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Curriculum and Research Committee 
Teacher/Scholar Models 

 
 
In November 2006, WCU Provost Dr. Linda Lamwers spoke before the Faculty Senate 
about the evolution and purpose of the department Teacher-Scholar models.  These 
guidelines, based on the theories of SUNY Chancellor Ernest Boyer (1928-1995), assist 
faculty in developing a complementary approach to the varied aspects of academic life—
teaching, scholarship, and service.  Boyer proposed integrating all three elements into a 
coherent theory and methodology, emphasized the more applied-side of research, and 
sought to strengthen academia’s commitment to community building.  The result has 
been a shift away from segmented circles of pedagogy, discovery, and service to circles 
that overlap.  For WCU faculty navigating their way through the tenure and promotion 
process, the many instruments which assess their performance may be a source of 
confusion.  The Curriculum and Research Committee of the Faculty Senate has 
undertaken this report to help faculty members make sense of this complexity. 
 

I. CBA 
 

The first set of guidelines which faculty should consult, and which serve as the 
foundation of all other guidelines, is the Agreement between the Association of 
Pennsylvania State College and University Faculties (APSCUF) and the Pennsylvania 
State System of Higher Education (State System), commonly referred to either as the 
CBA (Collective Bargaining Agreement) or the “contract.”  This document breaks up 
faculty responsibilities into three categories—teaching, scholarship, and service, and 
explains generally what is indicated by the three. 
 
Article 12 
Subsection B 1 a 
“Effective teaching and fulfillment of professional responsibilities:  This will be 
indicated, when applicable, by such items as:  student evaluations, peer evaluations, 
classroom visitations, quality of syllabi, quality of student advisement, willingness to 
accept departmental work assignments, timely execution of work assignments, and any 
other data deemed appropriate and agreed to by the faculty and administration at local 
meet and discuss.” 
 
Subsection B 2 
“Continuing scholarly growth:  This will be indicated, when applicable, by such items 
as:  development of experimental programs (including distance education), papers 
delivered at national and regional meetings of professional societies; regional and 
national awards; offices held in professional organizations; invitational lectures given; 
participation in panels at regions and national meetings of professional organizations; 
grant acquisitions; editorships of professional journals; participation in juried shows; 
program-related projects; quality of musical or theatrical performances; participation in 
one-person or invitational shows; consultantships; research projects and publication 
record; additional graduate work; contribution to the scholarly growth of one’s peers; 
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and any other data agreed to by the faculty and administration at local meet and 
discuss.” 
 
Subsection B 3 
“Service:  contribution to the University and/or community:  This will be indicated, when 
applicable, by such items as:  quality of participation in program, department, college, 
and University committees; APSCUF activity contributing to the governance of the 
University; development of new courses or programs; training or assisting other faculty 
members in the use of distance education technology; participation in University-wide 
colloquia; voluntary membership in professionally oriented, community based 
organizations reasonably related to the faculty member’s discipline; lectures and 
consultations; consulting with local and area agencies and organizations; and any other 
data agreed to by the faculty and administration at local meet and discuss.” 
 

II.  Statement of Expectations 
 

Each faculty member has a statement of expectations detailing the specific activities he or 
she is obliged to fulfill over the course of a probationary or post-tenure evaluation period.  
These statements generally correspond to the contract in that they are divided into three 
sub-sections (teaching, scholarly growth, and service), but they are more specific and 
individually-tailored.   
 

III.  University tenure and promotions policies 
 
These guidelines, found on the wcupa.edu website under the office of the Provost or Vice 
President for Academic Affairs, assist faculty in preparing their documents and narratives 
in the tenure and promotion process.  Instead of repeating the various items of teaching, 
scholarship, and service, however, the tenure and promotions policies set up a qualitative 
rubric that distinguishes faculty performance across three levels—assistant professor, 
associate professor, and full professor.  The language reads as follows: 
  
Assistant Professor—Assistant Professors must demonstrate that they have the potential 
for a successful career in academia.  Teaching effectiveness or competence in the 
primary assignment must be established, not merely asserted.  The Assistant Professor 
teaches assigned courses or performs assigned duties, shows sound professional 
judgment, performs advising duties (if assigned), and performs professional 
responsibilities in a competent manner.  Assistant Professors must demonstrate that they 
are beginning to build the foundation for a continuously productive record of 
scholarship, research, or other creative activities.  For example, this foundation might 
consist of refereed publications; regional or national conference presentations, exhibits, 
or performances; and/or successful internal grant awards.  Since teaching and 
scholarship constitute the most important criteria, Assistant Professors should be 
expected to perform service primarily at the department level in a competent and 
professional manner. 
 



Faculty Senate Curriculum and Research Committee, 2007 

Associate Professor—Associate Professors must demonstrate that they have established 
the foundation for a successful career.  The Associate Professor must demonstrate the 
ability to go beyond simply teaching effectively or performing the primary assignment in 
a competent fashion by demonstrating significant improvements through the introduction 
of new materials, techniques, or programs; student mentorship; excellence in advising (if 
applicable).  There should be no evidence of weakness nor areas of concern in the 
performance of teaching or primary assignment.  Associate Professors must show a 
record of scholarship, research, or other creative activity evidence by continuous growth 
and productivity in scholarly, peer-reviewed products, and an established presence 
within his/her discipline.  The record must demonstrate enough continuity, or sufficient 
quality, to suggest increased or at least continued productivity in the future.  Associate 
Professors must demonstrate that they can be relied on for critical service activities at 
the department, School or College, and University levels. 
 
Full Professors—Full Professors must demonstrate continuous and substantial 
contributions to the University and their discipline through time.  Full Professors must 
demonstrate a sustained and solid commitment to teaching or the performance of the 
primary assignment.  They should have assumed a leadership role in improving and/or 
updating the delivery of education to students.  They can be relied on to provide 
mentorship for junior faculty and help to improve the overall quality of teaching at the 
institution.  Full Professors should have a continuously productive record of scholarship 
or creative activity in peer-reviewed forums and displayed leadership within his/her 
discipline via such activities as service on committees or professional organizations; 
providing reviews for scholarly journals, granting agencies, or creative works; and/or 
invitations for speaking engagements.  Full Professors must have assumed a leadership 
role in some area of service at the University level. 
 

IV.  Plan for Excellence 
 

In 2001, the university published its Self Study Report and Plan for Excellence.  In it, 
WCU officials set out a vision for the future which included 5 endeavors or 
transformations.   
 

1. Responsiveness Transformation:  West Chester University will increase its 
responsiveness to the educational and cultural needs of the region. 

2. Student Success Transformation:  West Chester University will make student 
success its defining characteristic. 

3. Diversity Transformation:   West Chester University will strengthen its 
commitment to pluralism, access, equity, and a supportive campus climate for a 
diverse community of students, staff, faculty, and administrators 

4. Human Capital Transformation:  West Chester University will increase its 
investment in the continued development of the skills and knowledge of its faculty, 
staff, and administrators. 

5. Resourcefulness Transformation:  West Chester will diversify the base of its 
physical and fiscal resources and increase the effectiveness with which they are 
managed. 
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Faculty members are encouraged to mesh these 5 transformations into the 3 existing areas 
of activity (teaching, scholarship, and service.)  Although there is no universal mode for 
doing this, it has been a practice to see student success and diversity transformation as 
related to teaching, responsiveness, diversity, and resourcefulness as related to service, 
and human capital as related to scholarship.  But it is clear that all five transformations 
impact all three academic areas in different ways.   
 
To recap: 

1. The CBA offers the most basic guidelines for faculty in terms of what 
constitutes teachings, scholarship, and service 

 
2. The Statement of Expectations is the most individually tailored set of 

obligations for faculty members 
 

3. The University TEP policies offer a qualitative way of evaluating the 
performance of teaching, scholarship, and service across the three levels of 
professorships 

 
4. The Plan for Excellence is a mission statement which sets out goals for the 

future that should be incorporated into faculty teaching, scholarship, and 
service. 

 
V.  Teacher-Scholar Models 

 
That leaves the Teacher Scholar Models.  In view of the four existing rubrics, it is 
difficult to assess the place of the models until one understands that they serve as a non-
binding introduction to the specific discipline, informing a non-specialist at a broad level 
about what the discipline does and what it values in terms of teaching, scholarship, and 
service.  In this way, the TS models serve as bridge between the individual statement of 
expectations and the university tenure and promotions (TEP) process, allowing the TEP 
committee to evaluate faculty accomplishments in a way that is more discipline-specific 
and less apt to confusion or arbitrariness. 
 
An environmental scan of TS models across the university reveals much symmetry--
despite variance in language usage and expectations.  Most of the models begin with an 
introduction to their disciplines, and almost all of the models are subdivided into the three 
categories of teaching, scholarly growth, and service, hewing carefully to the language of 
the CBA.  However, only one of sixteen TS models which I was able to survey 
incorporates language from the Plan for Excellence, and only two make reference to 
Boyer’s theory, although seven actually call for bringing scholarship into the classroom.  
Only one incorporates the three levels of professorships in its evaluation of faculty 
teaching, scholarly growth, and service.   
 
The consensus is that effective teaching is demonstrated primarily by student and peer 
review, and that faculty members need to demonstrate service to the university at a 
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variety of levels (department, university, and community work).  For promotion, 
demonstration of service leadership is crucial, particularly for promotion to the rank of 
full professor.  It is in the area of scholarship that there is both the greatest concern and 
greatest asymmetry across disciplines.  Many of the models allow for diverse methods of 
demonstrating scholarly growth, and some, as I said before, echo Boyer in calling for the 
integration of research into classrooms.  But what appears to be happening as well is the 
assumption of values normally associated with research universities, whose tenure and 
promotion processes generally emphasize scholarship as the key area of interest.  That 
has brought an increased attachment to more traditional benchmarks, such as peer-
reviewed books and articles, external grants, and leadership roles in the discipline (the 
assumption of an international reputation).   
 
A comparison of the promotions policies between WCU and three Pennsylvania research 
universities (the University of Pennsylvania, Penn State University, and the University of 
Pittsburgh) uncovers some of these newly shared sentiments in the area of scholarship. 
 
University of Pennsylvania promotions policy:  The overriding objective of the faculty 
appointment and promotion policy and procedures should be the recruitment and 
retention of a distinguished faculty. While the means to this end may vary, particularly in 
some of the professional schools, generally the objective will be met by stressing 
intellectual leadership as the chief criterion. Accordingly, a high degree of excellence is 
expected in both research and teaching. The relative weight given to research and 
teaching varies from case to case and should be determined by the individual faculties, 
but always with significant achievements in research if they are to be assigned teaching 
responsibilities. An acceptable standard of competence in research should be required 
even of outstanding teachers, and at a research institution such as the University of 
Pennsylvania an acceptable standard in research is very high indeed. The initial 
determination of competence in research should be made by scholars in the same or 
closely related disciplines, subject to review at the school and University levels. In 
identifying good teaching, it is essential to make use both of carefully tested forms for 
evaluation by current and former students and also of some type of peer evaluation. 
Teaching evaluation forms may differ from school to school. 
 

Penn State--The Scholarship of Research and Creative Accomplishments: Competence, 
usually demonstrated through publication, exhibition, or performance, to carry out 
research or creative work of high quality and scholarly significance; the ability to garner 
grants or other external support for research or creative activity; evidence of thorough 
understanding of the field; maintenance of high levels of academic performance.  

Promotion:  The presumption is that a positive tenure decision for an assistant professor 
is sufficient to warrant promotion to associate professor. Promotion is based on 
recognized performance and achievement in each of several areas, as appropriate to the 
particular responsibilities of the faculty member. Decisions on promotion to the ranks of 
associate professor and professor, or their equivalents, are made by the President after 
reviews at all previous levels have been completed. Promotions up to and including the 
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rank of assistant professor, or its equivalent, are made by the academic dean of the 
relevant unit. 

University of Pittsburgh--Promotion and Tenure Reviews:  A faculty member being 
evaluated for promotion or the award of tenure shall be accorded a fair and impartial 
review based on the individual's merit and applicable standards of the discipline, school, 
or regional campus. The recommendation for promotion to the next higher rank is made 
by colleagues senior in rank. For promotions with the conferral of tenure, the 
recommendations are made by the tenured faculty with academic rank equal to, or higher 
than, that for which the person is being evaluated. Recommendations for the award of 
tenure to full professors or associate professors on probationary appointments are made 
by tenured faculty with rank equal to or higher than that for which the person is being 
evaluated. Schools have their own internal procedures to be followed in tenure decisions. 
 
The questions begged by this are obvious:  1.)  Is WCU changing along the lines of 
Boyer’s model, or is it in fact seeking to become more like a doctoral granting institution, 
and 2.) To what extent are the TS models as they are currently constituted more a fusion 
of teaching university workloads with research university expectations than a desire to 
make scholarship more applicable in classrooms and community settings?   
 
There has been in recent years an additional element to this “paradigm shift” at the 
university, and that is the emphasis in job announcements and evaluations on 
“entrepreneurship” and “entrepreneurial spirit,” tropes that appear to connote a need for 
faculty members to engage in revenue-generating activities as part of their duties.  While 
grant-writing has always been a staple of academic life, it is not clear whether this new 
language reflects a different scale or scope of expectations of faculty development.   
Faculty Senate might want to participate in a larger philosophical discussion about all of 
these issues, as they impact the future of faculty success at the university. 
 
 
 
 


