Note: This has now been approved (as of 9/18/09) by the General
Administration and the Faculty Handbook will be updated shortly. So
you may now proceed with PTR processes according to these new
rules.

4.3.3 Post-Tenure Review

4.3.3.1 Post-tenure review is a comprehensive, formal, periodic evaluation of cumulative faculty
performance, the prime purpose of which is to ensure faculty development and to support and
encourage faculty excellence. Post tenure review requirements can be found in the UNC Policy
Manual: 400.3.3.1[G].

4.3.3.2 In addition to the annual review for all faculty, described in Section 4.3.2, each tenured
member of the teaching faculty will be subject to a comprehensive, cumulative review on a regular
and systematic basis, no less frequently than every five years. (Note: a review undertaken to grant
tenure or to decide on promotion qualifies as such a cumulative review.) This comprehensive review
shall provide for the evaluation of all aspects of the professional performance of faculty whose
primary responsibilities are teaching, and/or research, and/or service. If faculty responsibilities are
primarily in one or two of these areas, post-tenure review and resulting recommendations should
take this allocation of responsibilities into account. Faculty performance will be examined relative to
the mission of the University, college, and program. Exemplary faculty performance will be
recognized and rewarded. Because performance rewards are often part of the annual review process
(described in Section 4.3.2), the post-tenure review may provide additional support for this form of
recognition.

4.3.3.3 A post-tenure review committee for a department or academic unit will be elected by a vote
of the tenured faculty in the department or academic unit. The faculty member being reviewed will
not have the option of selecting members of the peer review committee. The tenured faculty will
elect from among themselves three tenured faculty, who will serve staggered, non-renewable, three-
year terms. In the initial election, one tenured faculty member will be elected for a one-year term,
one for a two-year term, and one for a three-year term. After the initial election, the tenured faculty
will elect one tenured faculty member to fill a vacancy each year. The tenured faculty may also fill
vacancies caused by resignation or other contingencies. In the event that there are not three tenured
faculty in the department or academic unit, the tenured faculty will make nominations and will elect
from among those nominated a tenured faculty member or members from an allied discipline to serve
on the peer review committee. The review of the committee as well as the recommendations of the
department chair will be reviewed by the Dean. (In cases where the Dean functions as a department
chair in an academic unit without departmental divisions, the higher administrative review will be
performed by the Provost.)

4.3.3.4 The post-tenure review committee shall provide to the faculty member being reviewed and
the departmental chair written feedback concerning its evaluation and will designate the faculty
member’s performance as unsatisfactory, satisfactory, or exemplary. The faculty member under
review may provide a written response to the evaluation. The post-tenure review committee's
feedback should include recognition for exemplary performance. All reviews must include a
statement of the faculty member’s primary responsibilities and delineate specific strengths and
weaknesses as they relate to the faculty member’s performance of assigned duties. A faculty
member's response, if any, to the committee’s review will also be forwarded to and reviewed by the
Dean.



4.3.3.5 After review by the Dean, any faculty member who receives an unsatisfactory rating in the
post-tenure review will be given the opportunity to improve performance. The faculty member's
chair will: (a) consider the written feedback from the post-tenure review committee and the faculty
member; and (b) prepare a written individual professional development plan for the faculty member.
A specific timeline including steps for improvement must be included in the development plan, with a
clear statement of consequences should improvement not occur within the designated time line
[Consequences may include discharge or demotion for "sustained unsatisfactory performance” after
the faculty member has been given an opportunity to remedy such performance and fails to do so
within a reasonable time, pursuant to Section 3.8.1.1 of the Faculty Handbook.] The chair is
encouraged to assign one or more mentoring peers to the faculty member, and the chair must hold a
progress meeting with the faculty member on at least a semi-annual basis during the specified time
line. If the faculty member's duties are modified as a result of a less than satisfactory rating, the
development plan should indicate and take into account the new allocation of responsibilities.



