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Faculty Performance Evaluation

Period of Evaluation:  Academic Year 2009 - 2010
	Employee’s Name:  
	     

	Employee ID Number:
	     

	Position Title:
	     

	Department:
	     


	This evaluation is a: (Check One)

	Self Evaluation
	Supervisor
Evaluation
	Final Evaluation


In the following sections are the definitions for the performance criteria that are used to evaluate faculty.  Each criterion is briefly defined in broad terms followed by definitions for five performance levels: Unsatisfactory, Needs Improvement, Fully Competent, Superior, and Outstanding.  As you evaluate performance, either your own (Self Evaluation) or for your employee (Supervisor), reflect on how actual performance compares with the definitions that are provided and rate your assessment on the 5 point scale.  You may rate anywhere on the scale between 1 and 5.  There will be room for comments at the end of each rating section.  The Overall Rating is noted on the signature page and is calculated by totaling the rating for each of the sections and dividing the total by the number of evaluation factors. It is indicated by a check in one of the five categories and not by a numerical total.
For the following performance criteria, evaluate results according to the following five, performance-level definitions:

5.  Outstanding (O) – 
Outstanding performance at a level rarely achieved by others. Assignments and responsibilities are accomplished at the highest levels of performance.
4.  Superior (S) – 
Consistently exceeds job requirements with above average quality and quantity. Assignments and responsibilities are accomplished in a highly effective manner.


3.  Competent (C) – 
Consistently meets performance expected of the experienced employee. Performs all assignments and responsibilities the job requires. 
2.  Needs Improvement (NI) – 
Normally meets job requirements but occasionally performs less than expected. Assignments and responsibilities meet or exceed the basic minimum performance but are not more than just satisfactory. Requires above normal supervision.   


1.  Unsatisfactory (U) – 
Does not meet job requirements. Performance is well below standard and not acceptable. Continual close supervision and direction is required. Results are inadequate and require immediate improvement.  

	Administrative – (Applicable to Chairs and Program Directors only) Applies to the manner in which the faculty member encourages professional development opportunity for faculty, staff, and students and serves as a departmental link between faculty and administration. [33.3% of total evaluation, if applicable]

	
	Performance Levels (Check one per criterion)

	Evaluation Criteria
	O
(5)
	S
(4)
	C
(3)
	NI
(2)
	U
(1)

	Facilitates departmental meetings
	     
	     
	     
	     
	     

	Supports teaching excellence and student success within the department
	     
	     
	     
	     
	     

	Serves as communication link between administration and department faculty
	     
	     
	     
	     
	     

	Develops solutions to department concerns
	     
	     
	     
	     
	     

	Monitors and assesses program quality and needed changes
	     
	     
	     
	     
	     

	Total :
	     

	Comments:


	Scholarship/Creative Activities/Research –  [6.66% of Chair/Program Director evaluation/10% of Faculty non-Chair/Director]

	
	Performance Levels (Check one per criterion)

	Evaluation Criteria
	O
(5)
	S
(4)
	C
(3)
	NI
(2)
	U
(1)

	Pursuits in support of the discipline or the teaching profession, which may include typical professional development such as taking a class, implementing new teaching approaches, and/or other scholarly/artistic endeavors
	     
	     
	     
	     
	     

	Total:
	     

	Comments:


	Service/Outreach – Service applies to service to the college, service within the community, and service within the faculty member’s academic discipline. [20% of Chair/Program Director evaluation/30% of Faculty non-Chair/Director]

	
	Performance Levels (Check one per criterion)

	Evaluation Criteria
	O
(5)
	S
(4)
	C
(3)
	NI
(2)
	U
(1)

	Service to the College
	     
	     
	     
	     
	     

	Service within the community and/or academic discipline
	     
	     
	     
	     
	     

	Performance in the advisement and mentoring of students
	     
	     
	     
	     
	     

	Total:
	     

	Comments:


	Teaching – Teaching applies to the manner in which information is shared so that course objectives may be achieved.  Teaching may include, but is not limited to, a variety of techniques including instruction, development of course materials and courseware, and development of effective approaches to teaching. [40% of Chair/Program Director evaluation/60% of Faculty non-Chair/Director]

	
	Performance Levels (Check one per criterion)

	Evaluation Criteria
	O
(5)
	S
(4)
	C
(3)
	NI
(2)
	U
(1)

	Course, curriculum, and/or  program development
	     
	     
	     
	     
	     

	Development and application of effective instructional techniques
	     
	     
	     
	     
	     

	Efforts to achieve learning objectives
	     
	     
	     
	     
	     

	Staying current in field
	     
	     
	     
	     
	     

	Student evaluations of the teaching performance
	     
	     
	     
	     
	     

	Completes recordkeeping obligations as required
	     
	     
	     
	     
	     

	Total :
	     

	Comments:


	Employee’s Performance Strengths/Accomplishment of Objectives:


	Employee’s Planned Objectives:



	Employee’s Comments Regarding Evaluation:


	Supervisor’s Comments Regarding Appraisal:


	Performance 
  Range
	Definitions
	Overall Rating “(”

	4.6 – 5.0
	Outstanding - Outstanding performance of a level rarely achieved by others. Assignments and responsibilities are accomplished at the highest levels of performance.
	

	4.0 - 4.5
	Superior - Consistently meets or exceeds job requirements with above average quality and quantity. Assignments and responsibilities are accomplished in a highly effective manner with only general guidance.
	

	3.0 – 3.9
	Competent - Performance expected of the experienced employee. Performs all aspects of the job requirements. Assignments and responsibilities are accomplished effectively with a minimum amount of supervision and direction.
	

	2.0 – 2.9
	Needs Improvement – Normally meets job requirements but occasionally performs less than expected. Assignments and responsibilities meet or exceed the basic minimum performance but are not more than just satisfactory. Requires above normal supervision.
	

	< 1.9
	Unsatisfactory - Does not meet job requirements. Performance well below standard and not acceptable. Requires continual close supervision and direction. Producing inadequate results that require immediate improvement.
	


The overall rating on the Faculty Performance Evaluation form is noted on the signature page  and is calculated by totaling the rating for each of the sections and dividing the total by the number of evaluation factors.  No final numerical rating will be assigned, but one of the five categories (O, S, C, NI, U) should be indicated.  As teaching is the most heavily weighted area, a Needs Improvement or Unsatisfactory rating in the Teaching area will prohibit assignment of an overall rating of Competent, Superior, or Outstanding and will automatically trigger a performance improvement plan. A rating of Needs Improvement or Unsatisfactory in any of the other three areas will trigger a performance improvement plan, but the overall rating could be Competent or above.  A performance improvement plan is initiated by the supervisor, with the assistance of Human Resources, and agreed upon by both the supervisor and the faculty member.
Signatures/Date:

To the employee:  Your signature below indicates that you have had the opportunity to discuss this evaluation with your supervisor.  Your signature does not indicate that you agree with the evaluation. The faculty member and supervisor should make every effort to resolve differences which might arise in the evaluation.  The faculty member may rebut the supervisor’s final evaluation if differences exist on this form.  If additional space is needed, your comments should be forwarded on a separate document within 14 days of the evaluation.  The faculty member may appeal, but only an overall rating of Needs Improvement or Unsatisfactory.  Any appeal must be based on factual errors and follow the process in Volunteer State Policy II:01:02.  Any rebuttal or appeal will become a part of the permanent record of the employee.
Employee
Date:


Signature

Supervisor
Date:


Signature
Vice President
Date:



Signature






Employee’s Performance Developmental Needs:
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4

