3.6.1 Administrative and Professional Faculty Development, Evaluation and Recognition Policy
3.6.1.1 Purpose – To create an environment for administrative and professional faculty that promotes
high performance and continuous improvement resulting in optimal efficiency and effectiveness in
the delivery of services that foster student success.
3.6.1.2 Application – This section of the policy applies to all full-time administrative and
professional faculty.
3.6.1.3 Guiding Principles and Overview - The VCCS Administrative and Professional Faculty
Development, Evaluation, and Recognition System provides a mechanism for evaluating
administrative and professional faculty performance while adhering to principles designed to assure
that the process is meaningful and purposeful for the faculty member and the supervisor.
a. Guiding Principles
The spirit and intent of the Administrative and Professional Faculty Development,
Evaluation, and Recognition System for Virginia's Community Colleges is to foster a
culture of engagement and accountability by investing in the professional development
and performance of each faculty member. Purposeful and mutually reinforcing
professional development, evaluation, and recognition aligns faculty performance with
the mission, goals, and values of the VCCS, the college, campus, division,
department, and the faculty member. Transparent, well-defined, and measurable
performance expectations are discussed, agreed upon, and monitored in a
collaborative and constructive manner. Evidence informs evaluation and professional
development decisions and exemplary performance is acknowledged.
Faculty are expected to achieve high standards of performance, to establish and pursue
challenging goals, and to be results and outcomes-oriented. They can expect that their
supervisor will provide them with guidance, support, encouragement, due recognition,
and a fair assessment of their contributions to the college's mission.
The guiding principles of the Administrative and Professional Faculty Development,
Evaluation, and Recognition System reflect a focus on continuous improvement with the
goal of strengthening both individual and organizational performance. The administrative
and professional faculty:
i.

Share a commitment to the mission of the VCCS and to the mission of individual
colleges within the VCCS

ii.

Cultivate a culture of high performance and collaboration; foster lifelong learning;
pursue knowledge; and demonstrate a spirit of service

iii.

Focus on student success

iv.

Respond to the changing needs and cultural diversity of the students, faculty,
staff, and the local community by creating and maintaining a diverse and

inclusive learning environment
v.

Perform job responsibilities to the highest ethical and professional standards,
apply best management practices; and adhere to the VCCS Code of Ethics
and to the code of ethics established by their respective college.

b. Overview
The VCCS Administrative and Professional Faculty Development, Evaluation, and
Recognition System acknowledges the substantial differences in the function, role, level
of authority, scope of work, and day-to-day tasks for which administrative and
professional faculty are responsible. Therefore, the primary performance domain under
which all administrative and professional faculty are to be evaluated is associated with the
core job responsibilities, outcomes-based measurements, and performance expectations as
outlined in the faculty member’s position description. In addition, administrative and
professional faculty are evaluated based upon performance domains that reflect essential
competencies of the position held and as prescribed by the college.
The VCCS Administrative and Professional Faculty Development, Evaluation, and
Recognition System also provides a mechanism for strengthening both individual and
organizational performance by requiring the establishment of annual objectives. Each
year, administrative and professional faculty members, in collaboration with the
supervisor, are expected to develop meaningful and purposeful objectives to serve as
individualized performance and professional development initiatives.
Finally, the VCCS Administrative and Professional faculty Development, Evaluation, and
Recognition System includes provisions for acknowledging exemplary performance and
contributions. Each college is to develop a recognition program that is customized to the
culture and available resources of the college.
3.6.1.4 Performance Evaluation and Annual Objectives
a. Performance Evaluation
i. The evaluation plan for each college should be differentiated as needed
between administrative faculty and professional faculty, including
identification of the performance domains for each.
ii. All administrative and professional faculty must be evaluated in each of the
following performance domains:
 Core Job Responsibilities – Professional activities, performance
expectations, measurements, and outcomes as delineated in the
faculty member’s position description.
 Non-routine and/or Strategic Responsibilities and Activities – Special
projects or assignments; activities in support of the strategic plan of
the organizational unit, the college, or the VCCS; other duties and
responsibilities not specifically included in the faculty member’s
position description.
 College, Community, and Professional Service – Participation in
college and/or community organizations or activities and/or activities
in service to the profession. Participation in such activities is not done

for additional compensation, but is an expectation of the faculty
member’s role as a professional. Service activities are divided into
four categories: college representation, college citizenship,
community citizenship, and service to the profession. Activities in
this domain are differentiated as follows:
o College Representation – Service activities that involve a
direct connection between the faculty member who engages in
the specific activity and his/her position at the college.
o College Citizenship – Service activities that are in support of
college or VCCS initiatives in which the participant is not in a
leadership role for the activity.
o Community Citizenship – Service activities that are not
directly related to the faculty member’s employment at the
college, but in which the faculty member is acting as a
community resident.
o Service to the Profession – Significant contributions to the
field of higher education at the state, regional, or national
level.
 Professional Growth and Development – Activities specifically
associated with the faculty member’s continuing education,
enhancement of professional knowledge, skills, and abilities, and
improvement of job performance.
iii. Administrative and professional faculty who have supervisory
responsibilities must also be evaluated in the Management Effectiveness
performance domain:
 Management Effectiveness – Supervisory and/or unit management
activities, including but not limited to, leadership, management of
faculty and staff, and resource management responsibilities.
iv. Evaluation plans may include additional performance domains as
determined by the college or as applicable to the administrative and
professional faculty positions being evaluated. Evaluation plans are
expected to acknowledge that faculty responsibilities and priorities vary
from year to year and, therefore, provide for collaboration and negotiation
between the faculty member and the immediate supervisor at the beginning
of each evaluation year in order to establish the performance domains to be
evaluated. Such additional domains may include, but are not limited to:
 Fiscal Responsibility
 Student Success
 Customer Service
 Collegiality, Communication, and Collaboration
 Ethics, Integrity, and Adherence to Policy.
v. Evaluation Ratings: Evaluation plans must provide for an overall summary
rating of either “Meets Expectations” or “Does Not Meet Expectations.”
However, it is not required that there be an evaluative rating within each
performance domain. Instead, within each domain, it is appropriate and
sufficient to provide a narrative assessment of performance that is meaningful
and purposeful and that offers actionable feedback by identifying:
 areas of notable success

 areas in need of improvement
 areas in which changes in faculty responsibilities are warranted.
vi. Self-Assessment: Evaluation plans must require that evaluative input be
provided by the faculty member in the form of a self-assessment. The selfassessment must include analysis of activities within each performance
domain as well as progress toward achievement of annual objectives.
vii. Formative Feedback: Evaluation plans must provide for solicitation and
analysis of formative performance feedback from a sampling of individuals
supervised by the faculty member, peers, individuals to whom the faculty
member provides a service, and individuals with whom the faculty member
has professional interactions. Such input must be gathered at least once every
three (3) years and provided to the faculty member and the faculty member’s
immediate supervisor for the primary purpose of assisting the faculty member
in identifying strengths and developing strategies for self-improvement. A
summary of the analysis of such formative feedback received during the
evaluation cycle and any strategies implemented by the faculty member for
the purpose of self-improvement should be included in the faculty member’s
self-assessment. Additional formative feedback, especially from the faculty
member’s supervisor, is expected to be provided by formal and informal
means on an ongoing basis.
viii. Based upon available input and other evidence, the supervisor’s evaluation of
the faculty member will include analysis of performance in each of the
applicable performance domains, analysis of formative feedback provided to
the faculty member during the evaluation cycle, analysis of progress toward
achievement of annual objectives established during the evaluation period,
and other activities as appropriate.
b. Annual Objectives – The intent of annual objectives is to identify and establish
priorities that represent an extension of performance expectations.
i. Faculty members must establish annual objectives in consultation with the
supervisor. Objectives thus established should be related to the strategic
goals of the organizational unit, the college, and/or the VCCS; to the
professional growth and development of the faculty member; or to
improvement in specific areas of the faculty member’s job performance.
ii. The faculty member and supervisor must have a mid-year feedback session to
discuss the status of previously established objectives. Discussions regarding
the progress and completion of annual objectives may occur more frequently
at the request of the faculty member or the supervisor.
iii. Assessment of progress toward achievement of annual objectives must be
included in the performance evaluation.
3.6.1.5 Reward and Recognition
Administrative and professional faculty who have demonstrated exemplary performance, and
whose contributions have made a significant positive impact on the unit, campus, college or
the VCCS, should be acknowledged. Evaluation plans must include formal provisions for
recognizing and rewarding performance that exceeds expectations.
3.6.1.6 Development and Evaluation Plan for Administrative and Professional Faculty

a. Preparation of Plan - The Virginia Community College System will prepare an
Administrative and Professional Faculty Development, Evaluation, and Recognition
Plan. Colleges may adopt the VCCS Plan or may develop a local plan customized to
the college culture and environment. College plans must be formulated in accordance
with the provisions of this policy and must adhere to the Guiding Principles for
Administrative and Professional Faculty Development, Evaluation, and Recognition,
as provided herein.
b. Required Elements - Evaluation plans must include the following components:
i.
Provision for evaluation of both administrative and professional
faculty personnel
ii.
Description of the domains for faculty performance expectations
iii.
Provision for evaluative input to be provided by the faculty member
in the form of a self-assessment
iv.
Provision for solicitation and analysis of formative performance
feedback from a sampling of individuals supervised by the faculty
member, peers, individuals to whom the faculty member provides a
service, and individuals with whom the faculty member has
professional interactions
v.
Identification of data source contributors to evaluation
vi.
Development and assessment of annual performance and professional
development objectives
vii.
Description of evidence required to support the evaluation:
 Where qualitative or quantitative performance measures have
been agreed upon in a performance domain, evidence should be
presented against which the quality and quantity of work may be
weighed
 Where output or outcome measures have been agreed upon in a
performance domain, evidence should be presented against which
the quantity and quality of work may be weighed
 Where work is done in collaboration or partnership with others,
faculty members should provide, to the extent reasonable,
evidence of the nature and extent of their involvement
viii.
Faculty member/supervisor conference resulting in a written summary
of the evaluation
ix.
Provision for a Reward and Recognition component
x.
Time frames, summary ratings, and eligibility requirements that
comply with the provisions of this policy.
c. Approval of Plan - The process for development of a local Administrative and
Professional Faculty Development, Evaluation, and Recognition Plan or a decision to
adopt the VCCS Plan must provide an opportunity for input from all administrative
and professional faculty at the college. The local plan, or adoption of the VCCS
Plan, must be approved by the college president. In the absence of a local plan,
developed and approved as prescribed above, the Virginia Community College
System Plan will be in effect.
d. Publication of Plan - The college evaluation plan must be widely disseminated and
prominently available to administrative and professional faculty and their
supervisors. The performance domains and evaluation criteria should be shared with

administrative and professional faculty within sixty days of the first day of
employment at the College.
e. Review of Plan - Each college’s Administrative and Professional Faculty
Development, Evaluation, and Recognition Plan must be reviewed at least every three
years. The review process must provide the opportunity for involvement of all
administrative and professional faculty. Recommendations for change must be
approved by the president. If the recommended changes are not approved, the
president must submit proposed modifications to the faculty for consideration.
Ultimately, the decision to accept modifications to the college plan rests with the
president. In the meantime, the existing plan will remain in effect.
3.6.1.7 Summary Ratings
a. Responsibility - The faculty member must present information and evidence to
support an overall summary rating of "Meets Expectations." If the supervisor’s
overall summary rating is appealed, the supervisor must provide information and
evidence to support a "Does Not Meet Expectations" rating.
b. Eligibility - Faculty members who receive an overall summary rating of "Does Not
Meet Expectations" are ineligible for promotion, ineligible for reward or recognition,
and ineligible for multi-year appointment (where applicable, subject to Review by the
Ad Hoc Appointment Advisory Committee).
c. Continuation Decisions
i.

ii.

iii.

Administrative and professional faculty who receive a summary
rating of “Does Not Meet Expectations” are subject to nonreappointment. If the supervisor recommends non-reappointment, a
copy of the recommendation and supporting documentation must be
forwarded to the vice-president, executive vice-president, or provost,
as appropriate. In cases involving a direct report of the vicepresident, executive vice-president, or provost, the decision to renew
or not to renew the faculty member's appointment rests with the vicepresident, executive vice-president, or provost. If the faculty member
is a vice-president, executive vice-president, provost, or other direct
report of the president, the decision to renew or not to renew the
faculty member's appointment rests with the president. The faculty
member must be notified in writing of the final decision regarding
non-reappointment.
If the college elects to reappoint an administrative or professional
faculty member who receives a summary rating of “Does Not Meet
Expectations,” the supervisor will develop and document a
Performance Improvement Plan. Progess toward satisfactory
completion of the Performance Improvement Plan will be reviewed
within six months of its establishment. Interim reviews may be
conducted more frequently in accordance with the terms of the
Performance Improvement Plan. Failure to comply with the
provisions of the Performance Improvement Plan may result in
dismissal of the faculty member.
For faculty who are evaluated on a calendar-year cycle, decisions
regarding continued appointments will be made by March 15 for first-

year faculty members and by January 15 for all other faculty.
However, for administrative faculty and for professional faculty who
are evaluated on a fiscal-year cycle, the college reserves the right to
modify the terms of the annual appointment contract. Notification of
non-reappointment decisions resulting from evaluation conducted on
a fiscal-year cycle will occur at least six (6) months prior to
termination of employment.

3.6.1.8 Evaluation Cycle and Frequency of Evaluations
a. Evaluation Cycle - For professional faculty who are eligible for multi-year
appointment, the evaluation process must operate on a calendar-year cycle. For all
other professional faculty and for administrative faculty, the evaluation process must
operate on a fiscal-year cycle.
b. Frequency of Evaluations
i.
Newly-hired administrative and professional faculty will complete an
interim evaluation within the first six months of employment and will
complete a comprehensive evaluation at the end of the first full evaluation
cycle that ends at least six months after employment. That is, newly-hired
faculty who begin employment at least six months prior to the end of an
evaluation cycle will complete an interim evaluation by a date to be
determined by the supervisor, approximately midway between the first day
of employment and the end of that evaluation cycle. In addition, the faculty
member will complete a comprehensive evaluation at the end of the
evaluation cycle. Newly-hired faculty who begin employment fewer than
six months prior to the end of the evaluation cycle will complete an interim
evaluation at the end of the evaluation cycle and will then transition to the
normal evaluation cycle.
ii.
Second and third-year administrative and professional faculty must
participate in a comprehensive evaluation process annually.
iii.
After the third year of employment, professional faculty working under a
multi-year appointment must participate in a comprehensive evaluation
process only in the final calendar year of that multi-year appointment.
During the intervening years between comprehensive evaluations, faculty
members will develop annual performance and professional development
objectives in collaboration with their respective supervisors. Progress
toward achievement of annual performance and professional development
objectives will be assessed annually and will be included in the faculty
member’s next comprehensive evaluation. Individual colleges reserve the
right to require comprehensive evaluation more frequently than as
prescribed above for professional faculty working under a multi-year
appointment.
iv.
Administrative faculty and professional faculty who are not working under
a multi-year appointment must participate in a comprehensive evaluation
process annually.
v.
Regardless of the nature of appointment, administrative and professional
faculty should meet with their supervisor twice annually, at mid-year and at

year-end, for a performance review and to discuss progress toward
achievement of annual objectives.

Professional faculty eligible for multi-year appointment
Faculty
Appointment
Type
First-year
faculty hired
before July 1

Evaluation
Cycle

Frequency of
Evaluation

Mid-Year
Review

Calendar Year

Twice during the
evaluation cycle
that ends on
December 31. An
interim evaluation
should occur
approximately
mid-way between
commencement
of employment
and the end of the
calendar year; the
second evaluation
must occur at end
of the calendar
year.

N/A

First-year
faculty hired
after July 1

Calendar Year

Once during the
evaluation cycle
that ends on
December 31.
Evaluation must
occur at end of
the calendar year.

N/A

Second-year
faculty, thirdyear-faculty,
and all other
faculty on a
one-year
appointment
Faculty on a
multi-year
appointment

Calendar Year

Annually

June

Calendar Year

Last full calendar
year of multi-year
appointment.

June

Annual
Objectives

Notification of
Nonreappointment
By March 15

It is
recommended
that first-year
objectives be
established
upon
commencement
of employment.
Each college
evaluation plan
may prescribe
other options
regarding
establishment
and assessment
of first-year
objectives.
It is
By March 15
recommended
that first-year
objectives be
established
upon
commencement
of employment.
Each college
evaluation plan
may prescribe
other options
regarding
establishment
and assessment
of first-year
objectives.
Established in
By January 15
December for
ensuing
calendar year.

Established in
December for
ensuing
calendar year.

By January 15

Administrative faculty and professional faculty not eligible for multi-year appointment
Faculty
Notification of
Evaluation
Frequency of
Mid-Year
Annual
Appointment
NonCycle
Evaluation
Review
Objectives
Type
reappointment
First-year
Fiscal Year
Twice during the
N/A
It is
At least six (6)
faculty hired
evaluation cycle
recommended
months prior
before
that ends on June
that first-year
to termination
January 1
30. An interim
objectives be
of
evaluation should
established
employment.
occur
upon
approximately
commencement
mid-way between
of employment.
commencement of
Each college
employment and
evaluation plan
the end of the
may prescribe
fiscal year; the
other options
second evaluation
regarding
must occur at end
establishment
of the fiscal year.
and assessment
of first-year
objectives.
First-year
Fiscal Year
Once during the
N/A
It is
At least six (6)
faculty hired
evaluation cycle
recommended
months prior
after January 1
that ends on
that first-year
to termination
December 31.
objectives be
of
Evaluation must
established
employment.
occur at end of the
upon
fiscal year.
commencement
of employment.
Each college
evaluation plan
may prescribe
other options
regarding
establishment
and assessment
of first-year
objectives.
Second-year
Fiscal Year
Annually
December Established in
At least six (6)
faculty and
June for
months prior
thereafter
ensuing fiscal
to termination
year.
of
employment.

3.6.1.9 Appeal - Administrative and professional faculty may appeal their evaluation through the
Faculty Grievance Procedure (VCCS Policy 3-13).

