Faculty Performance Improvement Plan - Template


Name:  							Unit: 
Title:		 						Supervisor (i.e. Chair/Dean):  

Date of Plan:			



Instructions

This Performance Improvement Plan (PIP) is designed to facilitate constructive discussion between a faculty member and their Chair/Dean to clearly document work performance that is not meeting expectations and to clarify needed improvements to meet expectations. The below sections allow for the Chair/Dean to clearly outline: (1) the unit’s expectations for faculty in the identified area(s) targeted for improvement, (2) the faculty member’s current status of performance in the identified area(s), (3) specific expectations for performance improvement during the plan period, (4) supports and resources available to assist in meeting performance goals, and (5) the possible outcomes at the end of the Performance Improvement Plan period. 

Prior to the development of the PIP, it is recommended that the Chair/Dean meet with the faculty member to have a documented conversation about the fact that they are not meeting expectations in one or more areas of responsibility for their faculty role. This conversation may be a part of the annual evaluation process or may occur outside of that process if the timing does not align. As part of the conversation, the Chair/Dean should notify the faculty member that due to the unsatisfactory performance level that a performance improvement plan will need to be developed, and they can ask the faculty member for their feedback about what would be helpful to have in the PIP for them to be successful. The conversation and feedback should inform the development of the PIP.

Faculty members should be given the opportunity to review the PIP and sign indicating they understand the terms. Faculty have the right to reject the terms described in the PIP, but they should be notified that a sustained overall failure to meet responsibilities is a basis for dismissal.  

It is recommended that any conversation with faculty members related to unsatisfactory performance and a PIP be documented, with a written summary shared with the faculty member after meetings as appropriate. 









1. Review of [research, teaching, service, professional performance, professional behavior] expectations: 

In this section, provide a summary of faculty performance expectations, by referencing university and/or unit policy, in the area(s) in which the faculty member is not meeting expectations. 

Relevant policies may include:
· Unit annual evaluation policy
· Unit promotion and tenure policy
· Unit workload policy
· Faculty Code of Rights, Responsibilities, and Conduct
· Faculty Evaluation Policy for Tenure-Track and Tenured Faculty Members

2. Summary of Current Status of Performance
In this section, summarize the faculty member’s current level of performance in the area(s) identified for improvement, explicitly stating how it does not align with expectations as outlined in #1. 

3. Goals & Expectations for Performance Improvement Plan Period
In this section, clearly outline what the faculty member needs to do to demonstrate improvement and meet expectations in the identified area(s). The goals or identified outcomes should directly tie back to #1. Be sure that the goals or outcomes identified are measurable and understood similarly by all parties. Consider hearing from the faculty member first to gather input from them of their own plans to improve their performance and meet expectations.

It is also recommended that this section identify any specific expectations related to meetings (e.g. with the Chair/Dean) and reporting on goal progress during the PIP time period, as well as how the PIP plan intersects with the annual evaluation process. 

4. Identification of the support and resources available to assist in meeting PIP goals. 
This section can be used to outline unit or university supports and resources that may assist the faculty member in meeting their PIP goals. Additionally, if the supervisor is committing specific resources to support the faculty member’s plan, these should be identified in this section. See Office of Faculty Affairs Resource Guide for ideas of potential resources and supports.

5. Possible outcomes after the PIP Period Ends:
This section should be used to clearly outline the possible outcomes at the end of the PIP timeframe depending on if the plan goals are successfully met and then also if they are not met. Relevant unit level policy and/or university policy should be referenced. Possible outcomes might include retirement of the plan, extension of the plan, differential allocation of effort, or dismissal.
