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creative arts) and have at least nine years of relevant experience. Individual unit criteria provide 
examples of specific performance indicators.  

The normal educational requirements for each rank may be waived in cases where individuals 
(a) have made extraordinary contributions in teaching, service, or scholarship/creative activities, or (b) 
are in disciplines where the earned terminal degree is not commonly required for undergraduate 
teaching.  
 
5.4e  Tenure and Promotion Eligibility for Library Faculty 
  

To be eligible for tenure, library faculty members must possess a record of highly 
effective performance in librarianship performance and have made effective contributions to 
scholarship and creativity as well as service. Library faculty members are expected to hold a master’s 
degree from a program accredited by the American Library Association and to have successfully 
negotiated their probationary years at USC Upstate. Individual unit criteria provide examples of specific 
performance indicators.  

To be eligible for the rank of assistant librarian, faculty members must have a minimum of 
two years of relevant library experience and must possess strong potential for development. Library 
faculty members are expected to earn a master’s degree from a program accredited by the American 
Library Association.  

To be eligible for the rank of associate librarian, faculty members must at a minimum possess a 
record of highly effective performance in librarianship and must have made effective contributions 
to scholarship and creativity as well as service. Library faculty members are expected to hold an earned 
master’s degree from a program accredited by the American Library Association and have a minimum of 
five years of relevant library experience. Individual unit criteria provide examples of specific performance 
indicators.  

To be eligible for the rank of librarian, faculty members must at a minimum possess a record 
of excellent in librarianship and must also have made highly effective contributions to service 
or scholarship and creativity and effective contributions to the other category. Library faculty members 
are expected to hold a master’s degree from a program accredited by the American Library Association 
and to have a minimum of nine years of relevant library experience. Individual unit criteria provide 
examples of specific performance indicators.  
 

Additional advanced degrees will be looked on favorably for promotion consideration. 
The normal educational requirements for each rank may be waived in cases where a person has made an 
extraordinary contribution as a librarian.  
 
5.5 Post-Tenure Review 
 

The primary function of post-tenure review is to support and invest in one of the university’s 
greatest strengths, its dedicated and talented faculty. Through a combination of self-assessment, 
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administrative review, and peer review, post-tenure review recognizes and rewards the professional 
accomplishments and productivity of faculty members after tenure. 
 

Additionally, it provides a periodic occasion to examine broader patterns of career development 
than those visible in single-year reports and to assess directions for the future.  
 

Finally, the process provides an opportunity for those few faculty members whose contributions 
have fallen below acceptable levels to find ways to re-engage their interests, talents, and energies. 
 

Post-tenure review does not reevaluate the award of tenure and may not be used to shift the 
burden of proof in a proceeding to terminate a tenured faculty member. The sole process for termination 
of tenure remains in Chapter 7 of the Faculty Manual. In every stage of the post-tenure review, the 
principles of academic freedom and due process are protected.  
 
5.5a Terms and Timeline for Post-Tenure Review 
 

The definition of “post-tenure” is the period of time in a faculty member’s career that begins 
upon completion of the tenure process. The calculation of years in the post-tenure review schedule is 
based on the most recent of the following dates: the awarding of tenure, last promotion, or last 
successful post-tenure review.  
 

During the post-tenure period, all tenured faculty continue to undergo formal review by a unit 
administrator a minimum of every three years, called the annual administrative review (see 5.2a 
Exemptions). Tenured faculty are not limited to the three-year cycle and have the option to request 
administrative reviews in other years. These reviews provide one mechanism for evaluating faculty after 
tenure but do not reflect the views of our peers, widely considered to be an important method of 
establishing the quality of work in the academic profession. 
 

Post-tenure review combines administrative review with peer review. After a minimum of six 
years or a maximum of ten years in the post-tenure period, all tenured faculty members undergo this 
additional level of review. The post-tenure review file will be evaluated by the University Post-Tenure 
Review (UPTR) Committee and the Provost.  
 

Faculty with administrative responsibilities (i.e., Chairs, Directors, and Associate or Assistant 
Deans) may choose to stop the post-tenure clock while holding these positions. In the interest of fairness 
and inclusivity, however, these faculty are also permitted to count those years toward post-tenure review 
if they feel ready to undergo this form of review. These faculty members may incorporate administrative 
initiatives, managerial contributions, and continuing education in academic leadership in their post-
tenure review files under service or other relevant areas of review.  
 

Likewise, faculty with course reallocations for any combination of reasons (e.g., reallocated time 
for research, service duties, sabbaticals, modified duties, etc.) are permitted to count those years toward 



57 
 

post-tenure review. Years served at other institutions do not count toward post-tenure review. The post-
tenure review clock stops for full-time administrators (Deans and above) until they return to faculty 
status. 
 

Reviews of faculty in the post-tenure period will be conducted in the spring semester according 
to the master calendar. This schedule differs from the review for promotion and tenure which is 
conducted in the fall semester. Candidates and reviewers must adhere to the appropriate calendar, 
procedures, and file preparation guidelines in the Faculty Manual appendices. 
 
5.5b Criteria 
 

To receive a favorable Post-Tenure Review, faculty members must possess a record of highly 
effective performance in teaching/librarianship and effective contributions to scholarship and creativity, 
as well as service. These categories will be assessed based on unit criteria, which must include specific 
performance indicators for the post-tenure period. The post-tenure review shall be sufficiently flexible to 
accommodate faculty from differing disciplines and with varying responsibilities, professional interests, 
and career profiles. The review acknowledges that faculty members may contribute to the institution’s 
mission in different ways at different points in their careers. 
 
5.5c Outcomes 
 

Favorable Review. Faculty members who receive a favorable review will be eligible for a salary 
increase, to be added to the base pay at the start of the following academic year. 
 

Unfavorable Review and Development Plan. In the event that a faculty member does not receive 
a favorable review, the appropriate Dean will coordinate a faculty development plan in consultation with 
the faculty member and unit supervisor. The faculty member can opt to invite a tenured peer or mentor 
of the faculty member’s choice to participate in devising the development plan if consultation with peers 
would be beneficial. Institutional resources may be made available to support the faculty member in 
successfully completing the development plan. 
 

The development plan will include a reasonable timetable, typically one to three years. Upon 
completion of the development plan, including a positive administrative review from the unit 
administrator, the faculty member can request a new Post-Tenure Review in accordance with the master 
calendar. If the faculty member is unable to meet the goals of the plan within the designated timetable, 
no salary increase will be awarded, and the Provost will determine if further actions are necessary. 
 

Appeal. Alternatively, the faculty member may appeal the decision of the Provost by requesting a 
review by the Promotion and Tenure Committee. The faculty member must make this request in writing 
within five business days of receiving the decision from the Provost. The appeal should be completed by 
the last day of final exams in spring semester. The Promotion and Tenure Committee Chair will notify the 
faculty member, UPTR Committee Chair, Chair, Dean, and Provost of the appeal decision (to be selected 
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from one of three options: support appeal, do not support appeal, neutral/abstain). The Provost will 
consider the outcome of the appeal and issue a final decision on the file. 
 
Grievance. The faculty member may grieve an unfavorable review through the procedures indicated in 
Chapter 6 only if the concern meets the requirements for a grievance (e.g., decision based on 
discriminatory attitudes/practices or failure to follow policies of the university). Grievances for post-
tenure review would require a Grievance Hearing Panel drawn from tenured faculty members in the 
grievance pool. The grievance committee submits its evaluation to the Chancellor who issues a final 
decision.  




