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                                                                                                                                  APPENDIX III


 AIMS Clinician Ranked Faculty Performance Criteria and Pay Model
I.    Introduction

In accordance with the University of South Florida College of Medicine Clinical Faculty Compensation Policy (the “Compensation Policy”), clinician faculty compensation consists of five components: University Contracted Salary, ASF Pay, VA Pay, Administrative Stipend(s) and Bonus.  The University Contracted Salary, ASF Pay, VA Pay and Administrative Stipend components are budgeted at the beginning of each fiscal year and are referred to as Budgeted Total Salary (BTS).

Any pay funded from Practice Plan dollars, whether part of University Contracted Salary or ASF Pay, will be dependent upon the availability of funds upon review of a clinician’s Revenue and Expense Analysis (R&E Analysis) and the Division/Department R&E Analysis.   

II.  Components of Pay
A.  The Maximum Potential Salary = Budgeted Total Salary plus Bonuses (Department & College)
      The Maximum Potential Salary (MPS) for a clinical faculty member must be consistent with the Clinical 
Faculty Compensation Policy.
 B.  Budgeted Total Salary = University Contracted Salary + ASF Pay +   

VA Pay + Administrative Stipend(s)
1.  University Contracted Salary and State Appropriated Funding Guarantee 
a. The University Contracted Salary (UCS) is made up of State appropriated funds, grants/contracts and/or funds derived from the Practice Plan. The UCS is paid by the University bi-weekly.
b. Prior to July 1, 2010, the College will allocate funds to guarantee a portion of each clinical faculty member’s UCS to recognize College required minimum percentages of effort (5/5/3/2) in Instruction, Research/Scholarship, Service and Professional Development respectively as follows:
        




Assistant Professor -  $25,000




Associate Professor - $30,000

Professor - 
         $35,000
Faculty with State funds supporting tenured or tenure-earning portions of their UCS as of         

June 30, 2008, may have State funded salary support above the figures listed above.
c. 
Additional State appropriated funding may be allocated by the Vice Dean for Education for significant additional instruction or instruction related responsibilities.
d. Practice Plan funds may be used to ensure equitable University Contracted Salaries among faculty in the same rank and discipline.
e. With prior approval from the Dean, Administrative Stipend(s) may be provided in recognition of the assignment of a specific administrative role and related duties.  The Administrative Stipend(s) is removed if the related administrative assignment is discontinued.  
 2.  Academic Support Fund (ASF) Pay 
      ASF Pay is that portion of the Budgeted Total Salary that is paid monthly and varies based on     

      performance and the availability of funds.  ASF Pay may be withheld if the clinical faculty    

      member’s service to post dates for patient service billing exceeds 30 days.
3.   VA Pay  
      VA Pay is that portion of the Budgeted Total Salary that is paid monthly by the VA Hospital(s) to    

      faculty that have appointments at the University and VA Hospital(s).
4. ASF Administrative Stipend(s)
      ASF Administrative Stipend(s) is that portion of the Budgeted Total Salary that is provided in           

      recognition of the assignment of a specific administrative role and related duties. The ASF  

      Administrative Stipend(s) must be approved by the Dean and is removed if the related 
      administrative assignment is discontinued. 
C. Bonus Pay

Bonus Pay may consist of Departmental Bonus and College bonus and can only be paid following the 
end of the fiscal year after the year-end audited financial statements have been issued (generally, 
October or November).  Departmental bonuses are generally awarded based on clinical performance 
and 
may be paid to faculty if the 
Division/Department/Practice Plan budgets have a positive balance with prior 
approval from the Vice Dean for Clinical Affairs.  Exceptions may be made by the Vice Dean for Clinical 
Affairs for individuals with extraordinary productivity.  College bonuses are awarded by the Dean and 
generally based on research, teaching and service performance.
III.  Revenue & Expense Analysis for Faculty Clinicians
      The USF College of Medicine Dean’s Office, working with the relevant Department/Division, shall prepare    

      a Revenue & Expense Analysis (R&E Analysis) for each USF clinical faculty member at the end of      

      each quarter to support the administration of the clinician pay model.  The R&E Analysis will be shared  

      with each faculty member and shall include:
· Revenues from all sources attributable to the faculty member in connection with their University employment/duties (e.g. patient service, contract/grant, etc.), 
· All expenses attributable to the faculty member in connection with their University employment/duties (e.g. salary and benefits, staff and office support, applicable administrative overhead assessment of Dean/Department/Division/Practice Plan, etc.); and
· Three percent (3%) operating reserve margin.

IV.  Annual Determination of Budgeted Total Salary (BTS) and Maximum Potential
Salary (MPS)  See Appendix III.a. for examples. 
       Prior to July 1, the Chair/Division Chief and faculty member will meet to discuss previous year’s       

       performance and to agree upon the assignment and BTS for the upcoming fiscal year. Chair/Division   

       Chief and faculty member will review the following information available on the HART Dashboard or from   

       the Practice Plan: 
· Revenue and Expense Analysis (R&E Analysis) for Individual, Division and Department over the previous nine months.

· wRVUs over the previous nine months and compare to most recent UHC Survey for comparable discipline at the 75th percentile.
· Attainment of TGH Hospital based quality performance indicators over the previous nine months where applicable.

· Attainment of Practice Plan revenue cycle (i.e. 30 day service-to-post dates) and clinical quality metrics over the previous nine months (effective between 7/1/08-7/1/09 dependent upon availability of data).  

· Attainment of Department/Division metrics over the previous nine months if applicable.

· FAR effort reports for the previous Academic year. 

If College minimum performance metrics are met and a clinician’s annual R&E Analysis has a positive 
balance, the BTS may be increased as compared to the previous year’s BTS in accordance with the 

      Compensation Policy and Department/Division pay policy.  If performance metrics are not met or     

      the clinician’s annual R&E Analysis has a negative balance, the BTS may be reduced as compared to the 
previous year’s BTS in accordance with the Compensation Policy and Department/Division pay policy.  
      Except for the guaranteed salary listed in Section II.B.1.b.above, any non-tenured portion of the UCS that  

      is funded with Practice Plan dollars may be reduced, along with a proportional reduction in FTE, at the     

      beginning of the University employment contract year if annual review of R&E Analysis indicates a     

      negative balance.  Decreases in University Contracted Salaries and FTE must be approved by the Dean   

      and will require a written plan to increase revenues or decrease expenses resulting in a positive R&E    

      balance during the first quarter of the upcoming fiscal year.
V. First Quarter Performance Review

      After the first quarter R&E Analysis is complete, Chairs/Division Chiefs will meet with each faculty member   

      to discuss progress in meeting performance requirements for ASF Pay. The Chair/Division Chief will   

      review performance data referenced in IV. above, for the previous quarter.

     If Individual R&E Analysis indicates insufficient funds to support the faculty member’s Budgeted Monthly     

     ASF Pay, a revenue enhancement plan plus an expense reduction plan resulting in a positive R&E   

     balance will be developed.  In addition, if other performance metrics are not met, plan will include 
     actions to meet such metrics.
VI.  Mid-Fiscal-Year Performance Review and Related Adjustments in ASF Pay
      After the second quarter R&E Analysis is complete, the monthly ASF Pay is increased or decreased  for  

      the following five months based on the on the individual meeting the metrics identified in IV. above for the 
      previous six months and on the available funds as reflected on the previous six month R&E Analysis for   

      the Individual and Division/Department. 
      If R&E Analysis indicates insufficient funds to support the faculty member’s Budgeted monthly ASF Pay,     

      the monthly ASF Pay may be decreased at the end of the second quarter (February 1) in accordance with 
      the Clinical Compensation Policy and Department/Division pay policy. If R&E Analysis indicates that 
      revenues exceed expenses, the monthly ASF Pay may be increased in accordance with the Clinical 
      Faculty Compensation Policy and Department/Division pay policy for the remainder of the fiscal year as         

      long as individual revenues continue to exceed expenses.

VII. Flexible Benefits

       Funds derived from the Practice Plan will be used to support the cost of USF College of Medicine Flexible  

       Benefits Plan benefits before they are used to support ASF Pay (i.e. in the event of insufficient funding,  

       ASF Pay is subject to commensurate decrease before any Flexible Benefits Plan benefits are affected).
       If annual or mid-fiscal-year review of a faculty member’s R&E Analysis indicates insufficient funds to  

       support cost of ASF Pay and USF College of Medicine Flexible Benefits Plan reimbursements for the             

       faculty member, the faculty member’s benefits will be impacted in the order listed below:
1. Reimbursements for employee contributions to University Health Insurance Premiums will be reduced or discontinued,
2. MDV reimbursements will be reduced or discontinued,  
3. Scholarship Assistance reimbursements will be reduced or discontinued.
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