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accomplishments in teaching assignments must serve as the major focus of the promotion 

determination. 

 Evidence and examples of instruction and instructional-related effort that may be part 

of the promotion package include but are not limited to the following: classroom teaching 

effectiveness; curriculum development effort, student mentoring and advising; supervision of 

student research/scholarship/creative activity; internship, service-learning, community-

engagement, and/or fieldwork; study abroad teaching; chairing and/or serving on honors 

thesis committees; professional development training or leadership roles; active student 

organization advising; awards and recognition related to instruction; programming or other 

involvement with Housing & Residential Education, the Office of Multicultural Affairs, or 

other USF offices and departments; campus, community, and/or conference presentations; 

additional training or education related to pedagogy or substantive fields of teaching 

specialty. 

 With regard to Promotion to Professor of Instruction or Senior Instructor, the 

department promotion process aligns with the USF Guidelines for Instructional Faculty 

Promotion in place at the time the promotion application, including relevant sections 

regarding minimal expectations and weighting of assigned duties. The relevant language at 

the time of approval of this governance document is as follows (emphasis added): 

Instructional faculty will be considered for promotion on the basis of meritorious 
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For promotion to Associate Professor of Instruction and to Professor of Instruction, 

excellent demonstrated effort and results in teaching and instructional effort is paramount, 

with demonstrations of strong effort and results in service and research/scholarship/creative 

activity if relevant and to the degree proportionate to individual candidate assignment. 

The decision to apply for early promotion is not one that should be made lightly. 

Candidates considering applying for early promotion from Assistant Professor of Instruction 

or Assistant Instructor must be exceptional candidates able to demonstrate “truly 

outstanding” achievement across all elements of their assignments during each evaluation 

period (that is, ratings of excellent in every category during every evaluation period) and will 

be evaluated according to the standards set forth by USF and CAS for candidates to Associate 

Professor of Instruction or Senior Instruction.  

Candidates considering applying for early promotion to Professor of Instruction or Senior 

Instructor must be exceptional candidates able to demonstrate “outstanding” achievement 

across all elements of their assignments during each evaluation period (that is, ratings of 

excellent in every category during every evaluation period) and will be evaluated according 

to the standards set forth by USF and CAS for candidates to Professor of Instruction or Senior 

Instruction with special emphasis placed on continuous professional development and 

secondary factors described above at a faster than anticipated pace or at higher levels of 

achievement. 

 

/͘�dĞĂĐŚŝŶŐ�� 
Excellent effort and results in teaching are expected for all candidates for promotion.   

As a department, we take great pride in our teaching and value both quality and 
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�ǆƚĞƌŶĂů��ǀĂůƵĂƚŽƌƐ� 
Candidates will work with the Chair to develop the list of external evaluators, following CAS 

procedures. Candidates should strive to recommend evaluators who understand the nature of 

research institutions and the place of Women’s, Gender, and Sexuality Studies within such 

institutions. Candidates and Chairs should attempt to include evaluators from universities 

that could be considered USF’s peers or aspirational peers. 

 

�ŽŵŵŝƩĞĞ�&ŽƌŵĂƟŽŶ� 
For the purposes of tenure and promotion, “WGSS faculty” will include tenure-line faculty 

with appointments of 49% or greater in the Department of Women’s, Gender, and Sexuality 

Studies. Emeritus and affiliated faculty will only be considered “faculty” in the circumstances 

outlined below. Faculty on sabbatical are not required to take part in tenure and promotion 

reviews but are allowed (and encouraged) to do so. 

WGSS will follow all procedures as outlined by the College and University. 

Department promotion and tenure committees will include all tenured faculty when 

considering tenure and promotion to the Associate Professor rank and will include all 

Professors when considering promotion to Professor. In all cases, such committees should 

include at least three faculty members; if there are not enough WGSS faculty of appropriate 

rank to form a committee, such committees will include members of the Affiliate Faculty 

sufficient to constitute a viable and legal committee. The Dean of CAS makes the decision 

about which Affiliate Faculty members to include in this committee, in consultation with the 

Department Chair; the Chair will, during this consultation, ensure that the candidate’s 

disciplinary background is fairly represented to the Dean. Until there are more than five 

faculty members at any given rank, committees will consist of all faculty at a given rank. 

When the department exceeds five faculty in rank, this document will be revised. Mid-

tenure review is similar to tenure review except that external evaluator letters are not 

required. 

 

sŽƚĞƐ�ĂŶĚ�ZĞĐŽŵŵĞŶĚĂƟŽŶƐ 
The T&P committee will vote on tenure and promotion recommendations at a meeting and 

will write a committee evaluation of the candidate; the vote will be recorded in the 

candidate’s applications. The Chair will make a separate recommendation and will write a 

separate evaluation. All recommendations will be available to candidates in their files. 

Regional Chancellors will provide a formal review in promotion and tenure cases for faculty 
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faculty, faculty of color, and faculty who challenge the ideological status quo, and 

because the current use of online evaluations yields statistically irrelevant 

returns, student evaluations cannot be the sole measure of teaching excellence. 

Peer evaluations, reviews of teaching portfolios, and faculty reflections will be 

considered alongside student evaluations of teaching.  

• ^ƵĐĐĞƐƐĨƵů�ŵĞŶƚŽƌŝŶŐ�ĂŶĚ�ĂĚǀŝƐŝŶŐ�ŽĨ�ƐƚƵĚĞŶƚƐ: We expect candidates to 

successfully mentor and advise students. Candidates for Associate Professor and 

Professor should document their ability to successfully work with undergraduate 

and graduate students in supervising internships, directing theses, serving on 

graduate committees, supervising teaching assistants, and/or directing individual 

study. Candidates for Instructor promotion should document mentoring of 

undergraduate student success (e.g., advising on career and/or further graduate 

study; supervising internships; supervising Honors theses) and mentoring 

graduate student teaching assistants.   

Candidates should, in consultation with the Department Chair and/or a faculty 

mentor, craft teaching narratives and compile evidence of teaching excellence that outlines 

how they have met department expectations. We invite candidates to provide, and expect 

committees to consider, evidence of teaching effectiveness that may include: peer teaching 

observations and evaluations (noting that peer observations should comply with the CBA and 

with department guidelines for teaching observations); new course design; adaptation and 

revision of existing courses, including incorporation of new technologies; syllabi, 

assignments, and other instructional materials; evidence from courses of teaching 

effectiveness (including student performance on pre- and post-instruction measures); 

evidence of teaching improvement activities; exemplary student work; evidence of advising 

and mentoring; and Honors- and MA-thesis or internship direction.  

While the majority of WGSS teaching evaluation will be based on classroom, 

mentoring or online experiences, we also affirm the value of service-learning and alternative 

learning formats, and recognize here the importance of alternative teaching venues: 

supervision and mentoring of teaching assistants; learning communities, panels, workshops, 

community organizations, and study-abroad. We value and recognize team-teaching and 

understand that in interdisciplinary teaching, collaboration may be more valuable to 

students, but also more challenging for faculty members. The NWSA has asserted that 

community engagement and activism can and should be acknowledged as both teaching and 

research.  
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Candidates should also take seriously the value USF places on a sustained record of 

scholarship; one large project or a flurry of several projects at or near the end of a 

probationary period does not show that sustained record.   

  Because WGSS is itself an interdisciplinary field, and because some candidates may 

work more or less directly within a traditional discipline that is not familiar to all members 

of the department, candidates will provide evidence of the scholarly rigor of their 

publication venues. For traditional scholarly journals and presses, this will include impact 

factors and/or the publications’ circulation and selectivity statistics; for nontraditional 

forums, candidates should provide evidence of the publications’ impact and intended 

audience. All candidates should provide whatever evidence they can amass documenting 

citations, use of materials in courses at other universities, or “real-world” use of research in 

community change and activism.  

 WGSS values collaborative work. During the tenure-earning period, however, the majority 

of publications should be single- or first-authored. Candidates should document their 

individual contributions to collaboratively published research in the context of the other 

authors’ contributions to the work. Papers and works coauthored with collaborators other 

than former mentors helps to establish the independence of the candidate’s research program. 

Coauthoring papers and works with the candidate’s own students provide additional evidence 

of an independent research program and may contribute to the candidate’s record of teaching.  

  WGSS is a field devoted to challenging the politics of the production of knowledge 

itself. Candidates engaged in this activity may face a larger burden of documenting peer-

recognition than those who work within the boundaries of traditional knowledge structures. 

As the NWSA Working Group puts it, “Critical awareness of inclusions and exclusions in 

knowledge production is foundational” to our field (WSS 2013, p. 16). Tenure and promotion 

committees in WGSS must take the politics of knowledge production into account when 

making recommendations to the college.  

///͘�^ĞƌǀŝĐĞ� 
WGSS, because of our small size and our collaborative governance model, expects that 

service will include active and cooperative participation in department meetings and in 

departmental committees, but sets a goal of not overburdening faculty with service 

requirements. We also recognize the interdisciplinary nature of our department, and value 

contributions to the larger University community, including college- and university-level 

committees, as well as to the larger community as well. We recognize feminist work in the 

community as contributing to our larger departmental mission. We also value service to the 
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• External reviewing of application dossiers for tenure and promotion, awards, 

grants, etc.  

Activities listed above achieved within relevant subfields are considered indicators of 

national reputation. Candidates are not required to meet all of the listed criteria, and the list 

is not exhaustive. 

  

The original draft of this document was approved by the WGS faculty on February 13, 2019 

by a vote of 7-0. Slight revisions to tenure and promotion to full professor standards were 

approved by the tenured faculty on February 4, 2020 by a vote of 4-0. 

 

Revisions to this document were approved by the WGSS faculty on September 12, 2024, by a 

unanimous vote.  

 

This document was approved by the College of Arts and Sciences Dean’s Office on: January 7, 

2020 and by the Provost’s Office on June 19, 2020. 

  

This revised document was approved by the College of Arts and Sciences Dean’s Office on: 

January 27, 2025 and by the Provost’s Office on January 27, 2025. 

 

This document will be formally reviewed every five years (on years ending in 0 or 5). It may 

be revised at any time if a majority of full-time faculty members vote to revise it. 
 


