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As outlined in the Policies and Procedures of UW-SMPH, each faculty member of the Department of 
Obstetrics and Gynecology (Tenure track, CHS track, and C-T track) will have an impartial annual review 
and the Department member will be informed of the outcome of the review and be given an opportunity 
to reply. This process takes into account the Faculty Policies and Procedures outlined by the University of 
Wisconsin for tenured faculty members. The relevant Faculty Policies and Procedures are included at the 
bottom of this document. The following process was approved by the Department of Obstetrics and 
Gynecology Executive Committee on March 8, 2018. 

Annual performance reviews (APR) will be conducted each year starting in December of the year of review 
to evaluate the performance activity  for each faculty member. Department members will complete an 
online self-evaluation, and annual APR form .  The APR form and an updated Curriculum Vitae will be 
uploaded to the system. and the faculty member will also select a peer reviewer in the online APR system, 
who is  internal to the Department to initiate the review process.  

 The Department Chair will perform the review of the Vice-Chair(s) and the Division Directors. The Division 
Directors will normally perform the review of the members of each Division.  A variety of data is provided 
to each division director and leader to support the APR process.  The data includes, but is not limited to 
resident and student evaluations, clinical operations, patient satisfaction and SAM data. Any faculty 
member, who is not assigned to a Division, will be reviewed by the Chair (special appointments, adjunct 
appointments, Emeritus faculty, etc).  

 Upon receipt of the completed peer review evaluations, the Division Director shall prepare his/her annual 
review and subsequently meet with each individual faculty member to personally go through the report. 
The faculty member or the Division Director may add supplemental comments to the online review prior 
to completing the annual process. When applicable, the reviews will be used to determine the annual merit 
exercise by the Executive Committee or the Chair (if designated by the committee). 

It is the goal of the Department to conduct all reviews in a consistent and impartial manner. Either party 
may request a different person. If both reviewee and reviewer agree, the Chair becomes the reviewer. 
Unilateral requests to change a reviewer will be reviewed and approved by the Executive Committee, 
including senior faculty. 

Faculty requiring post-promotion review in a given year (every five years) will have a comprehensive review 
that follows the guidelines below for that year only. 

The annual review process is reviewed by the Department of Obstetrics and Gynecology Executive 
Committee periodically and is subject to change. 

The start of the annual review process triggers a separate but related, process for the review of progress 
toward promotion for tenured associate professors in the Department of Obstetrics and Gynecology. This 
annual process is outlined below. 

Progress Toward Promotion Advisory Review for Tenured Associate Professors 

At the time of annual review any faculty may request a review of their readiness to be considered for 
further promotion by the department ‘Progress to promotion’ subcommittee for each track. The 
discussion of the subcommittee stressed the importance of recognizing this review of progress to 
promotion is not intended as an evaluative process, and is advisory only to the candidate. For those who 
request such a review the following procedure will be followed.  

 



 

1) At the time of announcement of annual review for the given year, a meeting of the subcommittee of 
Track specific Full professors will be called. Prior to this, meeting the (Executive) Subcommittee Chair 
will contact all tenured Associate Professors and request their selection of their nominated reviewer. 
This may be a faculty member from inside or where there is not sufficient overlap of focus area from 
outside the department but must be a Tenured Full Professor, and preferably from SMPH since it is 
SMPH that reviews for promotion. Discussions of any considerations relevant to the process will take 
place in order to ensure both familiarity with the promotion guidelines and consider anything relevant 
to ensure consistent review of all candidates. 

2) The candidates will submit the following documents to the subcommittee Chair, by the Annual review 
deadlines: 

•  their annual review materials, redacted of irrelevant data as the candidate sees fit (since 
annual review may cover areas beyond those of concern for promotion),   

• a complete CV or equivalent (such as draft promotion document) and  
• a narrative to clarify as needed the submitted information relevant to evaluating the 

progress made. 
3) The information and any prior year’s letters from the subcommittee are shared with the reviewers of 

each candidate, which at a minimum would be the candidate’s Nominee and the Subcommittee Chair. 
[Note – further discussion is invited to consider a third be included]. The Subcommittee Chair will 
then contact the candidate to arrange a time and location for interview. At that time the clarification 
of materials submitted and mutual consideration of activities relevant to promotion will occur. 
Consideration will include the progress made with regard any items raised in previous years letters 
from the Subcommittee. 

4) Having gathered all information, the candidate’s nominated reviewer will prepare a summary report 
to share with the subcommittee chair for final presentation to the entire subcommittee. The structure 
of the report will follow the criterion for promotion in the area of focus of that candidate. A meeting 
of the subcommittee will be called. 

5) In the closing meeting, the Subcommittee Chair will coordinate discussion of each candidate’s progress 
with each nominated reviewer in turn presenting the summary and with open discussion of the material 
strictly with relevance to progress to promotion. Comments regarding strengths, weaknesses and 
omissions in building a package for promotion will be recorded for preparation in letter form. 

6) After the meeting, the subcommittee chair will confirm with the nominated reviewer the accuracy 
of a prepared letter as a reflection of the findings and committee discussion. The subcommittee 
chair will then meet with the Department Chair to review the letters and with the Department 
Chair’s Approval, the letters will be sent to the candidates. 

7) At the conclusion of business, a new chair for the following year should be selected from the track 
appropriate full professors with an emphasis on not being Division Directors (due to their focus on the 
parallel Annual Review process). 

8) Most SMPH tenure track faculty go up for promotion and tenure through the Biological Sciences 
Divisional Committee.  See “Guidelines for Promotion of Tenure Track Faculty to Professor” (Revised 
7/19/2017) https://uwmadison.app.box.com/s/6rxarbyc1zbbd64pz4w987btvf3qt4b9 

 

Post-promotion review 

Post-promotion review of Tenure, CHS and Clinician Teacher faculty shall occur at least once every five 
years. The Department will be notified which faculty members are due for a Post-Promotion review by the 
School of Medicine and Public Health. A letter will be sent from the Chair’s office to the faculty member 
notifying them of their upcoming Post-Promotion review and including the process at least one month 
prior to the onset of the annual review process. 

Post-promotion reviews will start with the Annual Performance Review (APR) process outlined above. 
Faculty members who have promotion packets for Full Professor in the process of review by the School of 
Medicine and Public Health or a Divisional Promotion committee are exempt from being subject to a Post-
Promotion review. 

https://uwmadison.app.box.com/s/6rxarbyc1zbbd64pz4w987btvf3qt4b9


 

CHS and Clinician-Teacher track faculty subject to a Post-Promotion review may elect to participate in the 
Annual Review Process above and fore-go any additional outside reviews. 

The post-promotion review panel will include the Department Chair. The Chair may in turn designate an 
appropriately knowledgeable senior faculty to assist in the process (the Primary Designee). As in the Annual 
Review process, the Division Director may be the primary designee, but because the Division Director may 
not be in the same track, and the focus is on track requirements and not divisional priorities, another 
faculty inside or outside the Department may be more appropriate. In the event the Division Director is 
not the primary designee, they may still meet with the Primary Designee (on written request for approval 
by the Chair) to share their recommendations.  

The Faculty Review will begin with the Chair notifying the faculty member of the identity of the Primary 
Designee. The faculty member may object to the choice of primary designee as outlined in the Annual 
Review Process above. The faculty member may also request inclusion of an independent reviewer from 
outside the Department and shall notify the Chair and Primary Designee of that person’s  

identity and contact information within 7 days. The independent reviewer must be of equal or greater rank 
to the faculty member under review and in the same track. The independent reviewer must also be 
available to give timely input on the review to the Primary Designee.  

The Primary Designee is responsible for convening the review panel, creating the post-promotion report 
and coordinating the closing meeting with the faculty member within the SMPH Deans office stated 
deadlines. The Primary Designee will provide the outside reviewer with the Annual Review reports from 
the review period and the faculty member’s Post promotional review Materials. The Primary Designee will 
meet with the panel and prepare a written Post-Promotion Review Report to be presented and discussed 
in person with the faculty member. The report will be signed by all members of the Post-Promotion Review 
Panel, including the Department Chair. Following the meeting with the faculty member, the faculty 
member and the panel will have the opportunity to add further comments in writing to the report. A copy 
of the summary (and reply) shall be placed in the personnel file of the faculty member with a copy of the 
final report submitted to the Dean’s office. 

Tenure track 

The tenure track faculty member contributes to the research, educational, and service missions of the 
department. The faculty member is expected to develop and maintain a strong extramurally funded 
research program as evidenced by extramural research support; invitations to speak at national or 
international conferences; invitations to participate as visiting professor; invitations to prepare books, 
chapters, or reviews; service on editorial boards or as an officer in a national or international professional 
society; awards or honors--regional, national or international; appointment to governmental review panels 
or committees; and/or appointments to major committees of national professional societies. 

Potential educational roles include didactic instruction; clinical instruction; supervision of medical 
students,  graduate  students,  residents,  or  undergraduate  students;  mentoring of postdoctoral trainees; 
new course development; development of innovative approaches to teaching, service as a director of a 
major course or training program; published textbooks, syllabi, or articles on educational research; and a 
scholarly approach to patient care. 

Service to the department, school, university, and academic community nationally or internationally is 
expected. Clinician faculty are expected to participate in clinical practice as part of the department’s service 
mission but clinical service in itself is not a tenurable activity. Academic activities related to clinical service, 
however, are.  

To carry out the post-tenure review process in the Department of Ob/Gyn, the Faculty under review will 
submit the following information to the post-tenure review panel. The Department will make available 
annual review materials for the period under consideration from prior years, but Post tenure review is 



 

focused on particular faculty track requirements and so additional material will be needed.   The Promotion 
style CV will contain most needed material. Relevant activities in Research, Teaching and  

Service are listed below. Otherwise a single summary document containing these data will greatly aid 
reviewers. Such a document may be supplemented by additional documents (pending grants and grant 
reviews, publications in press, reports of societies or academic units in which the Faculty member 
undertakes service). The reviewers’ report should comment on these categories and follow the rubric 
attached.  

 

Research 

1. Research publications in the 5-year period should be divided under the following categories: 

a. Senior author, or primary from lab 

b. Co-author, with major contribution from lab (describe level of involvement) 

c. Co-author, with minor contribution from lab (describe level of involvement) 

d. Reviews 

2. Funding 

a. Funded grants:  List grants that were active at any time during the review period, in each case 
specifying agency, role, title, project period, and either total direct costs or annual direct costs. In 
the case of co-PI grants, amounts coming to the PI’s lab (salary and supplies) should be listed. No-
cost extensions should be clearly described. 

b. Unfunded and pending grants: List unfunded grants that were written as PI, or co-PI (when 
substantial effort is involved). Pending grants should be similarly listed. 

c. Non-research grants, including renovation, teaching, training grants (agency, title, project period, 
total DC; PI, co-PI, or collaborator) 

3. Invited presentations 

 Invited presentations documenting national and international stature 

 

Teaching  

1. Department or Program assigned Teaching (SMPH or other).  
List lecture contact hours and lab contact hours for each year in the 5-year period.  Numerical 
summaries of teaching/student evaluations will be compiled by the reviewee. The reviewers will 
describe the average of the teaching scores over the 5 years of the review period.  

2. Other didactic teaching 

3. Mentored teaching (listing, individual names and project periods) 

a. Junior faculty 

b. Postdoctoral fellows (MD and PhD) 

c. Graduate students/Medical students 

d. Undergraduates 

e. Thesis Committee Service 



 

4. Teaching awards/National recognition of teaching scholarship and accomplishments 

 

Service 

1. SMPH and UW Committee service  

2. National Service (Editorial Board, Professional Societies, Study Section, numbers of manuscript/grant 
reviews) 

 
3.     Outreach 

  

Summary:  Brief (1 page) summary of career plans for the future (FP&P 7.17.C.2.a.). 

Outside letters of evaluation are not required, but they may be included if the faculty member chooses. 

Review process. 

Using this information from the reviewee, the review panel will prepare a summary that presents the data 
as objectively as possible in the categories listed above. The summary will be provided to the reviewee for 
clarification of any errors.   

Following any revisions, the Primary Designee will present the review to the executive committee, 
concluding with a brief overall summary of performance, which can address any information/mitigating 
issues relevant to performance in each area.   

Expectations. Although it is not possible to precisely define departmental expectations given the diversity 
of research areas and contributions of faculty members, a brief description of these expectations in the 
primary and/or secondary track (as appropriate at the time of promotion) is provided below. A rating rubric 
for expectations is available for additional guidance.  

Research. It is expected that each faculty member will sustain a nationally/internationally recognized 
research program. This recognition is most clearly demonstrated by obtaining peer-reviewed grants (e.g. 
federal), and publishing original research in peer-reviewed journals. Other types of research performance 
may include successful patent applications, nonfederal/foundation grants, invitations for review 
articles/seminars/conference presentations, and collaborative research/co-PI status on grants.  

Teaching. Each faculty member is expected to sustain a teaching commitment as evidenced by an 
appropriate number of lectures and/or reasonable involvement in laboratory-based teaching in SMPH 
courses. Teaching outside the school and mentoring of graduate students/postdocs are also significant 
additions to an individual's teaching commitment. 

Service. It is recognized that SMPH faculty are obligated to participate in departmental and SMPH as well as 
campus committees and/or academic units that are required for relevant academic/service purposes. It is 
expected that each faculty member will share in this departmental and/or program responsibility by 
significant service participation.    

After discussion, the executive committee will submit votes by anonymous ballot for the stipulated 5-year 
period as follows: Exceeds expectations – meets expectations – does not meet expectations –  in each 
relevant area (Research, Teaching, Service), in addition to overall performance.  The results of each area as 
well as the overall rating will be tabulated, and will then be reported verbally to the Committee. The 
performance rating to be assigned to each area will be determined by a simple majority of the Committee 
votes. The chair will write a short summary of the discussion and outcomes of the different  

areas, reflecting the spirit of the discussion as is appropriate, which will be approved by the reviewers prior 



 

to appending it to the review, and sending it to the reviewee. The reviewee will be given an opportunity to 
respond in writing to any issues or factual errors in the review within 30 days after receipt. The summary, 
any written response, and any other documentation evaluated and not readily available elsewhere will be 
considered confidential, and filed by the department.  

Following the departmental executive committee’s review, the final executive committee's performance 
report with the Chair’s executive summary, and the executive committee’s determination on whether the 
reviewee exceeds, meets, or does not meet expectations in research, teaching, service, and overall 
performance, as well as any response from the faculty member, shall be forwarded to the Dean. In special 
circumstances, the departmental executive committee’s review may also be forwarded to the Provost (see 
FPP 7.17.C.6, 7). 

CHS track 

The CHS track faculty member contributes to the SMPH’s missions through a scholarly approach to patient 
care, teaching and/or research. Clinical activity requires demonstration of outstanding clinical performance 
combined with an in-depth commitment to furthering the knowledge base of practitioners in the region or 
nation. Clinical duties are primary and typically comprise at least 50% of the faculty member’s effort. They 
include provision of care to patients at UW Health or other locations, providing oversight of students and 
trainees in clinical settings within the academic health center, providing oversight, direction and training of 
other clinical practitioners in a clinical  or community-based health care setting, providing leadership in the 
area of clinical training and clinical or community-based health care setting, and/ or  leading efforts in areas 
such as comparative effectiveness, public health or biomedical informatics.  

         

The CHS faculty member will have an active role in the training/education of medical students, residents or 
other learners in a clinical or public health discipline. Consistent with the individual’s background, this 
position may pursue independent research as well as collaborate with other established researchers. CHS 
appointees generally will have the MD, PhD, or other terminal degree in the discipline in which they are 
appointed. 

The faculty member is expected to develop a unique or exceptional teaching program and to establish an 
external reputation for her/his program. It is useful to distinguish two kinds of teaching: 

• (a) clinical teaching - may involve lecture, demonstration, one-on-one teaching in a clinical or 
community-based setting, and postgraduate and continuing education service, service as a clerkship 
director, or management of a residency program 

• (b) classroom teaching - may include lectures, seminars, laboratories, discussion sections, 
workshops, and service as a course director 

Research efforts may include but are not limited to bench science (not typical), clinical trials,  

Epidemiological studies, community-based research programs, comparative effectiveness studies, or 
collaborative research in clinical, medical bioinformatics, or community health intervention studies. 

Service to the department, school, university, and medical community regionally or nationally is expected. 

Clinician-teacher track 

Clinician-teacher track faculty provide service through the provision of patient care as their primary 
responsibility. Medical student and resident education within the context of the clinical practice is expected. 
Clinician-teacher faculty may participate in research such as through the accrual of patients to clinical trials. 
Service may also be part of the role of the C-T track faculty, through participation in the governance of the 
department and the School of Medicine and Public Health, and through medical community service. 



 

Support toward promotion for Department of Obstetrics and Gynecology faculty by track and rank is 
provided.  Timelines supporting peer partnering, establishment and success of mentoring committees, and 
progress toward promotion are outlined. 

 

 Mentoring Track Timelines 

Tenure Track Timeline 
 Assistant Associate Professor 

Onboarding Peer Partner Assigned  
Goal: Provide guidance on day-to-day aspects of working in OB Gyn Department and UW 

6-12 months after 
hire 

• Develop individual plan (IDP) 
• Work with Division director – 

create mentor committee 
(Chair + 2-3 Faculty from within 
or outside Department, based 
on your needs) 

• Schedule first mentor 
committee meeting 

  

Ongoing • Document all mentor committee meetings 
• Document teaching activities: course numbers plus all student 

evaluations and  1-3 peer reviews of teaching per year  

 

Annually • Annual Review by Division director or chair (Dept. Ob-Gyn); includes annual peer reviews (2) 
• Update CME and other activities to SAM system for physician compensation ( due January and 

July) 
• Update CV annually; see SMPH guidelines for publication reporting - Tenure Track 
• May request “Progress to promotion” advisory review of readiness for promotion 

During first 2 years • Meet with mentor committee 
every 4 months 

OR 
• If working with program 

mentor for institutional or 
national research grant, file 
notes from  all mentor 
meetings 

PLUS 
• Meet annually with 

Department - led mentor 
committee  

  

From 3rd year, until 
promotion  

• Meet annually with 
Department - led mentor 
committee  

• Continue to document notes 
from all mentor committee 
meetings 

  

At 5 Year Mark • Review promotion readiness 
• Determine, with Division 

director and Faculty 
Development team 

• Prepare promotion packet as 
appropriate with 
administrative staff support 

•  

• Post-promotion review – 
process set up at time of 
annual review for selected year 

• Review promotion readiness 
with mentor committee and 
Faculty Development team  

• Prepare promotion packet as 
appropriate with 
administrative staff support 

• Post-promotion 
review – process set 
up at time of annual 
review for selected 
year 

•  



 

RESOURCES • OB GYN Intranet: Faculty Development - 
https://know.obgyn.wisc.edu/sites/facultydevelopment/default.aspx 

• OB GYN Extranet: Faculty Development -  http://obgyn.wisc.edu/our-department/faculty-
development/Default.aspx 

• UW SMPH Intranet: Faculty Appointment and Promotion documents - 
https://intranet.med.wisc.edu/faculty-affairs-and-development/overview-of-faculty-
tracks/appointment-and-promotion/ 

 
 

 

 
CHS Track Timeline 

 Assistant Associate Professor 
Onboarding Peer Partner Assigned  

Goal: Provide guidance on day-to-day aspects of working in OB Gyn Department and UW 
6-12 months after hire • Begin to develop individual 

plan 
• Work with Division director – 

create mentor committee  
• Schedule first mentor 

committee meeting 

  

Annually • Annual Review by Division director or chair (Dept. Ob-Gyn); includes annual peer reviews (2) 
• Update CME and other activities to SAM system for physician compensation ( due January and 

July) 
• Update CV annually 

First 3 years • Meet twice a year with mentor 
committee  

  

At 5 Year mark  • Post-promotion review – 
process set up at time of 
annual review for selected year 
– may elect to participate in 
Annual Review process ONLY 

 

• Post-promotion 
review – process set 
up at time of annual 
review for selected 
year – may elect to 
participate in 
Annual Review 
process ONLY 

 
 

 

 

 

 

 

 

 

 

CT Track Timeline 
 Assistant Associate Professor 

https://know.obgyn.wisc.edu/sites/facultydevelopment/default.aspx
http://obgyn.wisc.edu/our-department/faculty-development/Default.aspx
http://obgyn.wisc.edu/our-department/faculty-development/Default.aspx
https://intranet.med.wisc.edu/faculty-affairs-and-development/overview-of-faculty-tracks/appointment-and-promotion/
https://intranet.med.wisc.edu/faculty-affairs-and-development/overview-of-faculty-tracks/appointment-and-promotion/


 

Onboarding Peer Partner Assigned  
Goal: Provide guidance on day-to-day aspects of working in OB Gyn Department and UW 

6-12 months after 
hire 

• Develop individual plan 
• Work with Division director to 
             Set professional goals  
             Determine need/desire 
for mentor(s) 
• As appropriate: 

         Select mentor(s)      
         Schedule 1st mentor 
committee meeting 

    

  

Resources Individual Development Plan (IDP): 
Mentoring Toolkit Resources: 

For those with 
mentor committee 

• Meet with mentor committee  
• (TBD: schedule for meetings) 

  

Annually • Annual Review by Division director or chair (Dept. Ob-Gyn); includes annual peer reviews (2) 
• Update CME and other activities to SAM system for physician compensation ( due January and 

July) 
• Update CV annually 

(TBD: Year 1 – 5) • Review IDP  
with peer partner, mentor, or 
Division director, determine if 
on track for career and 
promotion goals 

  

At 5 Year mark • Review promotion readiness 
• Determine, with Division 

director and Faculty 
Development team 

• Prepare promotion packet as 
appropriate with 
administrative staff support 

 

• Post-promotion review – 
process set up at time of 
annual review for selected year 
– may elect to participate in 
Annual Review process ONLY 

 

• Post-promotion 
review – process set 
up at time of annual 
review for selected 
year – may elect to 
participate in 
Annual Review 
process ONLY 
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