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I.  Introduction 
 
The purpose of this Faculty Handbook is to provide detailed information to current and 
prospective faculty members on policies and procedures relevant to the hiring, development, 
performance evaluation, promotion, and, when warranted, termination of faculty members.  
Information with respect to committees of the college on which selected faculty members will be 
expected to participate is also included.  Information included in this Handbook is subject to 
change from time to time, and is subordinate to requirements of federal, state and local laws, to 
the final authority of the college Board of Directors, and to the expressed provisions of any 
employment or appointment letter or contract accepted by an individual when he or she is 
employed or appointed. 
 
The Board of Directors of Geisinger College of Health Sciences (hereafter referred to as the 
"Board" respectively) is the governing board of the college; the college administrators and the 
members of the faculty of the college share responsibility for planning and implementing actions 
within the institution under the guidance of the Board. The policies and respective rules 
governing the Board, the administration, and the faculty, as set forth in this Faculty Handbook, 
convey the mutual trust and agreement inherent in all interactions between these respective 
bodies. 
 
The Faculty Handbook contains the rules and regulations that govern faculty affairs and functions 
as part of the college Faculty Appointment Contract between the faculty member and The 
College. Each faculty member should be knowledgeable about the areas covered in the 
Handbook. The signing of annual agreements that specify an individual faculty member's 
compensation and distribution of activity does not negate the Handbook's status as a partial 
agreement of employment.   Faculty Appointment Agreements will be sent out in duplicate to the 
faculty member, who will return a signed copy to the Faculty Affairs Department who will see that 
the appropriate supervisor/department have copies on file. All hiring officials (Chairs, Business 
Managers, and Human Resources Management personnel) should be aware of this procedure. 
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Geisinger College of Health Sciences 

 
Institutional Overview 

Geisinger College of Health Sciences originated as, Geisinger Commonwealth School of Medicine 
and was established through the grassroots efforts of visionary individuals who foresaw what a 
community-based medical school would bring to the region and worked to make it a reality. Their 
goal was to provide more physicians and improved healthcare resources for the people of 
northeast and central Pennsylvania. The vision was to create a unique medical education 
experience that focused on caring for people in the context of their lives and in their community.  

The roots of Geisinger Commonwealth began in 2004 with the Founding Seven. This group 
included area physicians Charles Bannon, MD, Gerald Tracy, MD, and Robert Wright, MD; 
businessmen and community leaders Robert Naismith, PhD, and Gerald Joyce; and attorneys 
Mark Perry and Michael Costello. The Northeastern Pennsylvania Medical Education 
Development Consortium was established by 2005. The consortium included business, medical, 
community and government representatives. After acquiring funding from sources including the 
Commonwealth of Pennsylvania, Blue Cross of Northeastern Pennsylvania, and other state, 
federal and private philanthropic sources, the Commonwealth Medical Education Corporation 
was formed.  

Geisinger Commonwealth School of Medicine (GCSOM) was incorporated in 2008 and welcomed 
its first class of Doctor of Medicine (MD) degree students and Master of Biomedical Sciences 
(MBS) degree students in August 2009. In April 2011, GCSOM opened the 185,000-square-foot 
Medical Sciences Building in Scranton that houses the academic and research programs.  

The Middle States Commission on Higher Education granted GCSOM full accreditation on June 27, 
2014, and the Liaison Committee for Medical Education granted GCSOM full accreditation on July 
7, 2014.   

GCSOM integrated with Geisinger Health on January 1, 2017 and became Geisinger 
Commonwealth School of Medicine.  

Geisinger Commonwealth has administrative and educational space at hospitals in Scranton, 
Danville, Wilkes-Barre, Lewistown, State College and Sayre, Pennsylvania as well as in Atlantic City 
New Jersey. Geisinger Commonwealth has relationships with more than 25 hospitals in northeast 
and central Pennsylvania that provide learning environments for the students. The school has six 
regional campuses: North (Scranton), South (Wilkes-Barre), Central (Danville), West 
(Lewistown/State College) Guthrie (Sayre), and AtlantiCare (Atlantic City, NJ) which are integral to 
the school’s community-based education.  

In September of 2022 it was announced that Geisinger Commonwealth School of Medicine would 
be changing our name and doing business as, Geisinger College of Health Sciences. This name 
change will allow for the further growth and development of additional professional schools, like  
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the Geisinger School of Nursing that is joining the Geisinger Commonwealth School of Medicine 
as an additional degree granting program that falls under the new umbrella of the Geisinger 
College of Health Sciences.  This name change was approved by the Pennsylvania State Board of 
Education on August 19, 2022.  

Governance 

The college’s Board of Directors provides close administrative oversight of the college. The Board 
reviews and approves the strategic plan, the budget, the promotion and tenure status of faculty 
members, goals and performance of the President and leadership team, and the granting of 
degrees. The Board also approves new academic programs that college may add or develop, the 
purchase of real property, all audit and tax filings, and any major expenditures (over $100,000) 
not previously planned in the budget. 

Accreditation 

In April, 2008 the college received “degree-granting authority” from the Commonwealth of 
Pennsylvania Secretary of Education after the submission of an application and a site visit. This 
authority allowed the college to offer programs for the Master of Biomedical Sciences (MBS) and 
MD degree (contingent on LCME accreditation). 
 
The college received “Preliminary” accreditation by the Liaison Committee on Medical Education 
in October, 2008. In January of 2011 LCME conducted its site visit for “Provisional” accreditation, 
the next step in the process. In June of 2011, concerned about long term financial plans and 
leadership turnover, LCME placed the school on probation and declined to grant provisional 
status. A probation action plan was submitted to LCME in August 2011 and approved at LCME’s 
October meeting. The site visit to review actions taken in accordance with the plan, and the 
readiness for provisional status was conducted in January of 2012. In June of 2012 the school was 
removed from probation by LCME and granted provisional status. A progress report was 
submitted to LCME in December, 2012. In 2012 the school of medicine began the process to 
achieve full LCME accreditation.  The site visit for full accreditation took place in February of 2014 
and the LCME will review the findings of that site visit and make its decision at their June 2014 
meeting. 

On July 7, 2014, THE SCHOOL received notification that the Liaison Committee on Medical 
Education granted “Full” accreditation status to the school. In June of 2019 the school was 
granted eight additional years of continued accreditation from the LCME, the next scheduled site 
visit is scheduled for the 2026-2027 academic year.  

The Middle States Commission on Higher Education (MSCHE) granted the school “Candidate for 
Accreditation” status in 2009. The evaluation visit for full accreditation by the MSCHE took place 
in March of 2014, with a final decision expected in June 2014.  The Middle States Commission 
granted the school “Full” Accreditation status on June 27, 2015. In June of 2019 the school was  
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granted eight additional years of continued accreditation from the Middle States, the next 
scheduled site visit is scheduled for the 2026-2027 academic year.  

In June 2010, after a site visit, the school was informed that it has been granted participation in 
the Title IV program, allowing students access to federal loan support. 

Mission Statement  

Geisinger Commonwealth School of Medicine will educate aspiring physicians and scientists to 
serve society using a community-based, patient-centered, inter-professional and evidence-based 
model of education that is committed to inclusion, promotes discovery and utilizes innovative 
techniques. 

Geisinger and College Values: 
 
Kindness: We strive to treat everyone as we would hope to be treated ourselves 
 
Excellence: We treasure colleagues who humbly strive for excellence   
Safety: We provide a safe environment for our patients, our members, and our Geisinger family 
Learning: We share our knowledge with the best and brightest so we can prepare the care givers 
of tomorrow.  
Innovation: We constantly seek new and innovative ways to care for our patients, our members, 
our community and the nation.  
 
Equal Opportunity/Affirmative Action Statement  
 
The college embraces a medical education model, which recognizes that quality physicians surge 
from environments rich in diversity of experiences, cultures and ideas. The college is committed 
to the recruitment, retention and promotion of faculty, staff and students that will promote the 
college’s commitment to excellence, diversity and service based on individual abilities, experience 
and skills. The college values diversity and is committed to maintaining a work environment free 
of discrimination. Actions and/or services affecting the college employees or students will be 
applied without regard to sex, race, color, religion, national origin, ancestry, age, sexual 
orientation, physical handicap, disability, marital status, veteran status or disabled veteran status.  
 
The college and Geisinger are an equal opportunity employer. The college’s Vice Dean for Health 
Equity and Inclusion and the Systems Chief Diversity, Equity and Inclusion Officer coordinate and 
monitor the adherence to this policy. 
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 II.  Organization and Administrative Structure 

Board of Directors 

The Geisinger Health Board of Directors has delegated the responsibility and oversite of the 
College of Health Sciences to the College of Health Sciences Board of Directors, which provides 
administrative oversight of the school.  
 
The College of Health Sciences Board, herein referred to as the “Board” reviews and approves the 
strategic plan, the budget, the promotion and tenure status of faculty members, goals and 
performance of the President/Dean and leadership team, and the granting of degrees. The Board 
also approves new academic programs that college may add or develop, the purchase of 
property, reviews all audit and tax filings, and any major expenditures (over $100,000) not 
previously planned in the budget. Agenda items of the Board are then reported on to the 
Geisinger Health Board as part of their business activities.  
 
The Board has the additional responsibilities of: 

• Approving the recommendations for promotion and tenure of faculty 
• Approving graduates of the school as recommended by the faculty 
• Approving the awarding of the honorary degrees of Doctor of Medical Arts and 
• Approving changes to the school of medicine bylaws 

 
President’s Management Organization  
 
Reporting directly to the Board, the President is the leader responsible for, maintaining 
accreditation and providing leadership for the school’s missions of medical education, service, 
and research. The President is also responsible for supporting the governance structure, 
fundraising, and creating a constituency of support for the school. In addition to his/her 
administrative duties, the President is responsible for successful consensus building throughout 
the region. The President is the key representative of the school for donors, national 
organizations, potential research partners, clinical affiliates, and governmental agencies.  
 
The President of College 

• Provides leadership to the college, the faculty, and staff in developing the vision and 
strategic plan for the college. 

• Is responsible for matters relating to the design and effective administration of the 
college, including facilities, resources, budgets, fundraising, and relationships with the 
community and external stakeholders. 

• Develops and leads an aggressive, long-term funding plan designed to effectively 
ensure the college viability for decades to come. 

• Builds a culture of excellence in the college that incorporates fairness, integrity, 
respect, creativity, initiative, and community service.  

• Ensures compliance in all legal and regulatory requirements.  
• Ensures that the college follows all policies and procedures. 
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Reporting directly to the President, the Vice Dean for Education is the Chief Academic Officer and 
is responsible for creating successful academic programs and relationships with regional schools 
and universities, hospitals, clinics and physicians, businesses, industries, and individuals to create 
opportunities for academics, scholarship, and research. The Vice Dean for Education is 
responsible for curriculum development and execution, the student experience, faculty 
recruitment and development and the execution of the research agenda. The Vice Dean for 
Education is specifically responsible for: 
  

• Building and ensuring the highest possible quality in medical, graduate, and postgraduate 
education and research.  

• Managing and advancing the school’s partnerships with clinical sites and providers.  
• Designing an effective administration of the college, including academic programs, faculty, 

students, and staff.  
• Building a culture of excellence in the college that incorporates fairness, integrity, respect, 

creativity, initiative, and community service.  
• Ensuring compliance with all legal and regulatory requirements.  
• Ensuring that the college follows all of its policies and procedures. 

 

 
 
 
 
 
 
 
 
 



 

11 | P a g e  

 
III.  Faculty Governance and Academic Structure 

Faculty Body 
 
The faculty of college consists of all members of the staff who hold the academic rank of 
instructor or above.  

Faculty Ranks and Focus 
 
Faculty Ranks Full and Part Time Faculty 
The following faculty ranks, as generally described below are employed throughout THE COLLEGE.  
 
Instructor: 
Instructor is reserved for individuals joining the faculty who hold at least a master’s degree or 
equivalent relevant experience and should otherwise be well qualified to participate in education, 
research or clinical care.   

 
Assistant Professor:  
Assistant Professor requires an advanced, terminal degree. Terminal degrees in health care are 
usually doctoral degrees (MD, DO, PhD, DSc, EdD or equivalent). Assistant Professors should 
demonstrate the potential for excellence in education, research or clinical care and the capacity to  
participate productively in scholarly activity.  If a candidate’s focus area is clinical care, specialty 
board certification eligibility is required. 
 
Associate Professor: 
Associate Professor requires an advanced, terminal degree. Terminal degrees in medical 
education, research and health care are usually doctoral degrees (MD, DO, PhD, DSc, EdD or 
equivalent). Associate Professors must demonstrate excellence in education, research or clinical 
care depending on declared area or areas of focus and at least meritorious performance in 
education, scholarly activity and service. If a candidate’s focus area is clinical care, specialty board 
certification is required. 
 
Professor: 
Professor requires an advanced, terminal degree. Terminal degrees in medical education, 
research and health care are usually doctoral degrees (MD, DO, PhD, DSc, EdD or equivalent). 
Professors must demonstrate excellence in education, research or clinical care depending on 
declared area or areas of focus and at least meritorious performance in education and service and 
excellence in the area of scholarly activity, and a strong regional and/or national reputation. If a 
candidate’s focus area is clinical care, specialty board certification is required. 
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Tenure 

All persons with full time faculty appointments at the college who hold a regular professional rank 
of Assistant Professor (if seeking promotion and tenure simultaneously) or above shall be eligible 
to be considered for tenure.  Please note that Assistant Professors cannot be tenured, 
regardless of time in rank. Tenure eligible faculty may be reviewed for tenure alone or for 
promotion and tenure simultaneously, depending on time in rank at the college. To be eligible for 
consideration for tenure, a faculty member must be in their sixth year in rank at the college.  A 
faculty member could be considered for tenure earlier than the sixth year, if clearly stated in 
their initial offer letter. The award of tenure is recognition by the institution of the value and 
contributions over the faculty members career. 
 
Faculty Ranks for (Volunteer) 

 
Clinical Faculty: 
Clinical Faculty in the School are non- tenured, and the conditions of their appointment will be 
stated in writing at the time of their appointment. All clinical faculty titles will include the 
qualifier, “Clinical” that designates the difference between an employed faculty member and a 
volunteer faculty member. 
 
Clinical Instructor: 
Clinical Instructors shall be appropriately degreed and licensed and have developed the skills 
required for their clinical field. The candidate shall demonstrate a high level of ability in clinical 
practice and as an educator in their field of expertise. 
 
Clinical Senior Instructor:  
Clinical Senior Instructors shall be appropriately degreed and licensed and have developed the skills 
required for their clinical field. The candidate shall demonstrate a high level of ability in clinical 
practice as well as have evidence of high-level performance as an educator in their field of 
expertise. 
 
Clinical Assistant Professor: 
Clinical Assistant Professors shall hold a terminal professional degree, usually MD, DO, PhD, DSc, 
EdD or equivalent, have completed all appropriate postdoctoral training, and shall be certified by 
the appropriate specialty and sub-specialty boards in those health professions where certification 
is offered. The candidate shall demonstrate a high level of ability in clinical practice and education 
in the departmental field, and the potential for exhibiting excellence in the field.  Clinical Assistant 
Professors are required to have current licenses if they are educating students in a clinical setting.
          
Clinical Associate Professor: 
Clinical Associate Professors shall meet the requirements for Clinical Assistant Professor and, in 
addition, have extensive experience in clinical or professional practice in their field of specialization. 
The candidate shall demonstrate outstanding performance in the education of medical students  
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and/or trainees. Clinical Associate Professors are required to have current licenses if they are 
educating students in a clinical setting.  

      
Clinical Professor:  
Clinical Professors shall meet the requirements for Clinical Associate Professor and demonstrate 
an outstanding record in instruction of the students of this or other Schools. In addition, an 
appointee is recognized as a leader in the professional field, as demonstrated both through 
professional activities and by recognition from peers. A candidate demonstrates scholarly activity 
appropriate to the candidate’s clinical activities. Clinical Professors are required to have current 
licenses if they are educating students in a clinical setting.  
 
Adjunct Faculty: 
Adjunct faculty appointments in the school are non- tenured, with conditions which will be stated 
in writing at the time of appointment. Adjunct faculty members may receive compensation for 
part-time assignments, or may serve on a volunteer, uncompensated basis. All adjunct faculty 
titles will include the qualifier, “Adjunct”, that designates the difference between a full/part-time 
faculty member and an adjunct faculty member. 
  
Adjunct Instructor: 
Adjunct Instructors shall hold at least a master’s degree or its equivalent and should otherwise be 
well qualified to educate students or trainees at an equivalent institution. An instructor 
demonstrates or shows evidence of potential for effective education of students. 
 
Adjunct Assistant Professor:   
Adjunct Assistant Professors shall hold the MD, DO, PhD, DSc, EdD or equivalent degree and 
currently holds an equivalent rank at another institution. An appointee demonstrates or has 
potential for excellence in education or research. 
 
Adjunct Associate Professor: 
Adjunct Associate Professors shall hold the MD, DO, PhD, DSc, EdD or equivalent degree and an 
equivalent title at a similar institution. The evidence must indicate convincingly that an appointee 
to the rank of Adjunct Associate Professor has the potential to maintain a high level of 
performance as an educator or, as a researcher. 
 
Adjunct Professor:   
Adjunct Professors shall hold the MD, DO, PhD, DSc, EdD or equivalent degree and an equivalent 
title at a similar institution.  The evidence must indicate convincingly that an appointee to the 
rank of Adjunct Professor has maintained a high level of performance as an educator or as a 
researcher. Academic rank at initial appointment is determined by the level of prior qualifications 
and experience, professional contributions, demonstrated expertise, and favorable regional or 
national recognition. Clinical and adjunct faculty are reappointed annually based upon the 
contributions and the needs of the department and college.  
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Changing Focus 
 
Full/Part-time faculty of college are expected to perform generally in one or more of the three 
areas: education, research and clinical care. When hired by the college, new faculty members 
along with their department chair and with final approval by the dean will identify their area or 
areas of focus.  An area of focus will be one or more of the three areas of general performance: 
education, research or clinical care. The area or areas of focus may fluctuate over the faculty 
member’s career.  
 
Therefore, once a year, during the annual evaluation process, the area or areas of focus will be 
confirmed or revised and documented with the department as well as with the department of 
faculty affairs. This flexibility allows faculty members to better meet their own professional goals 
and to better serve the needs of their department and the college. All faculty of are expected to 
engage in some level of scholarship and service.     

Faculty Senate 
 
The Faculty Senate is a representative body that serves as the collective voice of the faculty on 
academic and administrative matters. The Faculty Senate provides advice, guidance, and input to 
the Dean, oversees the election of faculty representatives for standing committees, and 
disseminates information regarding the functions of Faculty Senate to the whole faculty. The 
Faculty Senate ensures that matters of significant import to the faculty are brought forth for 
discussion, vigorous debate, and decision in an orderly and timely fashion. The Faculty Senate  
reviews the qualifications of candidates for graduation and recommends their approval to the 
Dean. 
 
The Faculty Council is charged with: 

• The annual nomination and elective process for standing committee’s is administered by 
the Faculty Senate. 

• Review and approve standing committee charters and then send them to the Dean for 
final approval. 

• Ensure that matters of significant import to the faculty are brought forth for discussion, 
vigorous debate, and decision in an orderly and timely fashion 

• Review the qualifications of candidates for graduation and recommends their approval to 
the Dean. 

 
Senate Officers and Responsibilities: 
 
The Chair, Vice-Chair, and Secretary comprise the officers of the Faculty Senate; the Secretary 
and Vice-Chair are elected for two-year terms, with the Vice-Chair at the end of their two-year 
term becoming the Chair for an additional two years.  
 
If the Chair position becomes vacant, the vacancy of the Chair of the Faculty Senate, which will 
be assumed by the Vice-Chair of the Faculty Senate.  Vacancies of the Chair and Vice-Chair of  
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Faculty Senate will be to completion of the unexpired term if a year or greater in length, and 
for the completion of the unexpired term plus two years if less than a year remains in the 
unexpired term, with the next regular election for Vice-Chair of Faculty Senate occurring at the 
end of that time period. 
 
Chair: The Chair is responsible for the agenda and ensuring that regular meetings of Faculty 
Senate occur.  
 
Vice-Chair: The Vice-Chair is responsible for serving in the role of Chair when the Chair is 
absent or such roles as the Chair delegates and serves as the Chair of the Faculty Senate 
bylaws committee.   
 
Secretary: Keeps an accurate record of all meetings 
The officers of Faculty Senate communicate regularly with all faculty members regarding 
issues of import and disseminate information essential to faculty roles.   
 

Faculty General Provisions 
 
VOTING 
All Faculty Senate Officers and Senators shall be entitled to one vote on any matter that may 
properly come before a meeting of the Faculty Senate.  

The Senator may be present in person or by telecommunications device to cast their vote or may 
designate by written proxy another member of the faculty to be present at the meeting to cast 
the vote on their behalf.   The written notice should be submitted to the Officers of the Faculty 
Senate.   

The proxy for an Institutional Senator must be from the same Institute/Department, the proxy for 
a Regional Senator must be from the same Region, but the proxy for an At-Large Senator may be 
any member of the faculty.   

Proxies may be general or specific and are revocable at any time by the Senator giving the proxy. 
Unless otherwise provided by law or these Bylaws, any matter properly coming before a meeting 
of the Faculty Senate shall be decided by a majority of those votes cast in person or by proxy  

QUORUM 
Quorum is defined as 1/3rd of the Faculty Senate officers and Senators being present.  

FACULTY SENATE MEETING SCHEDULE 
The Faculty Senate is required to hold at least one meeting of the entire faculty annually to  
report on its activities and solicit input about current or new issues. The Faculty Senate holds 
monthly business meetings that are open to all faculty to participate in and agendas are 
published and circulated to faculty prior to the meeting.  
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School Standing Committees  
 
Committee Appointments/Elections 
 
The Faculty Senate elects 50% of the membership to most School Standing Committees and the 
President/Dean will appoint the other 50% of the membership.   
 
Voting 
All persons appointed/elected to a committee, including the chair, shall be entitled to 
vote, except when the President/Dean has appointed a member as non-voting or the 
Committee Charter states that a member is non-voting. 
 
The following standing committees have been established by the school: 
 

• Faculty Senate  
• Appointment, Promotion and Tenure Committee (APT) 
• Committee on Equity, Inclusion, and Community Engagement (EICE) 
• MD Admission Committee 
• Council of Chairs 
• Committee on Academic and Professional Standards (CAPS) 
• Medical Curriculum Committee (MCC) 
• Central Education Management Committee (Continuous Quality Improvement)  
• Committee for Graduate Curriculum Oversight (CGCO) 
• Graduate Ethics Committee (GEC)  
 

The President/Dean may appoint other committees as needed and appropriate, for example, 
committees related to additional clinical activities, learning environment etc.  
  
Each Standing Committee shall give continuing attention to the general subject matter entrusted 
to it and shall make recommendations for changes in those areas as it may deem desirable. 
Committees shall also maintain accurate committee meetings, reports, and recommendations.  
 
Faculty Senate - The Faculty Senate is a representative body that serves as the collective voice of 
the College faculty on academic and administrative matters. The Faculty Senate provides advice, 
guidance, and input to the President, oversees the election of faculty representatives for standing 
committees, and disseminates information regarding the functions of Faculty Senate to the whole  
faculty. The Faculty Senate ensures that matters of significant import to the faculty are brought 
forth for discussion, vigorous debate, and decision in an orderly and timely fashion. The Faculty  
 
Senate reviews the qualifications of candidates for graduation and recommends their approval to 
the President. 
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Appointment, Promotion and Tenure Committee - The Appointment, Promotion and Tenure 
Committee reviews and makes recommendations to the President on all faculty appointments, 
promotions, and the award of tenure. 

Committee on Equity, Inclusion, and Community Engagement-The Committee on Equity, 
Inclusion, and Community Engagement (EICE) is responsible for review, comment, and the 
provision of recommendations to guide the College’s implementation of strategies to further 
inclusion, equity and community engagement. The Committee on Inclusion, Equity, and 
Community Engagement will provide the College and its leaders with expertise, evaluation, 
advice, strategic planning, and policy development in matters of equity, inclusion, community, 
and social justice. 
 
MD Admissions Committee –The MD Admissions Committee determines criteria for eligibility for 
admission and selects qualified applicants for the study of medicine. The final responsibility for 
accepting students to College’s MD program rests solely with the formally constituted MD 
Admissions Committee. The selection of individual medical students for admission is not 
influenced by any political or financial factors. 
 
Council of Chairs- The Council of Chairs meets regularly and acts in an advisory capacity to the 
President on academic matters that effect the growth and innovation of educational programs 
and the expansion and use of department resources human and technological. 
 
Committee on Academic and Professional Standards (CAPS)- The purpose of the Committee on 
Academic and Professional Standards (CAPS) is to protect the public and the medical profession 
by ensuring that the academic standards of the College are upheld. Members review the overall 
academic performance and progress of each student at regular intervals and determine whether 
students should advance in the levels of the curriculum. The committee also determines the 
course of action for individual students who fail to show sufficient academic performance, lack of 
progression during their studies and/or concerns regarding professionalism. Decisions of the 
committee are final unless they affect the academic progression of the student.  In such cases 
their decision may be appealed to the Dean. In its procedures and actions, the committee is 
governed by policies that are contained in the College Student Bulletin. 
 
Medical Curriculum Committee- The Medical Curriculum Committee is the oversees the medical 
education program. The Committee provides integrated School of Medicine responsibility for the 
overall design, management, integration, evaluation, and enhancement of a coherent and 
coordinated medical curriculum. The Committee establishes the program objectives and  
competencies, reviews curriculum quality and implements needed changes to the medical 
education curriculum. The Committee is cognizant of and responsive to national medical 
education priorities and requirements as established by the Association of American Medical  
 
Colleges, and the American Medical Association through the Liaison Committee on Medical 
Education. 

 



 

18 | P a g e  

 
Central Education Management Committee (Continuous Quality Improvement)- The Central 
Education Management Committee (CEMC) serves as the continuous quality improvement 
committee and oversees ongoing quality improvement processes in support of the medical 
education mission. This includes, but is not limited to, issues related to the Liaison Committee on 
Medical Education accreditation standards and elements. The purpose is to monitor and improve 
educational program quality and compliance with accreditation standards. As appropriate, this 
process will address areas of the College Strategic Plan that require monitoring or improvement. 
The Committee’s work includes, but is not limited to, determining which issues and accreditation 
elements are monitored, how often monitoring occurs, which individuals/groups receive and 
review the results and the process, accountability, and timeline for improving identified issues. 
The Committee works closely with, but does not duplicate, the work or authority of the Medical 
Curriculum Committee. 
 
Committee for Graduate Curriculum Oversight – Committee for Graduate Curriculum Oversight 
(CGCO) is charged with the review and oversight of all graduate and certificate program curricula. 
The Committee provides advice and guidance to the School of Graduate Education on issues of 
graduate curriculum innovation, learning outcomes, policy, and best practices. The Committee 
concerns itself with objectives, organization, and evaluation of the curriculum leading to all 
graduate degrees and certifications.  The Committee is empowered by the Dean and their 
appropriate designees to review and oversee coherent and coordinated graduate curricula in 
which there is logical sequencing of various segments of the curricula, coordination within and  
across the academic periods of study, and appropriate methods of pedagogy and evaluation to 
meet the School’s overall educational objectives. 
 
Graduate Ethics Committee (GEC)- The Graduate Ethics Committee (GEC) reviews alleged 
violations by graduate students of the Graduate Student Code of Conduct and other applicable 
College policies (e.g., the Policy of Alcohol and Drug Free Environment) including, but not limited 
to, academic dishonesty, unprofessional behavior, failure to meet ethical standards and 
substance abuse. The decisions of the Committee regarding appropriate actions following review 
of alleged violations of the Graduate Student Code of Conduct are final. Appeals on grounds 
outlined in the Policy on the Graduate Ethics Committee may be made to the Associate Dean for 
Graduate Education.
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IV.  Faculty Appointment, Promotion and Tenure 

Appointment Practices 
 
All school appointments and employment decisions shall be made strictly on the basis of merit. 
 
1. EQUAL EMPLOYMENT OPPORTUNITY 

Geisinger is an equal opportunity employer. It is the policy of Geisinger not to discriminate 
against any person with respect to hiring, wages, hours, fringe benefits, working 
conditions, placement or promotion because of race, color, religion, sex, genetic 
information, national origin, age, sexual orientation, gender identity, disability, or status as 
a Vietnam-era or special disabled veteran or any protected classification in accordance 
with applicable federal laws. All qualified applicants will receive consideration for 
employment and will not be discriminated against on the basis of disability or their 
protected veteran status.    

 
2.   RELEVANT BACKGROUND SEARCHES 

The school reserves the right to conduct criminal record searches, National Practitioner 
Data Bank searches, etc. to ensure the suitability of its employees. To protect the welfare 
and provide for the safety of the patients, students, employees, visitors, and institutional 
resources of Geisinger Commonwealth School of Medicine, the Department of Human 
Resources will conduct a criminal record search on new and rehired employees using a 
contracted background screening agency. The accuracy and completeness of prior law 
violations revealed in the employment process will be verified. Information from the 
searches and/or disclosed in the employment process may influence the selection of the  
applicant where such information is job-related. 
 

Faculty Appointment, Promotion and Tenure Policy  
   

INTRODUCTION 
 
The purpose of this document is to present the procedures employed within Geisinger 
Commonwealth School of Medicine for the evaluation of rank at the time of initial 
appointment, promotion and/or consideration for granting tenure of all full/part time faculty 
regardless of pay source and will include those paid via contract.   
 

FACULTY APPOINTMENTS 
 
I. Faculty Appointments  
 
1. Rank of Full/Part-Time Faculty at the Time of Appointment and Appointment Process  
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Full/Part-time faculty of Geisinger Commonwealth School of Medicine are expected to perform 
generally in one or more of the three areas: education, research and clinical care. When hired 
by Geisinger Commonwealth, new faculty members along with their Department Chair and with 
final approval by the Dean will identify their area or areas of focus.  An area of focus will be one 
or more of the three areas of general performance: education, research or clinical care. The 
area or areas of focus may fluctuate over the faculty member’s career. Therefore, once a year, 
during the annual evaluation process, the area or areas of focus will be confirmed or revised 
and documented with the Department as well as with the Department of Faculty Affairs. This 
flexibility allows faculty members to better meet their own professional goals and to better 
serve the needs of their Department and the School. All faculty of Geisinger Commonwealth are 
also expected to engage in scholarship and service.       
  

A. Qualifications for appointment to the rank of Instructor: 
Appointment at the rank of Instructor is reserved for individuals joining the faculty who 
hold at least a master’s degree or equivalent relevant experience and should otherwise 
be well qualified to participate in education, research, or clinical care.  Eligible candidates 
would also include non-board-certified practitioners.  
 
B.        Qualifications for appointment to the rank of Assistant Professor:  
Appointment at the rank of Assistant Professor requires an advanced, terminal degree. 
Terminal degrees in health care are usually doctoral degrees (MD, DO, PhD, DSc, EdD or 
equivalent). Assistant Professors should demonstrate the potential for excellence in 
education, research or clinical care and the capacity to participate productively in 
scholarly activity.  If a candidate’s focus area is clinical care, specialty board certification 
is required. 

 
             C.      Qualifications for the appointment to the rank of Associate Professor: 

Appointment at the rank of Associate Professor requires an advanced, terminal degree. 
Terminal degrees in medical education, research and health care are usually doctoral 
degrees (MD, DO, PhD, DSc, EdD or equivalent). Associate Professors must demonstrate 
excellence in education, research or clinical care depending on declared area or areas of 
focus and at least meritorious performance in education, scholarly activity, and service. 
If a candidate’s focus area is clinical care, specialty board certification is required. 

 
D.  Qualifications for the appointment to the rank of Professor: 
Appointment at the rank of Professor requires an advanced, terminal degree. Terminal 
degrees in medical education, research and health care are usually doctoral degrees 
(MD, DO, PhD, DSc, EdD or equivalent). Professors must demonstrate excellence in 
education, research or clinical care depending on declared area or areas of focus and at 
least meritorious performance in education and service and excellence in the area of 
scholarly activity, and a strong regional and/or national reputation. If a candidate’s focus 
area is clinical care, specialty board certification is required. 
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E.  Appointment processes for full/part-time faculty all ranks: 
Faculty appointed initially shall be recommended by the Department Chair to the School 
Appointment, Promotion and Tenure Committee. The Committee will then review the 
recommendation by the Department Chair and make a recommendation for the 
appointment to the Dean (if the Dean and the President are the same person, then the 
Vice-Dean will act as Dean) for a term of at least one academic year, renewable for 
additional academic years at the discretion of the Chair, with the approval of the Dean.  

2. Rank of non-paid faculty (volunteers) at the Time of Appointment and Appointment 
Process           
All Community-Based Clinical Faculty in the School are non- tenured, and the conditions of their 
appointment will be stated in writing at the time of their appointment. All volunteer clinical 
faculty titles will include the qualifier, “Clinical” that designates the difference between an 
employed faculty member and a volunteer faculty member. 
 

A.     Qualifications for appointment to the rank of Clinical Instructor: 
Clinical Instructors shall be appropriately degreed and licensed and have developed the 
skills required for their clinical field. The candidate shall demonstrate a high level of ability 
in clinical practice and as an educator in their field of expertise. 
 

            B.     Qualifications for appointment to the rank of Clinical Senior Instructor:  
Clinical Senior Instructors shall be appropriately degreed and licensed and have 
developed the skills required for their clinical field. The candidate shall demonstrate a 
high level of ability in clinical practice as well as have evidence of high-level performance 
as an educator in their field of expertise. 
 

 
            C.      Qualifications for appointment to the rank of Clinical Assistant Professor: 

Clinical Assistant Professors shall hold a terminal professional degree, usually MD, DO, 
PhD, DSc, EdD or equivalent, have completed all appropriate postdoctoral training, and 
shall be certified by the appropriate specialty and sub-specialty boards in those health 
professions where certification is offered. The candidate shall demonstrate a high level 
of ability in clinical practice and education in the departmental field, and the potential 
for exhibiting excellence in the field.  Clinical Assistant Professors are required to have 
current licenses if they are educating students in a clinical setting.    
      

            D.      Qualifications for appointment to the rank of Clinical Associate Professor: 
Clinical Associate Professors shall meet the requirements for Clinical Assistant Professor 
and, in addition, have extensive experience in clinical or professional practice in their field 
of specialization. The candidate shall demonstrate outstanding performance in the 
education of medical students and/or trainees. Clinical Associate Professors are required 
to have current licenses if they are educating students in a clinical setting.  
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            E.      Qualifications for appointment to the rank of Clinical Professor:  

Clinical Professors shall meet the requirements for Clinical Associate Professor and 
demonstrate an outstanding record in instruction of the students of this or other 
Schools. In addition, an appointee is recognized as a leader in the professional field, as 
demonstrated both through professional activities and by recognition from peers. A 
candidate demonstrates scholarly activity appropriate to the candidate’s clinical 
activities. Clinical Professors are required to have current licenses if they are educating 
students in a clinical setting.   
 
F. Appointment Process for Volunteer Clinical Faculty all ranks: 
Faculty appointment for Volunteer Clinical Faculty shall be recommended by the 
Department Chair. The faculty candidate must submit their: 1) Current curriculum vitae; 
2) proof of malpractice insurance; 3) copy of a current license to practice in 
Pennsylvania, and 4) documentation of current specialty board certification, where 
relevant.  The regional campus office will confirm that this information is updated and 
accurate including an inquiry on the Pennsylvania State Board of Medicine website. 
After this information is assembled, it is reviewed by the appropriate Department Chair 
and a recommendation for the appointment is made to the Dean (if the Dean and the 
President are the same person, then the Vice Dean will act as Dean).   
 

After approval by the Dean, the faculty appointee will be sent a letter signed by the Vice Dean, 
outlining the following requirements: 
 

• The initial term of appointment up to three years 
• During the first year of appointment, the faculty appointee must complete a faculty 

orientation module; either by viewing the module in paper form or electronically via the 
website and completing the session evaluation. 
 

• Each year, the faculty member must have participated in activities sponsored by the 
college. This can be achieved by documented participation in live college activities, 
faculty meetings, CME events, online modules, committee participation, serving as an 
interviewer, small group facilitator, or course demonstrations/discussion; these are just 
some of the ways in which a volunteer clinical faculty member can maintain their 
appointment. 

• If a volunteer faculty member is serving as a 3rd or 4th year preceptor or teaching in other 
areas of the college curriculum, evaluations of their teaching will be reviewed on an 
annual basis. 
 
During the three-year cycle, the faculty member would have a suggested profile which 
provides for an active level of participation at the college.  Possible activities are listed in 
the chart; this is not an exhaustive list. 
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ACTIVITY  
Precepting student in office, Inpatient Setting, OR, ER, 
etc. 

Document actual hours spent  

Small group or simulation center teaching at the college Document actual hours spent 
Unstructured activities in medical education (e.g. 
curriculum planning/meetings, tutoring, review 
sessions, examination writing or review, etc. 

Document actual hours spent 

Participating as a mentor for Community Health 
Research Projects, Quality Improvement Community 
Collaborative, or other student research/scholarly 
project  

Document actual hours spent 

Advising a college student organization Document actual hours spent 
Career Advising or Mentoring  Document actual hours spent 
Structured teaching (lecture, CME presentation), 
including prep 

5 hours per presentation  

Course Leadership (Clerkship Director, Education 
Director, Regional Clerkship Director, Site Directors for 
sub-internship or electives, clinical block leader in 
Systems Course or equivalent etc.) 

Credit will be given for up to 20 hours 
per year 

Contributions to faculty development activities at the 
college, including activities organized through the 
Academy of Educators  

Document actual hours spent 

Co-investigator of a funded educational or research 
grant (can be outside of college) 

Credit will be given for up to15 hours 
per grant per year 

Membership on hospital affiliate committee (actively 
participates) 

Credit will be given for up to10 hours 
per year 

Member of college committee (actively participates) Credit will be given for up to15 hours 
per year 

Chair of college committee Credit will be given for up to 30 hours 
per year 

 
G. Further considerations: 
• Clinical faculty members who hold faculty appointments at other institutions must have 

the approval of their home institutions as well as the college dean to participate in 
research, submit research grants, or be listed as investigators on research grants at the 
college. Research activities may require special arrangements such as contracts or other 
agreements. 

• Clinical faculty members may use their college title on their professional business cards 
and professional medical resumes but may not use their college title or the college’s 
name or trademarks in advertising their private medical practice or in other commercial 
activity.  

3. Adjunct Faculty Appointments 
Adjunct faculty appointments in the college are non- tenured, with conditions which will be 
stated in writing at the time of appointment. Adjunct faculty members may receive  
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compensation for part-time assignments, or may serve on a volunteer, uncompensated basis. 
All adjunct faculty titles will include the qualifier, “Adjunct”, that designates the difference 
between a full/part-time faculty member and an adjunct faculty member. 
 

A. Qualifications for appointment to the rank of Adjunct Instructor: 
Adjunct Instructors shall hold at least a master’s degree or its equivalent and should otherwise 
be well qualified to educate students or trainees at an equivalent institution. An instructor 
demonstrates or shows evidence of potential for effective education of students. 
 

B. Qualifications for appointment to the rank of Adjunct Assistant Professor:   
Adjunct Assistant Professors shall hold the MD, DO, PhD, DSc, EdD or equivalent degree and 
currently holds an equivalent rank at another institution. An appointee demonstrates or has 
potential for excellence in education or research. 
 

C. Qualifications for appointment to the rank of Adjunct Associate Professor: 
Adjunct Associate Professors shall hold the MD, DO, PhD, DSc, EdD or equivalent degree and an 
equivalent title at a similar institution. The evidence must indicate convincingly that an 
appointee to the rank of Adjunct Associate Professor has the potential to maintain a high level 
of performance as an educator or, as a researcher. 
 

D. Qualifications for appointment to the rank of Adjunct Professor:   
Adjunct Professors shall hold the MD, DO, PhD, DSc, EdD or equivalent degree and an 
equivalent title at a similar institution.  The evidence must indicate convincingly that an 
appointee to the rank of Adjunct Professor has maintained a high level of performance as an 
educator or as a researcher.   

 
E. Appointment Process for adjunct faculty all ranks: 

Adjunct faculty shall be recommended by the Department Chair to the School Appointment, 
Promotion and Tenure Committee. The Appointment, Promotion and Tenure Committee will 
then review the recommendation by the Department Chair and make a recommendation for 
the appointment to the Dean (if the Dean and the President are the same person, then the 
Vice-Dean will act as Dean) for a specified term, renewable for additional academic years at the 
discretion of the Department Chair, with the approval of the Dean.  
 

F. Further considerations: 
• Appointments to the ranks of Adjunct Instructor through Adjunct Professor should be 

reserved for individuals who are expected to contribute actively to the educational 
and/or research programs of the college.   

• Adjunct faculty must have the approval of the dean of the college to participate in 
research, submit research grants, or be listed as investigators on research grants at the 
college. Research activities may require special arrangements such as contracts and 
other agreements. 
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• Responsibilities of adjunct faculty may include general oversight of laboratories and 
educating and mentoring of medical students, any of which would be outlined in their 
letter of agreement. 

 
II.      SPECIAL FACULTY APPOINTMENTS       
 Special faculty appointments include Visiting Professor, Associate Professor or   
              Assistant Professor and Emeritus Faculty.   

 
1.   Visiting Faculty       
 

A.   Qualifications for appointment to the rank of Visiting Professor, Associate 
Professor or Assistant Professor:  
• Appointments with this title may be extended to individuals with doctoral 

degrees (MD, DO, PhD, DSc, EdD or equivalent degree) who hold a permanent 
position at another institution but serve full-time on the faculty of the college for 
a specified limited term.  

B.   Appointment Process:  Faculty appointed to these titles shall be recommended by 
the department chair and be appointed by the dean (if the Dean and the President 
are the same person, then the Vice Dean will act as Dean). Visiting faculty rank will 
be equivalent to the rank held at the institution of permanent appointment.  As this 
is a temporary appointment, this appointment does not have to be reviewed by the 
College Appointment, Promotion and Tenure Committee.   

    
2.   Emeritus 
 

A.  Qualifications for appointment as Emeritus Faculty:  Paid and volunteer faculty 
holding the rank of Professor, Dean or Associate Dean may be granted the title of 
Emeritus upon retirement.  

 
B.   Appointment and Term: Appointment to the Emeritus status is at the discretion of 

the Dean (if the Dean and the President are the same person, then the Vice Dean 
will act as Dean) Appointment to this position will be without term and maybe with 
or without defined service requirements.        

 
PROMOTION 

 
I. Promotion 
 
1.   FACULTY PROMOTION (Full/Part-Time) 
 

Promotion is the major way in which an institution recognizes and rewards a faculty 
member's contributions and academic achievements. A promotion is not a routine 
reward for satisfactory service but reflects a positive appraisal of high professional  
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competence and accomplishment. Therefore, service time in rank is not in itself 
sufficient reason for promotion.  A candidate for promotion is evaluated by peers and 
appropriate administrators at several different levels. Care must be taken to ensure that 
each of these evaluations is conducted fairly and openly. The promotion process shall 
recognize and reflect the individual faculty member's advancement in the areas of 
education, research, clinical/patient care, scholarly achievement, and service. 
 
All promotion decisions are made on a case-by-case basis. Each faculty member is 
unique in their contributions to GCSOM and their profession.  A precedent for granting a 
promotion will not be set or based on any individual faculty member case. 
 

Third Year Review:  
     

All full and part time faculty, at the rank of Assistant Professor will have a formal third 
year review whose purpose shall be to provide the faculty member with an overall 
assessment of progress toward promotion and tenure if the faculty member is 
interested in pursuing tenure.  This review will take place at the end of the faculty 
member’s third year in rank, based on initial hire date. This review shall be 
qualitatively different from and more comprehensive than the annual evaluation and 
does not take the place of the annual review.   
 

1. Composition of The Department Promotion and Tenure Committee: 
 
The Department Chair will appoint the Department Promotion and Tenure Committee 
(“the Department Committee”), annually. This committee shall consist of at least three 
senior faculty members, Associate Professor or higher, of the promotion/tenure 
granting department. If the candidate would like to also be considered for progress 
towards tenure, then at least one of the members of the Department Committee should 
be tenured.  On occasions, the Department Chair may request participation by 
appropriately qualified faculty members in another department.  In the case of a faculty 
member who holds a joint appointment, a member of the second unit will be added to 
this committee of the promotion/tenure-granting department. 
 

2. Content of Review: 
 

The assessment shall focus on all areas of faculty performance: education, research, 
scholarship, clinical care and service, placing special emphasis on the faculty member’s 
area or areas of focus. The assessment will be both qualitative and, to the extent 
possible, quantitative, and comprehensive over three years of performance.   

 
All candidate materials will be submitted to the Department of Faculty Affairs and then 
forwarded on to the Department Committee and the Department Chair. The candidate 
will be asked to provide an up-dated CV, which will be shared with the Department  
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Committee.  The candidate will also provide an impact statement that addresses the 
candidate’s performance to date in the areas of education, research, scholarship, clinical 
care and service, focusing particularly on the faculty member’s identified area or areas 
of focus. For faculty members whose focus is education, an education portfolio is 
required.  The requirements for the educational portfolio are annually set by the 
Department Chairs and the Department Committees. The impact statement should also 
address the candidate’s plans in these areas moving forward, with a particular focus and 
plan for their identified area or areas of focus. Internal letters of support should also be 
included with submission materials. The candidate will also provide any additional 
information that would be relevant for Department Committee review.  

 
The assessment shall evaluate whether the record in all performance areas indicates 
progress toward expected levels of productivity at the time of promotion and or tenure. 
The Department Committee may or may not choose to interview experts in the areas of 
research and education within the institution for additional feedback on the candidate’s 
progress.  

 
The Third-Year Review shall include a written report from the Department Committee, 
which reflects the Committee’s deliberations and identifies any deficiencies in the 
faculty member’s record. The Department Chair will make comments separate from the 
committee report which will be documented and shared with the faculty member and  
 
included in the finalized Third Year Review package. The completed Third-Year Review 
package includes: The Department Committee’s Report, the Chair’s Report and any 
written response from the faculty member. 

 
The report from the Department Committee shall also contain recommended changes in 
focus area or areas and, priorities that may remedy deficiencies or build on strengths.  
The report shall be signed and dated by the Department Chair and Members of the 
Department Committee and be distributed to the faculty member. The faculty member 
shall return the report of the Department Committee and the Chair’s Report, signed and 
dated.  Signature does not indicate agreement, but it acknowledges that the faculty 
member has seen and read the evaluation.  The evaluated faculty member may provide 
a written response to be attached to the Third-Year Review package. 

 
3. School and Departmental Criteria: 

 
Each department may establish and promulgate its discipline’s promotion or tenure 
norms as a basis for the Third-Year Review, including a statement of the relative roles of 
education, research, scholarship, clinical care and service in the duties of Assistant 
Professors, consistent with overall School criteria. These norms, if established, serve as 
guidance only. 
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4. Document Placement: 

 
The Third-Year Review Package shall become part of the faculty member’s record in 
both the faculty member’s department and the Department of Faculty Affairs.  The Vice 
Dean and the Dean will be notified that the completed Third Year Review is on file in the 
Department of Faculty Affairs. The Department Chair and the faculty member should 
retain a copy of the completed Third-Year Review for their files. The Department of 
Faculty Affairs shall not forward the Third-Year Review as part of a promotion/tenure 
package, although the faculty member shall be made aware that such documents 
cannot be withheld from the President/Dean, during the promotion/tenure process if 
requested. 

 
5. Promotion Process:  

• Faculty members applying for promotion should meet with their Department Chair 
who will advise them regarding the process. 

• The faculty candidates will submit promotion and/or tenure application materials 
(see below) to the Department of Faculty Affairs. 

• The Department Chair will appoint a Department Promotion and Tenure Committee 
(“the Department Committee”), annually to review the candidate’s application for 
promotion.   

• The Department Committee will share its recommendation with the Department 
Chair, facilitated by the Department of Faculty Affairs.   

• The Department Chair will then send his/her recommendation, to the Department of 
Faculty Affairs, it will then be sent along with the recommendation of the 
Department Committee and the candidate’s completed portfolio to the School 
Appointment, Promotion and Tenure Committee. 

• The School Appointment, Promotion and Tenure Committee will consider the 
application and render a committee recommendation.   

• This recommendation is then sent to the Dean (if the Dean and the President are the 
same person, then the Vice-Dean will act as Dean) for his/her recommendation. 

• The Dean (if the Dean and the President are the same person, then the Vice-Dean 
will act as Dean) then sends his/her recommendation to the President for final 
decision. 

• If a candidate is not promoted, they must wait to reapply for promotion for 2 years, 
before they will be reconsidered, this should provide the candidate with ample time 
to prepare. 

6. Application Materials and Requirements: 

• The timeline for promotion will be published for the faculty and departments on an 
annual basis, by the Department of Faculty Affairs, via the School Appointment, 
Promotion and Tenure Committee. 
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• The candidate will be asked to provide an up-dated CV, which will be shared with 

the committees and will be included in the information sent to external reviewers, 
the Department Chair may also request that the educational portfolio, impact 
statement and representative publications be sent along with the CV to external 
reviewers. 

• The Department of Faculty Affairs will send letters to a list of external reviewers 
that have been compiled by the Department Chair and the candidate.  Criteria for 
external reviewers can be found in the Promotion Timeline Document that is 
published and distributed to faculty each academic year, by the School 
Appointment, Promotion and Tenure Committee.  External reviewers will be asked 
to provide insight regarding faculty performance/impact to date based on the 
information provided.  

• The deadline for the receipt of external reviewer’s letters will be set in the 
Promotion Timeline Document. Any external letters received after that date will not  
be considered.  A candidate is required to have at least three external letters, and 
one of the three letters must be from a reviewer recommended by the Department 
Chair for the application package to be move forward. 

• The Promotion application package also requires candidates to have letters of 
support from internal colleagues documenting their commitment to the college 
mission, students, service, and scholarly impact.  A candidate is required to have at 
least three internal letters, for their application package to be moved forward. 

• The candidate will also provide an impact statement that addresses their 
performance to date in the areas of education, research, scholarship, clinical care, 
and service, with specific concentration on the faculty member’s identified area or 
areas of focus. The statement should also address the candidate’s plans in these 
areas moving forward, with a concentration again on the faculty member’s 
identified area or areas of focus.  For faculty members whose focus is education, an 
educational portfolio is required. The requirements for the educational portfolio 
are set by the Department Chairs and the Department Committee’s annually.  

• 2-3 representative publications or materials that demonstrate scholarly activity are 
required. 

• The candidate will also provide any additional information that would be relevant 
for both the Department and School committee’s review.  

• Student evaluations will also be available for both the Department and School 
committee’s review. A candidate may also want to consider including letters from 
students or mentees.  

• The assessment shall evaluate whether the record in all performance areas 
indicates progress toward expected levels of productivity and excellence at the 
time of eligibility for promotion.  
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II.   Eligibility for Promotion Time Requirements:  

 
The following are guidelines of time requirements for promotion to the proposed rank 
(minimum time at which promotion could be awarded). Strong justification is required 
based upon performance criteria for accelerated promotion or promotion without a 
terminal degree in the candidate's discipline.  Promotion at the first year of eligibility 
should be based upon exceptional performance. 
 
Requirements for promotion to: 

• Assistant Professor - At least one year of full-time academic experience or its 
equivalent at the instructor level or non-teaching postdoctoral experience. For 
clinical faculty board certification is required. The Department Chair determines 
if the faculty member possesses potential for excellence in the primary academic 
areas of education, research, or clinical care and service. There should be a 
particular emphasis on the faculty member’s identified area or areas of focus.  
Additionally, promotion requires evidence of satisfactory performance in 
scholarly activity.   
 

• Associate Professor - At least four years of full-time academic experience at  
the Assistant Professor Level or equivalent responsibilities.  Doctorate or its 
equivalent in training or experience is expected. Requires evidence of excellence 
in the faculty members identified area or areas of focus of education, research, 
or clinical care and service with evidence of a regional reputation, and 
satisfactory performance in scholarly activity. 
 

• Professor - At least five years of full-time academic experience at the Associate 
Professor Level or equivalent responsibilities.  Doctorate or its equivalent in 
training or experience is required. Requires evidence of excellence in the faculty 
member’s identified area or areas of focus education, research, or clinical care 
and service with a high level of national and/or international recognition, and 
satisfactory performance in scholarly activity.  
 

Academic appointments made on or before the first Monday in October shall be considered a 
full year appointment. Prior credit toward promotion will be considered on a case-by-case 
basis. 
 
III. Criteria for Promotion:  

Recommendations to promote a faculty member must be made as a result of a 
thorough evaluation of performance in all areas of faculty activity. Faculty recognition 
and reward through promotion shall be based upon each faculty member's 
contributions to the defined mission and purpose of THE COLLEGE as undertaken and 
supported by the Department in which the faculty member holds primary appointment.  
 



 

31 | P a g e  

 
Minimum documentation of educational effectiveness must include three elements: 
  

a. Citations of professional growth and development as a educator including but 
not limited to advanced degrees obtained since appointment; publications that 
show evidence of educational effectiveness, such as textbooks, chapters in 
books, review papers, position papers, or editorials; academic presentation 
regarding education; and appointment to state, regional or national boards or 
committees, or accreditation site visit teams.  

 
b. Citations of teaching load, including but not limited to number of courses taught; 

level of responsibility in course development, management, evaluation, and 
revision; development of educational materials or aids; and the number and 
level of students, residents and fellows directed.  
 

c. Citations of the effectiveness of educational/learning activities, including but not 
limited to education awards; performance of students on external examinations 
and/or evaluations; development of educational protocols and aids that have 
been adopted by other institutions. The primary focus shall be upon the 
demonstrated quality of teaching as evidenced by teaching effectiveness. (This 
will be supported by student learning outcomes that have been measured 
against recognized competency-based criteria. May be demonstrated by student 
and/or peer evaluations). 

 
Documentation of service is also an important element in the promotion process: 

 
 Geisinger Commonwealth School of Medicine is a community whose effective 
operation depends in large part upon a faculty willingly committed to serving that 
community and providing service through clinical care, community engaged 
activities and contributions to a positive and productive environment at the college. 
In addition, all full-time faculty members, are expected to perform tasks necessary 
to the efficient administration of the college, such as regularly attending faculty and 
committee meetings and fulfilling any appropriate assignments from the Dean, Vice-
Dean, or Department Chair. Assignments may include chairing or participating in one 
or more of the college committees.  Full and Part-time faculty members are also 
encouraged to involve themselves fully in the intellectual life of the college, such as 
by participating in seminars, assisting colleagues with their research, supplying 
assistance where needed to student organizations and programs, and by 
participating in other College functions or by contributions to our regional 
communities.  
 
While service on college committees is expected of all faculty members, a candidate 
who has engaged in extraordinary service to the College should be given credit for 
their work. Service alone, however, will not warrant promotion. Likewise, a 
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candidate who has failed to perform ordinary and expected service to the College 
may be denied promotion or have such failure considered in the salary review 
process. 
 
The College's mission also includes service to the profession and the community 
through participation in local, state, national or international healthcare-related, 
education and scientific activities. Such activities are intrinsically valuable and inform 
the educational and scholarship responsibilities of faculty members. The College 
thus expects professional service activities by all full-time faculty members. 
 
To be considered, the candidate's activities must be at the discretion of the 
immediate supervisor and in a significant way relate to health care delivery, medical 
education, public service or the like. Examples include providing leadership in 
professional organizations; presenting a research paper or serving as moderator or 
discussant at professional meetings; preparing course materials or lecturing at 
continuing medical education programs; serving as an officer in a public interest 
organization; support of student activities having an educational or professional 
focus; and professional participation in public service or governmental agencies. 
 
The college faculty, Department Chairs, College Appointment, Promotion and 
Tenure Committee and the President/Dean have produced a “Guidelines Document 
for Promotion and Tenure.” This document provides examples of activities for all 
areas of a faculty member’s responsibilities, as a reference to guide a faculty 
member in progressing on their career path.  The “Guideline Document for 
Promotion and Tenure” is guidance only, and by no means an exhaustive list of 
examples and will be reviewed by the college Faculty, Department Chairs, College 
Appointment, Promotion and Tenure Committee, Vice-Dean, and the 
President/Dean bi-annually to ensure that the examples included are still relevant 
and at the level that would be expected by the college. 

  
2.  ADJUNCT AND VOLUNTEER CLINICAL FACULTY PROMOTION  
 
All Clinical and Adjunct Faculty are eligible for promotion.  Promotion of Adjunct and Clinical 
Faculty would be determined by the quality of performance in the area or areas of 
academic contribution, education, research, scholarly achievement, or institutional service.   

 
At the time of reappointment, the faculty member can request review by the Department 
Chair for recommendation for promotion as appropriate. Department Chair 
recommendations will be made in writing and reviewed by the Vice-Dean for 
recommendation to the President/Dean. Final approval of the promotion resides with, and 
is at the discretion of, the President/Dean. 
 
An up-dated CV and documentation of educational and scholarly activity will need to be 
provided to the Department Chair at the time the promotion is requested.  These materials 
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will then be shared with the Vice- Dean and the President/Dean and then retained in the 
clinical faculty member’s file in the Department of Faculty Affairs. 

 
• Clinical Instructor to Clinical Senior Instructor: Requires evidence of good 

performance in the contribution area. 
• Adjunct Instructor to Adjunct Assistant Professor: Requires evidence of 

excellence in the contribution area. 
• Clinical Senior Instructor to Clinical Assistant Professor: Requires evidence of 

excellence in the contribution area. 
 

• Adjunct Clinical Assistant Professor to Adjunct Clinical Associate Professor: 
Requires evidence of excellence in the contribution area.   

• Adjunct Clinical Associate Professor to Adjunct Clinical Full Professor: Requires 
evidence of excellence in the contribution area with national or international 
recognition in research, education, or professional service. 

 
3. PROMOTION APPEALS FOR FULL/PART TIME FACULTY       
       

The individual faculty member can appeal promotion decisions to the President, within 10 
business days of receiving notification of the Dean’s recommendation (if the Dean and the 
President are the same person, then the Vice-Dean will act as Dean). Upon receiving the 
promotion recommendation, the faculty member can request a copy of the summary letter 
from the College Appointment Promotion and Tenure Committee regarding their 
recommendation for the candidate.  The faculty member cannot request minutes or 
discussion notes from any College Appointment, Promotion and Tenure Committee or 
Department Committee meetings, nor can the candidate for promotion discuss the 
recommendation of the committee with any member of said committees. The faculty 
member will need to submit a written letter to the President requesting the appeal.  In 
setting forth the basis of the appeal, the appeal shall be limited to materials submitted, no 
additional/new information will be considered.      
 
The President may act directly in determining the outcome of the appeal or may refer the 
appeal to an ad hoc Appeals Committee that the President appoints for this purpose.  The 
President shall inform the Dean (or Vice-Dean) that an appeal has been submitted and is 
under review. The findings and recommendations of the Appeals Committee (if one is 
appointed) shall be made to the President and shall be confidential.  Absent unusual 
circumstances, the President shall resolve the appeal within 60 days of its submission. The 
appellant will be notified of the President's decision with copies to the Dean. The 
President’s decision is final. 
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TENURE 

I. Tenure 
 
1. PREAMBLE           

 
The choices that an institution makes in granting tenure are crucial to its progress 
towards academic excellence. Tenure implies a mutual responsibility on the part of the 
institution and the tenured faculty member. Tenure should never be regarded as a 
routine award since, in granting tenure to a faculty member, the institution makes a 
commitment to his or her continued employment (subject to certain qualifications). 
 
The award of tenure carries with it the expectation that the institution shall continue to 
need the services that the faculty member can perform and that the financial resources 
are expected to be available for continued employment. Tenure also carries the 
expectation that the faculty member will maintain or improve upon the level of 
attainment which characterized the qualifications for the original award of tenure. 
 
Only full-time paid faculty members are eligible to be considered for tenure. The 
granting of tenure is a commitment of the College. The conferral of tenure necessitates 
an assessment of college needs and a commitment of college resources. Required 
documentation justifying the expectation of permanence afforded by the award of 
tenure includes evidence of a faculty member’s:  

 
• Professional excellence in education, research and scholarly activities, and 

academic/public professional/clinical service; and  
• Demonstrated professional dedication and outstanding ability to substantiate 

the potential for future contributions.  
 

Tenure is a privilege of eligible faculty, not a right.  Tenure is not a guarantee of 
employment. The results of an evaluation of education, research, clinical, scholarship 
and service shall be considered in the decision to grant tenure. Consideration for tenure 
requires a comprehensive review of the candidate’s accomplishments over the life of 
his/her career with emphasis on the faculty member’s contributions while at the college 
and future scholarly potential.  
 
All tenure decisions are made on a case-by-case basis. Each faculty member is unique in 
their contributions to the college and their profession.  Similarly, the needs and 
resources of the college and its individual departments are not uniform or constant over 
time. Accordingly, the granting of tenure in any prior individual case is not, and should 
not be construed as, a precedent for or commitment to the granting of tenure in any 
future individual faculty case.   
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2. ELIGIBILITY FOR TENURE 
 

All persons with full time faculty appointments at the college who hold a regular 
professional rank of Assistant Professor (if seeking promotion and tenure 
simultaneously) or above shall be eligible to be considered for tenure.  Please note that 
Assistant Professors cannot be tenured, regardless of time in rank. Tenure eligible 
faculty may be reviewed for tenure alone or for promotion and tenure simultaneously, 
depending on time in rank at the college. To be eligible for consideration for tenure, a 
faculty member must be in their sixth year in rank at the college. A faculty member 
could be considered for tenure earlier than the sixth year, if clearly stated in their initial 
offer letter. The award of tenure is recognition by the institution of the value and 
contributions over the faculty member’s career.      
 
Acceptance of an administrative position at the college by a college faculty member 
does not influence the tenure eligibility or status, except for the Office of 
President/Dean. When an initial appointment is made to an administrative position and 
where academic rank of Assistant Professor or above is granted concurrently, that 
person is eligible to apply for tenure unless otherwise stated in their offer letter. 

 
3. CRITERIA FOR GRANTING OF TENURE 
 

The tenure decision shall be based on a thorough evaluation of the candidate's total 
contribution to the mission of college. Faculty recognition and reward through the 
award of tenure shall be based upon each faculty member's sustained contributions in 
the areas of education, research, clinical care, scholarly achievement, and service to the 
defined mission and purpose of college as undertaken and supported by the College and 
discipline in which the faculty member holds appointment.  Specific attention will be 
paid to the faculty member’s identified area or areas of focus. Faculty members in 
appropriate disciplines may also be evaluated in terms of their clinical/patient care, 
clinical leadership, and service. While specific responsibilities of faculty members may 
vary because of the special assignments or because of the mission of the academic unit, 
all evaluations for tenure shall address the way each candidate has performed in the 
areas of education, research, scholarly achievement, and service. A decision to grant 
tenure must be based not only on the candidate's attainment of high professional 
competence and academic performance measured against national standards but also 
on the goals and anticipated future needs of the institution. 
 

4. TENURE REVIEW GUIDELINES AND PROCEDURES 
 

A Tenure Timeline Document shall be established by the College Appointment, 
Promotion and Tenure Committee and published annually. 
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The tenure eligibility status (credited time in rank at the college six completed years 
since date of hire) of each faculty member shall be reviewed in accordance with the 
calendar each year, by the Department of Faculty Affairs.  Faculty Affairs will then send 
a listing of faculty eligible for tenure to the Department Chairs for review and then the 
listing will be forwarded to the Dean's office. If the candidate for tenure is a Chair, the 
Dean or appropriate Associate Dean will notify each Chair who is eligible for tenure in 
terms of service in rank of his/her status. 
 
In accordance with the calendar, an eligible faculty member may initiate the tenure 
process, upon consultation with their Department Chair, by submitting application 
materials to his/her Department Chair who will then notify the Department of Faculty 
Affairs when the portfolio is ready for submission to the Department Promotion and 
Tenure committee or its equivalent, unless the candidate has received a letter of non- 
renewal. A faculty member whose contract will not be renewed is not eligible for tenure 
or the tenure appeals process.  If the Department Chair is not in support of the 
candidate’s request to initiate the tenure review process, the candidate is permitted to 
submit their materials for review, directly to the Department of Faculty Affairs, who will 
then follow the process as described in this section. A candidate may halt the tenure 
process at any time prior to a recommendation being made to the Board.  
 
A candidate’s tenure application shall consist of: 

• CV 
• Publications 
• Educational portfolio 
• Impact statement 
• Grants and awards 
• Evidence of service 
• External review letters 
• Internal review letters 
• Additional materials the candidate or Department Chairs deems relevant for 

consideration 
 
The candidate will be asked to provide an up-dated CV, that will be shared with both the 
Department and College committee’s and will be included in the information sent to 
external reviewers. The Department Chair may also recommend that additional 
materials be sent to external reviewers, The Department of Faculty Affairs will send 
letters to a list of external reviewers that have been compiled by the Department Chair 
and the candidate.  Criteria for external reviewers can be found in the Tenure Timeline 
Document that is published and distributed to faculty each academic year, by the 
College Appointment, Promotion and Tenure Committee. The Department of Faculty 
Affairs will send letters to the external reviewers from the Department Chair explaining 
the college Tenure review process. External reviewers will be asked to assist by  
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providing insight into the faculty member’s performance/impact to date based on the 
information provided. The deadline for the receipt of external reviewer letters will be 
set in the Tenure Timeline Document. Any external letters received after that date, will 
not be considered. The Department of Faculty Affairs will provide the candidate and the 
department with the specific requirements for preparing the list of external reviewers.  
A candidate is required to have at least four external letters, and one of the four letters 
must be from a reviewer recommended by the Department Chair for the application 
package to be move forward. 
 
 The Tenure application also requires candidates to have letters of support from internal 
colleagues documenting their commitment to the college mission, students, service, and 
scholarly impact.  A candidate is required to have at least 4 internal letters to move the 
application forward. The candidates will also provide an impact statement that  
addresses their performance and contributions to date in the areas of education, 
research, scholarship, clinical/patient care, and service, with a particular emphasis on 
the faculty member’s documented area or areas of focus and achievements in 
scholarship.  The impact statement should also address the candidate’s plans in these 
areas going forward, with particular attention to the faculty member’s identified area of 
focus and further plans for scholarly activities.   
 
The candidate must also provide 2-3 representative publications for review.  The 
assessment shall evaluate whether the record in the four performance areas indicates 
progress toward expected levels of productivity at the time of tenure.  The evaluation 
for tenure will be heavily weighted on the area of scholarship.  It is important for faculty 
seeking tenure to have achieved and executed scholarly activities that would be 
excellent and that have substantial impact nationally or internationally. 
 
The Department Chair will appoint a Department Promotion and Tenure Committee 
(“the Department Committee”), annually to review the candidate’s application for 
tenure. The Department Chair will request the committee members conduct a 
substantive evaluation of the candidate's record and performance considering the 
eligibility requirements set forth in this policy. In accordance with the Tenure Timeline 
Document, the Department Committee will submit to the Department Chair, via the 
Department of Faculty Affairs, a written report of its proceedings which will include a 
recommendation based upon the candidate's record and performance. The Department 
Chair should not be present at the deliberations of the Department or College 
Appointment, Promotion and Tenure Committees.  
 
The Department Chair shall review the Department Committee report and request 
supplementary evidence or analysis from the Department Committee as needed. In 
accordance with the Tenure Timeline Document, the Department Chair shall submit the 
candidate’s complete application, the Department Committee's recommendation, and 
his/her own separate recommendation and rationale to the College’s Appointment,  
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Promotion and Tenure Committee, via the Department of Faculty Affairs. The College 
Appointment, Promotion and Tenure Committee will review and discuss the candidate’s 
application materials and then send their recommendations to the Dean (if the Dean 
and the President are the same person, then the Vice Dean will act as Dean) in 
accordance with the Tenure Timeline Document. 
 
The Dean (if the Dean and the President are the same person, then the Vice President 
for Academic and Clinical Affairs and Vice Dean will act as Dean) shall make his/her 
independent review of the candidate's application and determine whether to 
recommend the candidate to the President for tenure. 
 
The Dean (if the Dean and the President are the same person, then the Vice Dean will 
act as Dean) shall review the candidate's application materials, including all  
 
recommendations sent forward by the Department Chair and by the Department and 
College Appointment, Promotion and Tenure Committees. The Dean (if the Dean and 
the President are the same person, then the Vice Dean will act as Dean) will make 
his/her own assessment and decision and will make it known to the Department Chair 
and the faculty candidate. 
 
Affirmative recommendations by the Dean (if the Dean and the President are the same 
person, then the Vice Dean will act as Dean) for tenure are transmitted to the President 
in accordance with the Tenure Timeline Document, along with the completed portfolio 
of each candidate. The President shall review the recommendations of the Dean (if the 
Dean and the President are the same person, then the Vice Dean will act as Dean) and 
the supporting evidence and application materials.  Based upon this review, the 
President will make his/her decision and, in the case of affirmative decisions, transmit 
the decision to the Board in accordance with the Tenure Timeline Document. It is 
important that faculty members understand that all tenure recommendations are 
advisory until the Board acts. 
 
The Dean (if the Dean and the President are the same person, then the Vice Dean will 
act as Dean) shall prepare the appropriate documents with recommendations for the 
President for those faculty members for whom tenure was not recommended. The Dean 
(if the Dean and the President are the same person, then the Vice Dean will act as Dean) 
sends letters directly to those individual faculty members notifying them of the decision. 
Faculty may appeal in writing to the President within 10 business days of receipt of the 
Dean’s letter. If a faculty member is not awarded tenure, the faculty member must wait 
2 years before reapplying for tenure. 
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5.     TENURE APPEALS 
           

The individual faculty member can appeal tenure decisions to the President, within 10 
business days of receiving notification of the Dean’s recommendation (if the Dean and the 
President are the same person, then the Vice Dean will act as Dean). Upon receiving the 
promotion recommendation, the faculty member can request a copy of the summary letter 
from the College Appointment Promotion and Tenure Committee regarding their 
recommendation for the candidate.  The faculty member cannot request minutes or 
discussion notes from any College Appointment, Promotion and Tenure Committee or 
Department Committee meetings, nor can the candidate for tenure discuss the 
recommendation of the committee with any member of said committees. The faculty 
member will need to submit a written letter to the President requesting the appeal.  In 
setting forth the basis of the appeal, the appeal shall be limited to materials submitted, no 
additional/new information will be considered.      
 
The President may act directly in determining the outcome of the appeal or may refer the 
appeal to an ad hoc Appeals Committee that the President appoints for this purpose. The  
 
President shall inform the Dean (or Vice Dean) that an appeal has been submitted and is 
under review. The findings and recommendations of the Appeals Committee (if one is 
appointed) shall be made to the President and shall be confidential.  Absent unusual 
circumstances, the President shall resolve the appeal within 60 days of its submission. The 
appellant will be notified of the President's decision with copies to the Dean. The 
President’s decision is final. 

 
6. CONDITIONS UNDER WHICH TENURE CEASES 

Once granted, tenure is maintained continuously and can be suspended, terminated, or 
revoked only under one of the following conditions: 
 

• If a full-time tenured faculty member voluntarily accepts a part-time position, 
their tenure would be suspended, until they returned to full-time status  

• Upon retirement or resignation, the tenure status is terminated. 
• If the faculty member is to be terminated for cause, their tenure status with the 

college would be revoked.  
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V.  Faculty Compensation, Leave and Termination 
 
FACULTY COMPENSATION 

Terms and conditions of employment 
The terms and conditions of employment are provided in each Faculty member's letter of offer.  
This letter provides information on academic rank, duration, effective date, compensation, 
benefits, and details the responsibilities of the faculty member. 

 
Compensation, including policies on practice earnings 
Prior to each academic year, faculty members are notified in writing concerning expectations for 
educational, research and clinical assignments, in accordance with their own responsibilities, as 
defined by the Department Chair.  This written notification includes each Faculty member's 
guaranteed salary and percentage effort for Geisinger College of Health Science’s mission.  
Criteria for incentive-based compensation for clinical or other effort are delineated, if applicable.    

  
BENEFITS 

All permanent faculty members employed by the college at least 55% of the time (or 22 hours 
per week) are eligible to participate in the college's health insurance, retirement and paid time 
off benefit programs.  Full-time faculty are eligible for additional benefits.  Please see Geisinger’s 
Department of Human Resources for specific information. Current Human Resource policies and 
various laws govern available insurance coverage, enrollment, changes in coverage, and 
terminations of coverage.  

Liability Insurance 

Faculty members and other employees are insured for all activities within the scope of their 
duties for the college, specific information regarding coverage may be obtained from the Office 
of Chief Financial Officer.  
 
FACULTY SABBATICAL/LEAVE 

1. GENERAL SABBATICAL 
 

• Purpose 
The purpose of the sabbatical leave of absence is to aid the recipient in developing his or her 
skills as a teacher, scholar, researcher, or administrator. Leaves of absence for scholarly and 
educational purposes may be granted to eligible faculty to increase their knowledge and 
scientific achievements and thereby enhance the faculty members' value to the college.  Faculty 
is expected to apply the knowledge gained during sabbatical leave to improve their 
performance as a teacher, scholar, researcher, or administrator. A plan of action is expected 
upon completion of the sabbatical. At all times the decision as to whether to grant a sabbatical  
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leave shall be within each department. Each sabbatical leave may be granted for a period of up 
to twelve months. Sabbatical leave is not available to faculty whose appointments are terminal 
or to faculty who plan to retire at the termination of the leave. For more information on 
sabbatical leave contact your department chair.  

LEAVE WITH PAY 

Attendance in Court  
When a faculty member is a voluntary witness in litigation as an individual, and not in an official 
capacity, the time taken from work shall be charged as annual vacation or personal time leave-
without-pay, as appropriate. When, in obedience to a subpoena or other legal direction by 
proper authority, a faculty member appears to testify, serve as a witness, or serve on a jury for 
the Federal Government, the State of Pennsylvania or one of its political subdivisions, the 
faculty member shall be granted leave with-pay for the necessary period of time which shall be 
recorded as Administrative Leave. 

Death in Family 
GCSOM provides all eligible regular employees with paid time off in the event of a death of 
immediate and extended family members. This leave, which shall not exceed three consecutive 
working days, may be granted in the case of the following relatives of the employee, spouse or 
domestic partner: 

• husband or wife or domestic partner 
• child 
• sister or brother (Including in-law relationships of the same) 
• Mother or Father (Including in-law relationships of the same) 

 
Leave of one day, the day of the funeral, is provided for the following: (Including in-law 
relationships of the same) 

• Aunt 
• Uncle 
• Grandparent 
• Niece or Nephew                

VOTING 

Each faculty member who is eligible to vote in a Pennsylvania primary or general election is 
authorized up to two hours leave for voting. If possible, voting should be done before or after 
work. 

VACATION  

Most Full-time faculty on a twelve-month contract are entitled to up to five weeks of paid 
vacation a year immediately upon hire in addition to six paid holidays. The College of Health  
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Sciences currently also has the week between Christmas and New Year as paid time off as well, 
because the building is closed. For faculty that do not qualify for immediate granting on 
vacation, vacation time is accrued, and that process will be explained at the time of offer, as it 
is based on hours paid and FTE status.  
 
As much as possible, vacation is scheduled in accordance with the preference of the faculty 
member. However, leave is approved by the appropriate supervisor/administrator to assure 
efficient operation. For (full & part-time) who accrue vacation and leave the employment of the 
college and have earned unused annual vacation are entitled to a lump-sum payment for such 
leave, to be calculated and paid out for that time when they leave the organization.  

MILITARY LEAVE 

Military leave 
Faculty absent for military service of more than 30 days are eligible for additional benefits 
including: 

• Differential pay after 90 days of active duty up to $10,000 
• Continuation of health insurance and benefits for up to 2 years 

 
Please review some of the guidelines below: 
 
Short-Term absence 
For absence due to military service of 30 consecutive days or less, faculty will need to discuss 
this with their department chairs and request time off via Kronos. Faculty should be sure to use 
the appropriate “Military” pay code. 
 
Long-term absence 
For absence due to military service more than 30 consecutive days, faculty must request a 
military leave of absence. The leave of absence request will be completed via Workday once the 
faculty member has discussed the leave request with their department chair.  
 
SICK LEAVE / SHORT-TERM DISABILITY  

Short term disability is provided by Geisinger to all employees as part of the benefits package.  

How does short-term disability work 
• Short-term disability is separate from FMLA.  FMLA provides job protection, while short-

term disability is a paid benefit.  Short-term disability typically requires more detailed 
information than an FMLA request.  

• Short-term disability pays for 60% of your salary during a medical leave up to six 
months. The amount will be capped at a weekly benefit maximum of $1,400 and may 
also be adjusted if you have other income, such as Social Security benefits or State 
Disability benefits. 
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• You can use short-term disability if you get sick or injured and have to miss work for 
more than seven calendar days. You might use short-term disability for a broken leg, a 
major surgery or to medically recover after having a baby. Short-term disability is 
separate from regular paid time off (PTO), which you can use for shorter health-related 
absences. Employees must supplement time during the 7-day elimination period.  

• All biweekly, benefit eligible employees are enrolled automatically in the short-term 
disability benefit. 

• There are no pre-existing condition limitations. Even if you are a new employee, there 
are no pre-existing condition limitations, and you can receive up to the full 6 months of 
benefits. 

• If your medical condition continues after six months, long-term disability coverage takes 
over, and will begin to pay 60% of your salary (50% of part-time employees) up to 24 
months or longer.   

 
How does short-term disability work 

• Apply for short-term disability, through New York Life, as soon as you know you will 
need to take medical leave. If your medical absence is planned — for instance, if you are 
having surgery, or having a baby — you can apply in advance. 

• You need to use your regular PTO to cover the first seven days of absence after you 
apply, as well as any days before you apply. After that, you will begin receiving short-
term disability payments — which are taxable, just like your normal salary. 

• Your health condition will be certified, which will also determine how many days or 
weeks of benefits you are medically eligible for. No pre-existing condition exclusions 
apply. 

LONG-TERM DISABILITY COVERAGE  

Geisinger provides long-term disability coverage at no cost. Full and part-time employees are 
eligible for coverage.  We provide full and part-time employees with a policy designed to cover 
a disability that continues for more than six months. There is no cost to the employee for this 
benefit, and benefits are paid until you recover or reach normal retirement age.  

Disability is based on your inability to perform the duties of your own occupation for the first 24 
months. Afterward, the definition becomes your inability to do the duties of any occupation for 
which you are reasonably suited based on education, training, and experience. For details on 
your level of coverage by contact the HR team/Employee Contact Center by calling 570-271-
6640 or emailing EmployeeContactCenter@geisinger.edu. 
 
 
 

https://geisinger.sharepoint.com/:w:/r/sites/Benefits2023/_layouts/15/Doc.aspx?sourcedoc=%7b9E91FF7B-0EF2-45DB-8028-05879135F9F2%7d&file=Disability.docx&action=default&mobileredirect=true
https://geisinger.sharepoint.com/:w:/r/sites/Benefits2023/_layouts/15/Doc.aspx?sourcedoc=%7b9E91FF7B-0EF2-45DB-8028-05879135F9F2%7d&file=Disability.docx&action=default&mobileredirect=true&web=1&cid=6b362de5-0109-4631-b9b6-713b709dbd21
mailto:EmployeeContactCenter@geisinger.edu
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FAMILY MEDICAL LEAVE ACT (FMLA) 

Family Medical Leave Act (FMLA) You may qualify for FML entitlement if you or a family 
member has a serious health condition.  
To be eligible, you must have been employed a total of 12 months (excluding any 7-year gap in 
employment) and have worked at least 1,250 hours in the 12 months preceding your leave start 
date.  

You are allowed to take up to 12 weeks of leave for yourself or if you: Are caring for a family 
member; Have an approved intermittent leave of absence; Are approved for a military exigency 
leave; or have an approved leave of absence for the purposes of baby bonding with a 
newborn/placed/adopted child.  

If available, Family Medical Leave may be applied “after a period of incapacity lasting more than 
three consecutive full calendar days.” 

Geisinger has contracted with Matrix Absence Management, Inc. (Matrix), a division of Reliance 
Standard Life Insurance Company, to administer the Family Medical Leave Act (FMLA), Non-
FMLA Geisinger Leave, and Extended Medical Leave of Absence programs.  

Employees are reminded to follow their normal call-out procedures with regards to utilizing 
PTO while on leave. Also, employees who are participating in the Short-Term Disability Plan are 
reminded to contact New York Life to discuss their injury/illness or pregnancy related disability 
benefits.  

EXTENDED LEAVE WITHOUT PAY 

Extended leaves of absence without pay may be granted by the President, through regular 
administrative channels, under circumstances wherein the best interests of GCSOM would be 
served through granting such leave. Authorization may be considered in such cases as: 
 

• Absence for advanced academic training, research, or other experience which leads 
to increased competence and promotes the interests of GCSOM as well as those of 
the faculty member, and 

• Absences due to prolonged illness or for personal reasons when such absences 
extend beyond available annual leave or sick leave. Normally, the total period of 
absence will not exceed six months. However, under exceptional circumstances, the 
President may extend this period to one year. 

 
The granting of leave-without-pay is a matter of administrative discretion. The  
Administrative channels for request for leave-without-pay shall be the same as for other faculty 
actions. Although sick leave or annual leave does not accrue during periods of leave-without-
pay, the accumulated total is not forfeited. 
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A member of the faculty who has acquired tenure shall retain tenure during any period of 
leave; however, time served on leave-without-pay may not be counted toward acquiring a 
sabbatical leave. A GCSOM faculty member has an obligation to give a written notice at least six 
months before the stated expiration date of the leave. 

OFFICIAL HOLIDAYS 

Listed below are the holidays observed by Geisinger College of Health Sciences. 
• New Year's Day (January 1) 
• National Memorial Day (Last Monday in May) 
• Independence Day (July 4) 
• Labor Day (1st Monday in September) 
• Thanksgiving Day (4th Thursday in November) 
• Day after Thanksgiving (4th Friday in November) 
• Christmas Day (December 25) 

 
COLLEGE OF HEALTH SCIENCES ADDITIONAL PAID CLOSED DAYS 

• Winter Holiday (Week between Christmas and New Year’s Day)  

SEPARATION 

Faculty members who resign, retire, or for other reasons terminate their employment with the 
college must notify their department chair in writing and forward a copy to the Department of 
Human Resources.  Information will be sent to you via the Workday System regarding steps for 
returning corporate cards, college ID, computer, and other work items. Benefits and retirement 
information will be sent to you via the Workday System as well.  
 
FACULTY TERMINATION  

Termination of employment occurs when a faculty member resigns, passes away, qualifies for 
long term disability benefits; or upon non-renewal of an appointment contract; upon loss of 
full-time employment or clinical privileges at an affiliated institution; or upon termination of 
appointment for adequate cause or financial exigency; or upon significant non-performance 
based on annual evaluations. If a faculty is with tenure and is terminated for one of the above 
reasons, a terminal contract of at least 6 months but not greater than one year may be 
awarded at the discretion of the President.  

RESIGNATION 

Voluntary resignations from the faculty should be submitted in writing to the Department Chair 
and will constitute concurrent resignation from all secondary faculty appointments and 
committees at the college. Resignations shall not be subject to any rights of reconsideration or 
review at the instance of either party without the concurrence of the other. Unless expressly 
agreed upon in writing to the contrary, all right to rank, tenure, salary, and benefits shall  
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terminate as of the effective date of the resignation. A resignation in good standing for Faculty 
covered under an employment agreement with course directorship and/or teaching 
responsibilities requires one semester’s written notice of resignation. Faculty with non-teaching 
responsibilities are expected to give at least four weeks’ notice prior to the end of their current 
agreement. 

NON-RENEWAL OF TERM APPOINTMENTS 

Non-renewal of term appointments applies to both Tenure and Non-Tenure faculty. 
Notification of non-renewal of an annual reappointment or non-renewal of a term contract is 
provided to the faculty member by the Dean, upon the recommendation of, and after 
consultation with, the department chairman. It includes a statement defining the reasons for 
non-renewal. Non-renewal is an administrative decision without formal appeal.  The following 
schedule is employed for providing notice of non-renewal:  
 

1. INSTRUCTORS AND ASSISTANT PROFESSORS:  

• Three months’ notice of non-renewal is given during the first year following the 
starting date. 

• Six months’ notice of non-renewal is given during the second year following the 
starting date and for subsequent years.  

 
2. ASSOCIATE PROFESSORS AND PROFESSORS:  

•       Six months’ notice of non-renewal is given during any appointment term.  
•       The effective date of termination of the faculty appointment is at the end of the  

       notice period.  

 
TERMINATION OF EMPLOYMENT FOR FINANCIAL EXIGENCY 

DEFINITION  

A faculty member may be terminated without prejudice for reasons of financial exigency. 
Financial exigency arises when:  

1. Funds supporting the position are decreased or eliminated within the organizational unit 
in which the appointment is made; or  

2. Changes occur in the mission of the college or its affiliates. Examples of such changes 
include (but are not limited to) the elimination of institutional programs (e.g. Centers, 
institutes, academic curricula, interdisciplinary research programs, and administrative 
units), changes in the service mission of an institutional affiliate, or declining enrollment.  
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POLICY  
Termination for financial exigency of a faculty member with tenure (an appointment that has 
first call on college resources committed to a program) may occur only after termination of 
corporate resources supporting faculty within the program with term, extended or indefinite 
appointments (all of which are dependent on financial resources external to the college, e.g. 
grants, contracts, hospitals, clinical practice).  

PROCEDURE  
Termination for financial exigency is made based on recommendation by the Dean  
to the President. Notice will be provided in writing to the faculty member. The period of  
notice corresponds to the period of notice for non-renewal of term contracts.  

APPEAL BY FACULTY MEMBER 
The faculty member has thirty (30) days from the day upon which he or she is notified that he 
or she is being terminated for financial exigency within which to file a written appeal with the 
Dean or designee of the college. The appeal will deal with the validity of the finding of financial 
exigency according to college guidelines and an evaluation of whether the action was arbitrary 
or capricious.  

During the next thirty (30) days, the Dean or designee and the affected faculty member may 
attempt to resolve the dispute in an informal manner, including settlement, negotiation, or 
other methods of dispute resolution. If the dispute remains unresolved thereafter, the Dean or 
designee of the college shall advise the faculty member, and the faculty member may petition 
the President for a review of the matter. The President’s decision is final. 

The President may, in its discretion, request such documents and written argument as it deems 
necessary or desirable for it to reach its decision in the matter, and it shall summarily decide all 
matters of procedure, evidence and protocol as it shall deem appropriate for it to render its 
decision. The determination of the President shall be deemed conclusive on all parties.  

 
SUSPENSION OR TERMINATION FOR CAUSE 

DEFINITION OF ADEQUATE CAUSE 

The Dean may initiate and execute procedures by which a faculty member’s current 
appointment may be suspended or terminated for adequate cause as more particularly defined 
herein.  
 
Adequate cause shall include any circumstances by which a faculty member:  

 
• Intentionally fails or refuses to continue to perform a substantial part of his usual and 

customary assigned duties; or  
• Is adjudged by his peers to have engaged in conduct which fails to meet the standards of 

personal and professional excellence which generally characterizes faculties of colleges, but 
only if through this conduct his value as a faculty member is, or will probably be,  
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substantially impaired. Some examples of conduct that substantially impair the value or 
utility of a faculty member include serious instances of illegal, immoral, dishonorable, or 
irresponsible or incompetent conduct. The foregoing examples, however, are not to be 
considered exhaustive by reason of enumeration, and other factors may be taken into 
consideration if they bear on the value or utility of a faculty member. In no case, however, 
shall adequate cause be interpreted to impair the full and free enjoyment of legitimate 
personal or academic freedoms of thought, doctrine, discourse, association, advocacy, or 
action. 
 

Failure to renew a term appointment is not considered to be dismissal, and, consequently, this 
and the following article do not apply to such an occurrence.  

In all cases of suspension or termination for cause, the Dean shall, whenever he/she believes 
that such cause may exist, notify the faculty member in writing of the college’s contemplated 
action, including in such notices the general nature of the cause and the course of action open 
to the faculty member.  

Whenever such notice can, by the exercise of reasonable diligence, be given to the faculty 
member personally, it shall be so delivered, and service shall operate from date of such 
delivery. If notice cannot be personally delivered, it shall be sent by certified mail addressed to 
the faculty member’s last known address and service shall operate from date of mailing.  

Separate procedures may be determined by the Dean for each type of faculty member and is at 
the sole discretion of the Dean.  

 
SALARY AND FRINGE BENEFITS 

In all cases of suspension or termination for cause, the faculty member’s entitlement to salary 
and fringe benefits shall continue, irrespective of any suspension from duties, for the longer of 
the following periods, as applicable:  
 

a. Thirty (30) days after the cause arises  
b. Until service of notice  
c. Until the College’s final decision, following a hearing  

 
At the discretion of the Dean or designee, and upon consultation with the President and Chair 
of the Faculty Council, the faculty member’s duties and assignment may be suspended or 
terminated prior to the termination of salary and benefits. 
 
NOTICE  

In all cases of suspension or termination for cause, the Dean or designee shall, whenever he 
believes that such cause may exist, notify the faculty member in writing of the College’s 
contemplated action, including in such notices the general nature of the cause and the course of 
action open to the faculty member.  
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Whenever such notice can, by the exercise of reasonable diligence, be given to the faculty 
member personally, it shall be so delivered, and service shall operate from date of such 
delivery. If notice cannot be personally delivered, it shall be sent by certified mail addressed to 
the faculty member’s last known address and service shall operate from date of mailing. 
 
PROCEDURES APPLICABLE TO SENIOR FACULTY AND JUNIOR FACULTY  

Separate procedures exist for Suspension or Termination for Cause of Senior Faculty (Associate 
Professor and Professor) and Junior Faculty (Instructors and Assistant Professors).  

 
The procedures followed for Junior Faculty provide for a hearing on the merits of the charges by 
the Dean, who shall act and whose process in acting is subject to review by the President.  
 
The procedures followed for all Senior Faculty are those adopted previously for Tenured Faculty. 
In the absence of prior settlement, they rely on a Hearing Committee of the faculty and final 
action by the Board of Trustees. 
 
V. GRIEVANCE  
 
1. Preamble  
Faculty Grievance and Appeal applies to both tenure and non-tenured faculty. The right to 
grieve and appeal by any member of the faculty is recognized by the administration and the 
Board of Directors. Presentation of grievances is made through the following procedures 
established by and for the faculty and approved by the administration and the Board of 
Directors.  
 
Any faculty member can request that his/her complaint or grievance be heard and, if possible, 
resolved by the Dean (if the Dean and the President are the same person, then the Vice Dean 
for Education acts as Dean) of the College. Faculty may first report any grievance with the  
 
Department Chair if it is a departmental issue. The Department Chair decides generally within 
two weeks after the in-writing grievance is received. If the faculty member is not satisfied with 
the decision, he/she can provide the in-writing grievance to the Dean, (if the Dean and the 
President are the same person, then the Vice Dean for Education acts as Dean) who has two 
weeks to make a ruling. If a faculty member remains unsatisfied with the decision, he/she may 
present the grievance in writing to the President who has the final decision. Matters about 
which faculty file a grievance may include: 
 
• Compensation decisions. 
• Terminations; and /or  
• Major reassignments.  
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2. Faculty Grievance and Appeal Procedure  
In any community of free people, even under the best of circumstances, complaints will be 
generated from time to time by individuals or groups who feel that a condition exists that is 
detrimental to their professional careers or personal well-being. 
  
A community of academicians operates on the premise that a complaint brought by one or 
more of its members against another or against the institution itself is best resolved when the 
parties involved are encouraged to seek a just and equitable solution. 
 
When individual efforts fail to produce a satisfactory resolution of a complaint, it behooves the 
greater academic community to intercede so that an equitable solution is obtained with 
dispatch. Therefore, a grievance and appeal procedure is established to handle complaints that 
cannot be resolved in an informal way at the department or College level which are not covered 
by other procedures. Participation in a grievance procedure in any capacity, including as a 
griever, within the scope of such grievance proceeding is considered by the school to be within 
the scope of duties of a faculty member. The faculty member shall be afforded the same 
protection for such participation as for any other faculty duties subject to the provisions of the 
liability insurance policies purchased to cover liability of faculty members. The granting or the  
failure to grant tenured status to teaching and research faculty, professional librarians, 
academic administrators, and all other persons holding faculty appointments or non-renewal of 
employment contracts at the end of the contract term shall not be subject for consideration by 
this grievance procedure.  
 
3. Initial Stage of the Grievance Procedure  
A complaint concerning any condition that is felt to be detrimental to the complainant's  
professional development or personal well-being shall first be directed as described below:  
 
• Complaints against a member of the complainant's department shall be explained to the  
Department Chair. When the complaint is against the Chair, it is lodged with the Dean (if the 
Dean and the President are the same person, then the Vice Dean for Education acts as Dean) of 
the college.  
 
• Complaints against a member or Chair, but not a member of the complainant's Department, 
shall be lodged with the Dean (if the Dean and the President are the same person, then the Vice 
Dean for Education acts as Dean) of the college.  
 
• Complaints against any administrator shall be lodged with the next higher level of 
administration.  It shall be the responsibility of the person with whom the complaint is lodged 
to attempt to mediate an amicable solution through his/her good offices, or to suggest another 
person who might more effectively mediate an amicable solution. All complaints must be 
presented in writing. 
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TENURE AND TERMINATION 

Tenure is a formal assurance that the individual’s continued employment is placed in question 
only in accord with full academic due process. The procedures developed to assure academic 
due process require the determination of four conditions: 1) that academic freedom is not 
violated; 2) that the personal civil liberties of the faculty member are not violated; 3) that the 
stated cause exists in fact, and 4) that the degree of demonstrated professional irresponsibility 
or misconduct warrants termination of the individual’s appointment rather than some lesser 
sanction. 

Further, it is generally understood that tenure carries with it priority for support (a call) from 
the resources of the institution in circumstances of financial stringency.  

There are, moreover, circumstances in which tenure will not provide security for faculty 
members even of unquestioned excellence. Two of these circumstances may appropriately be 
specified. Declining student participation in or academic need for certain programs may reduce 
the demand for the services of some faculty members with particular skills. Any faculty 
member, even though he may possess tenure, for whom there is not an appropriate role in 
some other area of the academic program, may be terminated by the cessation of the program 
in which he has served. While the faculty may participate in an advisory role concerning the 
reduction or elimination of a given program, ultimate responsibility for action resides in the 
Board of Directors. 

The second circumstance concerns the termination or reduction of academic programs brought 
about by financial exigency. If there is an authentic financial circumstance confronting the 
institution, decisions concerning programs to be terminated or reduced, with a consequent 
release of members of the faculty, must be made in a reasonable way with appropriate faculty 
participation. This circumstance carries with it no suggestion that the released members of the 
faculty have either fallen short in their duties or have been guilty of misconduct. 

Geisinger Commonwealth College of Medicine and its affiliated institutions make every effort to 
insure the availability of budgeted funds. The college cannot guarantee, however, the 
availability of funds dependent upon the budgets of affiliated institutions or from grants or 
other sponsored sources. 
 
FACULTY SALARY INCREASES 

When funds are designated for faculty salary increases, the amount and the procedure for 
allocation of these funds is communicated to the faculty. 
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POLICY ON FACULTY NOTIFICATION OF TERMS AND CONDITIONS OF EMPLOYMENT, BENEFITS, 
AND COMPENSATION  
 
Terms and conditions of employment 
The terms and conditions of employment are provided in each Faculty member's letter of offer.  
This letter provides information on academic rank, duration, effective date, compensation, 
benefits, and details the responsibilities of the faculty member  
  
Benefits 
Faculty members are notified about their benefits by the Human Resources.  A benefits overview 
will be provided in Faculty Handbook describing the various fringe benefits to which faculty 
members are entitled.   
 
Compensation, including policies on practice earnings 
Prior to each academic year, faculty will be notified in writing concerning expectations for 
educational, research and clinical assignments, in accordance with their own responsibilities, as 
defined by the Department Chair.  This written notification will include each Faculty member's 
salary and percentage effort for Geisinger Commonwealth College of Medicine mission.  Criteria 
for incentive-based compensation for clinical or other effort will be delineated, if applicable.    
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 



 

53 | P a g e  

 
VI. Faculty Development 

 
A.   FACULTY ORIENTATION 

Geisinger Commonwealth College of Medicine is committed to supporting the professional 
development of new faculty.  As part of this commitment GCSOM offers a Faculty Orientation  

Program. This program is designed to introduce new full-time and part-time faculty members to 
GCSOM and the community. GCSOM’s Orientation serves as a framework for initiating a 
successful career at GCSOM. The Orientation provides new faculty members with an 
opportunity to meet with GCSOM faculty and staff to learn about:  

• GCSOM mission 
• The organizational structure of the college and its governance  
• The curriculum  
• Technology resources  
• Information about academic advising, student policies and procedures 
• Faculty policies 
• Research opportunities and compliance issues  
• Guidelines for appointment, promotion, and tenure  
• Professional development initiatives  

 
This Orientation Program is managed by the faculty members department, so the content area 
may vary slightly. All resources are centrally located and supported by the Office of Faculty 
Affairs on the college’s learning management system.  

B.   FACULTY DEVELOPMENT PROGRAM  

The college is committed to assisting individual faculty in developing their ability to function  
as effective academics in the areas of education, research and scholarship, patient care, and 
leadership. These activities are supported by various departments across the college.  
 
Geisinger Academy of Educators  

In 2001, two Academies, one at the University of California San Francisco and the other at 
Harvard Medical School, were early adopters of the Academy model. In the ensuing fifteen 
years, an estimated sixty additional medical and health sciences schools established formal 
Academies or Academy-like organizations at their institutions. Academies for medical and 
health sciences education are increasing in size and number across the U.S. and internationally 
such that today, there are over 75 Academies that are part of a national Academies 
Collaborative. Geisinger joined this movement with the official launch of the Geisinger 
Academy of Educators in 2022. 
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The goal of our Academy is to create an institutionally valued community of educators who 
together will advance the mission of educational excellence. Through the establishment of the 
interprofessional Academy, we aim to inspire our Geisinger educators by supporting their 
professional development, innovation, and excellence in teaching and scholarship. 

Why an Academy at Geisinger? 

The Geisinger Academy of Educators seeks to: 
• Enhance the teaching mission of Geisinger and promote educators' career advancement 
• Facilitate faculty members' engagement, excellence, and scholarship in teaching and 

education; curricular innovation broadly defined 
• Bring alignment and enhancement to academic appointment and advancement 

standards related to teaching, education, and scholarship 
• Contribute positively to faculty recruitment, satisfaction, and retention 
• Promote and reward faculty efforts and achievements in the art, science, and 

scholarship of teaching 
• Communicate, support, and recognize contributions in teaching and education 

 

Benefits of Membership 

The Geisinger Academy of Educators will seek to provide its members with: 
• faculty development, educator resources, and faculty mentorship 
• technical, marketing, and financial support for educational scholarship 
• recognition of excellence in teaching and scholarship 
• advocacy of educator advancement and promotion 
• opportunities to collaborate within a community of practice 

By becoming a member of the Academy, you will be able to: 
• enhance your teaching skills 
• foster innovation in education 
• increase scholarship 
• accelerate career development 
• amplify recognition, status, and identity as an educator 
• build community through networking and collaboration 

As a member of the Academy, you will be part of a collective effort to: 
• enrich Geisinger's culture and educational mission 
• elevate Geisinger's national recognition as a teaching institution 
• bolster support for teaching faculty 
• improve educator job satisfaction 
• increase educator career development and status 
• enhance recruitment and retention of educators 
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If you are interested in applying, more information can be found on the Geisinger SharePoint 
Site  How to Apply (sharepoint.com) 

Continuing Professional Development  
The Center for Continuing Education facilitates courses for physicians, psychologists, nurses, 
pharmacists, social workers, optometrists, physician assistants, nurse practitioners, counselors, 
athletic trainers, dietitians, occupational therapists, and healthcare administrators. We 
encourage innovative methods of Continuing Education that emphasize learning rather than 
"seat time." 

Mission Statement 

The Geisinger Center for Continuing Education serves the educational needs of the integrated 
health care delivery system. This includes every entity of the system, all hospitals, clinic sites, 
research centers and population health and insurance operations. The Center also serves 
affiliated hospitals, community physicians, educators, other affiliated healthcare team 
members, patients and patients' families.   

The Purpose of the Center for Continuing Education is to: 
• Disseminate evidence-based clinical knowledge to improve the safety and quality of the 

health care delivery team. 
• Teach skills to improve the function of the Academic Health Center, to promote the 

safety and quality of health care delivery and to enhance the patient experience and 
patient outcomes. 

• Support Geisinger and the community providers, as well as other health care team 
members in their inter-professional roles by providing opportunities for enhancement 
of patient care, communication, teaching, leadership, management, and teamwork. 

• Provide lecture series, workshops, enduring materials, and other conferences. 

Expected outcomes of our program include demonstration of: 
• Improved team member skills and strategies, leading to improved patient outcomes and 

quality of the care delivered. 
• Increased employee and community engagement. 
• More effective faculty development. 
• Promotion and enhancement of interprofessional education, collaborative practice, and 

team performance. 
• Enhanced patient experience. 

Accreditation 

In support of improving patient care, Geisinger Commonwealth School of Medicine is jointly 
accredited by the Accreditation Council for Continuing Medical Education (ACCME), the  

https://geisinger.sharepoint.com/sites/Academy/SitePages/How-to-Apply.aspx
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Accreditation Council for Pharmacy Education (ACPE), and the American Nurses Credentialing 
Center (ANCC), to provide continuing education for the healthcare team. 

Continuing Education (sharepoint.com) 

 
Faculty Development  

Foundations in Medical Education offers participants an opportunity to attend a live, virtual 
one-hour session that focuses on one of following four foundational topics in medical 
education: learning theory, clinical teaching, classroom teaching, and assessment and 
evaluation.  

Medical Education Grand Rounds is a virtual educational activity held on a quarterly basis on 
the First Friday of the month from 7:00 am - 8:00 am. This program is open to all educators. 

Mission to Teach is an annual faculty development session that features a topic of interest or 
need for the educators in the system. Past topics have included: Teaching Simulation Around 
the World, Confronting Bias in Assessment, Inclusion Matters: Incorporating Diversity into the 
Teaching Spectrum and Teaching and Learning Equity Literacy.  

The Medical Education Certificate Course is a one-year, longitudinal faculty development 
opportunity to enhance the teaching and learning skills of faculty preceptors, coaches, mentors, 
and advisors.  The course provides 64 hours of educational content delivered in a structured, 
purposeful manner to develop foundational skills in medical education.  The participants can 
either be self-nominated or nominated by their Program Director or Clinical Leader. The 
education and training will be an asset to the home department of the applicant, but it is a 
rigorous program that requires protected time to engage in learning, discussion, and 
longitudinal projects.  The participants are required to attend eight sessions described below as 
well as engage in an experiential project.  
 
It is our expectation that participation in the program will increase faculty knowledge and skill 
in medical education including new techniques, simulation, and scholarship. Specifically, 
participants will:  

• Increase their perception of preparedness and interest in medical education. 
• Increase participation by faculty in educational programs. 
• Increase their and their learner's satisfaction with education; and 
• Support a train the trainer model to increase faculty development within departments. 

 
 
 
 

https://geisinger.sharepoint.com/sites/Education/SitePages/Continuing-Education.aspx
https://geisinger.sharepoint.com/:b:/r/sites/Education/Shared%20Documents/MECC-SCHEDULE-FOR-EXCHANGE-PAGE_16442.pdf?csf=1&e=a0SrQH
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Medical Education Research Certificate (MERC) program is through the AAMC and is intended 
to: 

• Provide the knowledge necessary to understand the purposes and processes of medical 
education research. 

• Create informed consumers of the medical education research literature. 
• Help participants be effective collaborators in medical education research. 

 
MERC is designed for those with a background in medical education but relatively less 
experience in conducting educational research. The courses are targeted for clinicians 
and other educators who desire to learn research skills that will enable collaborative 
participation in medical education research projects. 
Each three-hour workshop (module) focuses on a key skill or area in educational research, 
emphasizes opportunities for hands-on activities and active participation, so as to maximize the 
applicability of the workshop principles. Each workshop will be delivered live, via zoom. Below 
you will find a schedule and more details. The session descriptions were taken directly from the 
AAMC website. 

Improving the Learning Environment for Educators (ILEEd) is a one-year, longitudinal faculty 
development course now in its second year. The curriculum is designed to develop faculty 
competencies in Health Systems Science and Systems-Based Practice.  Similar to MECC, this 
course provides 48 hours of foundational educational content in a structured manner to 
develop knowledge and skills in medical education, specifically related to quality improvement, 
design thinking, systems thinking, scholarship, and leadership. The participants are required to 
attend all six sessions. 

The goals of the program are to:    
• Develop bridging leadership skills in educators and administrators.  
• Build organizational capacity for improvement, specifically within the clinical learning 

environment.  
• Utilize the knowledge and skills acquired to implement improvements that increase 

learning and high-quality care.   
• Facilitate a project that impacts the clinical learning environment, is relevant to the 

learning community, and aligns with institutional priorities.   

By the completion of this program, participants will be able to: 
• Teach QI concepts to medical learners. 
• Lead QI projects in the clinical learning environment. 
• Implement curricula based on sound learning theory. 
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The course focuses on leadership skills in the context of the clinical learning environment and 
how to incorporate quality improvement methodologies to advance the patient, learner, and 
faculty experience. 

Highlights of the course curriculum will include: 
•    Medical Education Primer – overview of UME, GME and HPE 
•    Learning Organization and Just Culture 
•    Health Systems Science 
•    Healthcare Policy  
•    Social Determinants of Health 
•    Population Health and Informatics 
•    Design Thinking  
•    Project Management 
•    Change Management 

Faculty First Resource and Publication (sharepoint.com)  
 
Research and Scholarly Activity 
Office for Research and Scholarship, reporting to the Associate Dean for Research and 
Scholarship, exists for the purpose of encouraging and facilitating the procurement of research 
grants and contracts and budget management for these awards. These offices will notify faculty 
of funding opportunities, aid in grant development, and process and submit completed grant 
applications. Assistance for faculty members will be provided through online tools, workshops, 
and one-on-one mentoring, as well as through grant preparation services.  
 
Faculty Mentoring 
Faculty mentorship is an important priority for the college, although the primary responsibility 
of the Department Chair and/or the immediate supervisor (e.g., Center Director, etc.). No less 
than annually, the Chair reviews the faculty member’s progress, accomplishments, and areas 
for improvement.  
 
When possible, junior faculty members may be assigned a mentor who would be a senior 
faculty member with a comparable career interest and experience in the field. The Department 
Chair is responsible for making this assignment and the assigned mentor will report back to the 
Chair regarding progress of the mentee and issues that require the Chair’s attention. 
Mentor/Mentee program format varies by department.  
 
 
 
 
 
 

https://geisinger.sharepoint.com/sites/Education/SitePages/Faculty-First(1).aspx
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VII.    FACULTY RIGHTS, DUTIES, AND RESPONSIBILITIES 
 
Academic Freedom 

Faculty are entitled to academic freedom in the conduct of teaching, research and publication 
of results, subject to the adequate performance of their academic obligations. Teachers are 
entitled to freedom in the classroom in discussing their subject, but they should not introduce 
into their teaching controversial matter that has no relation to their subject. Teachers are 
citizens, members of a learned profession, and officers of an educational institution. When they 
speak or write as citizens, they should be free from institutional censorship or discipline, but 
this special position in the community imposes special obligations. As men and women of 
learning and educational officers, they should remember that the public may judge their 
profession and their institution by their utterances. Hence, they at all times should be accurate, 
should exercise appropriate restraint, should show respect for the opinions of others and for 
the established policy of their institution, and while properly identifying themselves to outside 
audiences as associated with the college should clearly indicate that they are not institutional 
spokespeople unless specifically commissioned to serve in such a capacity. 
 
Distribution of Faculty Activity 

The assignment of a faculty member's division of responsibilities between academic activities  
is initially specified in the letter of offer and initial contract. Review and, eventually, 
reevaluation of division of obligations is carried out as part of the annual evaluation, at which 
time the faculty member and supervisor mutually agree upon any changes in the balance of 
instruction/teaching, scholarly activity, administrative responsibilities, community services, and, 
when applicable, clinical services, in keeping with the mission of the college. The faculty 
member and the Department Chair sign the document that outlines agreed upon faculty 
responsibilities, on which the percent effort for various assignments is outlined in writing. 
 
Faculty Activities 

Members of the faculty are expected to devote all of their normal working time to the 
college.  A faculty member may engage in outside professional activities, whether for 
compensation or not, on a limited basis, provided that such activities are in keeping with 
his/her professional practice agreement, competency, and development, and do not 
interfere with the performance of his/her assigned duties. Outside professional activities 
must be approved in writing by the Chair.  Activities such as preparation and presentation of 
research results, presentation to professional groups, peer review activities, and service as 
members of professional or community societies are normally not considered outside activities, 
they are within the scope of work.  
 
If you are asked to provide services on a consulting basis for someone outside Geisinger, please 
consult your department chair. Geisinger has policies regarding secondary employment and  
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contracting for services to assist in determining how these arrangements should be handled. In 
general, if the consulting engagement can be performed by you outside of your regularly 
scheduled work hours or during your vacation time and without using Geisinger resources, you 
may contract to provide the services on your own if agreed to by your supervisor. However, if 
the work is to be performed during your regularly scheduled working hours and you need 
Geisinger resources to accomplish the work, then you may need to make arrangements for the 
Geisinger entity that employs you to contract to provide the services. 
The full policy on Honorariums, Professional Activities, and Consulting can be viewed 
OurGeisinger - Home (sharepoint.com)  

Faculty members of the college may also undertake civic duties and participate in community 
political activities and, as a general rule, hold municipal or local political offices without 
interference from the College. However, great care should be exercised in active political 
campaigning in state and federal elections. Faculty must make it clear that the activities they 
engage in are not representative of the institution. Campaigning for a major state or federal 
government office requires a leave of absence authorized by the President/Dean or designee. 
Any faculty member elected to major state or federal government office either must obtain a 
leave of absence authorized by the President/Dean or designee or resign from the faculty. 
 
Faculty Compliance with Family Education Right to Privacy Act of 1974 (“FERPA”) 

All full-time, part-time and research-qualified volunteer and paid faculty are required to 
comply with all applicable federal and state requirements of the college’s policies regarding 
protection of private student information and the contents of a student’s education records.  
Policy on Collection, Maintenance and Dissemination of Student Records  
 
Faculty Conflicts of Interest 

Geisinger is committed to overseeing the conduct of Research in a manner that ensures the 
integrity of the Research process and maintains the trust of the public, Research volunteers and 
sponsors in the integrity and credibility of its Researchers, staff and Research programs. This 
policy is designed to maintain that trust and to help ensure institutional compliance with 
applicable government regulations concerning outside financial relationships and Research. 
Geisinger recognizes the importance of relationships between Researchers and outside 
organizations and seeks to encourage such relationships. These relationships can give rise to 
significant discoveries and to the translation of those discoveries into useful products. 
Productive relationships with outside organizations also inspire new avenues of inquiry and 
provide opportunities to test Research. However, the financial incentives that accompany such 
relationships may lead to Financial Conflicts of Interest. Such Conflicts of Interest have the 
potential to create real or apparent bias in Research. Conflicts of Interest may affect Research 
integrity and may place human Research subjects at additional risk. Conflicts of Interest, and  
even the appearance of Conflict of Interest, may reduce public confidence in the Research 
enterprise. 

https://geisinger.sharepoint.com/sites/OurGeisinger/
https://www.geisinger.edu/-/media/OneGeisinger/pdfs/ghs/Education-GCSOM/student-life/policies/collection-maintenance-access-and-dissemination-of-student-records.pdf
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DEFINITION OF CONFLICT OF INTEREST  

1. Business: (a) any corporation, partnership, sole proprietorship, firm, franchise, 
association, organization, holding company, limited liability company, trust or other for-
profit commercial Entity; and (b) any not-for-profit Entity acting, directly or indirectly, as 
an agent for, or on behalf of, a commercial Entity, or controlled by a commercial Entity, 
i.e., where a commercial Entity owns or funds 50% or more of the not-for-profit Entity 
or otherwise controls the not-for-profit Entity's activities.  

2. Conflict of Interest: Any Circumstance in which professional judgment regarding a 
primary interest (e.g., patient care or welfare; research integrity) threatens to be 
compromised by a secondary interest (e.g., financial gain; personal or professional 
reputation) resulting in real or perceived bias. Conflicts of Interest include Financial 
Interests and Leadership Roles, as defined herein, which could directly and significantly 
affect an Investigator's design, conduct or reporting of a research study.  

3. Entity: any domestic or foreign, public or private, organization (excluding a Federal 
agency), association, business, partnership, sole proprietorship, firm, franchise, holding 
company, trust from which an Investigator (and Family) receives Remuneration or in 
which any person has an ownership or equity interest.  

4. Family: with respect to any Investigator, includes: a. The Investigator’s spouse or 
domestic partner; b. The Investigator’s parents or siblings; c. The Investigator’s child, 
grandchild or great grandchild  

5. Financial Conflict of Interest: Financial Conflict of Interest exists when Geisinger, 
through the RCOI committee reasonably determines that an Investigator's Financial 
Interest is related to a Research project and could directly or significantly affect the 
design, conduct or reporting of the Research.  

6. Financial Interest: A Financial Interest includes anything of monetary value, whether or 
not the value is readily ascertainable. The term, Financial Interest, does not include the 
following: a. Salary, royalties, or other Remuneration paid by Geisinger to Investigators 
employed or appointed by Geisinger, including:  

i. Intellectual property rights assigned to Geisinger and agreements 
to share in royalties related to such rights;  

ii. Income from investment vehicles, such as mutual funds and 
retirement accounts, as long as the Investigator does not directly 
control the investment decisions made in these vehicles;  

iii. Income from seminars, lectures, or teaching engagements 
sponsored by a federal, state, or local government agency, an 
Institution of higher education as defined at 20 U.S.C. 1001(a), an 
academic teaching hospital, a medical center, or a not-for-profit 
Research institute; or  

iv. Income from service on advisory committees or review panels for 
an Institution of higher education as defined at 20 U.S.C. 1001(a), 



 

62 | P a g e  

an academic teaching hospital, a medical center, or a not-for-
profit Research institute.  

7. Institutional Conflict of Interest: a situation in which the financial or business interests of 
Geisinger, or a Geisinger Official acting within his or her authority on behalf of Geisinger, 
can inappropriately affect or reasonably appear to inappropriately affect the Research, 
including:  

a. Licensing, technology transfer, and patents;  
b. Investments of the Health System;  
c. Gifts, when the donor has an interest in the research;  
d. Financial interests of senior administrators  
e. Other financial interests  

8. Interested Business: with respect to any Research conducted by an Individual, any 
Business that: a. Funds such Research in whole or in part, whether through a Research 
agreement, gift, or other arrangement; 

a. Supplies drugs, devices, software, services, or other goods that are the subject 
of or used in connection to such Research, or other deliverables in connection  
with the Research, pursuant to a material transfer agreement, a Research 
agreement or otherwise; 
b. Holds an Investigational New Drug application or Investigational Device 
Exemption for a Technology being investigated in such Research; 
c. Owns, licenses or has any other contractual interest in a Technology being 
investigated in such Research; or 
d. Acts for or on behalf of another Interested Business, directly or indirectly. 
Depending on the relationship, this could include some medical education 
companies and other similar entities. 

9. Investigator: the principal Investigator or program director and any other Senior/Key 
Personnel, regardless of title or position, who is responsible for the design, conduct, or 
reporting of Research (which may include, for example, collaborators and consultants), 
regardless of Research funding source. 
10. Investigator's Institutional Responsibilities: An Investigator's professional responsibilities on 
behalf of Geisinger, which may include, for example: activities such as Research, Research 
consultation, teaching, professional practice, Institutional committee memberships and service 
on panels such as Institutional Review Board (IRB) or Data and Safety Monitoring Boards. 
11. Leadership Role: Employment, consulting in any administrative or executive capacity, or 
serving as (i) a member of a board of trustees or board of directors, (ii) an officer, or (iii) a 
member of an advisory committee, advisory board or subcommittee of a board of trustees or a 
board of directors, whether remunerated or nonremunerated, in a research Sponsor or 
research-related organization. 
12. Manage: taking action to address a real or perceived Financial Conflict of Interest, which can 
include reducing, eliminating or managing the Financial Conflict of Interest, to ensure, to the 
extent possible, that the design, conduct and reporting of Research will be free of bias. 
13. New Significant Financial Interest (SFI) can be either: 
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a. A different type or nature of SFI (e.g., royalty payment versus consulting fees) 
than what was previously disclosed from the same Entity that meets or exceeds 
the threshold. 
b. The same type or nature of SFI (e.g., royalty payment) from a different Entity  
(e.g. company A versus company B). 

14. PHS: Public Health Service of the U.S. Department of Health and Human Services, and any 
components of the PHS to which the authority involved may be delegated, including the 
National Institutes of Health (e.g. NIH, AHRQ, CDC). 
15. PHS Threshold: the threshold established from time to time by Conflict-of-Interest 
regulations of the U.S. Public Health Service (42 C.F.R. Part 50, Subpart F and 45 C.F.R. Part 94), 
above which a Financial Interest is considered 'significant.' Currently the PHS Threshold is: (i) 
income of $5,000; or (ii) an equity interest that either: (a) has a value of $5,000; or (b) 
represents 5% ownership  
16. Remuneration includes: 

a. Salary and any payment for services not otherwise identified as salary (e.g., consulting 
fees, honoraria, paid authorship) from any person or entity other than Geisinger; 
b. Equity interest includes any stock, stock option, or other ownership interest, as 
determined through reference to public prices or other reasonable measures of fair 
market value. This does not include income from investment vehicles, such as mutual 
funds and retirement accounts, as long as the Investigator does not directly control the 
investment decisions made in these vehicles. 

17. Research: any systematic investigation designed to develop or contribute to generalizable 
knowledge, including all basic, applied and demonstration Research in all fields of knowledge: 
(a) conducted pursuant to an agreement between Geisinger and a third party; (b) supported by 
funding that is administered through Geisinger (e.g., through the Office of Sponsored Programs, 
Research Executive Committee, center, institute or department); or (c) requiring review by a 
Geisinger regulatory body (e.g., the Institutional Review Board). 
18. Research Regulatory Committee: Committee members for the following regulatory 
committees: Institutional Review Board (IRB), Institutional Biosafety Committee (IBC), 
Institutional Animal Care and Use Committee (IACUC), Radiation Safety Committee (RSC) 
19. Senior/Key Personnel: the principal Investigator/program director and any other person 
identified as Senior/Key Personnel by Geisinger in a grant application, progress report or any 
other report related to the Research. This includes individuals responsible for the design, 
conduct, or reporting of Research, regardless of title or position or Research funding source 
(which may include, for example, collaborators and consultants) 
20. Significant Financial Interest (SFI): any Financial Interest that consists of one or more of the 
following interests of the Investigator (and Family) that reasonably appears to be related to the 
Investigator's Institutional Responsibilities: 

a. For a publicly traded Entity: SFI exists if the value of any Remuneration received from 
the Entity in the twelve months preceding the disclosure and the value of any equity 
interest in the Entity as of the date of the disclosure, when aggregated, exceeds $5,000; 
b. For a non-publicly traded Entity: SFI exists if the value of any Remuneration received 
from the Entity in the twelve months preceding the disclosure, when aggregated,  
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exceeds $5,000 or when the Investigator (or Family) holds any equity interest (e.g., 
stock, stock option or ownership interest) in such Entity, regardless of the amount; or 
c. Intellectual property rights and interests (e.g., patents, copyrights), upon receipt of 
income related to such rights and interests received from an Interested Business, 
including non-Geisinger not for profit entities. 
21. Technology: any methodology, information, software, compound, drug, device, 
diagnostic, medical or surgical procedure, or composition of matter intended for public 
use or research. 
  

The policy on Financial Conflicts of Interests in Research can be viewed OurGeisinger - Home 
(sharepoint.com) 
 
Faculty Evaluation 

At GCSOM, it is expected that each faculty member, both tenured and non-tenured, will 
satisfactorily discharge his or her responsibilities throughout the length of his or her service at 
GCSOM. It is further expected that as each faculty member advances in rank and seniority, the  
faculty member will effectively fulfill the commensurately greater responsibilities attending his 
or her advanced status. The following policies are enacted to ensure the faculty member's 
development and effective service at the college: 
 
Faculty responsibility: 

 
• Each faculty member, tenured and untenured, prepares for his/her Chair a Faculty 

Report and Self Evaluation of Activity/Annual Report. The Report details his/her 
activities for the past year in the areas of teaching, research, clinical care and service. 
More specifically, the report includes such matters as the courses taught, any course 
materials developed, any publications completed or in progress, presentations 
made, other professional activities, civic and community activities, and any other 
information the faculty member believes is relevant to his/her work and service at 
the college. In addition, the faculty member outlines his/her goals and anticipated 
projects for the next academic year in the areas of teaching, research, clinical care, 
and service.  The Faculty Report and Self Evaluation along with Goals for the next 
academic year make up the full Annual Report.  

• Faculty Report and Self Evaluation of Activity along with the Goals for the next 
academic year are completed and submitted electronically to the faculty’s chair by 
designated deadline. The Chair completes their portion of the evaluation process 
and meets with the faculty member before the close of the academic year. 

 
 Chair’s responsibility: 

• The Chair reviews all sections of the Faculty Self Evaluation and Activity Report and 
meets with the faculty member to discuss the faculty member's activities, student  

https://geisinger.sharepoint.com/sites/OurGeisinger/
https://geisinger.sharepoint.com/sites/OurGeisinger/
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evaluation forms, projects, and goals for the upcoming academic year. At the time 
of this meeting, the Chair indicates any areas in which the faculty member is 
deficient or otherwise has need for improvement and conveys any suggestions for 
improvement or paths for development the Dean might have for the faculty 
member.  The Chair documents all the feedback for the benefit of both parties. The 
faculty member has the opportunity to discuss the documentation, attach concise 
comments and official signature, upon which it will be forwarded to the Office of 
Faculty Affairs and the Dean is notified that the Office of Faculty Affairs has the 
completed Annual Report which includes Faculty Report and Self Evaluation of 
Activity, Goals for the upcoming academic year, Chair Documentation and Feedback 
on file.  The faculty member and Chair may also retain copies for their files. 

 
College responsibility: 

 
• In accordance with the college policy, students complete an evaluation form for each 

course at the end of the course. Where the courses are year-long, evaluation forms 
are completed twice during the year. The information is provided to the Course  
 
Director, the Chair of the Department that the course resides in, and to the Vice Dean 
for Education.  The Chair ensures that the feedback is included in the faculty members 
Annual Report. The student evaluation reports become part of the faculty member's 
evaluation file for purposes of rank and tenure evaluations, annual review, 
maintenance of status and, where relevant, any determination of dismissal. A copy of 
the student evaluations are also given to the faculty member in a timely fashion. 

 
Faculty Record Review 

Faculty members shall possess the right upon written request to their Department Chair 
and/or President/Dean, to review their personnel file and may make additional submissions or 
explanations of alleged errors or omissions. Such additions shall become a part of the 
permanent file. Nothing herein shall grant the faculty member a right to purge or remove 
anything in their personnel file without prior written consent of their direct supervisor and 
the President/Dean. 
 
Faculty Responsibilities 

All faculty of the college are required to carry out teaching, research, clinical and administrative 
duties as may be assigned by the Dean or their Chair or Center Director. Specific assignments 
may vary from year to year, or at more frequent intervals, depending upon the academic needs 
of the college and the faculty members' areas of capability. In addition, faculty are expected to 
provide mentoring and counseling for students as appropriate and not go beyond reasonable 
bounds. Students should be referred to the appropriate professor for other matters. Every  
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effort is made to assign duties which afford satisfaction to the faculty member in his/her 
professional work, consistent with the purposes and best interests of the institution. 
In addition, faculty members shall adhere to the 'Statement of Conduct Expected in the 
Teacher/Learner Relationship' from the AAMC: 

COMPACT BETWEEN TEACHERS AND LEARNERS OF MEDICINE 

Preparation for a career in medicine demands the acquisition of a large fund of knowledge and 
a host of special skills. It also demands the strengthening of those virtues that undergird the 
doctor/patient relationship and that sustain the profession of medicine as a moral enterprise. 
This compact serves both as a pledge and as a reminder to teachers and learners that their 
conduct in fulfilling their mutual obligations is the medium through which the profession 
inculcates its ethical values. 
 
GUIDING PRINCIPLES 
Duty.  Medical educators have a duty not only to convey the knowledge and skills required for 
delivering the profession’s contemporary standard of care, but also to inculcate the values and 
attitudes required for preserving the medical profession’s social contract across generations. 
 
Integrity.  The learning environments conducive to conveying professional values must be 
suffused with integrity. Students learn enduring lessons of professionalism by observing and 
emulating role models who epitomize authentic professional values and attitudes. 

 
Respect.  Fundamental to the ethic of medicine is respect for every individual. Mutual respect 
between learners, as novice members of the medical profession, and their teachers, as 
experienced and esteemed professionals, is essential for nurturing that ethic. Given the 
inherently hierarchical nature of the teacher/learner relationship, teachers have a special 
obligation to ensure that students and residents are always treated respectfully. 
 

a. COMMITMENTS OF FACULTY 
• We pledge our utmost effort to ensure that all components of the educational 

program for students and residents are of high quality.  
• As mentors for our student and resident colleagues, we maintain high 

professional standards in all of our interactions with patients, colleagues, and 
staff.  

• We respect all students and residents as individuals, without regard to gender, 
race, national origin, religion, or sexual orientation; we will not tolerate anyone 
who manifests disrespect or who expresses biased attitudes towards any 
student or resident.  

• We pledge that students and residents will have sufficient time to fulfill 
personal and family obligations, to enjoy recreational activities, and to obtain 
adequate rest; we monitor and, when necessary, reduce the time required to  
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fulfill educational objectives, including time required for “call” on clinical 
rotations, to ensure students’ and residents’ wellbeing.  

• In nurturing both the intellectual and the personal development of students 
and residents, we celebrate expressions of professional attitudes and 
behaviors, as well as achievement of academic excellence.  

• We do not tolerate any abuse or exploitation of students or residents. 
• We encourage any student or resident who experiences mistreatment or who 

witnesses unprofessional behavior to report the facts immediately to 
appropriate faculty or staff; we treat all such reports as confidential and do not 
tolerate reprisals or retaliations of any kind. 

 
b. COMMITMENTS OF STUDENTS AND RESIDENTS 

• We pledge our utmost effort to acquire the knowledge, skills, attitudes, and 
behaviors required to fulfill all educational objectives established by the 
faculty.  

• We cherish the professional virtues of honesty, compassion, integrity, fidelity, 
and dependability.  

• We pledge to respect all faculty members and all students and residents as 
individuals, without regard to gender, race, national origin, religion, or sexual 
orientation.   

• As physicians in training, we embrace the highest standards of the medical 
profession and pledge to conduct ourselves accordingly in all of our 
interactions with patients, colleagues, and staff.  

• In fulfilling our own obligations as professionals, we pledge to assist our fellow 
students and residents in meeting their professional obligations, as well. 

Human Subjects Research—Financial Interests of Faculty 

Investigators are required to report all financial interests in human subjects’ research whether 
such research is externally funded or not. Financial interests in human subjects’ research 
require additional scrutiny. Such interests may present real or perceived risks to the welfare 
and rights of human subjects, in addition to presenting risks to research integrity. It is 
presumed that investigators may not participate in research projects involving human subjects 
while they have a significant financial interest in the research project or in a financially 
interested company. Exceptions may be made in specific cases when, in the judgment of the 
Research Compliance Officer, individuals holding significant conflicting financial interests 
provide the Research Compliance Officer with a compelling justification - consistent with the 
rights and welfare of human research subjects - for being permitted to simultaneously hold the 
financial interest and participate in the human subjects research project. 
 
The Research Compliance Officer’s determination, accompanied by a description of the nature 
and magnitude of the potential conflict of interest, is communicated in writing to the appropriate 
IRB. The IRB, which is responsible for ensuring the ethical acceptability of the research, evaluates  



 

68 | P a g e  

 
the recommendations of the Research Compliance Officer and decides whether to a) accept the 
recommendations, b) accept the recommendations with additional management measures 
prescribed by the IRB, or c) conclude that the human subjects’ research cannot proceed. The 
IRB’s determination in this regard shall be final. The IRB then communicates its determination to 
the Principal Investigator in writing. Further information can be found in the Policy on Financial 
Conflicts of Interests in Research which can be viewed OurGeisinger - Home (sharepoint.com) 

Infectious Diseases 

Geisinger Commonwealth follows the Center for Disease Control (CDC) and Occupational Safety 
and Health Act (OSHA) guidelines on prevention of transmission of blood borne infectious 
diseases (HIV, hepatitis, syphilis, etc.) with universal precautions in use. 

Pennsylvania English Fluency in Higher Education Act (24 P.S. §6803). 

Pennsylvania law requires that each institution of higher education operating in this 
Commonwealth evaluate its instructional faculty for fluency in the English language in the 
classroom. All faculty members are required to participate in such an evaluation in order to 
demonstrate such fluency. Evaluation methods may include: personal interviews, peer, alumni 
and student observations and evaluations, publications, professional presentations, tests or any 
other appropriate criteria which effectively evaluates such fluency. 

Research Compliance - Obligations of Faculty 

All full-time and part-time faculty and all research-qualified volunteer faculty adhere to all 
College policies with respect to the responsible conduct of research, including, but not limited 
to, IRB policies and procedures, conflict of interest policies and all policies related to the 
management of grants and contracts. This includes the commitment to maintain appropriate 
training in human subjects, financial conflict of interest, grant and contract management and 
submitting a Financial Conflict of Interest disclosure annually or more often as applicable. 
 
All full-time, part-time, and research-qualified volunteer faculty submit all research related 
grants and contracts, regardless of funding source and location of work, through the Office of 
Sponsored Programs and approved by the Associate Dean for Research and understand that 
awards must be made to the College and any and all associated funding must be payable to the 
College. Further information can be found in the Geisinger Human Research Protection 
Program Policy, Research Administrative Procedure for Sharing Data, Geisinger Policy on 
Financial Conflicts of Interest in Research and Record Misconduct Policy at OurGeisinger - Home 
(sharepoint.com) 

Sequestration of Documents/Records for Audits/Investigations 

On occasion, sequestration of a faculty member’s documents/records is necessary to 
address allegations generated within or external to the college. Several things should be 

https://geisinger.sharepoint.com/sites/OurGeisinger/
https://geisinger.sharepoint.com/sites/OurGeisinger/
https://geisinger.sharepoint.com/sites/OurGeisinger/
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kept in mind: 
• The presumption of innocence of the respondent until proven otherwise; 
• The sequestration will invariably disrupt the activities of the respondent and, often 

              others at GCSOM with both internal and external effects. 
 
Audit of a clinical trial may be requested by any funding agency or by an internal audit process. 
In such audits, all full- time and/or part-time faculty will be responsible to submit the necessary 
documents required for the audit. Appropriate planning must be carried out and adequate 
personnel must be provided to carry out the sequestration in a manner that minimizes 
disruption while protecting the interests of GCSOM and the rights of the respondent. 

Use of College Name or Seal or Logos 

The name of this institution, Geisinger College of Health Sciences or the names of the schools 
for which the College comprises and/or any imprint or reproduction of its seal and approved 
logos shall not be used to support or promote, through any means, a meeting, conference, 
activity or product which has not received the prior written approval by Geisinger Marketing. 
Please also be aware of all the guidelines and requirements for the use and distribution of the  
 
Geisinger brand and logos. Information pertaining to Geisinger Marketing and Communications 
can be found on the Geisinger SharePoint Site: Marketing & Communications - Home 
(sharepoint.com) 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

https://geisinger.sharepoint.com/sites/MarketingComm
https://geisinger.sharepoint.com/sites/MarketingComm
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VIII. GCSOM Faculty Policy  
 
Please be advised that policies are reviewed, changed and up-dated as needed.  Please use this 
handbook as a guide. The information provided in this segment of the Handbook is a overview 
of the policy, for the full text of the policy access the Geisinger Policy Manager OurGeisinger - 
Home (sharepoint.com) on the tab at the top of the page click on Policy Manager and search for 
the full text of the policy. Policies can be updated at various times during the year, faculty will 
be notified if a policy affecting them has been changed by e-mail.    

POLICY ON ELECTRONIC COMMUNICATIONS AND COMPUTING  

Geisinger provides utilization of its electronic communications and computing systems to 
employees and certain other persons for business purposes. Geisinger sets the standards for 
appropriate utilization of these resources; all users are responsible for complying with these 
standards. Failure to comply with the standards is grounds for discipline up to and including 
termination. All use of company-provided electronic communications is subject to monitoring. 
 
DEFINITIONS  

1) Company-provided: as it relates to this Computing Policy, refers to all electronic 
communications equipment, hardware, software, or access provided by or leased by 
Geisinger for business use. 

2) Electronic communication: refers to Intranet and Internet communication systems, 
including but not limited to email, voice mail, paging systems, instant messaging 
systems, text or chat messages and other computer communication systems. 

POLICY ON EQUAL OPPORTUNITY EMPLOYMENT  

Geisinger is an equal opportunity employer. It is the policy of Geisinger not to discriminate 
against any person with respect to hiring, wages, hours, fringe benefits, working conditions, 
placement or promotion because of race, color, religion, sex, gender identity, gender 
expression, genetic information, national origin, age, sexual orientation, disability, handicap, 
status as a Vietnam-era or special disabled veteran or any classification protected by law in 
accordance with applicable Federal, state and/or local laws. All qualified applicants will receive 
consideration for employment and will not be discriminated against based on disability or their 
protected veteran status. 

 

 

 

 

https://geisinger.sharepoint.com/sites/OurGeisinger/
https://geisinger.sharepoint.com/sites/OurGeisinger/
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POLICY ON FACULTY NOTIFICATION OF TERMS AND CONDITIONS OF EMPLOYMENT, BENEFITS, 
AND COMPENSATION POLICY 

Terms and conditions of employment 

The terms and conditions of employment are provided in each Faculty member's letter of offer.  
This letter provides information on academic rank, duration, effective date, compensation, 
benefits, and details the responsibilities of the faculty member  
  
Benefits 
Faculty members are notified about their benefits by Human Resources.  
 
Compensation, including policies on practice earnings 
Prior to each academic year, faculty will be notified in writing concerning expectations for 
educational, research and clinical assignments, in accordance with their own responsibilities, as 
defined by the Department Chair.  This written notification will include each Faculty member's 
guaranteed salary and percentage effort for Geisinger Commonwealth’s mission.  Criteria for 
incentive-based compensation for clinical or other effort will be delineated, if applicable.    
 
TRAVEL AND BUSINESS EXPENSES POLICY 

*This policy is extensive, please consult with department support personnel with questions 
regarding best practices.  

The purpose of this policy document is to provide guidelines and establish procedures for those 
individuals incurring business related travel and entertainment expenses on behalf of Geisinger. 
This Travel and Business Expense Policy (“Travel Policy”) reflects Geisinger's commitment to 
maximize its resources as a part of Geisinger's overall financial responsibility and regulatory 
compliance. It is the policy of Geisinger to allow for reasonable and necessary expenses related 
to travel and other business-related activity incurred while fulfilling job responsibilities.   

POLICY ON THE TEACHER-LEARNER RELATIONSHIP 

Geisinger Commonwealth College of Medicine is committed to promoting academic and 
professional success in learners and teachers at all levels. The achievement of such success is 
dependent on an environment free of behaviors which can undermine the important missions 
of our institution. An atmosphere of mutual respect, collegiality, fairness and trust is essential. 
Although both teachers and learners bear significant responsibility in creating and maintaining 
this atmosphere, teachers also bear particular responsibility with respect to their evaluative 
roles relative to student work and with respect to modeling appropriate professional behaviors. 
Teachers must be ever mindful of this responsibility in their interactions with their colleagues, 
their patients and those whose education has been entrusted to them 
Policy on the Teacher Learner Relationship 
   

https://www.geisinger.edu/-/media/OneGeisinger/pdfs/ghs/Education-GCSOM/student-life/policies/teacher-learner-relationship.pdf
https://www.geisinger.edu/-/media/OneGeisinger/pdfs/ghs/Education-GCSOM/student-life/policies/teacher-learner-relationship.pdf
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POLICY ON SATISFACTORY STUDENT PROGRESS FOR THE MD PROGRAM  

The academic requirements for the MD degree include the satisfactory completion of the MD 
curriculum at Geisinger Commonwealth College of Medicine. The progress of each student is 
monitored annually by the Committee on Academic and Professional Standards (CAPS) and the 
Vice Dean to ensure that students meet the overall requirements to move from one level of 
instruction to another, via the Policy on Academic and Professional Standards Governing the 
MD Program 

Policy on Satisfactory Academic Progress Class of 2023 & 2024 

Policy on Satisfactory Academic Progress Classes of 2025 & 2026  

POLICY ON SEXUAL/GENDER DISCRIMINATION, MISCONDUCT AND HARASSMENT (TITLE IX) 

Title IX applies to colleges, local and state educational agencies, and other institutions that 
receive federal financial assistance from the Department. These recipients include 
approximately 17,600 local college districts, over 5,000 postsecondary institutions, and charter 
colleges, for-profit colleges, libraries, and museums. Also included are vocational rehabilitation 
agencies and education agencies of 50 states, the District of Columbia, and territories of the 
United States. 

A recipient institution that receives Department funds must operate its education program or 
activity in a nondiscriminatory manner free of discrimination based on sex, including sexual 
orientation and gender identity. Some key issue areas in which recipients have Title IX 
obligations are recruitment, admissions, and counseling; financial assistance; athletics; sex-
based harassment, which encompasses sexual assault and other forms of sexual violence; 
treatment of pregnant and parenting students; treatment of LGBTQI+ students; discipline; 
single-sex education; and employment. Also, no recipient or other person may intimidate, 
threaten, coerce, or discriminate against any individual for the purpose of interfering with any 
right or privilege secured by Title IX or its implementing regulations, or because the individual 
has made a report or complaint, testified, assisted, or participated or refused to participate in a 
proceeding under Title IX. For a recipient to retaliate in any way is considered a violation of Title 
IX.  

Title XI Policy  

POLICY ON STUDENT MISTREATMENT  

GCSOM defines mistreatment as behaviour that shows disrespect for students and 
unreasonably interferes with their learning process. Such behaviour may be verbal (e.g., 
swearing, humiliation), electronic, emotional (e.g., neglect, a hostile environment), and/or 
physical (e.g., threats, physical harm). When assessing behaviour that might represent 

https://www.geisinger.edu/-/media/OneGeisinger/pdfs/ghs/Education-GCSOM/student-life/policies/satisfactoryacademicprogressmdprogram-7year.pdf
https://www.geisinger.edu/-/media/OneGeisinger/pdfs/ghs/Education-GCSOM/admissions/satisfactoryacademicprogressmdprogram.pdf
https://www.geisinger.edu/-/media/OneGeisinger/pdfs/ghs/Education-GCSOM/student-life/policies/title-ix.pdf
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mistreatment, students are expected to consider the conditions, circumstances, and 
environment surrounding such behaviour. 

Policy on Student Mistreatment   

Student Bulletin and Policy Link   

POLICY ON CONFLICT OF INTEREST IN RESEARCH   

This policy is designed to maintain that trust and to help ensure institutional compliance with 
applicable government regulations concerning outside financial relationships and Research. 
Geisinger recognizes the importance of relationships between Researchers and outside 
organizations and seeks to encourage such relationships. These relationships can give rise to 
significant discoveries and to the translation of those discoveries into useful products. 
Productive relationships with outside organizations also inspire new avenues of inquiry and 
provide opportunities to test Research. However, the financial incentives that accompany such 
relationships may lead to Financial Conflicts of Interest. Such Conflicts of Interest have the 
potential to create real or apparent bias in Research. Conflicts of Interest may affect Research 
integrity and may place human Research subjects at additional risk. 

POLICY ON GRADUATE ACADEMIC PERFORMANCE    

Graduate student academic performance is evaluated by written and/or oral examination and 
through observation in all academic settings. Course faculty must provide appropriate early 
opportunities for students to receive formative feedback on their academic performance. 
Grades issued by the faculty are based on all requirements for graduate degree and certificate 
programs. These evaluations and grades, therefore, reflect the faculty's judgment about the 
student's academic performance and progress in their graduate or certificate program 
curriculum. 
https://www.geisinger.edu/-/media/OneGeisinger/pdfs/ghs/Education-GCSOM/student-
life/policies-grad-ed/graduate-academic-performance.pdf  

 
 
 
 
 
 
 
 

https://www.geisinger.edu/-/media/OneGeisinger/pdfs/ghs/Education-GCSOM/student-life/policies/student-mistreatment.pdf
https://www.geisinger.edu/education/student-life/student-bulletin-policies
https://www.geisinger.edu/-/media/OneGeisinger/pdfs/ghs/Education-GCSOM/student-life/policies-grad-ed/graduate-academic-performance.pdf
https://www.geisinger.edu/-/media/OneGeisinger/pdfs/ghs/Education-GCSOM/student-life/policies-grad-ed/graduate-academic-performance.pdf
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X.  Appendix School of Medicine Bylaws 
 

GEISINGER COMMONWEALTH SCHOOL OF MEDICINE BYLAWS  
Approved by Faculty Council 2/17/2022 
Approved by the Dean 2/24/2022 
Approved by GCSOM Board of Directors 6/22/2022 
 
Article I INTRODUCTION AND ORGANIZATION 

These bylaws determine governance procedures for the medical student education program 
and the graduate education programs at Geisinger Commonwealth School of Medicine 
(GCSOM). They supersede all governance documents for these programs. The faculty of GCSOM 
includes all professors, associate professors, assistant professors, clinical professors, clinical 
associate professors, and senior instructors, and instructors of GCSOM. The faculty is further 
subdivided into institutes and departments, each administered by an Institute or Department 
Chair. Institutes/Departments, their names, and areas of responsibility are approved by of the 
Board of Directors of the School of Medicine upon recommendation of the Dean. 
Institutes/Departments may be further divided into organizational units. 

The Dean, the faculty, and the representative standing committees of the faculty, determine 
the governance and policymaking processes within their purview as defined herein. All such 
policies, guidelines and procedures must remain in accordance with the standards contained in 
Functions and Structure of a Medical College as formulated by the Liaison Committee on 
Medical Education as well as those standards required by the Middle States Commission on 
Higher Education or other accrediting bodies. 

Article II ADMINISTRATION 

Section 1. The officers of the faculty for GCSOM consist of the Dean; the Vice Deans; Senior 
Associate Deans; the Associate Deans; the Assistant Deans; the Chair of the Faculty Senate; and 
the Chairs of the institutes/departments of GCSOM. 

Section 2. The Dean is responsible for execution of the bylaws and all derivative directives and 
policies and shall supervise the conduct of all academic and other affairs of the school. Thus, 
the Dean is responsible for the implementation of programs of study in GCSOM, approves their 
purposes and content, ensures effectiveness of instruction, oversees the counseling and 
advising of students, supervises the faculty of GCSOM, and ensures and allocates sufficient 
resources to maintain the academic mission of the college. With advice from representatives of 
the faculty, the Dean approves decisions for all matters of faculty status, including 
appointment, reappointment, promotion, and dismissal. The Dean charges all GCSOM standing 
committees. All committees include faculty representation; details of committee election and 
assignment are included below. 
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Section 3.  The Dean may appoint Vice, Senior Associate, Associate and Assistant Deans of the 
College who shall assist the Dean in his/her conduct of the affairs of the College with such 
duties as the Dean may prescribe. The Vice, Senior Associate, Associate, and Assistant Deans 
and the chairs are responsible to the Dean for the effective performance of such duties as may 
be assigned to them by the Dean. In the absence of the Dean, they may perform such duties 
ordinarily performed by the Dean as may be assigned to them by the Dean. 

Section 4. Each Institute/Department of GCSOM is administered by a Chair who is appointed by 
the dean.  Each chair is at liberty to appoint a Vice-Chair(s) and/or Division Chiefs. 
Qualifications, appointments, and responsibilities are outlined in Article V of these bylaws. 

Article III RESPONSIBILITIES AND PRIVILEGES OF FACULTY 

Section 1. Membership. The Faculty of the School of Medicine consists of all members of the 
staff of the School of Medicine who hold the academic rank of Instructor or above. 

Section 2. The faculty is responsible for the development and effective delivery of all instruction 
in the medical and graduate education programs. 

Section 3. The faculty, through the appropriate standing and ad hoc committees, contributes to 
the academic policies of the School of Medicine and the rules and regulations that govern the 
conduct of the educational activities of the school.  

Section 4. The faculty prescribe the requirements for admission, promotion, and completion of 
degree programs in the College of Medicine. The faculty recommends to the Dean those 
students who have successfully completed the course of study for the degree of Doctor of 
Medicine and the graduate degrees.  

Section 5. Faculty members pursue and maintain excellence in their various disciplines through 
scholarly pursuits as described in the guidelines for GCSOM Appointment, Promotion, and 
Tenure. 

Section 6. The faculty supports and contributes to the governance and strategic planning 
activities by serving on standing and ad-hoc committees. 

Article IV INSTITUTE/DEPARTMENT ORGANIZATION 

Section 1. Duties of Academic Institutes/Departments. Institutes/Departments are 
administrative units charged with implementation of educational and research programs of 
GCSOM. Formal recognition of a GCSOM institute/department requires approval of the Dean 
and the Board of Directors. 

The Dean shall meet with each institute/department chair at least annually to review the 
departmental academic and research activities.  
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Section 2. Academic Institutes/Departments. The college consists of the following eleven 
Institutes and Departments: Cancer, Diagnostic Medicine, Geisinger Research, Heart, Medical 
Education, Medicine, Musculoskeletal, Neuroscience, Population Health, Surgery, and Women 
and Children’s. 

Section 3. Jurisdiction. Each institute/department is responsible for its internal governance and 
has jurisdiction over academic matters if its policies are consistent with the Bylaws of the 
GCSOM. 

Section 4. Chairs of Academic Institutes/Departments. 

Appointments. Eligibility for appointment as Chair of an institute/department is established by 
academic achievement in the same or related fields. The Dean appoints institutes and 
Department Chairs of GCSOM. The Dean evaluates the performance of a Chair on a regular 
basis with reappointments to the position of Chair made every 3 years by the Dean. 

Duties of the Chair.  

The chair is responsible, together with their faculty, for the development of the medical student 
and graduate student teaching programs of the Institute/Department. A chair may delegate 
some of these responsibilities to a Vice, Associate, or Assistant Chair.   

Following guidelines established by the Medical Curriculum Committee, the chair oversees the 
educational experience of undergraduate medical students in those specialties comprising their 
Institutes/Departments and represents those specialties within the leadership of the medical 
college.  

The Chair also: 
• Nominates, assigns, and evaluates faculty responsible for teaching medical students.   
• Proposes members of their Institute/Department for appointment and promotion in 

faculty rank.   
• Works closely with GCSOM leadership and serve on relevant committees on academic 

matters.  
• Works to identify resources to support medical education programs.  
• Ensures the provision of specialty advising and mentoring to students.   
• Nominates faculty for medical college committees, leadership positions and other 

opportunities. 
• Supports the creation and maintenance of faculty development programs and 

mentorship for academic advancement. 
• Encourages and supports research creativity and productivity. 
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Article V COMMITTEES 

Section 1. Standing Committees. 

Essential functions of the college are implemented through standing committees. The standing 
committees can consist of faculty, staff, students, and community members. The following are 
the standing committees of the college:  

• Faculty Senate 
• Council of Chairs  
• MD Admissions Committee 
• Committee on Academic and Professional Standards  
• Medical Curriculum Committee 
• Appointment, Promotion and Tenure Committee  
• Committee on Inclusion, Equity and Community Engagement  
• Central Education Management Committee (Continuous Quality Improvement)  
• Graduate Ethics Committee (GEC) 
• Committee for Graduate Curriculum Oversight (CGCO) 

 
The purpose and composition for each committee is defined by the Bylaws of the GCSOM, and 
the rules of operation for each committee are defined by a committee charter. The charters of 
standing committees are approved and reviewed regularly by the Faculty Senate and the Dean. 
Committees are composed of elected and/or appointed members as described below. Regular 
committee vacancies for elected members are filled through an annual election process. 
Institute/Department Chairs and any member of the faculty may nominate a faculty member to 
fill vacancies. Faculty may also self-nominate. Vacancies are filled based on the number of votes 
received. The nomination process will be conducted in a manner that strives for diversity and 
equity of each committee. The annual nomination and elective process is administered by the 
Faculty Senate. The Dean will fill vacancies of appointed members based on balance of 
clinical/basic science experience, department and regional distribution, diversity, and relevant 
expertise. Faculty are appointed or elected to staggered three-year terms for all standing 
committees except for the Faculty Senate.  

Term lengths may be adjusted to ensure appropriate term continuity. In the event of an 
unexpected vacancy a new member shall be appointed by the Dean until the next annual 
elections, if the replaced member was elected, or to complete the term if the replaced member 
was appointed, except for the vacancy of the Chair of the Faculty Senate, which will be 
assumed by the Vice-Chair of the Faculty Senate.  Vacancies of the Chair and Vice-Chair of 
Faculty Senate will be to completion of the unexpired term if a year or greater in length, and for 
the completion of the unexpired term plus two years if less than a year remains in the 
unexpired term, with the next regular election for Vice-Chair of Faculty Senate occurring at the 
end of that time period.  
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Decisions of each standing committee are determined by a simple majority vote except where 
otherwise described in these Bylaws, provided a quorum is present. A quorum for each 
standing committee except the Faculty Senate is defined as a majority of voting members being 
present, with quorum for the Faculty Senate being defined as 1/3rd of the Faculty Senate 
officers and Senators being present. Written minutes for each standing committee will be 
maintained.  Each committee must be free of bias and potential conflict of interest. Committee 
members must recuse themselves during discussion and votes on matters in which they have a 
conflict of interest. 

Section 2. Faculty Senate  

Function and Responsibilities.  The Faculty Senate is a representative body that serves as the 
collective voice of the GCSOM faculty on academic and administrative matters. The Faculty 
Senate provides advice, guidance, and input to the Dean, oversees the election of faculty 
representatives for standing committees, and disseminates information regarding the functions 
of Faculty Senate to the whole faculty. The Faculty Senate ensures that matters of significant 
import to the faculty are brought forth for discussion, vigorous debate, and decision in an 
orderly and timely fashion. The Faculty Senate reviews the qualifications of candidates for 
graduation and recommends their approval to the Dean. 

Structure. The Faculty Senate is comprised of the elected representatives of the Faculty who 
serve two-year terms, and the Officers of the Faculty Senate.  The Faculty Senate includes one 
elected Senator from each of GCSOM’s Institutes/Departments elected by their members, one 
elected Senator for each regional campus elected by their members, and an equal number of 
at-large Senators elected by the faculty.  The Chair, Vice-Chair, and Secretary comprise the 
officers of the Faculty Senate; the Secretary and Vice-Chair are elected for two-year terms, with 
the Vice-Chair at the end of their two-year term becoming the Chair for an additional two years.  
The Chair is responsible for the agenda and ensuring that regular meetings of Faculty Senate 
occur. All members of the faculty may attend Faculty Senate meetings.  The Vice-Chair is 
responsible for serving in the role of Chair when the Chair is absent or such roles as the Chair 
delegates, and serves as the Chair of the Faculty Senate bylaws committee.  The Secretary 
keeps an accurate record of the meetings.  The officers of Faculty Senate communicate 
regularly with all faculty members regarding issues of import and disseminate information 
essential to faculty roles. The Faculty Senate will hold at least one meeting of the entire faculty 
annually to report on its activities and solicit input about current or new issues.  

At the beginning of the Faculty Senate, the Chair, Vice-Chair, and Secretary of the Faculty 
Council will serve as the Chair, Vice-Chair, and Secretary of the Faculty Senate for the first year.  
All of the Faculty Senators will be elected in the first year, the Institutional and Regional 
Senators to full two-year terms, the At-Large Senators to a one-year term.  In the second year 
of the Faculty Senate, the election will be for all the at-large senators for a full two-year term,  
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and also will elect the Faculty Senate Secretary and Faculty Senate Vice-Chair to two-year 
terms.  The prior Vice-Chair becomes the new Chair of Faculty Senate after the election.  

Regular elections for Faculty Senators will alternate years, one year electing Institutional 
Senators and Regional Senators to two-year terms, and the other year electing At-Large 
Senators, the Secretary of the Faculty Senate, and the Vice-Chair of the Faculty Senate to two-
year terms, and the previous Vice-Chair of the Faculty Senate becoming Chair of the Faculty 
Senate for a two-year term. 

Voting and Proxies in the Faculty Senate. All Faculty Senate Officers and Senators shall be 
entitled to one vote on any matter that may properly come before a meeting of the Faculty 
Senate. The Senator may be present in person or by telecommunications device to cast their 
vote, or may designate by written proxy another member of the faculty to be present at the 
meeting to cast the vote on their behalf.   The written notice should be submitted to the 
Officers of the Faculty Senate.  The proxy for an Institutional Senator must be from the same 
Institute/Department, the proxy for a Regional Senator must be from the same Region, but the 
proxy for an At-Large Senator may be any member of the faculty.  Proxies may be general or 
specific, and are revocable at any time by the Senator giving the proxy. Unless otherwise 
provided by law or these Bylaws, any matter properly coming before a meeting of the Faculty 
Senate shall be decided by a majority of those votes cast in person or by proxy.  

Section 3. Council of Chairs 

Function and Responsibilities. The Council of Chairs meets regularly and acts in an advisory 
capacity to the Dean on academic matters. 

Structure. The Council of Chairs consists of the Dean, who serves as Chair, the Chair of each 
Institute/Department, the Vice Dean for Medical Education, and the Senior Associate Dean for 
Faculty Affairs. The Dean may appoint other members by invitation. 

Section 4. MD Admissions Committee.  

Function and Responsibilities. The MD Admissions Committee determines criteria for eligibility 
for admission and selects qualified applicants for the study of medicine. The final responsibility 
for accepting students to GCSOM rests solely with the formally constituted MD Admissions 
Committee. The selection of individual medical students for admission is not influenced by any 
political or financial factors. 

Structure. The MD Admissions Committee is composed of 16 voting members (8 appointed by 
the Dean and 8 elected by the faculty). The Committee Chair is a faculty member, who is 
appointed to a 3-year term by the Dean from the voting members and may be re-appointed. 
The committee must have representation from GCSOM regional campuses. Committee 
members are not eligible to serve during an admission cycle in which an immediate family 
member is an applicant.   
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Section 5. Committee on Academic and Professional Standards (CAPS).  

Function and Responsibilities. The purpose of the Committee on Academic and Professional 
Standards (CAPS) is to protect the public and the medical profession by ensuring that the 
academic standards of the GCSOM are upheld. Members review the overall academic 
performance and progress of each medical student at regular intervals and determine whether 
medical students should advance in the levels of the curriculum. The committee also 
determines the course of action for individual medical students who fail to show sufficient 
academic performance, lack of progression during their studies and/or concerns regarding 
professionalism. Decisions of the committee are final unless they affect the academic 
progression of the medical student.  In such cases their decision may be appealed to the Dean.  

In its procedures and actions, the committee is governed by policies that are contained in the 
GCSOM Student Bulletin. 

Structure. The Committee on Academic and Professional Standards includes 7 voting faculty 
members (3 appointed by the Dean and 4 elected). The Committee Chair is appointed every 3 
years from the committee members by the Dean and may be re-appointed. Faculty that are 
responsible for the assignment of final grades are not eligible to serve on this committee.  

Section 6. Medical Curriculum Committee.  

Function and Responsibilities. The Medical Curriculum Committee is the institutional body that 
oversees the medical education program. The Committee provides integrated institutional 
responsibility for the overall design, management, integration, evaluation, and enhancement of 
a coherent and coordinated medical curriculum. The Committee establishes the program 
objectives and competencies, reviews curriculum quality and implements needed changes to 
the medical education curriculum. The Committee is cognizant of and responsive to national 
medical education priorities and requirements as established by the Association of American 
Medical Colleges, and the American Medical Association through the Liaison Committee on 
Medical Education. 

Structure. The Medical Curriculum Committee is composed of the Vice Dean for Medical 
Education who serves as Chair, 8 voting members of the faculty, and student members 
representing each class. Of the faculty members, four are elected by the faculty and four are 
appointed by the Dean. A Student Education Group Member from each class, in good academic 
standing, will serve as voting members on the committee. Students will have 2 votes per 
decision and will vote by class seniority.  

Section 7. Appointment, Promotion and Tenure Committee. 

Function and Responsibilities. The Appointment, Promotion and Tenure Committee reviews 
and makes recommendations to the Dean on all faculty appointments, promotions, and the 
award of tenure. 
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Structure. The Appointment Promotion and Tenure Committee is composed of 12 faculty 
members: 4 elected from the general faculty population; 8 are appointed by the Dean who 
ensures representation from Geisinger research, regional campuses, other areas of needed 
diversity, and as non-voting ex officio members, the Senior Associate Dean for Faculty Affairs, 
and the Associate Dean Equity Inclusion and Community Engagement. The Chair for this 
Committee is appointed every 3 years by the Dean from its members and may be re-appointed. 
A majority of the members should hold the rank of professor or clinical professor. Faculty 
members holding the rank of Associate Professor or Clinical Associate Professor may also serve 
on the committee if they have relevant expertise. 

Section 8. Committee on Equity, Inclusion, and Community Engagement (EICE)  

Function and Responsibilities. The Committee on Equity, Inclusion, and Community 
Engagement (EICE) is responsible for review, comment, and the provision of 
recommendations to guide the College’s implementation of strategies to further inclusion, 
equity and community engagement. The Committee on Inclusion, Equity, and Community 
Engagement will provide GCSOM and its leaders with expertise, evaluation, advice, strategic 
planning, and policy development in matters of equity, inclusion, community, and social 
justice. 

Structure. The committee is composed of 8 faculty members: 4 elected from the general 
faculty population; 4 are appointed by the Dean who ensures representation from Geisinger 
research, regional campuses, other areas of needed diversity, and as an ex-officio non- voting 
member the Senior Associate Dean for Faculty Affairs and Chief Diversity, Equity, and 
Inclusion Officer (CDEIO) for Geisinger Health. Student representation on the committee 
consists of one elected student diversity representative from each class of MD4, MD3, MD2, 
MD1, graduate college diversity representation and the Medical Student Council (MSC). 
Students will have a total of two (2) votes per decision. Student voting priority will follow 
class seniority. There will be two additional members that are appointed from the 
community by the Associate Dean for Equity, Inclusion, and Community Engagement.. The 
Chair for this Committee is Associate Dean for Equity, Inclusion, and Community 
Engagement. 

Section 9. Central Education Management Committee (Continuous Quality Improvement).  

Function and Responsibilities. The Central Education Management Committee (CEMC) 
serves as the continuous quality improvement committee and oversees ongoing quality 
improvement processes in support of the medical education mission. This includes, but is 
not limited to, issues related to the Liaison Committee on Medical Education 
accreditation standards and elements. The purpose is to monitor and improve  
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educational program quality and compliance with accreditation standards. As 
appropriate, this process will address areas of the GCSOM Strategic Plan that require 
monitoring or improvement. The Committee’s work includes, but is not limited to, 
determining which issues and accreditation elements are monitored, how often 
monitoring occurs, which individuals/groups receive and review the results and the 
process, accountability, and timeline for improving identified issues. The Committee 
works closely with, but does not duplicate, the work or authority of the Medical 
Curriculum Committee. 

Structure. The Central Education Management Committee is composed of four 
members, with relevant experience, appointed by the Dean, one of whom the Dean 
appoints as Chair for a 3-year term, with the option for reappointment. The Committee 
reports to the Vice Dean for Medical Education. 

Section 10. Graduate Ethics Committee (GEC) 

Function and Responsibilities. The Graduate Ethics Committee (GEC) reviews alleged violations 
by graduate students of the Graduate Student Code of Conduct and other applicable College 
policies (e.g., the Policy of Alcohol and Drug Free Environment) including, but not limited to, 
academic dishonesty, unprofessional behavior, failure to meet ethical standards and substance 
abuse. The decisions of the Committee regarding appropriate actions following review of 
alleged violations of the Graduate Student Code of Conduct are final. Appeals on grounds 
outlined in the Policy on the Graduate Ethics Committee may be made to the Associate Dean 
for Graduate Education. 

Structure. The Graduate Ethics Committee is to be composed of 3 Faculty elected by the 
Faculty Senate, one of which serves as Chair, the Program Director, and 1 Faculty 
member appointed by the Dean with their terms being renewable with a staggered 3-
year term. The Director of Career Engagement serves as a non-voting ex officio member. 
The committee will meet on a as needed basis. 

Section 11. Committee for Graduate Curriculum Oversight (CGCO) 

Function and Responsibilities. Committee for Graduate Curriculum Oversight (CGCO) is 
charged with the review and oversight of all graduate and certificate program curricula. 
The Committee provides advice and guidance to the College on issues of graduate 
curriculum innovation, learning outcomes, policy, and best practices. The Committee 
concerns itself with objectives, organization, and evaluation of the curriculum leading to 
all graduate degrees and certifications.  The Committee is empowered by the Dean and 
their appropriate designees to review and oversee coherent and coordinated graduate  
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curricula in which there is logical sequencing of various segments of the curricula, 
coordination within and across the academic periods of study, and appropriate methods 
of pedagogy and evaluation to meet the College’s overall educational objectives. 

Structure. The committee will include the Assistant Dean for Graduate Program and 
Curriculum Development as Chair, 1 Faculty appointed by the Dean, 3 faculty members 
elected by the faculty to staggered 3-year terms. The Assistant Dean for Graduate 
Program and Curriculum Development and the 4 faculty members will be voting 
members. The committee will meet on a quarterly basis or as needed. 

Article VI AMENDMENTS 

Section 1. These Bylaws of the College are to be reviewed for revisions a minimum of every 
three years. At such time or at a time sooner if deemed necessary, the Dean will convene an ad 
hoc committee of faculty and administrators to review and propose revisions that are to be 
voted on by the Faculty Senate. 

Section 2. Amendments to the Bylaws of the College will be submitted to the Faculty Senate for 
approval. Voting may be conducted at a meeting of the Faculty Senate or by electronic ballot. 
Written notification of the amendment is to be provided no less than twenty-one (21) calendar 
days before the meeting of the faculty senate when the vote will be held, or before close of 
electronic balloting. A majority of the votes must be in favor for the amendment to be 
accepted. 

Section 3. Material amendment or revision of the Bylaws of the GCSOM requires approval of 
the Board of Directors of the College. 

Section 4. Material amendment or revision of the Bylaws of the GCSOM requires approval of 
the Board of Directors of the College. 
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XIV. Appendix GCSOM Guidelines for Appointment, Promotion and Tenure 
 
 

 
 
 

Guidelines for GCSOM Appointment, Promotion & Tenure  
 

The quality of Geisinger Commonwealth College of Medicine is sustained through the dedicated 
and creative work of the faculty. The “Guidelines for GCSOM Appointment, Promotion and 
Tenure” set forth are to serve only as a guide. The guidelines are not intended to serve as 
absolutes or fixed elements. Every faculty member’s contributions are unique. The listing of 
metrics in these guidelines is not all inclusive nor does it represent any number of activity 
requirements to achieve advancement in rank. 
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Guidelines for GCSOM Appointment, Promotion & Tenure 

 
Education Focus 

 
Assistant Professor (Education Focus) 
Assistant Professor – 1 yr. of Full Time as Instructor; Boards for Clinical Faculty  
 
At the Assistant Professor level, the candidate must have evidence of a strong local reputation 
as an active and highly effective teacher with increasing involvement and responsibility over 
time. The candidate must demonstrate scholarship, which will often include first author 
publications and may also include educational materials in print or other media that have been 
developed by the candidate and have been adopted locally. 
 

Education may take the form of:  Examples of Metrics 
Didactic teaching of students, trainees 
and peers (e.g., lectures, continuing 
medical education courses, grand rounds, 
professional development programs, seminars and 
tutorials) 

Conduct medical and graduate student courses  
 
Satisfactory learner and/or peer evaluations of 
teaching 
 
*Preparation and design of educational materials 

Research training and mentorship (e.g., 
mentor for medical student, graduate 
student, resident, clinical or postdoctoral 
research fellow or junior faculty projects; 
service as graduate student thesis advisor or 
committee member) 

Number of individuals trained 
 
Publications or submissions with trainees 
 
Satisfactory feedback from trainees, if available 
 
*Preparation and design of educational materials 

Clinical teaching and mentorship (e.g., 
teaching in the clinic or hospital including 
bedside teaching, teaching in the operating 
room, preceptor in clinic) 

Satisfactory evaluations by students, residents, fellows 
 
*Preparation and design of educational materials 

Administrative teaching leadership role 
(e.g., residency or fellowship co-director or 
director, course or seminar co-director or director) 

Satisfactory evaluations and success of course(s) and 
or program(s) for which candidate was a leader 
 
*Preparation and design of educational materials 
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Assistant Professor (Education Focus Continued) 

 
*Development of educational materials in print or other media with regional and in some cases, 
national, adoption; may include syllabi, curricula, web-based training modules or courses, 
and/or technologies (e.g., simulation); may also include development of educational methods, 
policy statements, and/or assessment tools 
 
 
 
 
 
 
 
 
 
 
 

Recognition Examples of Metrics 
 Invitations to speak and teach locally about education, 

including outside the 
candidate’s department 
 
Contributions to local professional educational 
organizations 
 
Funding to conduct educational research, to develop 
educational materials, 
methods, assessment tools or programs 
 
Service as a peer reviewer for educational journals 
 
Selection for participation in limited enrollment 
training programs for educators 
 
Local awards for teaching/mentoring 

Scholarship Examples of Metrics 
 Publish abstracts & present results at 

national/international meetings 
 
Development and local adoption of educational 
material in print or other media; 
may include syllabi, curricula, web-based training 
modules or courses, and/or 
technologies (e.g., simulation); may also include 
development of educational 
methods, policy statements, and/or assessment tools 
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Associate Professor (Education Focus) 
Associate Professor: 4 years of Full Time as Assistant Professor, doctorate or equivalent 
 
For promotion to Associate Professor, the candidate must have a strong local/regional, 
reputation as an independent leader in education. He/she must have developed innovative 
teaching methods, curricula, educational policy or educational assessment tools, or have 
performed research related to education. The candidate’s expertise must be demonstrated 
through scholarship which may take the form publications related to education, or educational 
materials developed by the candidate and adopted for use locally/regionally. 
 
In addition to distinguished performance as an Assistant Professor 

Education may take the form of: Examples of Metrics 
Didactic teaching of students, trainees and 
 peers (e.g., lectures, continuing medical  
education courses, grand rounds, professional 
development programs, seminars and tutorials) 

Innovation in classroom teaching methods or novel 
application of existing teaching methods  
Preparation of curriculum materials (new course, 
syllabus) 
 
Develop or direct elective courses, postgraduate or 
continuing education courses 
 
Develop or participate in the teaching of graduate 
courses 
 
Teaching/lecturing regionally about issues related to 
education 
 
Exemplary learner and peer evaluations of teaching 

Research training and mentorship (e.g., 
mentor for medical student, graduate 
student, resident, clinical or postdoctoral 
research fellow or junior faculty projects; 
service as graduate student thesis advisor or 
committee member 

Supervise or mentor graduate students for their major 
projects (thesis, research) 
 
Publications or submissions with trainees 
 
Exemplary feedback from trainees 

Clinical teaching and mentorship (e.g., 
teaching in the clinic or hospital including 
bedside teaching, teaching in the 
operating room, preceptor in clinic) 

Regional leadership role related to education in a 
professional society 
 
Evaluation and success of courses for which the  
candidate was a leader 

Administrative teaching leadership role 
(e.g., residency or fellowship director, 
course or seminar director 

Evaluations and success of course(s) or program(s) for 
which candidate was the leader 
 
Success of programs developed or innovations to 
existing programs introduced by the candidate.  
 
Measures of success may include increased attraction 
of highly competitive candidates, enhancement of 
diversity by increasing the representation of women 
and minorities 
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Associate Professor (Education Focus Continued) 
 

Recognition Examples of Metrics 
 Invitations to speak state/regionally or at other 

institutions of higher education 
 
Service on regional/state, committees developing 
guidelines and policies for education/training 
programs 
 
Service on regional/state committees evaluating 
education programs or grant proposals related to 
education 
 
Funding to conduct educational research or to develop 
educational materials, 
methods, assessment tools or programs 
 
Service on editorial boards of educational journals 
 
Local awards for teaching or mentoring  

Scholarship Examples of Metrics 
 Publications of chapters, reviews, textbooks related to 

education  
 
Development of educational material in print or other 
media with regional, and in some cases national, 
adoption; may include syllabi, curricula, web-based 
training modules or courses, and/or technologies (e.g., 
simulation); may also include development of 
educational methods, policy statements, 
and/or assessment tools 
 
Publication of influential original research related to 
educational methods, assessment and/or policy 
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Professor (Education Focus) 
Professor: 5 years of Full Time as Associate Professor 
 
For promotion to Professor, the candidate must demonstrate a national, and in some cases 
international, reputation as an educational leader and innovator, in the development of 
educational methods, curricula, policy and/or assessment tools, or in the conduct of 
educational research. The candidate’s expertise must be demonstrated through high impact 
scholarship that influences the field of education. 
 
In addition to distinguished performance as an Associate Professor 

Education may take the form of: Examples of Metrics 
Didactic teaching of students, trainees 
and peers (e.g., lectures, continuing 
medical education courses, grand rounds, 
professional development programs, seminars and 
tutorials) 

Innovation in classroom teaching methods with 
adoption nationally, and in some cases, internationally 
 
Teaching/lecturing nationally and, in some cases, 
internationally, about issues related to education 
 
Develop a course, curriculum or educational software 
 
Supervise a training program which has a 
regional/national audience 
 
Continued exemplary evaluations from learners and 
peers 

Research training and mentorship (e.g., 
mentor for medical student, graduate 
student, resident, clinical or postdoctoral 
research fellow or junior faculty projects; 
service as graduate student thesis advisor or 
committee member 

Supervise or mentor graduate students for their major 
projects (thesis, research) 
 
Publications with trainees 
 
Continued exemplary feedback from trainees  

Clinical teaching and mentorship (e.g., 
teaching in the clinic or hospital including 
bedside teaching, teaching in the 
operating room, preceptor in clinic) 

Development of innovative clinical teaching methods 
that are adopted and have an impact 
regionally/nationally 

Administrative teaching leadership role 
(e.g., residency or fellowship director, 
course or seminar director 

Increasing national, leadership role related to 
education in a professional society 
 
Replication of courses developed by the candidate 
 
Adoption of innovative programs developed by the 
candidate that result in the attraction of competitive 
candidates and/or enhancement of diversity by 
increasing the 
representation of women and minorities 
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Professor (Education Focus Continued) 
 

Recognition Examples of Metrics 
 Visiting professorships and invitations to speak 

nationally, on issues related to education 
 
Serving as a consultant, on issues 
related to development of educational programs or on 
educational methods, policy 
or assessment 
 
Service on national, committees developing 
guidelines and policies for education/training programs 
 
Service on national, committees evaluating 
education/training programs or reviewing grant 
proposals related to education 
 
Service on editorial boards of educational journals 
 
Funding to conduct educational research or to develop 
educational materials, 
methods, assessment tools or programs 
 
Invited to organize a symposium/plenary session at a 
regional/national educational meeting 
 
Receive national teaching awards 

Scholarship Examples of Metrics 
 Publication as author or editor of textbook or chapters on 

education 
 
Development of innovative educational 
methods/materials in print or other 
media that are widely adopted and influence education 
nationally 
 
Publication of high impact research related to 
educational methods, assessment and/or policy that 
influence the field nationally 
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 Research Focus 
 

Assistant Professor (Research Focus) 
Assistant Professor - 1 yr. of Full Time as Instructor;  
Assistant Professors must be granted promotion and tenure within 
the 6 year probationary period 

 
At the Assistant Professor level, the candidate must have evidence of a strong local reputation 
for contributions to research with an identified research focus or area of expertise. He/she 
must demonstrate scholarship which most often includes publications on which the candidate 
is first author; the candidate may also be in another authorship position on publications from 
collaborative research to which he/she has made documented, substantive intellectual 
contributions. The candidate generally has some funding to conduct research, though not 
necessarily as principal investigator, and most often has evidence of teaching and supervision of 
trainees. 
 

Research Examples of Metrics 
 Defined role in investigative activities which may 

include any or all of the following: 
Basic research 
 
Clinical research and/or laboratory or clinically based 
translational research 
which may include studies of disease mechanisms, 
diagnostic techniques 
and/or other investigations that may contribute to the 
prevention, diagnosis 
or management of disease; may have a defined role as 
a member of a multidisciplinary or other collaborative 
research team that conceptualizes novel investigative 
approaches 
 
Quantitative and social science research such as 
epidemiology, outcomes and health services research, 
and biostatistics as well as research in social sciences, 
ethics, bioinformatics and health economics, among 
others; should 
have a defined role and may contribute to protocol 
development, protocol implementation, conduct of 
studies, data collection and/or analysis of new or 
existing data 
 
Novel applications of existing methods and/or 
technologies 
 
Candidate most often has some funding for research 
activities which may include a career development 
award, principal investigator role on federal, 
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foundation, investigator-initiated industry, or 
institutional grant(s); candidate 
may be funded as a co-investigator with a defined role 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Recognition Examples of Metrics 
 Invitations to speak locally, and in many cases 

regionally, about research 
 
Peer-reviewed funding to conduct research 
Service as an ad hoc reviewer for scientific journals 
 
Service on institution research-related committees 
such as the human subjects committee 
 
Role in planning sessions for scientific societies locally, 
and in many cases regionally 
 
Instrumental role in an institutional research core 
 
Local and/or regional awards for research and/or 
innovation 
 
Role as an investigator on multiple studies based on 
specific expertise 

Scholarship Examples of Metrics 
 
 
 
 

Publish abstracts & present results at 
national/international meetings 
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Assistant Professor (Research Focus Continued) 
 

Associate Professor (Research Focus) 
Associate Professor: 4 years Full Time at Assistant Professor, 
doctorate or equivalent 

 
For promotion to Associate Professor, the candidate must have a national reputation as an 
independent investigator and major contributor to the field. There must be a record of 
independent scholarship which most often will include first and senior authorship on high 
quality publications that have advanced the field; the candidate may also be in another 
authorship position on publications from collaborative research that significantly advance 
biomedical science to which he/she contributed critical ideas or innovations, having taken the 
role of first or senior author on some publications. The candidate should have a successful 
extramural funding record, and must have evidence of teaching and supervision of trainees. 
 

Research Examples of Metrics 
 
 

Conducts original research that significantly advances 
biomedical science; may 
include any or all of the following: 
Basic research 
 
Clinical research and/or laboratory or clinically based 
translational research 
which may include studies of disease mechanisms, 
diagnostic techniques and/or other investigations 
contributing knowledge that may significantly advance the 
prevention, diagnosis or management of disease; may have 
a defined role in building a multidisciplinary team and/or 
center that 
conceptualizes novel investigative approaches 
 
Quantitative or social science research such as 
epidemiology, outcomes and health services research, and 
biostatistics as well as research in social sciences, ethics, 
bioinformatics and health economics, among others; should 
have an independent leadership role in design of studies, 
conduct of studies and/or analysis of study data; for 
multicenter studies, makes key, original intellectual 
contributions to critical elements in study design, protocol 
development, protocol implementation, study conduct, 
and/or data analysis 
 
Development of new methods/technologies and/or novel 
applications of existing methods/technologies 
 
Candidate will most often be principal investigator on 
federal, investigator initiated 
industry, and/or foundation grants; may be site principal 
investigator of a multicenter study; may be primarily funded 
as a co-investigator if candidate brings a critical expertise to 
multiple studies 
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Associate Professor (Research Focus Continued) 
 

 
 

Recognition Examples of Metrics 
 Invitations to speak nationally about research 

 
Principal investigator peer-reviewed funding to conduct 
research 
 
Service on editorial boards of scientific journals or as a 
consultant to journals in 
area of expertise 
 
Leadership role(s) on institution research-related 
committees such as the human subjects committee 
 
Service on national committees related to research 
including grant review panels such as NIH study sections, 
FDA panels, and data and safety monitoring boards for 
multicenter trials 
 
Significant role in planning sessions for scientific societies 
nationally 
 
Leadership role in an institutional research core 
 
National awards for research and/or innovation 
 
Membership on steering committees, other study 
committees and/or writing groups of national 
multicenter studies 
 
Invitations to serve as a key investigator on multiple, 
significant studies based on unique expertise 

Scholarship Examples of Metrics 
 
 
 
 
 
 
 
 
 

Publication of first and senior author high quality, original 
research that significantly advances the field 
 
Publication of original research from multidisciplinary 
studies on which the 
candidate was first or senior author; may be in another 
authorship position or member of an unnamed 
authorship group, to which the candidate made 
documented, key intellectual contributions; should have 
taken the lead role on some manuscripts from the study 
 
Publications of first and senior author original work 
describing new methods/technologies and/or innovative 
applications of existing methods/technologies; may be 
published in journals of the primary discipline (e.g., 
statistics) or the field in which the expertise is applied 
(e.g., cardiology) 
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Professor (Research Focus Continued) 
 

Professor (Research Focus) 
Associate Professor: 5 years Full Time at Associate Professor  

 
For promotion to Professor, the candidate must have a sustained national, and in many cases 
International, reputation as one of the top researchers in the field. He/she must be the leader 
of an exceptional independent research program and/or have key leadership roles in 
collaborative studies. The candidate must have a longstanding record of exceptional scholarship 
which most often includes senior authorship on high impact publications of original research. 
The candidate may also have played a leadership role on, and made critical contributions to, 
publications of high impact collaborative research. The candidate should have a sustained 
record of extramural funding, which most often will include principal investigator funding, and 
must have evidence of effective teaching and supervision as demonstrated by the number and 
stature of his/her trainees. 
 

Research Examples of Metrics 
 Sustained record of conducting exceptional research that 

has a major impact on the 
field and/or changes clinical practice; may include any or all 
of the following: 
 
Basic research 
 
Clinical research and/or laboratory or clinically based 
translational research which may include studies of disease 
mechanisms, diagnostic techniques and/or other 
investigations that provide fundamental insight into the 
prevention, diagnosis or management of disease; may lead 
an established multidisciplinary team and/ 
or center that has created novel investigative approaches 
that have resulted in critical contributions to the field 
 
Quantitative or social science research such as epidemiology, 
outcomes and health services research, and biostatistics as 
well as research in social sciences, ethics, bioinformatics and 
health economics, among others; outstanding record of 
leadership in design, conduct and analysis of studies; for 
multicenter studies, overall principal investigator, or one of a 
small number of key national leaders of studies 
 
Development of innovative methods/technologies and/or 
novel applications of existing methods/technologies that 
have been adopted by others in the field 
 
Sustained record of funding as principal investigator; may be 
funded by a combination of federal, investigator-initiated 
industry, and foundation grants; candidates who bring a 
unique expertise to a number of projects must have a 
sustained record of funding as a principal investigator or a 
co-investigator on 
multiple studies 
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Professor (Research Focus Continued) 

 
 
 

Recognition Examples of Metrics 
 Invitations to speak nationally, and in many cases  

internationally, about research 
 
Sustained record of principal investigator peer-reviewed 
research funding 
 
Service as an editor and/or on editorial boards of scientific 
journals or as a consultant to journals in area of expertise 
 
Service on, and may have a leadership role on, national, and 
in many cases international, committees related to research 
including grant review panels such as NIH study sections, 
NIH advisory groups, FDA panels, data and safety 
monitoring boards for major multicenter trials 
 
Leadership role in planning sessions for major scientific 
societies nationally, and in many cases, internationally 
 
Prestigious national or international awards for research 
and/or innovations 
 
Overall principal investigator or one of a small number of 
key national leaders and/or leadership roles on key 
committees and writing groups of national, and in many 
cases international, multicenter studies 
 
Adoption by others in the field of novel 
methods/technologies 

Scholarship Examples of Metrics 
 
 
 
 
 
 
 
 
 

Senior authorship on studies of exceptional, original and 
innovative research which has had a major impact on the 
field 
 
Continuing record of publication from multidisciplinary 
research that has had a 
major impact on the field and/or changed clinical practice; 
candidate may be first 
or senior author, in another authorship position, or part of 
an unnamed authorship 
group, but should have served as the senior author on a 
substantial number of 
manuscripts from the study 
 
Publication of senior author original work describing novel 
methods/technologies 
that advance the field; may be published in journals of the 
primary discipline  
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Clinical Focus 

 
Assistant Professor (Clinical Focus) 
Assistant Professor - 1 yr. of Full Time as Instructor; Boards for Clinical 
Faculty 

 
At the Assistant Professor level, the candidate must have evidence of a strong local reputation 
as an expert in a clinical field with a leadership role and/or a key role in activities that influence 
practice, such as approaches to diagnosis, treatment or prevention of disease, applications of 
technology to clinical care and/or development or local adoption of innovative models of care 
delivery. The candidate must have first author scholarship related to the clinical field and 
should be teaching in the clinical field. 
 

Clinical expertise may take the form of: Examples of Metrics 
Recognition as a clinical expert Strong local reputation as a clinical expert, may hold 

local clinical leadership roles 
Influencing clinical practice Key role in the development or local adoption of 

innovative approaches to diagnosis, treatment or 
prevention of disease, use of technologies and/or 
models of care delivery.  
 
Examples of activities (many others are possible) 
include: 
 
-Assisting with the creation of a novel 
interdisciplinary clinical service 
 
-Key role in development and local implementation of 
practice guidelines for care or to prevent medical 
errors 
 
-Utilizing and disseminating the use of a new 
surgical procedure 
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Assistant Professor (Clinical Focus Continued) 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Recognition Examples of Metrics 
 Invitations to speak locally, and in many cases 

regionally, on issues related to area of clinical 
expertise 
 
Role in local professional organizations related to 
clinical expertise, including participation as a speaker 
in courses and program development 
 
Invitations to participate locally in the development of 
guidelines/protocols for 
quality improvement or management in area of clinical 
expertise 
 
Service as peer reviewer for clinical journals 
Peer-reviewed funding to support innovations that 
influence clinical practice locally 
 
Local awards for contributions and/or innovation in 
the area of clinical expertise 

Scholarship Examples of Metrics 
 
 
 
 
 
 

Publish abstracts & present results at 
national/international meetings 
 
Development of guidelines and/or protocols for 
patient treatment or delivery of 
care that are adopted locally 
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Associate Professor (Clinical Focus) 
Associate Professor – 4 years of Full Time as Assistant Professor; 
doctorate or equivalent  

 
For promotion to Associate Professor, the candidate must have a strong regional, and most 
often national, reputation as an independent expert who has influenced the clinical field. He/ 
she may have demonstrated innovation in approaches to diagnosis, treatment or prevention of 
disease, the development/application of technology for clinical care and/or the development 
of novel models of care delivery that influence care at a regional, and often national, level. 
The candidate must have an active teaching role and have influential first and senior author 
scholarship in the area of clinical expertise. 
 

Clinical expertise may take the form of: Examples of Metrics 
Recognition as a clinical expert Strong regional, and most often national, 

recognition as an independent clinical expert as 
evidenced by regional and/or national leadership roles 
and reputation related to the clinical field 

Influencing clinical practice Development of innovative approaches to diagnosis, 
treatment or prevention of disease, applications of 
technologies and/or models of care delivery that 
influence care at a regional, and most often national, 
level.  
 
Examples of activities (many others are 
possible) include the development of: 
 
-a clinical care model 
 
-practice guidelines 
 
-an innovative application of an existing  
 technology 
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Associate Professor (Clinical Focus Continued) 

 

Recognition Examples of Metrics 
 Invitations to speak regionally, and most often 

nationally, on issues related to area of clinical 
expertise 
 
Leadership roles in regional, and most often national, 
professional organizations related to clinical expertise, 
including leadership in regional and/or national 
courses or programs 
 
Service on regional, and most often national, 
committees developing guidelines 
and policies for management in area of clinical 
expertise 
 
Service on regional, and most often national, 
committees evaluating programs 
in area of clinical expertise 
 
Membership on editorial boards in area of clinical 
expertise 
 
Peer-reviewed funding to support innovations that 
influence clinical practice regionally, and most often 
nationally 
 
Regional and/or national awards for contributions 
and/or innovation in the area 
of clinical expertise 

Scholarship  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Publication of first and senior author original research, 
chapters, reviews, and/or textbooks related to area of 
clinical expertise that are recognized as authoritative 
and are widely cited 
 
Development of guidelines and/or protocols for 
patient treatment or delivery of care that are adopted 
regionally, and in some cases, nationally 
 
Publication of first and senior author manuscripts that 
demonstrate the impact 
of the candidate’s innovation on quality of care, 
clinical outcomes, and/or access to care 
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Professor (Clinical Focus) 
Professor – 5 years of Full Time as Associate Professor  

 
For promotion to Professor, the candidate must have a sustained national, and in many cases 
international, reputation as a leader and innovator in a clinical field. The candidate’s expertise 
must be demonstrated through high impact scholarship. The candidate must have a significant 
influence on practice in the clinical field nationally, and often internationally, as a result of 
his/her teaching, scholarship and innovation. 
 

Clinical expertise may take the form of: Examples of Metrics 
Recognition as a clinical expert National, and in many cases international, 

recognition as a clinical expert as evidenced by 
national, and in many cases international, leadership 
roles and reputation related to the clinical field 

Influencing clinical practice Development of innovative approaches to diagnosis or 
treatment, applications of technologies and/or models 
of care that influence care at a national, and in many 
cases international, level.  
 
Examples of activities (many others are possible) 
include: 
 
-Having a critical role in defining a new field 
 
-Developing innovative treatments, procedures, or 
technologies demonstrated to be superior to previous 
approaches 
 
-Developing treatment protocols or practice 
guidelines that influence the standard of care 
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Professor (Clinical Focus Continued) 
 

Recognition Examples of Metrics 
 Visiting professorships and invitations to speak 

nationally, and in many cases 
internationally, on issues related to area of clinical 
expertise 
 
Leadership roles in national, and in many cases 
international, professional organizations related to 
area of clinical expertise including leadership of 
national, and in many cases international, courses or 
programs 
 
Service as a consultant on issues related to area of 
clinical expertise 
 
Service on national, and in many cases international, 
committees developing 
guidelines and policies for management or evaluating 
programs in area of clinical expertise 
 
Editor of a journal in the area of clinical expertise 
 
Peer-reviewed funding to support innovations that 
influence clinical practice nationally, and in many 
cases, internationally 
 
National, and in many cases international, awards for 
contributions and/or innovation in the area of clinical 
expertise 

Scholarship  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Publication of senior author original research, 
chapters, reviews, and/or textbooks related to area of 
clinical expertise that are widely recognized as 
influencing the field nationally, and in many cases, 
internationally 
 
Development of guidelines and/or protocols for 
patient treatment or delivery of care that are adopted 
nationally, and in some cases, internationally 
 
Publication of senior author manuscripts that 
demonstrate the impact of the candidate’s innovation 
on quality of care, clinical outcomes, and/or access to 
care 
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Guidelines to Service for All Areas of Focus 
Service is a requirement of all areas of focus for Promotion and Tenure 

 
Many faculty make substantial contributions outside their area of focus. These activities are 
often of outstanding quality and importance but are in domains in which the quantity of the 
candidate’s contribution is less than in their area of focus. These significant supporting activities 
will supplement accomplishments in their area of focus, allowing the sum total of an 
individual’s achievements to be considered in the evaluation for promotion and tenure. 
 
Service to the Community 
 

Activity Example of Metrics 
 Development of material related to health conditions 

for use by patients 
 
Development of programs and material that improve 
health literacy and educate 
the public about biomedical sciences 
 
Writing for magazines, newspapers, health letters or 
websites on issues related to health 
 
Publication of books for the public that address 
important health issues 
 
Speaking to lay populations to educate them about 
important health issues 
Presenting information related to health through the 
media, including radio, 
television or podcasts 
 
Educating and mentoring pre-professional students in 
biomedical science 
 
Service to communities locally, nationally or abroad 
that improves the health of 
populations such as through improved delivery of 
care, provision of disaster/ 
crisis relief or a decrease in health disparities 
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Service to the Community (Continued) 
 

Recognition  Example of Metrics 
 Awards recognizing contributions to patient and 

community education, access 
to care for underserved populations, community 
service, and/or the health of 
the public 
 
Invitations to speak to lay audiences on issues related 
to health 
 
Membership on the advisory boards of lay health-
related organizations or government committees 
evaluating health-related issues 
 
Widespread use of patient education materials 
developed 

 
 
 
 
Administration and Institutional Service 
 

Activity Example of Metrics 
 Service as director of a division, program or clinic in an 

affiliated institution 
 
Service on committees at affiliated institutions, such 
as the IRB, quality 
improvement committee, physicians’ organization, 
trainee selection 
committees, or promotion/search committees 
 
Service on committees for the institution such as 
admissions committees or Faculty Council 
 
Administrative management of a core laboratory or 
facility at GCSOM or an 
affiliated institution 
 
Development of programs that create diversity by 
increasing the representation 
of women and minorities among our students, 
trainees or faculty 

 
 
 
 



 

105 | P a g e  

 
Administration and Institutional Service (Continued) 
 

Recognition Example of Metrics 
 Awards recognizing administrative contributions 

 
Appointment to administrative leadership roles 
 
Invitations to educate peers about administrative 
methods and practices 
 
Consultant to other organizations in area of 
administrative expertise 
 
Leadership roles in professional societies related to 
administrative role 
 
Appointment to regional and/or national committees 
related to administrative 
roles, such as committees on diversity in 
medicine/biomedical science, health 
policy, or human subjects 

 
*Service is a requirement for the promotion and tenure process, service is a staple of the 
GCSOM Mission and this should be evidenced in a candidate’s promotion and tenure 
application materials. 
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Guidelines for the Award of Tenure 

 
All full-time faculty that are of the rank of Associate Professor or higher, in all areas of focus, 
that have been in rank at GCSOM for at least six years from their initial hire date, are eligible 
to apply for the award of Tenure at GCSOM. 

 
The award of tenure will be reserved for those faculty members who are among the best in 
their field of scholarly endeavor.  Faculty members, awarded tenure, will be widely recognized 
as outstanding influential educators or researchers and will show definitive promise of 
continuing, outstanding contributions to the College, in their area or areas of focus.  
 
The balance between accomplishments in scholarship, education and or research may vary 
considerably from one faculty member to another, but both scholarship and 
educational/research excellence must be present before an award of tenure is made.   
 
Professional and administrative service and clinical activities by a faculty member should be 
weighed into any decision regarding the award of tenure, but such activities in the absence of 
significant accomplishments in both education or research and scholarship are not an adequate 
basis for the award of tenure. 
 

Scholarship Example of Metrics 
 Definition for the purposes of tenure consideration: as the 
rigorous, systematic study of phenomena or events which 
leads to a competent mastery of one or more of the medical, 
allied health or related basic science disciplines.  More 
narrowly, scholarship refers to advanced study which leads 
to the acquisition of knowledge in a particular field, along 
with accuracy and skill in investigation, and the 
demonstration of powers of critical analysis in the 
interpretation of such knowledge. 
 
This also includes the scholarship of application, integration 
and education. 

Excellence in scholarship, which has led to national and 
international reputation 
 
Demonstrated significant accomplishments in scholarly 
endeavors, which is synonymous with the generation of new 
knowledge 
 
Scholarship must provide compelling promise of continued 
creativity with the respect of generating new observations, 
new concepts and new interpretations related to the faculty 
members scholarly activities 
 
 

Education Example of Metrics 
  
 

Demonstrated excellence in and the dedication to education 
 
Demonstrated a capacity and a desire to maintain teaching 
effectiveness and must show capacity for continued growth 
as a educator 
 
Outstanding record of success in educating and mentoring 
students, residents, fellows or less experienced faculty 
members 
 
It is implicit that excellence in education includes 
being a model of professional conduct for students, 
colleagues and patients. 
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Research Examples of Metrics 
 Demonstrated excellence in and the dedication to research 

 
Demonstrated a capacity and a desire to maintain scientific 
effectiveness and must show capacity for continued growth 
as a researcher 
 
Outstanding record of success in research and mentoring 
students or less experienced faculty members 
 
It is implicit that excellence in research includes being a 
model of professional conduct for students, colleagues and 
patients. 
 

Other Areas of Consideration Example of Metrics 
Reputation: the award of tenure will be reserved for faculty 
members whose achievements in scholarship and education, 
or research have been recognized by academicians outside 
of Geisinger Commonwealth College of Medicine, as well as 
by the faculty members of GCSOM. 
 
Tenured faculty members are those individuals whose 
presence on the faculty enhances the prestige of Geisinger 
Commonwealth College of Medicine 
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