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Approved December 09, 2009 
 

 
COLLEGE OF MEDICINE  

PERFORMANCE REVIEW PROCESS 
 

APPLICABILITY 
 
This policy/procedure applies to all tenured, core faculty in the College of Medicine.   
 
PURPOSE  
 
The purpose of the post-tenure performance review process is to assure the faculty member's continued 
professional growth and development beyond the award of tenure and to provide a process for periodic 
evaluation.   At a minimum of every six years, the review process documents the faculty member's post-
tenure performance during the previous five years of assigned duties as a part of a departmental and 
collegiate quality review of professional and career development through a documented process primarily 
focused on a consistent departmental level of review.   
 
GUIDELINE 
 
Each core faculty member shall be evaluated annually through the departmental assignment and 
evaluation process established by the College of Medicine relative to the individual’s assigned duties and 
achievements for the past year.  Each faculty member will participate in an evaluation conference with his 
or her Chair or Division Chief. Individual counseling will be provided if a faculty member’s performance is 
less than satisfactory in any area of assigned activity.  
 
In addition, each tenured, core faculty member whose overall performance is evaluated by the 
departmental chair as less than satisfactory in two or more of the previous five years shall be evaluated by 
peers in the department every five years.  The review shall focus on the individual’s assigned duties and 
achievements for the most recent five year period.   
 
The College of Medicine Appointment Promotion and Tenure Committee shall further review, upon request, 
all evaluations in which the Departmental APT Committee and the Department Chair do not concur as an 
extramural collegiate level peer review in order to provide independent collegiate peer assessment and 
recommendations for corrective action, if any, to the Dean of the College of Medicine. 
 
Faculty member annual evaluations, including the documents contained in the evaluation file and the 
professional portfolio shall be the sole basis for a post-tenure performance review.  A faculty member who 
received satisfactory annual evaluations during the previous five years shall not be further evaluated by the 
collegiate APT committee nor subject to a mandatory performance improvement plan.  
 
No faculty member shall be evaluated as deficient in oral English language skills unless proved deficient in 
accordance with the appropriate procedures and examinations established under Section 1012.93, Florida 
Statutes, and Florida Board of Governors rules. 
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Step I   The first step in the process includes preparation of a combined professional teaching, 
research/creative activity, and service portfolio (e-dossier) in a format similar to that customarily used for 
tenure recommendation as an internal peer review by the Department APT Committee for those individuals 
who have an overall evaluation of less than satisfactory (<3.0).  This dossier is prepared by the individual 
with assistance from designated departmental administrative staff to facilitate the process.   
 
Step II  The tenured faculty member whose overall evaluation is less than satisfactory in two of the 
most recent evaluations must participate in an evaluation conference with his or her Chair or Division Chief 
as a part of the post tenure performance review process.  The post tenure performance evaluation takes 
place once every five years following the award of tenure or the faculty member’s most recent promotion, 
as applicable.   It is the Department Chair’s responsibility to provide a written objective assessment of 
performance relative to each category of assigned duty in a format recommended by the College APT 
Committee and the Office of Faculty and Academic Affairs of the College of Medicine and to make 
recommendations based on review of the dossier and the personal evaluation conference which provide 
recommendations for initiation of a performance improvement plan.   
 
Step III a The e-dossier, with accompanying documentation, assessments, and recommendations is 
then forwarded to the Departmental Appointment, Promotion, and Tenure  Committee for review and 
assignment of a performance level in the traditional areas of teaching, scholarly activity (research), clinical 
care (if applicable),  and service.  The Departmental APT Committee may concur with the Departmental 
Chair assessment of unsatisfactory, request clarification, or disagree by vote with the Departmental Chair’s 
assessment.  If there is concurrence with the overall recommendation of less than satisfactory (<3.0 on 5.0 
Likert Scale as currently used) the Departmental APT committee will independently provide a summary 
evaluation of performance and may make recommendations for performance improvement to the 
Departmental Chair, Dean,  and faculty member.  
 
Step IIIb This step is only applicable to assessments in which the evaluation of the Chair and 
the Departmental APT Committee are not in concurrence.  In those instances where the Departmental 
Chair and the Departmental APT Committee do not concur in the performance review, the review with all 
documentation shall be referred to the Collegiate APT Committee for an independent extra-departmental 
assessment which shall be carried out and must be completed within 90 days of receipt.  The Collegiate 
APT Committee may concur with the Departmental Chair and assessment of unsatisfactory, request 
clarification, or disagree with the Departmental Chair’s and the Departmental APT Committee 
assessments.  The Collegiate APT committee will independently provide a summary evaluation of 
performance and may make recommendations for performance improvement, if applicable, to the 
Departmental Chair, Dean,  and faculty member.  
 
Step IV  The dossier, with accompanying documentation, assessments, and recommendations 
shall then be forwarded to the College of Medicine Dean for review of Departmental and APT Peer Review 
assignment of performance levels in the traditional areas of teaching, scholarly activity (research), clinical 
care (if applicable),  and service.  The Dean may concur with commendations and/or recommendations, 
modify recommendations, or take actions within the scope of University published policy if performance 
improvement plans are recommended and approved.   The Dean shall be responsible for providing 
constructive review of performance improvement plans, if any, and shall delegate to the extent appropriate 
the implementation of such recommendations to the Departmental Chair for initiation with the faculty 
member and to provide periodic progress reports to the Dean.   In case of disagreement with regard to 
components of the performance improvement plan the faculty member may appeal recommendations to 
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the Dean of the College of Medicine via the Office of Faculty and Academic Affairs.  The decision of the 
Dean shall be final. 
 
Every performance improvement plan must specify a time period of at least one and not more than two 
years for a return to the Post Tenure Performance Review Process as outlined in steps I to IV.    
 
Step IV-2 – Second Accelerated Post Tenure Review Triggered by Performance Improvement Plan – 
Continued Unsatisfactory Performance in One or More Assigned Duties:  If performance improvement 
has not been achieved as reviewed by the Collegiate APT Committee and the Dean of the College of 
Medicine at the end of the stipulated corrective action period, then at the option of the Dean, there may be 
an additional period for continuation or modification of the performance plan or personnel actions for 
unsatisfactory performance may be taken in accordance with established University policy which may 
include disciplinary action up to and including termination from employment for cause. 
  
Additional Principles: 
 
The faculty member's department shall provide specific resources identified in an approved performance 
improvement plan, if applicable. The Chair/Division Chief will meet periodically with the faculty member to 
review progress toward meeting the performance targets. It is the responsibility of the faculty member to 
attain the performance targets specified in the performance improvement plan within the time periods 
outlined. 
 
Neither the fact of a faculty member's participation in an employee assistance program nor information 
generated by participation in the program, shall be used as evidence of a performance deficiency within the 
evaluation process, except for information relating to a faculty member's failure to participate in a employee 
assistance program consistent with the terms to which the faculty member and the university have agreed. 
 
PROCESS 
 
This process is conducted simultaneously with the regular faculty evaluation process. Prior to the normal 
evaluation period (ordinarily beginning in April or May of each year), the faculty member’s department will 
ascertain any post-tenure perfomrnace evaluations that are due and the Chair or Division Chief or 
designee, in turn, will provide the prescribed forms to the eligible faculty member(s).  Using the prescribed 
forms and taking into consideration his or her assigned faculty duties, the faculty member lists and 
assesses his or her achievements from the past five years and forwards the form to the Chair of the 
Department APT Committee.  The Committee adds its comments and forwards the forms and performance 
plan, if any, to the Chair/Division Chief for comments and an overall rating. At the faculty member's option, 
(s)he may complete the Professional Goals form (available at:  
(http://health.usf.edu/facultyaffairs/COMAssignment.htm ) and forward that to the Department APT 
Committee, as well.  The Chair/Division Chief will schedule an evaluation conference with the faculty 
member to discuss the evaluation, long-term professional goals, and objectives for the next several years.  
 
A performance improvement plan shall be developed only for those faculty members whose performance is 
identified through the post-tenure performance evaluation as being consistently below satisfactory in one                                 
or more areas of assigned duties. The performance improvement plan shall be developed by the faculty 
member, in concert with his/her Chair/Division Chief, and include specific performance targets and a time 
period for achieving the targets. The department APT Committee is encouraged to make recommendations 

http://health.usf.edu/facultyaffairs/COMAssignment.htm�
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regarding the content of the performance improvement plan. The Dean/Designee shall review and 
approve the performance improvement plan.  When the faculty member and the Chair/Division Chief 
cannot agree upon the elements to be included in the performance improvement plan, the Chair/Division 
Chief and the faculty member may seek guidance jointly from the Associate Dean for Faculty and 
Academic Affairs.   
 
The completed review forms shall be maintained in secure files in the faculty member's department and the 
faculty member must be provided a copy. 
      
Information reflecting evaluation of faculty member performance shall be available for inspection only by 
the faculty member, the faculty member's representative, University and Board of Trustees officials who 
use the information in carrying out their responsibilities, peer committees responsible for evaluating faculty 
member performance, and arbitrators or others engaged by the parties to resolve disputes, or by others by 
court order. However, such limited access status shall not apply to summary data, by course, for the 
common "core" items contained in student course evaluations, which have been selected as such by the 
Board of Trustees or the University and made available by the University to the public on a regular basis. 


