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1.  Introduction 

 
  
The Hotel, Restaurant and Institutional Management (HRIM) program at the University of Delaware is the 
leading hospitality program in the mid-Atlantic region, preparing undergraduates for management and 
leadership roles in major multinational hospitality corporations. This program is unique in its standing in 
the hospitality management industry, and its faculty must remain current regarding the latest industry 
practices as well as underlying scholarship. Therefore, while being cognizant of industry trends, HRIM 
faculty must teach strategically, and effectively educate our future graduates as they assume important 
roles with hospitality corporations.  Additionally, faculty should provide leadership in a broad range of 
scholarly and professional organizations.  The discovery and dissemination of new knowledge to students 
and key publics is a critical responsibility of our faculty.  
 
Faculty will develop research agendas in relationship to their workload assignments.  This research 
should result in new knowledge that is discipline-based and can be brought into the classroom to educate 
our students. Faculty research should make a contribution to the hospitality industry at large and should 
be tactical, applicable, practical and relevant to industry challenges.  Junior faculty should expect 
mentoring by senior faculty. 
 
In sum, our faculty is expected to make significant contributions in teaching, research, outreach and 
service. Thus, the University of Delaware HRIM program will be viewed as a leading program in teaching, 
scholarship and service.  
 
2.  Standards for Promotion 
 
 
Assistant Professor: The primary requirement to be successfully promoted to this rank is the 
demonstrated ability and desire to achieve excellence in teaching, scholarly activities and service 
activities.  The ability to integrate these areas for the benefit of students is highly valued.  
 
Associate Professor: There should be evidence that the candidate has attained high levels of 
accomplishment and will continue to do so.  Additionally, the candidate should use his/her scholarly 
activities and professional service to inform his/her teaching, where possible.  Some contributions are 
expected to be at the state/national levels.  
 
Full Professor: This rank is reserved for individuals who have established distinguished reputations in 
the field of hotel, restaurant and institutional management, and tourism education, through teaching, 
scholarly activities and professional service activities.  Candidates should have made significant 
contributions to the University’s mission and to the complex nature of the University.  Additionally they 
should have demonstrated a commitment to mentoring other faculty members in the department.  There 
should be evidence of significant and sustained achievement since the last promotion, including 
contributions at the national and/or international levels.  
 
HRIM Clinical Faculty in academic units are eligible for promotion without tenure and will meet the same 
criteria for promotion as do members of the unit who hold tenure track positions based on his/her 
workload agreement.  
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3.  Candidates Rights and Responsibilities 
 
  
Faculty members have the right and responsibility to know all relevant departmental, college and 
university promotion criteria, policies, and practices.  They should plan their academic development and 
activities with the guidelines in mind.    
 
A faculty member has the right to apply for promotion in any academic year, subject to the University 
calendar and in accordance with his/her letter of appointment.  However, tenure-track faculty in their 
terminal year may not apply for promotion.  Time-in-rank is not a criterion for promotion.  Candidates 
must compile a record sufficient to warrant promotion prior to starting this process.  Each candidate will 
submit a promotion dossier to the department in accordance with the university calendar.  This dossier is 
the basis for promotion decisions and it is the responsibility of the candidate to prepare an organized and 
cogent dossier, presenting his/her case for promotion as well as possible.  The organization of the 
dossier is described in this document. 
 
A candidate has the sole right to withdraw from the promotion process at any step.  Otherwise, after 
review, the dossier is transmitted to the next level. 
 
A candidate for promotion will be provided the written recommendations of each university reviewing 
body, including the department committee, department chairperson, college committee, dean, university 
committee, and provost.  All recommendations by such bodies must be justified as completely as 
possible. 
 
Keeping in mind the time schedule, which states deadlines for dossier submission, a candidate has the 
opportunity to consult with the department chairperson, promotion committees or any other appropriate 
person regarding the content and preparation of the dossier.   
 
Other than letters from solicited peer reviewers, current and former students, and those individuals in the 
promotion process shown above, only those materials approved by the candidate may be added to the 
dossier after its submission by the candidate.  These materials would include recent publications or 
journal acceptances, and may be added to the dossier at any time during the promotion process. 
Reviewer comments on documents not available are inappropriate and should not be included in a 
review.  
 
Any appeals by the candidate will also be added to the dossier, along with any rebuttals from the 
appropriate committee or individual in the promotion ladder.   
 
 
4.  Departmental Responsibilities 
 
 
The HRIM department has defined these specific standards and the procedures to be followed by 
candidates seeking promotion and tenure. Due respect was given to the opinions and advice of all HRIM 
faculty in the determination of these procedures and standards.  Using these procedures, faculty will 
decide whether the standards have been met and will judge the credentials submitted in support of each 
application for promotion.    
 
Requirements for the satisfactory discharge of these department responsibilities include the following: 
 
After approval at all levels, any interpretations specific to Hotel, Restaurant and Institutional Management 
will be published and distributed to all members of the department, to the appropriate committees and 
university officials, and to the university committee. The specific evidence upon which recommendations 
are based is clearly set forth in this statement of promotion policies and procedures. 
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Changes in promotion and tenure statements, which will be made only for compelling reasons, will first be 
sent to the college committee and the dean.  If approved, they will be forwarded to the university 
committee and to the provost, all of whom will review the proposals for compliance with this document, 
and suggest revisions, if necessary.  Upon acceptance of the revised document, they will sign and date it 
to signify its approval.  Proposed changes to existing statements must be submitted to the University 
Committee and Provost by March 1 to become effective September 1.    
 
 
 
The department committee will be operated in a democratic fashion and due respect will be given to the 
opinions and advice of all faculty.  The interests of those who participate will be protected by using secret 
ballots.  A three-person promotion and tenure committee will be elected by the department faculty and will 
have at least two tenured members.  A majority of the committee will consist of faculty members who are 
at or above the rank to which a candidate seeks promotion.  If the HRIM department lacks a sufficient 
number of faculty members at the appropriate rank, faculty from other departments will be solicited. The 
chairperson of the committee will be a tenured faculty member within the department who is at or above 
the rank of the person being considered, unless no member of the faculty is qualified. If this occurs, an 
outside faculty member who is at or above the rank of the candidate being considered will be selected by 
the department committee. The committee may also consult with the department chairperson, who will 
offer counsel, but neither participate in its final deliberations, nor vote on its recommendation.   
 
The committee will meet formally and follow established procedures, as stipulated in the University of 
Delaware Faculty Handbook.    
 
The HRIM department’s letter of recommendation will indicate the numerical vote, describe the 
committee’s composition and explain the reasons for the decision.  It will be transmitted in full and in 
writing to the candidate and be signed by all committee members.  The recommendation of the 
department committee will be addressed to the department chairperson and inserted into the dossier.  
When they arise, signed minority opinions will be forwarded as appendices to the committee’s 
recommendations.  
 
The HRIM department chairperson will review the dossier submitted by the candidate, the 
recommendation of the committee, the stated criteria, and make a recommendation supporting or failing 
to support the candidacy.  The chairperson will explain in writing his or her recommendation to the 
candidate and to the department committee.  The chairperson’s recommendation will be transmitted in full 
and in writing to the candidate and also inserted into the candidate’s dossier.  
 
 
 
 
 
 
 
 
 
5.  Review Schedule 

 
  
 1. 15 March   Candidate notifies chair of intention to apply for promotion in writing.  

Departmental committee begins the process of soliciting peer 
evaluations. 

 
 2. 1 September Dossier to department committee and chairperson.  
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 3. 1 October Department’s recommendation to the chairperson. 
 
 4. 15 October  Chairperson’s recommendation to the college committee and dean.   
 
 5.   1 December College committee’s recommendation to the dean. 
 

6. 2 January Dean’s recommendation to the university committee. 
      
7. 15 February  University committee recommendations to provost. 

     
 8. 25 February  Provost’s recommendations are completed.   
 
Appeals are possible at every level.  An intention to appeal must be given to the appropriate body within 
five working days of notification of the decision.  Appeals must be handled within two weeks, except 
under extenuating circumstances.  Appeals made to the University Faculty Senate Committee on 
Promotions and Tenure must be made before March 1st.  Appeals made to the Provost's Office must be 
made by March 15th.   As stated in the University of Delaware's Guidelines for Promotion and Tenure, any 
appeals not heard by these two dates must be carried over to the following academic year.   
 
6.  Promotion Dossiers 
 
It is the individual’s responsibility to present the best case for promotion.  The dossier should be well 
organized, carefully prepared and succinct.  Including superfluous information may obscure more than it 
enhances one’s qualifications and achievements. 
 
All dossiers should be organized under the following headings in this order. 
 
a.  Introductory Material 
 1.  Contents and Guidelines 

• Recommendation for Promotion Form 
• Table of Contents 
• Copy of the college and department’s promotions and tenure criteria 

 2.  Application for Promotion 
• Candidate’s letter requesting promotion 
• Curriculum vitae 
• Candidate’s statement (optional) 

 3.  Internal Recommendations 
• Department committee’s recommendation 
• Chairperson’s recommendation 
• College committee’s recommendation 
• Dean’s recommendation or endorsement 
• University committee’s recommendation 
• Any appeal materials (appeals and rebuttals) 

 4.  External Recommendations 
• Letters of evaluation from peer reviewers together with supporting material.  These 

letters will be numbered sequentially for reference. 
• Candidate’s Statement (optional). 

 
 
 
 
b.  Evidential Materials 
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1. Teaching 

 
Teaching is extremely important in the HRIM department where it is viewed as our primary task.  
Teaching activities to be considered in the evaluation process include classroom instruction, On-
line/Focus instruction, supervision of practicum experiences, student advisement, working with 
students in professional developmental activities, supervision of students who undertake 
independent studies, mentoring and counseling.  Several kinds of evidence should be 
incorporated into the dossier including some of the following: 
 

• Peer evaluations that attest to the candidate’s pedagogical competence, knowledge 
of the subject matter, organization and preparation, ability to stimulate intellectual 
curiosity and willingness to work, innovative capacity, intellectual integrity, and 
rapport with students, etc.  The HRIM Committee will solicit these evaluations.   

• Student evaluations properly tabulated and summarized.  The procedures used in 
administering the evaluations should be described.  Where available, comparable 
departmental evaluations and past measures of the candidate’s performance should 
be provided.  (Note:  Student evaluations should only be used in conjunction with 
other indicators to measure teaching competence.  The type and size of courses 
should be taken into account). 

• Samples of student comments from student evaluations.  The means by which these 
samples were selected should be provided. 

• Testimonials from a selection of former and current undergraduate and graduate 
students.  The procedures for drawing the sample should be clearly described. 

• Course portfolio evaluation. 
• Self-evaluation. 
• Long-term follow-up of students. 
• Recognition for teaching excellence through awards or nominations for awards. 
• Varied materials that reflect coordination activities regarding internships, practical 

experience and industry partnerships. 
• A list of courses taught by semester, number of enrollees, course preparations, 

contact hours and the number of advisees per semester for the years of academic 
employment at the University of Delaware. 

 
  

2. Scholarship 
 

Scholarship in Hotel, Restaurant and Institutional Management education includes varied 
activities that contribute to the discovery, integration, application and advancement of knowledge 
for the hospitality industry and hospitality education. Consistent with the broad mission of the 
program there are three types of research and scholarship in which faculty may usefully engage.   

 
 The evidence of scholarly activity should include some of the following:  
 

• Solicited Peer Evaluations, which serve as a major indicator of an individual’s impact 
on the profession.  The peer evaluations are always required for promotion and 
tenure.  Although the number may vary by rank, every dossier must include outside 
peer reviews, solicited by the departmental committee and written by individuals with 
established reputations in the candidate’s field.  These statements should analyze 
and evaluate critically the candidate’s work and accomplishments and they should 
also comment on the candidate’s potential for future development. 

• The solicitation of these evaluations must follow these guidelines   
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a. A candidate will submit a list of five potential reviewers, some of whom will be 
approached for recommendations.  The department committee will suggest three 
additional reviewers.  This total list of names (8) will be greater than the total number of 
letters (5) solicited.  Although the candidate must be informed of all potential reviewers 
and have an opportunity to comment on them, it is the department committee, and not 
the candidate, that makes the final selection.  The final list of names will not be given to 
the candidate so as to preserve confidentiality of the reviewers.   

   
b. Candidates must not contact potential reviewers about the promotion process. 

   
c. Letters of evaluation will be confidential and peer reviewers will not be mentioned by 

name of affiliation in any recommendations or evaluations.  Reviewers will be 
numbered and referred to by number. 

 
 d. The letter requesting the evaluation, a curriculum vita or biographical statement the 

reviewer’s credentials and a statement of relationship to the candidate should 
accompany each peer review.  Insofar as reasonable and possible, only reviewers 
without personal ties to the candidate should be selected.   

 
• Refereed articles.  
• Authorship or co-authorship of invited papers, position papers, editorials, book 

reviews. 
• Publications in conference proceedings. 
• Published Books. 
• Works of art, recordings and videotapes. 
• Awards, fellowships, prizes. 
• Lectures/presentations/performances at other institutions or conferences. 
• Grant proposals. 
• Unpublished articles, “in-house” publications and unpublished manuscripts. When 

the candidate has materials that have no record of peer review, it is appropriate to 
submit them for external review.  

• Funded and non-funded research projects. 
• Supervision and advisement of student research projects, theses and dissertations. 
• Participation with junior faculty, providing various types of assistance in scholarly 

efforts. 
• Peer reviewing of manuscripts and research presentations for professional/scientific 

journals and annual meetings of professional associations. 
• Journal editor/ member of editorial board. 
• Participation as expert witness. 
• Grants awarded for innovation and development of courses and teaching 

effectiveness. 
• Substantial revision of courses to accommodate new concepts or interdisciplinary 

approaches.  
• Creative development of materials for courses, practica, or laboratory experiences. 
• Curriculum development to encompass technological advances including distance 

learning. 
• Design and development of computer applications in curriculum to enhance student 

knowledge and use of technology. 
• Participation in international program activity related to hospitality and tourism 

research and development. 
• Presentations in juried and non-juried works, including culinary exhibitions. 
• Portfolio development. 
• Designs of physical environment and original creations. 
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• Professional practice and consulting. 
• Articles citing the individual’s work.  
• Reprinting of articles or parts of books in collections of distinguished contributions to 

a subject.  
 

Note:  Scholarly activity prior to appointment at the University of Delaware generally cannot be evaluated 
for promotion and is considered one of the reasons for initial employment.    
  
 

3. Service 
 
The nature of the hospitality industry makes it imperative that faculty engage in activities that 
provide service to the field.  Contacts with industry professionals assist faculty and students in 
understanding the latest developments in the field, as well as developing ideas for research, and 
allow for the integration of this knowledge into course work.  Industry activities also enhance the 
reputation of the department.  Evidence of the industry /professional service activities would 
include some of the following: 

 
• Active membership in professional societies and industry associations. 
• Holding office in national professional or trade associations. 
• Participation in hospitality industry meetings including community, state, and national 

trade association meetings and professional association meetings. 
• Sponsoring/accompanying student groups to industry meetings. 
• Conducting/participating in industry workshops, seminars and conferences. 
• Speeches and seminar presentations to industry, community or university audiences. 
• Development and participation in outreach activities, which benefit the community 

and society. 
• Industry service awards and honors. 

 
Additionally, faculty members in all ranks are expected to serve in faculty governance and 
support the internal and external affairs of the department, the college and the university.  These 
service activities would include some or all of the following: 
 

• University, college and department committee membership and leadership positions 
within those committees. 

• Recruitment and promotional activities for the department and for the university. 
• Leadership and participation in special projects undertaken in the department. 
• Faculty advisor for student organizations, alumni organizations, honor societies, etc. 
• Awards and commendations for service activities. 
• Community affairs participation. 
• Service to government. 
• Administrative support activities. 
• Activities in support of diversity. 

 
When faculty have extended appointments in other departments, the contributions made under those 
appointments should be part of the dossier and considered in the promotion evaluation. 
 
 
7.  Career Development of Assistant Professors 
 
The chairperson, a faculty development committee, or a designated mentor will be responsible for helping 
develop a plan for an orderly progression to promotion for faculty in the HRIM department.  This will be a 
coordinated plan of activities suited to HRIM that will be updated annually.  Teaching functions and the 
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setting up of courses will take priority.  Then a program of scholarly activities should be mounted and 
finally, new faculty should be given some service commitments.  The service commitments should not be 
such a great burden for a new faculty member that he or she is not able to engage in a program of 
research and other scholarly activities. 
 
 
8.  Changes in Departmental Priorities 
 
 
When the HRIM department changes priorities (e.g. further development of the graduate program, 
reorientation of the direction of departmental teaching at all levels) there may be faculty members who 
are at some disadvantage because of the changes.  The HRIM department has a clear obligation to 
provide the faculty members with both the time and resources to accommodate themselves to the new 
priorities.  Those faculty members hired during the probationary period prior to the granting of tenure 
have the right to be reviewed under the policy and procedures in force at the time of hiring, rather than 
under any revised policy or procedure subsequently adopted.  Any candidate for promotion and/or tenure 
who wishes to be considered under the policy and procedure in force at the time of hiring must do so by 
informing the department chairperson of his or her desire at the time of the initial written application for 
promotion.   
 
 
 
 
.  
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APPENDIX 
 

CLINICAL INSTRUCTION 
 

  Clinical instruction plays an important role in certain facets of the departmental program and is integral to 
their duality.  For this reason, the following delineation is provided for the use of peer reviewers in 
evaluating this component of teaching since it may represent the major form of teaching activity for some 
faculty in the department. 
 
Clinical instruction is characterized by a highly individualized, one-on-one tutorial approach with careful 
coordination between on-site experiences and lecture course material.  It requires guidance of the 
student in the implementation of solutions to problems in a “real world” setting using sound theoretical 
knowledge.  Successful practice in hotel, restaurant and institutional management depends not only on 
mastery of the subject matter but equally on the effective application of inter-personal skills and a logical 
approach to problem solving.  Learning experiences in clinical settings pose a demand on judgement.  
The instructor must be able to assist the student in exercising relevant problem-solving and decision-
making skills that contribute to the development of that judgement. 
 

  Additionally, the clinical instructor is often called upon to interpret developments pertaining to current 
practices for the students, professional peers/staff, etc. within the clinical site and so must maintain 
constant awareness of new developments in the field.  Although clinical courses are structured in terms of 
semester and sequence experiences at the clinical site determine the student’s learning environment, 
thus, clinical instructors must maximize a situation over which they exert minimal control.  It is the clinical 
instructor’s responsibility to keep interaction and communications open and positive with as little conflict 
as possible within that environment. 


