 
their time and efforts: 

Susan Beam 
Christi Brewer 

Matt Chase 
Alan Coelho 

Jon Hammermeister 
Jeni McNeal 

Emily Messina 
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II. DEFINITION OF ADEQUATE TEACHING AND INSTRUCTIONAL 
WORKLOAD, SCHOLARSHIP/RESEARCH AND SERVICE  

 
The workload of all tenured and tenure-track faculty will include a combination of 
teaching, scholarship and service. The composition of these professional duties 
and responsibilities for an individual faculty member in an academic year will be 
determined by the faculty member and chair, and approved by the dean, as 
described below. Workload will be composed of eighty percent (80%) teaching, 
equivalent to thirty-six (36) credit hours of lecture/demonstration course 
instruction during an academic year, and a combination of scholarship and 
service that accounts for the remaining twenty percent (20%) of the faculty 
member’s professional responsibilities. Variances in the ratio of teaching to 
scholarship and service may be due to accreditation requirements; assigned time 
for administrative responsibilities; the extent of research and service activities as 
defined in FAPs; and teaching productivity from special faculty within the college. 

 
Student Advising  

Student advising is considered a part of a faculty member’s normal 
teaching load.  Faculty members with advising responsibilities greater 
than those associated with a typical teaching load of 36 credits may be 
assigned additional workload credit for advising as determined by 
agreement between the faculty member, department chair, and dean. 
 

Special and Quarterly Faculty Teaching Workload. 
Unless otherwise specified in the special or quarterly faculty member’s 
letter of appointment, workload for such faculty members consists 
solely of instruction.  The teaching load for special faculty will be forty-
five (45) credits per academic year.  Special or quarterly faculty 
members assigned duties other than teaching will be given a reduced 
teaching load to reflect the extent of their additional duties. 

 
 
III. STANDARDS, EXPECTATIONS AND EVALUATION PROCEDURES 

FOR RETENTION, TENURE AND/OR PROMOTION, AND POST 
TENURE MERIT REVIEW FOR FULL PROFESSORS  

 
At the time of appointment, during the FAP creation process, and at each 
evaluation to tenure, faculty will be informed by the PEHR Chair about 
performance expectations and criteria for retention, tenure, and promotion. 
Faculty members are responsible to pursue clarity of presentation with regard to 
performance expectations.  Decisions about faculty retention, tenure, and 
promotion will be made on the basis of the articulated performance expectations.  
All faculty members should look to the CBA, College Policies and Procedures 
(CPP), the PEHR Department Policies and Procedures (DPP), and their own 
faculty activity plans and annual evaluations for the articulated expectations and 
criteria.  
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A. Promotion from Lecturer to Senior Lecturer 

 
Promotion to Senior Lecturer requires the candidate to be recommended 
by the PEHR Department Chair (CBA 4.6.2). This should be completed 
before preparing a portfolio, including a checklist provided by the dean’s 
office. Special faculty duties focus mainly on teaching, however the Letter 
of Appointment may address and adjust the balance between teaching 
and non-teaching duties. When appropriate, lecturers with administrative 
duties will be evaluated per their annual management goals and 
objectives.  Occasionally, a lecturer will have combined teaching and 
administrative duties.  In these cases, both areas will be evaluated 
proportionate to the weight specified in their annual workload. The 
portfolio will require: 
 
• Checklist from the dean’s office. 
• A current vita 
• Letters of Appointment for each year 
• Annual Evaluation Acknowledgment 
• Documentation for evaluation of teaching: 

 
o Student evaluations from every class over the last three quarters, 

including all transcribed student comments from each of the three 
quarters. 

o Peer evaluations (at least one from the evaluation period) 
 

Other evidence can be included. CBA 4.6.2 states, “If, following a 
thorough review and based on curricular need, the application is 
recommended by the department personnel committee and chair, it will be 
forwarded for consideration by the college personnel committee (if 
applicable), the Dean, the Chief Academic Officer and the President. If 
approved, the faculty member shall be awarded promotion to Senior 
Lecturer/Senior Library/Senior Clinical Associate.” After six years in the 
rank of senior lecturer, the minimum appointment will be increased from 
two years to three.  
 
 
B. Promotion from Assistant Professor to Associate Professor 

with Tenure 
 

Tenure is awarded concurrently with promotion to the rank of Associate 
Professor for faculty on probationary contracts. A higher level of 
expectation exists for promotion to Associate Professor than for the 
original appointment to Assistant Professor. The terms of the faculty 
activity plan will require that the candidate demonstrate evidence of 
effective teaching, scholarship, and service.   
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The criteria for retention, promotion and tenure constitute the expectations 
of the Department of Physical Education, Health and Recreation with 
regard to faculty activity plans.  However, in an effort to accept and 
promote specific and individual faculty interests and abilities, faculty may 
bring forward for consideration to the DPC and chair, in writing, alternative 
activities under any of the three main categories (teaching, scholarship, 
and service).   Criteria for acceptance of the alternative activity includes 
approval by the DPC and Department Chair, in writing, that the activity is 
of equitable value to the activity it replaces.  Presentation of the alternative 
activity by the faculty member must be made prior to the establishment of 
the faculty’s activity plan or revision of their yearly plan.  Teaching remains 
the single most weighted category. 
 

 
1. TEACHING EFFECTIVENESS 

 
a. Student Evaluations 

   
Teaching effectiveness will be determined via the average of 
Question 6 on the standard university evaluation form (3.75 
minimum average on a 5 point scale). Documentation will 
also include all transcribed student comments from the 
previous four quarters, (not including summer) and 
unsolicited notes, cards, and letters from current and 
previous students. 

 
b. Peer Classroom Observations 
 
A senior faculty member will serve as a mentor throughout 
the probationary period.  Both the mentor and probationary 
faculty are required to complete the following activities (a 
total of 10 evaluations, 9 with the mentor).  All evaluations 
will be included in the candidate’s portfolio:  

 
• First and second years:  a total of six peer classroom 

observations are required, one every quarter for the 
first two years (not including summer).  These 
evaluations should be formative in nature. 

 
• Third and fourth years:  a total of two peer classroom 

observations are required, one each year (not 
including summer).  These evaluations should be 
formative in nature. 
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• Fifth and Sixth years:  a total of two peer classroom 
observations are required, one each year (not 
including summer).  These evaluations should be 
summative in nature with one obtained from a tenured 
faculty, other than the mentor. 

 
c. Advising Record 
 
Faculty will schedule a minimum of four hours per week for 
advising purposes.  Documentation can include examples of 
advising to students, number of students on advising list, etc. 
 
The advising record may include supervision of non class-
related undergraduate student projects, for example, 
participation in the Undergraduate Research Symposium. 
 
Faculty will document a successful record of graduate 
advising, if applicable, to include:  thesis advising, project 
advising, and advising of the comprehensive exam process. 

 
 

Other sources for judgment of teaching effectiveness by evaluators 
may include but are not limited to: 
 

d. development of new coursework as related to program 
needs, new organization of courses, the application of 
new teaching and evaluation strategies, and evidence of 
professional development in the area of teaching. 

 
e. development of new coursework as related to off-campus 

programs, on-line education, outreach, special programs, 
etc. offered through a variety of instructional formats. 

 
f. a record of continuous scholarly accomplishment 

indicative of a growing reputation for contributions to the 
discipline or professional field and predictive of ability to 
achieve future disciplinary recognition through 
appropriate external review processes. 

 
 

2. PROFESSIONAL AND SCHOLARLY ACTIVITY 
 
Professional and scholarly activity enables faculty members to 
acquire and maintain expertise within their disciplines and, where 
appropriate, across disciplines.  It enhances their abilities to 
engage students both in gaining knowledge of their disciplines and 
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in developing the skills by which that knowledge is acquired.  
Professional and scholarly activity takes diverse forms depending 
upon each faculty member and upon each discipline.  For the 
purpose of retention, tenure or promotion, the common criterion for 
all faculty members are that professional and scholarly activity must 
be demonstrated in such a manner that it can be observed and 
evaluated by their peers. 
 
Qualifications for Professional and Scholarly Activity 
 

a. Publications:  
  

o (3) peer-reviewed publications as a first or second 
author.   

o (3) additional scholarly publications which may 
include, but is not limited to: 
§ self-study for accreditation 
§ additional peer-reviewed publications as third 

or fourth author 
§ non peer-reviewed professional journals or 

trade magazines (first or second author) 
§ book or book chapter (in cases where the 

candidate believes the book or book chapter 
has undergone an editorial process on par with 
peer-reviewed work, the candidate may submit 
a written request for consideration in the peer-
reviewed category).  This written request is to 
be submitted to the PEHR DPC and Chair for 
approval.  Both the DPC and Chair will respond 
in writing. 

 
b. Presentations: 
 

A minimum of two peer-reviewed oral presentations to 
be completed at the international, national, state, or 
regional level, which may include a keynote address. 

 
c. Additional peer-reviewed activities: 
 

Choose a minimum of two peer-reviewed activities 
from the following list: 

• Posters (first or second author) 
• Workshops 
• Panel Discussions 
• Publications 
• Additional presentation from 2b 
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d. Grants 
 

External research grant submission or (1) awarded 
internal grant at $1000 or more. 

 
e. Maintenance of Appropriate Credentials (if applicable) 

 
 

3. SIGNIFICANT SERVICE ACHIEVEMENTS 
 

Service activities can fall into three general categories: university, 
community and professional. University service is work for the 
department, the college or the university as a whole.  Faculty 
members have an obligation to accept their share of responsibilities 
for the governance of the institution.  Committee membership by 
itself is not a primary indicator of service; active participation in the 
committee's work is the standard for evaluation.  Examples of this 
type of service are university, college and departmental 
committees; support to student clubs and student co-curricular 
activities; and contributions to other university organizations. 

 
Community service relates to the non-academic sector, especially 
areas related to one's professional expertise.  Examples might 
include contributions as a consultant in a professional setting, 
speaking engagements, service on advisory boards and 
committees, and other similar activities.   

 
Service to the profession includes activities that contribute to an 
academic discipline but do not require scholarly/creative 
preparation and performance and, therefore, are not justifiably 
listed under professional and scholarly activity. 

   
Membership: 
Faculty must be a member of at least one national professional 
organization, if one exists in the faculty member’s areas of 
expertise, for each year of employment at EWU. 

 
Professional Service:   
There must be evidence of involvement with committees and/or 
service to at least the state level of a professional association.  If 
this is not attainable, there must be evidence that offers were made 
to serve or assist. 
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Community Service: 
Service to the community will be considered in the evaluation 
process with some of the following factors being considered in the 
evaluation process.  This may include, but is not limited to the 
following: 
 
• Contributions as a consultant in a professional setting or 

speaking engagements, or service on advisory boards or 
committees.  There should be evidence of this type of service 
for two or more every three years. 

 
Committee Service: 
Faculty members are expected to participate in the shared 
governance structure of the university.  They meet their 
responsibilities of furthering the academic and student service 
needs of their programs and of students, in part, through their work 
in the various committees within the university.  The chair of the 
department may request or appoint faculty to serve on certain 
committees within the department, college, or university. 
 
• Must serve on at least one university committee each year for at 

least two years and two department committees each year. 
• The faculty member will be expected to be a member of the 

PEHR Department Graduate faculty, if the faculty member has a 
doctorate degree.  
 

The following are suggestions to establish the record of service: 
o Demonstration of Committee Services 
o Attend committee meetings regularly. 
o Keep notes of what takes place at meetings, university 

committees and so forth.  Report back to department faculty 
as deemed appropriate, to keep the faculty informed, 
concerning the meetings and committees you attend. 

o Proof of participation and attendance. 
 

In accordance with the CBA, faculty may be hired with tenure at the 
rank of either Associate Professor or Professor. (CBA 3.7) 
 

C. Promotion from Associate Professor to Professor  
	  

The rank of Professor signifies the highest level of professional 
accomplishment and is not conferred without a thorough consideration of 
performance. The decision to promote an Associate Professor is based on 
the candidate meeting the terms of his/her activity plan and the 
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qualifications for promotion to Professor.  The typical minimum time in 
rank as an associate professor is 4 years.  

 
The application of the evaluation criteria stated below in detail is 
understood to be a guideline.  Judgment is to be used in determining how 
well faculty members meet the established criteria.  The evaluation 
process should ensure that performance will be evaluated in terms of 
quality and that achievements are not merely enumerated.  The factors 
given below will be considered in evaluating all candidates for retention, 
tenure and/or promotion in the department. 

 
The specific examples of evidence offered below are not meant to be 
exclusive; in fact, many things not mentioned might be highly relevant in 
one or another of the criteria.  Conversely, not all types of evidence 
suggested here might or could be found in the portfolio of a particular 
candidate; the disciplines are simply too diverse. 

 
The material submitted in each candidate's file should document only 
accomplishments since appointment to the college or the previous 
promotion at EWU, whichever is most recent.  If the candidate deems it 
necessary to establish continuity, mention may be made of prior 
accomplishments, but these should be clearly labeled as originating prior 
to appointment or the last promotion. 

 
In weighing the evidence, the DPC and Department Chair will take into 
account the candidate's Faculty Activity Plan, and his or her self-
evaluation, which will include an assessment of the candidate’s specific 
duties and achievements within each area. Full professorship is an 
indication that an individual has arrived professionally in the sense that he 
or she is prepared to mentor and lead in all aspects of teaching, 
scholarship and service.  

 
Excellence in teaching is the most important element in retention, tenure 
and/or promotion decisions.  The department philosophy is that a 
candidate should possess a teaching record that demands the respect of 
his or her peers. In all cases, teaching scores shall carry the heaviest 
emphasis in the area of teaching effectiveness.  

 
The criteria for retention, promotion and tenure constitute the expectations 
of the Department of Physical Education, Health and Recreation with 
regard to faculty activity plans.  However, in an effort to accept and 
promote specific and individual faculty interests and abilities, faculty may 
bring forward for consideration by the DPC and chair, in writing, alternative 
activities under any of the three main categories (teaching, scholarship, 
and service).   Criteria for acceptance of the alternative activity includes 
approval by the DPC and Department Chair, in writing, that the activity is 
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of equitable load to the activity it replaces.  Presentation of the alternative 
activity by the faculty member must be made prior to the establishment of 
the faculty’s activity plan or revision of their yearly plan.  Teaching remains 
the single most weighted category. 

 
The candidate must demonstrate effectiveness in teaching, curriculum 
development, and student advising. 
 
 

1. TEACHING EFFECTIVENESS 
 

a. Student Evaluations   
 

Evaluation forms (4.00 minimum on a 5 point scale).  This 
average is per quarter and does not include activity classes.  
This will include transcribed student comments from the 
previous four quarters, (not including summer) and 
unsolicited notes, cards, and letters from current and 
previous students. 

 
b. Peer Classroom Observations  

 
Candidates pursuing the rank of Professor are required to 
complete the following activity: 
 
• One written peer evaluation, per year, by a senior faculty 

member. 
 

c. Advising Record   
 
Faculty will schedule a minimum of four hours per week for 
advising purposes.  Documentation can include examples of 
advising to students, number of students on advising list, etc. 
 
Faculty will document a successful record of graduate 
advising, if applicable, to include:  thesis advising, project 
advising, and advising of the comprehensive exam process. 
 

Other sources for judgment of teaching effectiveness by evaluators 
may include but are not limited to: 
 

d.   Development of new coursework as related to program 
needs, new organizations of courses, the application of new 
teaching and evaluation strategies, and evidence of 
professional development in the area of teaching. 
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e.   Development of new coursework as related to off-
campus programs, on-line education, outreach, special 
programs, etc. offered through a variety of instructional 
formats. 
 
f.   A record of significant scholarly accomplishment in the 
discipline or professional field 
 
g.   Appropriate external disciplinary peer recognition for 
scholarly achievement 
 
h.   Evidence predictive of continuing contribution through 
research 
 

 
2. PROFESSIONAL AND SCHOLARLY ACTIVITY 

For promotion to Professor, the PEHR Department expects the 
candidates to be productive scholars who have demonstrated a 
commitment to research, and the ability to initiate and maintain an 
active program of scholarship. Further, the department expects the 
candidate to provide strong evidence of:  a) research productivity, 
b) research quality, and c) an ability to engage PEHR students in 
the research process. The department also expects the candidate 
to be able to clearly document these criteria in the specific ways 
listed below.   

 a. Publications: 

o (2) peer-reviewed articles as primary author, first 
or second  

o (2) non peer-reviewed articles 

§ self-study for accreditation 
§ non peer-reviewed professional journals or 

trade magazines 
§ book or book chapter (in cases where the 

candidate believes the book or book chapter 
has undergone an editorial process on par with 
peer-reviewed work, the candidate may submit 
a written request for consideration in the peer-
reviewed category.  This written request is to 
be submitted to the PEHR DPC and Chair for 
approval.  Both the DPC and Chair will respond 
in writing. 
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b. Presentations: 

o (5) Professional peer-reviewed presentations at 
the international, national, state, or regional levels 

o Any combination of the following activities for a 
total of (6):  
 
§ Presentations 
§ Posters 
§ Workshops 
§ Panel Discussions 
§ Publications 
§ Undergraduate Research Symposium 
§ Grants 

 
The required number of the above-referenced 
activities may be negotiated among the faculty 
member, DPC, and chair, pending the amount of 
the monetary award. 
 

o Maintenance of appropriate credentials (if 
applicable) 
 

 
3. SIGNIFICANT SERVICE ACHIEVEMENTS  

 
Service activities can fall into three general categories: university, 
community and professional. University service is work for the 
department, the college or the university as a whole.  Faculty 
members have an obligation to accept their share of responsibilities 
for the governance of the institution.  Committee membership by 
itself is not a primary indicator of service; active participation in the 
committee's work is the standard for evaluation.  Examples of this 
type of service are university, college and departmental 
committees; support to student clubs and student co-curricular 
activities; and contributions to other university organizations. 

 
Community service relates to the non-academic community, 
especially that public directly related to one's professional expertise.  
Examples might include contributions as a consultant in a 
professional setting, speaking engagements, service on advisory 
boards and committees, and other similar activities.   

 
Service to the profession includes activities that contribute to an 
academic discipline but do not require scholarly preparation and 
performance and, therefore, are not justifiably listed under 
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professional and scholarly activity. Other suitable types of service 
activities include: 

§ Service contributions to the university and the community not 
applicable in the professional activity or teaching 
effectiveness categories can be considered as evidence 
within this category.  

§ There must be evidence of involvement with committees 
and/or service to at least the state level of a professional 
association.  If this is not attainable, there must be evidence 
that offers were made to serve or assist 

§ A candidate’s file should include as much specific 
information about the contributions as possible, and this 
information should be concise and well organized.  For 
example: 
o All committee memberships within the university 

governance structure should be listed in reverse 
chronological order.  Each entry should include dates of 
service, descriptive labels or phrases (standing or ad hoc, 
duties or role, level--university, college, senate, council, 
committee, subcommittee), personal role (e.g., chair, 
member, etc.), and a list of any position papers or reports 
written by the candidate and if officially adopted.  
Committee work should be documented with a letter of 
participation from the EWU Faculty Organization or the 
committee chair. 

 
o Community service should also be listed separately, with 

dates and description of duty, role, and actual 
achievement.  Relevant service might include serving as 
a professional representative to charitable causes or 
governmental unit, work with commissions, or any official 
role in promoting the public's awareness of academic 
programs at EWU. 

 
o Some candidates may have served on few committees 

as members but may have done much work in the form 
of consulting with committees by presenting reports or 
proposals.  Such work should be itemized, with a brief 
description and an indication of time spent. 

 
o Some candidates may have performed special 

assignments or in some way offered individual service to 
the administration or to their department.  Such service 
should be adequately described, supported and 
recognized. 
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Although normally more weight shall be given to a candidate's 
contributions made at a higher level of the university's governance 
structure, primary emphasis shall be given to the quantity, quality, 
and, above all, the specific impact of the services to the university, 
regardless of level.  Commendatory letters testifying to a 
candidate's special achievements may be included in the file. 

 
In order to obtain promotion to professor, evaluators must rate a 
candidate’s service and leadership to the university and the 
community as significant.  Sources for evaluative judgments may 
include, but are not limited to: 

 
• Regular participation in department, college or university-wide 

committees or councils. 
• External service in the area of one’s discipline requiring 

significant time commitment.  
• Participation in a leadership role externally for at least one year 

or make a documented attempt. 
• Participation in a leadership role at the university level for at 

least one year. 
• Service activities related to teaching, program development and 

professional and scholarly activities. 
 

In order to obtain promotional status the candidate must: 

• Be a member of at least three committees–with at least one 
from outside the PEHR Department.  One council commitment 
should include chair duties for the period of at least one 
academic year. 

• Participate as a graduate committee member for students 
outside the PEHR Department. 

• Volunteer or consult with at least one outside organization. 
There is no maximum time limit for achieving this rank. 
 

D. Merit Criteria for Full Professors’ Post-Tenure Review  
 

CBA 7.5.5 describes the way in which full professors may gain an 
increase in their base salary by exceeding the expectations laid out in their 
faculty activity plans. In the Physical Education, Health and Recreation 
Department, there are basic standards for teaching, research, and service 
that will guide the creation of FAPs for full professors who wish to be 
considered for merit increases. Professors who spend a portion of their 
evaluation period serving in chair or administrative duties shall not be 
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penalized from consideration for merit because of these other duties, and 
their FAPs must reflect this consideration. 
 
 
1. TEACHING EFFECTIVENESS 
 
Evidence of having exceeded expectations in the area of teaching will be 
constituted by achievements in: 
 
• Exceptional student evaluation scores: achievement of at least an 

average student evaluation score of 4.0 (on the standard 1-5 college 
scale) for all courses taught during the evaluation period. 

 
and one or more of the following four categories of teaching 

responsibilities: 
 

o Peer evaluations: submission of three or more peer evaluation 
reports (must have at least two different peer sources) documenting 
exceptional course design based on innovation, rigor, and currency 
in discipline. Unsolicited letters of support indicating pedagogical 
excellence will accentuate evidence of achievement in this category. 

o Graduate thesis mentoring: exceptional service during the 
evaluation period as a first committee member for graduate student 
theses. 

o Special teaching and mentoring: evidence of frequent and 
sustained special teaching and mentoring activities during the 
evaluation period, including comprehensive examinations, projects, 
sponsorship of students for undergraduate research, and an 
exceptional level of advising; awards and honors received during 
the evaluation period; frequent service as a second or third reader 
on graduate thesis committees. 

o Professional development in pedagogy: proof that participation in 
professional conferences designed to improve pedagogy and 
curriculum design directly impacts teaching at EWU. 
 

 
2. PROFESSIONAL AND SCHOLARLY ACTIVITY 

 
Evidence of having exceeded expectations in the area of research and 
scholarly activity will be constituted by achievements in: 
 
• A minimum of 12 professional activities (based on the list of examples 

of professional activity stated in section B-2 of this P&P document 
above), one of which will be the equivalent of a refereed article 
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and one or more of the following four categories of  
research and scholarly activity: 

 
o Sustained and exceptional activities in the promotion of successful 

undergraduate research or scholarly activity, which must include 
presentations at the national and/or international levels. 

o Frequent application during the evaluation period for external 
grants for research purposes, or a successful application for a 
funded internal EWU research grant, excepting Start Something Big 
grants. 

o Successful application for a funded external grant for research 
purposes during the evaluation period. 

o A sustained and exceptional record (beyond the 12 activities 
above) of presenting research or scholarly activity at national and 
international conferences. 
 

 
3. SIGNIFICANT SERVICE ACHIEVEMENTS 

 
Evidence of having exceeded expectations in the area of service will be 
constituted by achievements in: 
 
• Successful projects sponsored through leadership position(s) in 

departmental or college level committees for a period of at least two 
academic years during the evaluation period 

 
and one or more of the following four dimensions of service activity: 

 
o Initiatives sponsored through leadership in university-level 

committee(s), ad hoc committee(s) or official task force(s) for the 
entire evaluation period. 

o Sustained community service, implementation of service learning 
pedagogy, consultation to government, industry, NGOs, and/or 
non-profits for the entire evaluation period. 

o Holding leadership position(s) and sponsoring substantive and 
measurable initiatives in professional organizations for a period of 
at least two academic years during the evaluation period. 

o Successful application for a funded external grant for program 
development or for the achievement of department, college, or 
university strategic goals. 
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E. Full Professors’ Post-Tenure Review  
 

This section outlines the criteria for post tenure review for full professors 
not seeking consideration for merit pay increases.  What follows are the 
minimum expectations for full professors. 
 
 
1. TEACHING EFFECTIVENESS 
 
Evidence of having met expectations in the area of teaching will be 
constituted by achievements in: 
 
• Exceptional student evaluation scores: achievement of at least an 

average student evaluation score of 3.75 (on the standard 1-5 college 
scale) for all courses taught during the evaluation period. 

 
and one or more of the following four categories  

of teaching responsibilities: 
 

o Peer evaluations: submission of three or more peer evaluation 
reports (must have at least two different peer sources) documenting 
exceptional course design based on innovation, rigor, and currency 
in discipline. Unsolicited letters of support indicating pedagogical 
excellence will accentuate evidence of achievement in this category. 

o Graduate thesis mentoring: service during the evaluation period as 
a first or second committee member for graduate student theses. 

o Special teaching and mentoring: evidence of frequent and 
sustained special teaching and mentoring activities during the 
evaluation period, including comprehensive examinations, projects, 
sponsorship of students for undergraduate research, and an 
exceptional level of advising; awards and honors received during 
the evaluation period; frequent service as a second or third reader 
on graduate thesis committees. 

o Professional development in pedagogy: participation in professional 
conferences designed to improve pedagogy and curriculum design 
directly impacts teaching at EWU. 

 
 

 
2. PROFESSIONAL AND SCHOLARLY ACTIVITY 

 
Evidence of having met expectations in the area of research and scholarly 
activity will be constituted by achievements in: 
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• A minimum of 6 professional activities (based on the list of examples of 
professional activity stated in section B-2 of this P&P document above), 
one of which will be the equivalent of a refereed article 

 
and one or more of the following four categories of  

research and scholarly activity: 
 

o Sustained activities in the promotion of successful undergraduate 
research or scholarly activity, which includes presentations at the 
state, regional, national and/or international levels. 

o Application for grants for research purposes, or a successful 
application for a funded internal EWU research grant, excepting 
Start Something Big grants. 

o Successful application for a funded external grant for research 
purposes during the evaluation period. 

o A sustained record (beyond the 6 activities above) of presenting 
research or scholarly activity at the state, regional, national and 
international conferences. 

  
 

3. SIGNIFICANT SERVICE ACHIEVEMENTS 
 

Evidence of having met expectations in the area of service will be 
constituted by achievements in: 
 
• Successful projects (chair search committee, ad hoc committees) 

sponsored through leadership position(s) in departmental or college 
level committees for a period of at least two academic years during the 
evaluation period 

 
and one or more of the following four dimensions of service activity: 

 
o Initiatives sponsored through leadership in university-level 

committee(s), ad hoc committee(s) or official task force(s) for the 
evaluation period. 

o Sustained community service, implementation of service learning 
pedagogy, consultation to government, industry, NGOs, and/or 
non-profits during the evaluation period. 

o Holding leadership position(s) and sponsoring substantive and 
measurable initiatives in professional organizations for a period of 
at least two academic years during the evaluation period. 
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IV. THE PROCESS AND TIMELINE TO BE USED IN ESTABLISHING 
FACULTY ACTIVITY PLANS INCLUDING ADDITIONAL 
EXPECTATIONS TO BE INCLUDED IN FACULTY ACTIVITY PLANS 

 
The Calendar of Deadlines, established by Human Resources and distributed by 
the Dean’s office will be followed for FAP development and promotion, retention, 
and tenure. 

 
 
V. PROCEDURES FOR SELECTION OF DEPARTMENT PERSONNEL 

COMMITTEE WITH A MINIMUM OF THREE MEMBERS 
 
The PEHR Department Personnel Committees will be chosen during fall quarter 
of each academic year. This Committee will consist of a minimum of three 
tenured faculty members for the purpose of evaluating, reviewing, and 
recommending faculty in cycle for retention, tenure, and/or promotion. (See CBA 
5.1.)  
 
All DPC members will serve a three year staggered term. For the purposes of 
PEHR, a senior faculty member is either a full professor or an associate 
professor with more than 4 years in rank. The faculty member in his or her third 
year will chair the committee.  We will follow an alphabetical order for the 
determination of who is up to serve.  The committee will vote on 
recommendations regarding faculty personnel matters that are forwarded to the 
chair, dean and the chief academic officer.  
 
PEHR DPC Committee members should abstain from a recommendation only in 
very unusual circumstances, such as conflict of interest or nepotism. The terms 
of committee members should overlap if possible. The PEHR department chair 
will make separate, independent evaluations for tenure, promotion, and retention 
and will discuss all of the recommendations with the candidate. 
 
Candidates for promotion may not evaluate other faculty who are candidates for 
the same rank. Tenured faculty members from other related areas may be invited 
to participate in the PEHR DPC process when availability of senior faculty within 
the department is limited.  
 
It is the responsibility of the PEHR Department Personnel Committee to: 
 
• Schedule and prepare reviews of each candidate’s materials. 
• Ask the candidate for supporting material if clarification is warranted.  
• Ensure that candidates have assigned their accomplishments to the 

appropriate areas. 
• Write letters of evaluation. 
• Provide peer judgment of the candidate in each of the three areas, which 

should include: 
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o Analysis and evaluation of student and peer evaluations of teaching 
o The careful examination of the candidate’s publications and other 

professional and scholarly efforts  
o The careful examination of the candidate’s service record. 

  
• The PEHR DPC chair will engage in open, frequent, and candid 

communications with the candidate in a manner that will assist in the 
preparation of a complete and accurate promotion file.  

• Ensure that the candidate has provided student evaluation data, including 
student comments in their entirety, using a form accepted by the university.  
The candidate will explain, in writing, any exceptions or exclusions to this 
requirement. This should include an explanation of the classroom evaluation 
process. 

• All representative professional activity materials should be submitted in full 
(except books, which may be represented by samples, summaries, or 
reviews). Reference to additional materials should be presented in the form of 
annotated bibliography where appropriate 

• Ensure that the candidate has provided written peer evaluations and an 
explanation of how said evaluations are performed. 

• Provide specific explanations as to how the candidate has fulfilled faculty 
activity plan expectations. 

• Ensure that the file also includes: 
 
o The independent recommendation of the PEHR Department Personnel 

Committee evaluating the candidate’s accomplishments in each of the 
three criteria categories.  

o Information about the range (national, regional, local) and stature of the 
candidate’s work, especially for professional and scholarly activities. 
 

• All materials and evaluations are to be placed in the candidates’ respective S-
Drive folder. 
 

At the conclusion of the review process, a signed hard copy of the final 
recommendation will be forwarded to both the chair and the candidate (for 
personnel file purposes). 
 
 
VI. PROCEDURES FOR FACULTY ATTENDANCE  
 
Faculty members are required to provide written notice to administrative staff and 
chair, 7 days prior to planned absences from class.  Written notification should 
include:  destination, duration, and planned course coverage and/or activities. 
 
Unplanned absences, such as illness, should also include timely communication 
to administrative staff and chair.  If possible, faculty should notify their classes 
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electronically.  It is the faculty member’s responsibility to complete appropriate 
Human Resources paperwork. 
 
 
VII. ROLE, DUTIES AND PROCEDURES FOR SELECTION OF 

DEPARTMENT CHAIR 	  
 

The department chair is the chief administrative officer of the department and 
reports to the dean.  The chair is expected to represent the department to the 
college and university and to represent the college and university to the 
department, to actively support the mission, vision, and values of the institution, 
and to manage the human and fiscal resources of the department to maximize 
the department’s ability to contribute to the success of students.  The CBA, 
Article 10, identifies additional responsibilities of the chair, including: 
 

1. Process for Recommendation and Appointment    
2. Term   
3. Evaluation of Chair's Performance   
 

The department chair is responsible for representing his or her unit in 
administrative matters and for managing all unit activities.  The department chair 
is the leader of their respective unit and should foster quality and accountability 
of the departments/programs he/she oversee.  The chair is expected to provide 
effective leadership and management in the operation of the department within 
college and university policies and goals.    

  
The chair is also expected to provide leadership to the department focused on 
achieving excellence in instruction and scholarship, as well as equity and due 
process in department decision-making.  The department chair’s line of 
administrative operation is through the college dean, though they may also work 
directly with other deans, chairs, program directors and coordinators, as 
appropriate.  In accordance with the CBA, chairs will be evaluated in writing each 
year by the dean. In rotating years, chair evaluations will include a survey of the 
faculty in each chair’s department (CBA 10.5) 
 
Department faculty (.5 FTE and above) and staff will select a nominee for chair 
through an election conducted by the dean’s office. The nomination from the 
department will be forwarded to the dean, who will forward his/her 
recommendation to the Chief Academic Officer. The Chief Academic Officer will 
forward his/her recommendation to the President and the Board of Trustees for 
confirmation. 
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VIII. ROLE AND TERMS OF PROGRAM DIRECTORS 

The role of program director in PEHR varies by discipline.  The following are 
minimum performance expectations: 

• Initial point of program contact 
• Curriculum assessment, oversight and development 
• When appropriate, primary accreditation administrator 
• Monitor credentialing standards 
• Convening of regular program meetings 
• Program student recruitment 
• Management of program records and documentation 
• Scope and sequencing of classes 

Ideally, the role of program director should rotate evenly among tenure-track 
faculty members within a program every 5 years.   

 
IX. PROCEDURE FOR FACULTY APPOINTMENTS WITH TENURE 
 
Appointment with Tenure. Faculty may be hired with tenure at the rank of 
Associate Professor or Full Professor. The process for hiring with tenure must 
follow the hiring-in procedures as designated in the college and department P 
and P manual and it must include the full evaluation process for granting tenure 
by faculty and chair of the department. Those hired in with tenure must, at least, 
meet the criteria and qualifications for the rank of Associate Professor as 
indicated in the PEHR Policies and Procedures.  (See CBA 3.7).  

 
X. PROCEDURES FOR ANNUAL EVALUATION OF ALL FACULTY 

PERFORMANCE IN ORDER TO ASSURE TEACHING 
EFFECTIVENESS AND THE FULFILLMENT OF INSTRUCTIONAL AND 
OTHER FACULTY RESPONSIBLITIES 

 
Annual evaluations will be addressed utilizing quarterly student course 
evaluations.  Faculty members who do not obtain the minimum criteria of 3.75 on 
a 5-point scale, in any course, are recommended to meet with the department 
chair.  (Question 6 on the standard university evaluation form) 
 
 
XI. AN ASSESSMENT PLAN INCLUDING STUDENT LEARNING 

OUTCOMES FOR EACH DEPARTMENTAL PROGRAM 
 
CBA 2.3.6 states, “Assessment plans must be a component of both college and 
department strategic plans and shall be consistent with the University’s 
Academic Assessment Plan. All college and department plans shall include 
comprehensive measures of student outcomes and competency by major. 
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These plans shall be filed with the college dean and the Office of Institutional 
Research, Demography, and Assessment.” 
 
Accredited programs may submit one SLO from their annual report in lieu of the 
criteria outlined below. 
 
The following guidelines should be considered by each program in PEHR and 
expanded upon in its plan: 
 

• A reliable procedure(s) for assessing instructional effectiveness as it 
relates to program and course learning outcomes.  Program learning 
outcomes must be clear, concise, and appropriate in level and quality. 

• An ongoing assessment of student needs. 
• Periodic assessment of program needs to ensure responsive 

programming. 
• Method of collecting internal and external evidence of the program’s 

effectiveness. 
• An academic planning process that is responsive to review(s) and 

evaluation(s), and will lead to the improvement of teaching and 
learning. 

 
At a minimum, each program will establish in its plan the following for assessing 
its curriculum and courses: 
 

• Student learning outcomes and goals.  
• Measures of student competency in the major (data elements to be 

collected). 
• Methods of data collection and analysis.  
• A process that brings about discussion regarding how to close the 

loop with sub-standard learning outcomes. 
• Methods of change to be implemented. 
• Survey evidence of undergraduate alumni and employer satisfaction. 
• Graduate school placement of undergraduates and eventual 

employer placement.  
• Survey evidence of graduate alumni and employer satisfaction. 

 
 
XII. A PLAN FOR THE DISTRIBUTION OF UNUSED FACULTY 

DEVELOPMENT FUNDS AT THE END OF THE FISCAL YEAR 
 
Unused professional development dollars are pooled and allocated based on the 
following criteria: 
 

• Maintaining certifications 
• Supporting presentations for probationary faculty 
• Supporting presentations for post-tenure faculty 



	   27	  

XIII. AN ANNUAL PROCESS FOR REGULAR REVIEW OF 
DEPARTMENTAL BUDGETING METHODS, DECISIONS AND 
ALLOCATIONS 

 
The dean informs all departments of their budget allocations prior to the 
beginning of fall quarter.  The chair manages this allocation with course delivery 
being the highest priority.  In the event that discretionary dollars are available, the 
chair will hold a department meeting where decisions will be made as to where to 
invest said dollars.  
 
The Operations Manager within PEHR is responsible for tracking, forecasting, 
and reallocating budgets.  The Operations Manager reports to the chair on a bi-
weekly basis regarding account balances. Reallocations or adjustments are 
made when necessary.  
 
 
XIV. PROCEDURES FOR SELECTION OF GRADUATE FACULTY STATUS  
 
PEHR follows the guidelines described by the Graduate Affairs Council.  Faculty 
are nominated and reviewed per the criteria identified by the Office of Graduate 
Studies. 
 
 
XV. PROCEDURES FOR RECOMMENDING EMERITUS STATUS 
 
Requirements for this status shall require a majority vote of the tenured and 
tenure-track faculty in the department and the concurrence of the PEHR Chair, 
dean of the college, and approval by the provost and Board of Trustees. 
Emeritus/Emerita status is awarded by departments to faculty members who 
have fully retired and meet the following criteria: 
  

• A record of excellence in teaching, service, and research while at the 
university   

• Significant contributions to the functioning of the department, college, 
or university  

• The respect of the colleagues and students with whom the candidate 
worked.  

 
 
XVI. REGULAR AND RESPONSIBLE PARTICIPATION OF FACULTY IN 

DECISION-MAKING 
 
On issues that affect the entire department, meetings will be called by the chair. 
PEHR works toward consensus, but in cases when consensus cannot be 
achieved, we will utilize a voting process.  The result will be determined by a 
simple majority of those who vote. 
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Per CALE P & P, to vote on department issues that impact him or her, the 
contracted faculty or staff member must be employed at least half-time (0.5 
FTE).  
 
 
XVII. STANDARDS FOR THE FACULTY MEMBER’S ACCESSIBILITY TO 

STUDENTS LIKE OFFICE HOURS, ON-CAMPUS OR ONLINE 
AVAILABILITY FOR CONSULTATION 

 
Full time faculty will post availability of four hours per week over a two-day period. 
  
Faculty with less than a full time teaching appointment will have office hours 
adjusted accordingly in consultation with the chair.  
 
 
XVIII. FACULTY PARTICIPATION IN STUDENT RECRUITMENT AND 

CAREER PLANNING 
 
It is the expectation of PEHR that, at the program level, faculty members are 
engaged in recruitment and promotion efforts as needed.  
 
As a department of professional programs, all faculty work with students on 
career pathways and options through the advising process.  
 
 
IX. A FACULTY RECRUITMENT STRATEGY THAT DELINEATES HOW 

NEW POSITIONS FIT THE DEPARTMENT’S MISSION AND NEED 
 
The PEHR department regularly monitors higher education trends and 
marketplace demands and is in the best position to assess areas for future 
growth, opportunities, and future faculty positions. In addition, university data is 
consistently evaluated to identify enrollment pressures, which also drive faculty 
position requests. 

Requests for Faculty Positions 
 
Per the CALE P & P, the Dean’s Office will consider critical position requests for 
full-time tenure track and/or full-time lecturer positions on an annual basis and in 
conjunction with the timeline developed by the Chief Academic Officer. The 
PEHR Chair should lead unit discussions of requests within the context of 
conservative fiscal management and with serious attention to the most critical 
needs of the unit, other partnering units (if appropriate), and the college and the 
university. As they develop their requests, the chair should discuss with 
colleagues the impact of the potential hire on the unit’s instructional coverage, 
program enhancement, balance of faculty ranks, diversity, research activity, and 
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external partnership development. Requests for permission to hire will be 
reviewed in light of strategic goals and should address these goals in a summary 
of no more than two-to-three pages. A template for requests is available from the 
CALE Dean’s office. 
 
 

Recruitment and hiring process 
 
In the Physical Education, Health and Recreation Department, the guiding 
principle will be to hire, support and retain the best-qualified faculty to support the 
department and college plans and the university mission.  To that end, all 
departmental faculty recruitment activities and appointments will conform to 
Article 3 of the CBA and to the following policies: 
 

• The processes for recruitment, evaluation, and the selection of final 
candidates are primarily driven by the policies and procedures of the 
Human Resources Department.  

• The department must establish the major elements of the position and 
the criteria for evaluating candidates based on the required versus 
preferred qualifications of the position.  

• All announcements for vacant positions should be clear concerning the 
rank; the length of appointment; whether the position carries eligibility 
for tenure; teaching, research and service expectations; and requisite 
experience and credentials.  

• Tenure-track candidates are expected to provide a teaching 
demonstration and a scholarly presentation as a part of the evaluation 
process.   

  
 
XX. A POLICY AND PROCESS FOR RECOMMENDING 

ADJUNCT/QUARTERLY APPOINTMENTS 
 
The PEHR Chair will recommend individuals for adjunct faculty hires to the 
Dean’s Office based on departmental need.  The Budget and Administrative 
Services Manager and the Dean can complete no hire without receipt of the 
candidate’s vita. 
 
 
XXI. FACULTY VOTING PROCEDURES FOR MATTERS OUTSIDE OF 

CHAIR ELECTION 
 
PEHR makes decisions either through consensus building or a vote during 
department meetings. When a department meeting cannot be held or a 
confidential vote is preferred, the PEHR Chair will conduct a confidential 
electronic vote. The results will be made available to all eligible voters.  
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XXII. THE REQUIRED TERMINAL DEGREE FOR A POSITION WITHIN THE 
DEPARTMENT IF NOT A DOCTORATE 

 
A minimum of a master’s is required for lecturers and a doctorate is required for 
all tenure track appointments.   
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APPENDIX A 
 
 

FACULTY EVALUATION PROCESS 
 
Student evaluations must be administered within the last two weeks of the quarter.  
Individual packets for each course offered are prepared.  These packets consist of 
standard university course evaluation forms as well as directions for administering the 
evaluation.  The directions indicate that the faculty member should designate a 
student in the class to administer the evaluations and return them to the PEHR 
Secretary’s office in PEB 200.  Faculty members do not remain in the classroom while 
the students are filling out the evaluation forms. 
 
Each completed evaluation packet is tallied and the scores are calculated.  These 
scores are entered into an Excel spreadsheet.  The evaluations are then scanned and 
all comments are transcribed into a separate document. The results of the evaluations 
are distributed to each faculty member after final grades have been assigned for the 
classes.  Any transcribed documents requested by the faculty member are distributed 
as a PDF document. 
 
Faculty members may view their evaluation scores, along with student comments, at 
any time after grades have been assigned and the grading system has been closed 
for that quarter.  The evaluations must remain in the PEHR Secretary’s office (PEB 
200). 
 
 


