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Department of Psychology 

George Mason University 

Criteria for Tenure & Promotion  

 

Introduction 

 

The department conforms to university and CHSS policies regarding the review of candidates for 

promotion and tenure. This document provides guidelines about the criteria for promotion and tenure that 
have been drafted and adopted by the faculty.  

Conferral of tenure and promotion to Associate Professor or Professor are made in recognition of 

an individual’s significant accomplishments in research, teaching, and service. George Mason’s Faculty 
Handbook (Section 2.4) states that “candidates for tenure and promotion to the rank of associate professor 

without term must exhibit genuine excellence either in teaching or in research/scholarship. High 

competence must be exhibited in both areas... They must also show evidence of service.”  

As of Spring 2022, a university-wide task force is working toward recommendations that will 
likely impact the way in which promotion and tenure based on excellence in teaching is handled. Thus, 

the current criteria focus on (a) excellence in research, (b) high competence in teaching, and (c) evidence 

of service. Pending recommendations from the Task Force, we will seek to establish criteria for high 
competence in research and excellence in teaching, as needed. 

 

Excellence in Research 

 

Disciplinary Norms 

Methods of dissemination. In the field of psychology, the primary method for disseminating 

research is peer-reviewed journal articles. Additional methods of dissemination include: authored books, 
edited books, and book chapters. In some subdisciplines (e.g., human factors), conference proceedings are 

also a primary mechanism for disseminating research. Conference proceedings from conferences with 

rigorous peer review are generally viewed as nearly equivalent to journal articles in terms of importance, 
but are typically “counted” as two proceedings being equivalent to a single journal article in terms of 

productivity. Of note, relatively stronger weight is given to proceedings in conferences with high rejection 

rates. Finally, conference presentations are another method of dissemination that are typically given less 

weight in evaluating someone’s overall productivity. 
Authorship. The norm in psychology is for published works to be co-authored by multiple 

individuals. In such instances, the level of contribution of an author is generally captured by the author 

order. The first author is typically viewed as the person who contributed the most to a work. In addition, 
works that are first-authored by a student under a faculty member’s direct supervision usually involve a 

major contribution by the faculty member. Finally, in some journals, the position of last author on a paper 

can be viewed as senior author. The senior author is typically the head of the research lab where the work 
was conducted, and is presumed to have had a primary role in publication. In the Psychology Department, 

we view first-authored, student-first-authored, and senior-authored works as reflective of works to which 

the faculty member made a major contribution. 
 
Domains of Evaluation 

Productivity. The Psychology Department does not have a threshold number of publications or 

other works for tenure and promotion. The number of expected works varies based on the complexity of 
research involved, level of faculty member contribution to each work (e.g., primary role/author vs. lesser 

role as a co-author), publication outlets, and other factors.  

Rigor. There are numerous methods for evaluating the rigor of a faculty member’s work. For 
peer-reviewed articles or conference proceedings, one often considers the impact factor, subdiscipline 

ranking, “flagship” status, and rejection rate of journals (or conferences), as well as the complexity of 

research presented. The review of outside experts (external reviewers) is also a key factor in the 



 

 2 

 

2 

 

department’s overall evaluation of research rigor. In some cases, the receipt of grant funding, which is 
viewed as a judgment by external experts that a faculty member’s ideas were worthy of financial 

investment, may also be cited as evidence of rigor. However, given the multitude of factors that influence 

funding availability and decisions, it is the clear view of the Psychology Department that a lack of such 

funding is not evidence of a lack of rigor.  
Impact. Impact of peer-reviewed journal articles is often judged by criteria such as total citations 

and related indices (e.g., h-index, i10-index). Again, the Psychology Department does not have a 

threshold for these indices, and the department also recognizes that there is appreciable diversity in these 
indices across subfields. Other metrics that can be used to infer impact of one’s work within the field 

include invited talks and invitations to serve on Editorial Boards for junior faculty, and invited keynotes, 

invitations to serve as Associate Editor/Editor of leading journals, invitations to serve on grant review 
panels, and recognition by professional societies for more senior faculty. Given the applicability of 

psychology as a discipline, impact can also be measured through applied impact, such as the production 

of technical reports or manuals that prescribe actions based on empirical work (e.g., treatment manuals), 

or invitations to present to or consult with corporations, nonprofit organizations, and government agencies 
based on one’s area of expertise. 

 

Criteria for Tenure and Promotion 

The Faculty Handbook (Section 2.4) asserts that “appointment without term or promotion in rank 

will be based on achievement rather than potential.” and that “candidates must provide evidence that their 

contributions in their area(s) of genuine excellence have had some significant impact beyond the 
boundaries of this University.” More specifically, for tenure and promotion to Associate Professor based 

on excellence in research, “there should be evidence that the candidate's contributions have significant 

influence on colleagues at other institutions in this country, and where applicable, abroad.” For promotion 

to Professor based on excellence in research, “evidence of significant impact beyond the boundaries of the 
University must be much more substantial than in cases involving tenure or promotion to the rank of 

associate professor without term. Clear and convincing evidence must be provided of an established 

external reputation in the primary field, based on consequential achievements.” 
In evaluating candidates for tenure and/or promotion based on excellence in research, faculty 

evaluate the productivity, rigor, and impact of the candidate’s body of work on their own, and also give 

careful attention and weight to the input from external reviewers. 

Tenure & Promotion to Associate Professor. To warrant tenure and promotion to Associate 
Professor, it is expected that a faculty member will have produced a significant body of work of high 

quality. This typically includes at least some publications in high-impact/high-visibility/flagship peer-

reviewed outlets, together with broad evidence that the faculty member is becoming a leader in their area 
of research. There is no expectation that a faculty member will have received grant funding, although 

receipt of funding can be cited as evidence of impact when applicable. As noted above, there is no 

threshold number of publications or level of citation indices for tenure and promotion to Associate 
Professor. Of note, the department recognizes that certain types of research that are valued by the 

department (e.g., research focused on issues of diversity, studies employing community-based 

participatory methods, studies focused on application of translational research in applied settings) can 

sometimes be more difficult to have accepted into high-impact/high-visibility/flagship journals. When 
evaluating such work, the department relies more on the judgment of research quality and impact by the 

faculty and outside experts, rather than on the journals in which research is published. 

Promotion to Professor. To warrant promotion to Professor, it is expected that a faculty member 
will have continued to produce a significant body of high-quality, high-impact work since promotion to 

Associate Professor, with clear evidence of substantial disciplinary and/or applied impact. Again, there is 

no threshold number of publications or level of citation indices for promotion to Professor. The 
Department does not have a firm expectation of grant funding for promotion to Professor, but such 

funding is more common for those promoted to Professor. 
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Credit for prior work. The entire research record of a candidate is considered, but special weight 
is given to the period since the candidate was hired or, in the case of candidates for promotion to 

Professor, the period since promotion to Associate Professor. In the case of experienced scholars hired 

from other institutions, there may be greater weight given to research conducted before coming to Mason, 

if the faculty member is being considered for an advanced rank upon hiring or shortly thereafter. 
 

High Competence in Teaching 

 
Domains of Evaluation 

Classroom teaching. Tenure-line faculty are generally expected to contribute to both graduate and 

undergraduate teaching, although some may tend to teach more at one level than another. Evidence of 
quality in classroom teaching can be found through syllabi, peer observations, quality of feedback to 

students, evidence of student learning outcomes, and student evaluations, among other metrics. The 

Department maintains awareness of the demonstrated bias that is present in student evaluations of 

teaching, when evaluating candidates’ overall teaching records. Additional metrics (more commonly 
applicable for senior faculty) include new course/curriculum development, teaching awards or recognition, 

and diversity of courses taught and modality used. Efforts to incorporate diversity, equity, inclusion, and 

justice into course content and teaching practices are also valued. 
Mentorship outside the classroom. Tenure-line faculty are also expected to provide research 

mentorship outside the classroom. Faculty affiliated with graduate programs are expected to serve as 

primary mentors for doctoral and (if applicable) masters students. Mentorship of undergraduate students as 
research assistants and/or Honors students is also valued. Metrics of evaluation are the number of students 

for which a faculty member serves as primary research advisor (i.e., thesis/dissertation chair); number and 

quality of student-authored peer-reviewed articles, conference presentations/proceedings, and book 

chapters; and number of primary advisees graduated. For more senior faculty, additional metrics may 
include career performance of alumni, grant funding secured by doctoral students (not equally applicable 

to all programs), and mentorship awards or recognition. 

 
Criteria for Tenure and Promotion 

In evaluating candidates for high competence in teaching, faculty evaluate the quantity and 

quality of both classroom-based teaching and outside-the-classroom mentorship.  

Tenure & Promotion to Associate Professor. To warrant tenure and promotion to Associate 
Professor, it is expected that a faculty member will have taught a reasonable number of courses, with at 

least some teaching at both the undergraduate and graduate levels. It is perfectly acceptable for a faculty 

member to have taught more at one level than the other. Of note, the department does not expect a large 
number of diverse courses to reflect high competence for conferral of tenure and promotion to Associate 

Professor. Furthermore, there is a clear understanding that faculty with extensive grant funding may have 

“bought out” of several courses. Such research productivity is highly valued by the Department, and 
faculty with lower numbers of total courses taught are not penalized in any way in the evaluation.  

Candidates are expected to demonstrate high quality teaching based on peer observation of 

classroom teaching, review of additional evidence as suggested by Provost and College guidelines (e.g., 

syllabi and learning objectives, sample assignments, sample feedback to students), and review of the 
overall teaching philosophy. Student evaluations of teaching are considered, with appropriate recognition 

of the limitations of such measures, including demonstrated bias that yields lower ratings for women and 

faculty of color. 
Finally, with regard to mentorship outside the classroom, candidates for tenure and promotion to 

Associate Professor are generally expected to have engaged in primary research mentorship of 

undergraduate and/or graduate students, including serving as dissertation advisor for multiple doctoral 
students (ongoing and/or graduated) by the time of tenure/promotion. There is no pre-determined number 

of students to have been mentored, but it is typical for faculty in the department to regularly mentor 

multiple students (undergraduate and/or graduate) at a time. Evidence of quality of mentorship includes 
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timely achievement of milestones (e.g., defense of thesis/dissertation, satisfactory progression through 
coursework and comprehensive exams) and involvement of students as authors of conference 

presentations, conference proceedings, book chapters, and/or peer-reviewed journal articles. It is typical 

to have mentored students in producing their own first-authored peer-reviewed journal articles or 

conference proceedings by the time of tenure and promotion to Associate Professor. 
Promotion to Professor. To warrant promotion to Professor, it is expected that a faculty member 

will have continued to teach a reasonable number and range of courses. It is more common for those 

promoted to Professor to have engaged in new course or curriculum development, and to have a broader 
range of courses taught. Evidence of quality of classroom teaching is determined through the same 

mechanisms as for candidates for tenure and promotion to Associate Professor. 

With regard to mentorship outside the classroom, it is typical for those being promoted to 
Professor to have successfully chaired multiple doctoral dissertations. For faculty in areas with research-

based master’s programs, it is also typical to have chaired multiple master’s theses. Furthermore, it is 

generally expected that faculty being promoted to Professor will have overseen several peer-reviewed 

articles (and, when relevant, conference proceedings) that were first-authored by students.   
Credit for prior work. The entire teaching record of a candidate is considered, but special weight 

is given to the period since the candidate was hired or, in the case of candidates for promotion to 

Professor, the period since promotion to Associate Professor. In the case of experienced scholars hired 
from other institutions, there may be greater weight given to teaching conducted before coming to Mason, 

if the faculty member is being considered for an advanced rank upon hiring or shortly thereafter. 

 
Evidence of Service 

 

Domains of Evaluation 

Program/Department Service. The Psychology Department has multiple graduate concentration 
areas, typically referred to within the department as “programs.” Tenure-line faculty who are affiliated 

with one or more graduate program areas are expected to engage in service related to those areas. Such 

service includes activities such as attendance at program meetings, service as a reader on 
thesis/dissertation committees of students who are not the faculty member’s advisee, involvement in 

comprehensive exams (varies across programs), and other activities specific to the program (e.g., 

coordination of lunch and learn series). Department service beyond program-level service includes 

activity such as regular attendance at department faculty meetings, service on or chairing department-
level standing or ad hoc committees, engagement in non-research/non-teaching work with students (e.g., 

faculty sponsor for a student club), and attendance at department events (e.g., departmental awards 

ceremony). 
College/University Service. There are several ways in which faculty may become involved in 

institutional service beyond the department. Such service can include serving on College/University 

standing or ad hoc committees, engaging in College or University governance (e.g., CHSS Faculty 
Assembly, Faculty Senate), serving on thesis/dissertation committees in other departments, or serving in 

roles within College/University centers/institutes. 

Professional Service. Professional service refers to service activities outside the university that 

contribute to the discipline. Such service includes reviewing for journals, conferences, and grant panels; 
serving in officer/leadership roles within disciplinary organizations; serving on the Editorial Board and/or 

as the Associate Editor/Editor of a journal; making significant contributions to open science efforts (e.g., 

maintaining an open science data repository); using your expertise or applying your disciplinary 
knowledge (e.g., providing trainings, facilitating development of policies) in support of community, 

nonprofit, governmental, or similar groups. 

 
Criteria for Tenure and Promotion 

Tenure & Promotion to Associate Professor. Candidates for tenure and promotion to Associate 

Professor are expected to have contributed only a modest level of service. Institutionally, candidates are 
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expected to have engaged only in program/departmental service, not college/university service. Within 
the Psychology Department, the level of that service is expected to be primarily focused within the faculty 

member’s graduate program, with departmental service limited to attendance at meetings and service on a 

single departmental committee per year after the first year. With regard to professional service, candidates 

are expected to have engaged in modest service, most typically through journal article reviewing, possibly 
leading to serving as a member of an Editorial Board for a journal in the candidate’s primary area.  

Promotion to Professor. Senior faculty are expected to carry a heavier service burden than junior 

faculty. Candidates for promotion to professor are expected to have maintained a strong level of service at 
the program/departmental level (e.g., service on two departmental committees, chairing a departmental 

committee) while also serving in some capacity at the college/university level (e.g., service on a college 

or university standing committee, service as a University Faculty Senator). Furthermore, such candidates 
have often engaged in more extensive professional service, such as serving as an Associate Editor or 

Editor of a journal, engaging in substantial grant reviewing, or contributing significant service to a 

professional society.  
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