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I.

ANNUAL REVIEW

All tenured faculty must undergo an annual review each year. This process is key in allowing the
faculty member and the department to assess individual progress. It also helps to protect the faculty
member, the department, and the School, in case of any misunderstanding or conflict that may arise.
For any questions about this process, please call the Office of Faculty Affairs and/or the Vice Provost
for Faculty and Academic Affairs.
A. During the spring of each academic year, all department heads will schedule an annual review
conference with each tenured faculty member. This responsibility may be delegated to Division
Chiefs, Departmental Review Committee, Center Directors or other designee. All reviews must
receive final approval and signature from the Department Head.
B. Prior to this conference the individual faculty member will provide the requisite information, as
well as an updated curriculum vitae, following the department’s annual review reporting format.
C. Annual reviews may be carried out in the format preferred by each department but must, at a
minimum, be compliant with the rules detailed in the Board of Regents Policy: Faculty Tenure,
Section 7a, and the Procedures for Reviewing Candidates for Tenure and/or Promotion: TenureTrack and Tenured Faculty.
D. The annual review documentation should include:
1. Accomplishments of the previous year, particularly in relation to goals set for the year.
2. Detailed accomplishments in each domain relevant to the faculty member (as applicable:
teaching, research and/or scholarship, service, and clinical activity (if applicable)):
a. Evaluation of quality and quantity of teaching, attitude towards learners,
knowledge of subject matter, and specific contributions to continuing education.
b. Evaluation of research and/or scholarly activity including current projects, grants
applied for or funded, publications, and papers presented or submitted.
c. Evaluation of service.
d. Evaluation of clinical activity (when applicable), including volume of patients
served, breadth of referrals, incorporation of patient care into teaching program,
activity in local and national professional organizations.
3. Percentage of effort in each domain, to be updated annually.
4. Agreed upon goals for the upcoming year.
5. Plans for subsequent years with specific recognition of outstanding accomplishments and
plans to maintain high performance level.
E. The Annual Review conference should emphasize frank discussion concerning the faculty
member’s past and present performance in given areas of responsibility, noting progress in
achieving previously established goals and objectives. In particular, it is important to frame the
evaluation in the context of the proposed distribution of responsibilities in the four domains of
Teaching, Research/Scholarship, Service, and Clinical Activity (if applicable). If the faculty
member is working towards promotion, the Department Head and the faculty member should

ensure that year-by-year progress, consistent with the Departmental 7.12 Statement, has been
appropriate to date and specific goals for the coming year should be agreed upon.
Pursuant to the Procedures for Reviewing Candidates for Tenure and/or Promotion: Tenure
Track and Tenured Faculty, each department’s tenured faculty shall review their tenured
associate professors at a minimum of every four years regarding their progress toward achieving
the rank of professor. This review is based upon the criteria for promotion to professor in the
department 7.12 statement. This four-year progress review can be part of the annual review
process.
F. Following the Annual Review conference, the Department Head or designee will complete the
Medical School Annual Review Form, summarizing the conference and stating the agreed upon
goals for the upcoming year. The Medical School Annual Review Form must be signed by the
faculty member, the evaluator (if applicable), and the Department Head.

G. For faculty members who have met the goals and expectations for tenured faculty for the
department, according to the department 7.12 statement, the signed Medical School Annual
Review Form is sent to office of Associate Dean for Faculty Affairs who signs on behalf of the
Dean. The review form will be handled confidentially by the Dean and the Associate Dean and
will assist them in supporting recommendations for promotion, special recognition, or salary
adjustments.
H. If the department head or designee finds that the tenured faculty member’s performance is below
that of the goals and expectations of the department as specified in the 7.12 statement, then the
case is referred to a committee of elected, tenured faculty members in the department. If that
committee concurs with the judgment of the department head, then both the department head and
the committee formulate a detailed written Faculty Improvement Plan for the faculty member.
The letter from the department head and the elected committee must identify the ending date for
the period of performance improvement and must request that the faculty member provide a
report at that time describing his or her progress towards meeting the goals and expectations of
the department.
The department head and the committee chair should make reasonable efforts to meet with the
faculty member to discuss the plan for meeting the goals and expectations of the unit. The faculty
member may request modification of the plan from the department head and the committee but
may not at this stage file a complaint with the Senate Judicial Committee.
At the end of the time period specified for performance improvement, the faculty member under
review must provide a report describing his or her progress toward meeting the goals and
expectations of the department. The department head and the elected committee of tenured
faculty will then review the progress that the faculty member has made regarding the
recommendations as specified in the report from the faculty member.
This process above may be repeated for a second year if the faculty member has failed to
complete the initial plan.

II.

SPECIAL PEER REVIEW

A. Initiation
In compliance with Section 7a.3 of the Board of Regents Policy: Faculty Tenure, a Special Peer
Review may be requested by the department head and the departmental review committee of
elected, tenured faculty members following the unsuccessful completion of a Faculty
Improvement Plan as described in Section A.8 above.
B. The Medical School Dean will be notified and asked to initiate a Special Review. The Dean must
first review the file independently to determine that the faculty member falls below the
department’s goals and expectations and has not successfully completed the Faculty Improvement
Plan. S/he determines that special peer review is warranted.
C. The Procedures for Reviewing Candidates for Tenure and/or Promotion: Tenure-Track and
Tenured Faculty describe details of the process for the special peer review. Some of these are
highlighted below but the reader is referred to the Procedures and the Faculty Tenure policy for a
complete perspective. All of the steps in the Procedures and subsection 7a.3 of the Faculty
Tenure policy must be followed even if they are not described in this document.
D. Review Panel
A Special Review Panel composed of tenured members at the same rank or above the rank of
the faculty member under review:
1. Members are elected independently for each Special Review, by the tenured
faculty of the department.
2. Members (5) include:
1. 1 member appointed by the faculty member being reviewed.
2. 4 members elected from a slate of candidates nominated by department
head and the tenured faculty.
3. Members may be in the department or outside, if appropriate – case by case. If
the faculty member has a secondary appointment in another department, that
department should be represented on the committee.
4. Members should not be the same as any previous review committee for that
faculty member
E. Special Review materials include:
1. Department head and previous Review Committee statement(s) requesting Special
Review.
2. Annual review with goals and effort distribution (at least 5 years if available).
3. Previous recommendations for faculty development and outcomes (Performance
Improvement Plans).
4. Personal statement by the faculty member.
5. Current annotated curriculum vitae.
6. Teaching evaluations.
7. Reprints.
8. Supporting documentation, including, but not limited to, letters of acceptance for articles
in press, and acknowledgement by journal or funding agency of manuscript or proposal
receipt.
9. Any other relevant documentation.

F. Review Criteria and Methodology
1. The main focuses of the Special Review are the area(s) of deficiency identified in
previous review(s).
2. Due process procedures, as defined in University documents, will be applied to address
disagreements at different levels of the review and to offer protection for academic
freedom.
3. Faculty members undergoing review may examine any material in their file at any time in
the review process
4. Faculty member’s performance will be evaluated as either:
a. Satisfactory: meeting department and/or Medical School goals and expectations
for tenured faculty members.
b. Unsatisfactory: not meeting department and/or Medical School goals and
expectations for tenured faculty members.
5. The actions that the Panel may recommend, listed in section 7a.3 of the Board of Regents
Policy: Faculty Tenure, include:
a. Terminate review if the Panel finds that the faculty member's performance meets
the goals and expectations of the department.
b. Alter allocation of effort if the Panel determines that the faculty member's
strengths are not being fully utilized: it might suggest that the allocation of effort
between teaching, research, and service be altered so as to maximize the faculty
member's contributions to the University.
c. Suggested improvements: if the faculty member's performance is likely to be
improved by specific steps, and that process can adequately be monitored by
further regular Annual Reviews, the Panel may suggest that those steps be taken
and remit the case to the Annual Review process.
d. Salary reduction if the faculty member's performance has declined in such a way
as no longer to warrant the base salary that is attached to the position, the Panel
may recommend a reduction in base salary of up to 10% (see Board of Regents
Policy: Tenure Faculty for complete details).
e. Dismissal: if the faculty member's performance has fallen below the standard of
the Board of Regents Policy: Faculty Tenure Section 10.21(a), "sustained refusal
or failure to perform reasonably assigned duties adequately," the Panel can
recommend the commencement of proceedings for termination of appointment,
or involuntary leave of absence (see details below).
f. The Panel may also recommend a combination of these measures.
6. The recommendations of the Panel will be implemented by the Department, the Dean’s
Office or other administrative body, as appropriate, depending on the specific
recommendation.
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