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GRI OPERATING POLICY AND PROCEDURE 
GOPP 13-01 

Guidelines for Promotion of Research Faculty 
 
 
Purpose 
 
The purpose of this GRI Operating Policy and Procedure (GOPP) is to establish a policy for the 
promotion of Research/Extension faculty. When in conflict with the most current Mississippi State 
University Faculty Handbook, none of the statements in this GOPP will supersede those of the 
Handbook. Applicants are advised to read and understand Section V. Promotion and Tenure 
Procedures of the Handbook when preparing their promotion application. 
 
Review 
 
This GOPP will be reviewed every four years (or whenever circumstances require an earlier 
review) by the GRI Management Team (Director and Associate Directors who are faculty). 
 
Criteria for Promotion 
 
Promotion is based upon performance and demonstrated competence and not on length of service. 
However, a reasonable period of time must have elapsed to demonstrate competence and 
performance. Promotion from one level to the next will normally only be considered after a 
professional-track faculty member has served at least five years in rank so that sustained 
productivity at Mississippi State University can be demonstrated. Rank should reflect comparable 
stature with others in similar disciplines in other settings. Professional achievement at another 
academic institution, or in another setting (e.g., government, industry) may be considered for 
promotion as outlined in the applicant’s offer letter. Research/Extension faculty should annually 
complete the appropriate review form of their activities, productivity, creativity, and professional 
development and should be reviewed on an annual basis by the appropriate supervisor. 
 
Promotion from Assistant Research/Extension Professor to Associate Research/Extension 
Professor 
 
For promotion from Assistant Research/Extension Professor to Associate Research/Extension 
Professor, an individual must be deemed excellent in his/her primary appointment and at least 
satisfactory in all other applicable areas.  Generally, a minimum of five years of relevant 
experience at the assistant level or equivalent is expected.  Evidence of developing a national 
reputation is required.  
  
Promotion from Associate Research/Extension Professor to Research/Extension Professor 
 
For promotion from Associate Research/Extension Professor to Research/Extension Professor, an 
individual must be deemed excellent in his/her primary appointment and at least satisfactory in all 
other applicable areas.  Generally, a minimum of five years of relevant experience at the associate 
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level or equivalent is expected.  Evidence of having established a national reputation is required.  
 
A national reputation is evidenced when the faculty member has gained recognition for 
accomplishments among colleagues within the University and at other national or international 
institutions and organizations. This includes sustained contributions to the university and to their 
profession, field, or discipline, including, but not limited to publications in national/international 
outlets, presentations at regional/national/international conferences and meetings, national grant 
review panels, organizing committees at national/international conferences, and other activities as 
warranted. 
 
Guidelines for Evaluation of Performance 
 
Excellent performance is defined as meeting or exceeding the center's overall performance 
expectations; no major areas of weakness exist based on specific and measurable performance 
indicators that were highlighted in the offer letter. The applicant has made noteworthy 
contributions to the center and the university.  The applicant has developed leadership and 
expertise in his/her field with significant contributions beyond the university's expectations and 
boundaries. The applicant provides evidence of meritorious advancement toward promotion based 
the promotion application and prior annual performance evaluations.  
  
Satisfactory indicates that the applicant has made moderate progress in a given area, but one or 
more weaknesses render the performance not quite to the expectations of excellence. Although 
there may be one or more strengths as well, the performance is not consistent with the center’s 
expectations for excellence. The applicant has made contributions to the center and the university. 
The applicant provides evidence of reasonable advancement toward promotion based on the 
promotion application and prior annual performance evaluations.  
 
Unsatisfactory performance is characterized as having substantial weaknesses that jeopardize 
professional progress as a Mississippi State University faculty member. Performance at this level 
requires remediation activity. The applicant did not meet satisfactory expectations and/or did not 
make contributions to the center and the university. The applicant must improve to perform 
effectively in their current position. The applicant provides little evidence of reasonable and timely 
advancement toward promotion based the promotion application and prior annual performance 
evaluations. In instances where a rating of Unsatisfactory is warranted, steps should be taken by 
the center, and the individual(s) involved to resolve what is considered to be a serious shortcoming. 
 
Criteria for Assessment 
 
To attain promotion in Research an individual must demonstrate excellence at a level 
commensurate with the appointment. Excellence in research and/or creative achievement must be 
established by critical peer evaluation, using standards prevailing in the discipline. Excellence may 
be documented by books, articles, or reviews published by commercial or university presses or in 
refereed journals of international, national, or regional prestige; research grants, leading to high 
quality research, intellectual property; presentation of papers before professional groups; invited 
participation in scholarly conferences; editorial work for professional journals or publishers; or 
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artistic or humanistic performances, presentations, or shows. Evidence of substantive progress on 
long-term projects that meet the criteria above may be considered. 
 
To attain promotion in Extension an individual must demonstrate excellence at a level 
commensurate with the appointment. Excellence in Extension includes the ability to effectively 
impart the knowledge, methods, and standards of the discipline via Extension education and 
outreach activities, the ability to communicate with clientele and stakeholders using the 
appropriate delivery tool or method, the ability to assess or evaluate Extension educational 
programming, research or related creative activities and the application of assessments to improve 
future programming and delivery. 
 
Excellence in teaching as defined by the current academic operating policy/policies includes the 
ability to impart the knowledge, methods, and standards of the discipline, the ability to 
communicate effectively with students by counseling, advising, or motivating them, the ability to 
direct students in their own research, and the ability to evaluate student work accurately and fairly 
according to prevailing academic standards of the discipline. Excellence in teaching may be 
documented by peer reviews, student awards, student evaluations, student successes, faculty 
teaching awards, recognition of teaching excellence, sample course materials, recordings of 
teaching sessions, graduate student theses and dissertations, and any other documentary materials 
that demonstrate teaching effectiveness on the university campus or at the national or international 
level. 
 
Excellence in service shall be evaluated based on the applicant’s activities that: a) demonstrate or 
enhance collegiality and the excellence of education and scholarly life of MSU and its related 
programs, b) improve the quality of life or society or c) promote the general welfare of the 
university, community, state, nation, or international community. Thus, service includes outreach 
and extension of academic knowledge to the public, participation on department, college, or 
university committees, or on regional, national, or international scholarly committees, boards, or 
review panels, or on public boards as a representative of the scholarly community. Membership or 
participation in such bodies may constitute satisfactory service, but excellence requires leadership 
or initiative leading to substantial improvements or progress. 
 
For purposes of this document, collegiality is defined as the sharing of authority and responsibility 
among colleagues while avoiding patterns of behavior that are of such a disruptive nature as to 
hinder members of academic units from fulfilling their core duties or that hinder academic units 
from their academic mission. Inherent in that definition is the understanding that academic units 
and their members undertake the core duties of teaching, research, and service that are associated 
with the university’s mission and seek to preserve the well-being of the institution.  
 
Further, collegiality: 

• will not be associated with ensuring homogeneity and hence with practices that exclude 
persons on the basis of their difference from a perceived norm. 

• will not threaten academic freedom. 
• will not be confused with the expectation that a faculty member display “enthusiasm” or 

“dedication,” evince “a constructive attitude” that will “foster harmony,” or display an 



 4 

excessive deference to administrative or faculty decisions where these may require 
reasoned discussion. 

• will not be confused with participation in social gatherings outside of the normal scope of 
the faculty member’s roles related to research, teaching, and service. 

• will not necessarily be in conflict with criticism and opposition. 
 
Faculty Promotion Committee 
 
A Faculty Promotion Committee consisting of 3 Research/Extension faculty, with staggered three-
year terms, will be elected by the GRI Faculty.  A Research/Extension Professor must be chair of 
the committee.  Only Research/Extension Professors should evaluate promotion to 
Research/Extension Professor.  In the case where the committee consists of less than 3 Professors 
and a candidate is seeking promotion to Professor, the Institute Director will appoint enough 
Professors from other units to create a committee with 3 members.  Research/Extension Professors 
from units with similar missions will be sought. 
 
Promotion Process 
 
It is the candidate's responsibility to provide sufficient documentation to show that he or she 
satisfies the criteria for promotion. A faculty member who wishes to be considered for promotion 
should submit his/her name to the Institute Director according to the timeline specified in the 
Mississippi State University Faculty Handbook.  The faculty member should also submit a list of 
four to six suggested external reviewers, located at peer institutions at the time of declaration. 
External review may come from qualified industry, government, or academic personnel at peer 
institutions capable of evaluating the applicant’s performance and potential. These reviewers 
should hold a rank at least one level higher (or equivalent) than the applicant. The Institute Director 
and/or Promotion Committee Chair will then request four to six reviews from qualified individuals 
located at peer institutions; the Director/Committee may or may not elect to use the suggested 
external reviewers.  Each reviewer will be provided copies of the candidate's dossier as well as the 
approved promotion guidelines. The applicant should prepare the dossier following the approved 
university template for Promotion. The Promotion Committee should commence evaluation per 
the timeline specified in the Faculty Handbook.  
 
All external letters that are received by the Institute Director must be included in the dossier. The 
Faculty Promotion Committee will review the package, compose a recommendation, and forward 
to the Institute Director. University policy requires the candidate for promotion to be notified of 
the outcome of each decision made on their application. The Promotion Committee letter to the 
Institute Director (and sent to the candidate) may serve as that notification. The Institute Director 
should evaluate the application and submit the dossier with his/her recommendation to the 
appropriate VP. 
 
The complete promotion dossier after the Committee and Institute Director’s review should 
include the following:  
 

• A cover letter from the faculty member requesting promotion 
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• Completed university Promotion application 
• An evaluation letter from the Institute’s Faculty Promotion Committee 
• An evaluation letter from the Institute Director 
• At least 3 external evaluation letters 
• Appendices: 

o Curriculum vitae 
 

Per university guidelines, samples of work and any supporting advisory documentation are not 
forwarded to the VP. 
 
Components of Teaching, Research, and Service 
 
The following items represent the framework to evaluate a faculty member’s performance in the 
areas of research, extension (if applicable), teaching, and service in accordance with appointment.  
However, this is not an exhaustive list. Applicants and reviewers are encouraged to view the below 
as suggestions rather than a list of criteria to be met. Every attempt will be made to characterize 
an individual’s entire contribution to the Institute, University, and the profession.  
 

• Research 
o Demonstrated effort and success in competitive peer-reviewed grantsmanship; with 

the expectation of efforts at the national and/or federal competitive grants; 
substantial roles as lead investigator and research program lead should be 
highlighted  

o Refereed journal articles, monographs, books or book chapters, and intellectual 
property releases/patents commensurate with appointment 

o Nomination for and recipient of research awards and recognition 
o Publication of conference proceedings, abstracts, popular press articles, and use of 

electronic media 
o Creation of new or contributions to existing scientific software, open source code, 

and/or scientific datasets 
o Development of an experimental facility, research facility, and related capacity 
o Quantity and quality of collaborations 
o Other contributions to research not listed here 

 
• Extension 

o Development and delivery of educational programs targeting internal and external 
clientele using direct contact methods such as meetings, workshops, tours, field 
days, etc. including an expectation of program evaluation to gage effectiveness. 

o Documentation of timely responses and contacts with individuals or groups by 
mail, phone, personal conference, e-mail or other digital or social media methods, 
or indirect program support directed towards educational programming via 
newsletters, publications, teaching materials, and/or mass media usage. 

o Participation in organized, invited, panel or round-table presentations and speaking 
engagements. 

o Effective use of mass media and social media networks (social media engagement). 
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A personal opinion piece/blog that speculates/theorizes without science must not 
be considered. Social media impact should be based on the number of posts, 
reached audience, and public engagement.  

o Consistent production of non-peer-reviewed publications or formats for Extension 
education and programming 

o Engaging in educational, scholarly, creative pursuits, and/or research in the form of 
grants (research and educational), professional presentations, peer-reviewed 
manuscripts, books and book chapters, and/or creative/educational displays 

o Continued professional development, regional, national, and international 
activities, and other activities. 

o Other contributions to Extension not listed here 
 

• Teaching 
o Graduate student theses and dissertations or serving on graduate student 

committees, and any faculty-led student awards 
o Documentation of post-graduate student success and letters of support from former 

students 
o Supervision of undergraduate research projects and other mentoring activities 
o Proposals submitted/funded (as Principal Investigator, co-PI, investigator) 

including amount and sources of funding for educational programs (i.e., teaching 
grantsmanship) 

o Formal lecture courses, guest lectures in other courses 
o Instructional materials used including course outlines, syllabi, and creative teaching 

tools and/or aides that emphasize new technologies; initiation of new courses 
should be highlighted 

o Teaching evaluations 
o Other contributions to teaching not listed here 

 
• Service 

o Service as an editor, associate editor, or technical editor of journals, books, 
proceedings 

o Service as a reviewer of refereed scientific literature or competitive and non-
competitive grant proposals for agencies and other funding organizations 

o Participation in professional societies including presentations as: senior author, 
committee assignments, proceedings editor, divisional chairmanships, and session 
moderator 

o Service as an officer in regional or local professional type organizations 
o Participation on university committees at any level, and to the profession 
o Participation on regional, national, or international scholarly committees, boards, 

or review panels, or on public boards as a representative of the scholarly community 
o Grantsmanship to support service programs 
o Community service outside of university-related activities 
o Membership/activity in professional societies including offices held, including 

organization of sessions, symposia, or conferences, highlighting honors and awards 
for service 
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o Mentoring of students and faculty, including advisement of student organizations  
o Outreach of academic knowledge to the public, if not part of a formal Extension 

appointment or program 
o Other contributions to service not listed here 


