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Attachment I


Executive Summary

AIMS Clinician Ranked Faculty Pay for Performance Criteria and Pay Model
I.  Minimum Percentages of Effort for Ranked Faculty, 5/5/3/2
All clinician ranked faculty are required to contribute a minimum percentage of their work effort to education, research/scholarship, service and professional development. 
II. Annual Determination of Budgeted Total Salary  
Per the College of Medicine Clinical Faculty Compensation Policy, clinician faculty compensation consists of five components: University Contracted Salary, ASF Pay, VA Pay, Administrative Stipend(s) and Bonus.  These components are budgeted at the beginning of each fiscal year and are referred to as the Budgeted Total Salary (BTS).  

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 Budgeted Total Salary may be increased as compared to the previous year’s BTS in accordance with the Clinical 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 Budgeted Total Salary may be reduced as compared to the previous year’s BTS in accordance with the Clinical Compensation Policy and Department/Division pay policy.  
III.   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 II. 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.
IV.   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 individual meeting the metrics identified in II. above for the previous six months and on the availability of 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 Compensation Policy and Department/Division pay policy for the remainder of the fiscal year as long as individual revenues continue to exceed expenses.
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