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GOAL  

Based on the continued growth and expansion of the Emergency Medicine (EM) 

Department at Emory University, the Faculty Advocate Program (FAP) was enacted 

to create structure and development support for faculty members at all levels and 

positions.  

 

The Faculty Advocate serves as a supporter, occasional mentor, champion, talent 

developer and liaison on behalf of the department, for a group of faculty members 

to whom they are assigned. An advocate is a member of the Executive Committee 

and/or senior faculty member who will assist those advocatees in the process of 

defining, measuring and achieving goals. Advocates will also participate in 

supporting advocatees to be considered for opportunities available as identified by 

the senior leadership of the department and School of Medicine (SOM). The 

advocate will be familiar with the goals of their advocatee and will be responsible 

for advocating on behalf of their advocatee to department leadership. At times, the 

advocate may serve as a mentor. However, these constructs are distinct. The goal of 

the FAP is to identify and create development opportunities for faculty through 

advocacy and dialogue within the department, and also to support the faculty 

member(s) with constructive feedback and to consult and advise with them on their 

professional development independent of the role of the Medical Director, to whom 

the faculty members report based on site. The core roles and responsibilities of the 

advocate are outlined below.  

 

Advocate’s Core Roles & Responsibilities: 

 Assist in recruitment of talented faculty and fellows through the interview and 

vetting process 

 Serve as a resource for on-boarding and integration within the Department 

 Work with the  advocatee to develop a niche area/area of expertise 

 Assist new faculty members in identifying mentors to assist with their 

professional growth and development.  

 Within the first two years, develop a plan with the advocatee to set a pace of 

achievement for successful promotion  

 Support, where applicable, APT activities for their advocatees 

 Assist advocatees with concerns about their wellness through consistent 

check-ins and be knowledgeable about resources available for their advocatee 
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needs (e.g., Faculty Staff Assistance Program (FSAP), Work-life Resource 

Center) 

 Monitor Citizenship, Professionalism and Responsibilities (CPR) compliance 

for their advocatees 

 Understand and execute the timely completion of the annual CCPR aka 

Performance Review (PR) for their advocatees 

SCOPE 

During the recruitment process, each incoming faculty member will be assigned a 

faculty advocate. Each advocate will ideally be assigned up to a maximum of 8 

advocatees at any time. This does not include any “future” advocatees that may be 

joining the faculty. Advocates with 8 or more advocatees will be assigned additional 

advocatees:  

o If a current advocatee is resigning before the new advocatee arrives 

o At the Chair’s discretion  

 

It is expected that advocates will meet at the minimum 2-3 times per year, ideally 

more, with their advocatee to review goals and develop and commit to action plans. 

This should culminate in an End of Year (EOY) report that will inform the 

mandatory PR documentation for the SOM which is signed off by the Chair.  

 

The Faculty Advocate will:  

o Be responsible for remaining familiar with faculty goals of achievement and 

plans of action, and developing and directing plans regarding academic and 

clinical efforts, in association with the constructs of the PR, the Department 

of Emergency Medicine, and the SOM 

o Assist in articulating the setting, measuring and sharing of goals and 

opportunities with leadership faculty to be in alignment with the advocatee’s 

pace of achievements 

o Report periodically to the Executive Committee on faculty progress  

o Advocate for the participation of advocatee in advancement opportunities, 

where appropriate 
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o Participate in the management of any formal or informal Performance 

Improvement Plans (PIP’s), where necessary 

o Assist with identifying mentors as needed for the faculty member  

o Complete the annual Performance Review (PR) Report 

 

The Faculty Advocatees will:  

o Be proactive in scheduling meetings with their advocate at least three (3) 

times a year, including preparation for the PR compilation  

o Develop and maintain an open line of communication related to meeting 

goals, expectations, and wellness  

o Utilize technology/communication constructs as provided by the 

department, when applicable, e.g., Chair’s Podcast, Newsletter to guide 

discussions with their advocates 

o Develop and commit to the action plan for academic and clinical 

achievement  

	

Re‐assignment of Advocates: 

Periodically, it becomes relevant for an advocate or advocatee to change advocates. 

Each year, advocate participation will be reviewed with the Vice Chairs Committee 

and if needed, the Executive Committee, to discuss the following parameters:  

o Proposed changes to an advocate roster  

o Proposed changes in response to any advocatee’s request for change in their 

faculty advocate 

o Proposed changes to any advocatee/advocate relationship based on business 

and departmental needs  

 

Process for Advocate Change (by Advocatee Request only): 

Should an academic or institutional change occur, or should any advocatee want to 

request a change, the responsibility will be on the advocatee to request the change 

unless otherwise determined by the Vice Chair’s Committee and/or the Chair. The 

process for an advocate change is as follows:  

o The advocatee submits a formal inquiry via email to the Chair, Vice Chair of 

Faculty Equity, Engagement and Empowerment, and HR Operations Lead, 
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indicating a reason and making a request for change. The advocatee MAY 

request a specific new advocate, but that is not required.  

o The request is reviewed by the Chair, Vice Chair of Academic Affairs and HR 

Operations Lead to understand the request, and confirm alignment with the 

program and organizational needs.  

o If approved, two actions occur concurrently: 

• The advocatee is asked to meet with their advocate and let them know of 

their request for a change.  

• Once the conversation is completed and to confirm, the advocatee sends 

a formal email to the Vice Chair of Faculty Equity, Engagement and 

Empowerment, and the HR Operations Lead, cc’ing the current Advocate.  

o  The formal email/letter of request is reviewed by Vice Chair’s and/or Executive 

Committee during the next semiannual review period.  

o If the request is approved by the Chair, and subsequently by the Vice Chair’s 

Committee, the Department will submit to the advocatee and the new advocate 

a formal introduction articulating the timeframe of the change and a 

recommended deadline for the first meeting.  

o If the request is approved, the HR Operations Team will support the transition 

of any documentation including the advocatee’s information to the new 

advocate.  

 

Note:	If the Faculty Advocate desires to change their advocatee based on size, scope 

or need, the Faculty Advocate should contact the VC for Faculty Equity, Engagement 

and Empowerment requesting that change. The Faculty Advocate requesting the 

change should also communicate with their advocatee the need for the change and 

discuss with the proposed new advocate the rationale. In all parties are in accord, 
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the change will be executed and the process of communication as noted above will 

be executed. 

 

Proposed changes to the Advocate Roster/Advocate Changes based on 

professional/business needs: 

Occasionally, due to organizational growth and development, a change to the 

advocate roster is required, but not requested by Advocate or Advocatee. In this 

case, the following process applies:  

	

o The request/need for change is reviewed by the Vice Chair of Faculty Equity, 

Engagement and Empowerment and as needed the Chair and HR Operations 

Lead to understand the need, and confirm alignment with the program and 

organizational needs  

o If deliberation results in an affirmative change, the Vice Chair of Faculty Equity, 

Engagement and Empowerment will craft a formal message to the new 

proposed advocate and new advocatee, indicating the need for the change and 

as needed meet to discuss the change and any questions they may have.  

o The Vice Chair of Faculty Equity, Engagement and Empowerment succeeding 

the meeting with the advocatee, will craft a formal communication to the 

advocatee and new advocate to make the approved changes. An updated roster 

will be uploaded to Box.  

 

We have a group of leaders in our department who have dedicated themselves to 

provide advocacy and support for each member of our faculty. We also have a high 

caliber of physician-faculty members throughout our faculty. We expect that all 

faculty will embrace the FAP with a high level of enthusiasm and will work diligently 

and professionally to make the advocate relationship as fruitful as possible.  

 

If you have any questions regarding the Faculty	Advocate	Program, please contact 

Dr.	Sheryl	Heron,	sheron@emory.edu or 404‐483‐2578. 
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RECRUITMENT 

Faculty Advocates are an integral part of the recruitment process for prospective new faculty 

members who apply for a fellowship or faculty position in the Department of Emergency 

Medicine. 

 

Once a fellow or faculty member is vetted, interviewed and offered a position in the DEM, the 

HR recruitment leadership team in consultation with the Chair and Department 

Administrator follows the process below: 

o Determines who would be best suited to serve as the new faculty member/fellow’s 

advocate, based on the applicant’s interests/specialty/areas of expertise 

o Review the current advocate tree to assess capacity for the proposed advocate to 

assume another faculty member 

o Recommend the proposed advocate by consensus 

o Vice Chair of Faculty Equity, Engagement and Empowerment contacts the 

prospective advocate to solidify buy-in and confirm that the faculty member agrees. 

 

Note, during the interview process, the recruitment leadership team will review the faculty 

applicant’s CV and letter of intent and deliberately ensure prospective faculty advocates will 

be a part of the interview process. 

 

The respective Fellowship Director or her/his designee will assign a faculty advocate to 

fellowship applicants. 

 

On‐Boarding 

Advocates are an integral part of the on-boarding process for new faculty. Upon designated 

as a new faculty advocate, the advocate should be in contact with the HR On-Boarding to be 

familiar with when the faculty arrives to campus, has shadow shifts as well as serve as part 

of the welcome to Emory. See detailed flow sheet of the process for onboarding here. 
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APPOINTMENTS, PROMOTIONS, & TENURE (APT) 

The Department of EM values and is committed to the advancement and academic 

promotion of our faculty. Upon arrival to Emory, faculty members are given the 

guidelines/links for promotion within the SOM. The timeline for promotion should begin 

upon the faculty member’s arrival to the Department, so a deliberate and focused attention 

to successful promotion is put in place. The faculty advocate serves as the conduit to assist 

in the promotion process.  

 

Internal to the department, there is an APT committee that meets semiannually to review 

faculty members who, based on their time in rank, are eligible for promotion. Members of 

the APT committee are assigned a faculty member to review for promotion eligibility. The 

faculty advocate serves as a point person to ensure readiness of the faculty member in 

question and to ensure a robust promotion packet is created. That includes the metrics 

needed for education, scholarship/research and service. The explicit guidelines for 

promotion from point of entry to the department were created by the SOM to ensure that 

faculty is aware of the parameters needed to achieve these metrics in the categories noted 

above.  

 

The information and documents needed for promotion are available on the EM faculty 

resource website found here:  

http://em.emory.edu/documents/Resources%20Bouquet3.pdf 

See	Section	8	for	sample	letters	typically	used	for	promotion	
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OPPORTUNITIES  

 

Department  

o Faculty Development Sessions – typically 3rd Thursday every other month 

o Committee Involvement  

o Education, Research, Global Health, IDEAS, other Departmental Committees 

	

School of Medicine 

o SOM Career Development – See important links  

o Discuss interests and aspirations with your faculty advocate 

o Committee involvement based on interest 

 

University Committees 

 Senate and others _ See important links 

 

Regional 

o Service 

o GCEP, GSMA, Atlanta Medical Association 

o Education 

o SE SAEM 

 

National 

o SAEM, ACEP, AAEM, NMA, APA 

	

Other 
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CAREER CONFERENCE PERFORMANCE REVIEW (CCPR)  

aka Performance Review (PR) 

Completion of the CCPR, aka PR, is a mandate of the SOM and Liaison Committee on Medical 

Education (LCME). Each department in the SOM is expected to have 100% compliance. We 

support this vision, and, as a department, we view the PR as an opportunity for faculty 

advocates and their advocatees to meet to discuss the advocatee’s growth and development 

in our department. The PR includes components of evaluation, feedback, and short- and long-

term goal setting for the faculty. During these meetings, advocates are strongly encouraged 

to develop discussion points and feedback in direct alignment with the Citizenship, 

Professionalism and Responsibility (CPR) expectations of the department. The goal is for the 

advocatee to receive feedback on his or her performance, to share and develop goals for 

future performance, and to develop a plan to accomplish their goals each year. Each year 

each faculty member in our department will have the opportunity to meet directly with the 

Chair. As a department, we recognize that the FAP serves to augment and assist with 

completion of the PR. As noted in the scope of the advocate’s responsibilities, to be effective, 

we expect that there will be 2-3 advocate/advocatee meetings per year. The culmination of 

these meetings should inform the completion of the PR. The first two advocate/advocatee 

meetings should include discussion of the progress towards the stated goals and action items 

for the PR. For faculty within one year of hire, while the PR is not mandatory, we encourage 

you to complete the PR as a guidepost to create short- and long-term goals in the department. 

Guidelines for best practices for completion of the CCPR are below. You should familiarize 

yourself with the guidelines to ensure a productive meeting between faculty advocates and 

their advocatees.  

 

Best	Practices	for	Successful	Career	Conferences	(adapted	from	SOM	Office	of	Faculty	

Development)	

 

Prior to Career Conference Report Meeting: 

 Gather teaching evaluations from residency and fellowship programs so that you can 

provide feedback to your faculty. 

 Review part 1 of the career conference report so that you are familiar with the 

successes and challenges the faculty faced this year. Faculty appreciate being 

recognized for their contributions and the fact that you took time to prepare for the 

meeting 
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 Review previous year’s Career Conference Reports to determine if there are any open 

action items or performance concerns that were not addressed. 

 If the possibility of promotion is imminent for a faculty member, review promotion 

guidelines before discussing promotion possibilities. 

 

During the meeting: 

 Review last year’s goals, and if they were not met, discuss to identify the barriers and 

whether the goals were realistic. 

 Try to present both strengths and weaknesses for all three missions (education, 

scholarship, service). Frame the weaknesses in the context of what was done well and 

remind faculty that we all have opportunities for development. Any serious 

performance-related issues should be addressed and noted in writing. This is also a 

good time to give any personal examples or experiences. 

 Create specific	goals or milestones to address weak areas and to ensure continued 

success. Ask for the faculty member’s input on how to improve his/her performance. 

 Find out what the faculty member’s expectations are in terms of career progression. 

Develop a plan for meeting those expectations or help to create more realistic ones. 

Refer the faculty member to the promotion guidelines. 

 Ask the faculty member if there are any other items he/she would like to discuss that 

were not listed in the Career Conference Report. This is a good opportunity to address 

wellness and work-life concerns. 
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FLOWSHEET 

Year 1 

This is one of the most important years for our new colleagues.  Once the new faculty has 

accepted a faculty/fellowship position within the Department of EM, the faculty advocate 

will be advised and expected to participate with meetings and onboarding of new faculty 

 

First Quarter (July – September) 

Faculty advocate should schedule their first meeting with the advocate within 90 days 

of the faculty start date. 

 Review the role of the faculty advocate 

 Discuss the contents of the advocate curriculum including timeline for 

promotion 

 Encourage participation in the EM faculty development days 

 Determine when the faculty member may/want to present in resident 

conference and commit to attending and assisting with lecture presentation 

 Ensure advocate has the necessary support to be successful in passing the 

Written Boards 

	

Second Quarter (October – December) 

Faculty advocate will review the performance reviews, while not mandatory, to assist 

advocatees in developing goals and objectives 

	

Third Quarter (January – March) 

 Faculty Advocate will meet with the advocatee to check in to determine what 

opportunities internal or external to the department the advocatee may 

benefit from 

 

Fourth Quarter (April – June) 

 Check in 

 Discuss the Performance Review – upcoming for the following year (PR) 
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FLOWSHEET con’t. 

 

Years 2‐5 

 Faculty Advocates should try to meet 2-3X with their advocatees during years 2-4 

 At each meeting, both parties should review the APT guidelines with intentionality to 

map towards promotion to the respective level (Assistant, Associate, Full-  Professor) 

 Faculty should examine leadership opportunities/roles within the Department, SOM 

or nationally 

 Faculty should be encouraged to assess the value of academic emergency medicine 

 

Years 5‐10 

 Faculty member should be prepared to present their advocatee for consideration for 

promotion in the October APT meeting 

 Faculty member should work with the advocatee to meet the recommendations from 

the APT for successful promotion to the next professional level 

 Faculty should continue to assess and reassess opportunities on a regional, national 

and international level where possible to ensure maximum impact towards 

promotion to professor 

 

> 10 Years 

 Faculty should be in continuous discussion with their advocatees to assess role and 

goals within the Department 

 Faculty should continually reassess their leadership vision to determine how to 

advance in their career 

 Faculty should be aware of opportunities for retirement/emeritus status 
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FLOWSHEET TIMELINE 

 

 

 

 

 

 

 

 

- Attend EM Faculty 
development Days
- Participate in 
Resident Conference 
- Lend support for 
passing the ABEM 
Boards (if applicable) 

- Examine leadership 
opportunities/roles 
on the local, regional 
and national level

- Determine Mission, 
Vision, and Values 
for leadership

- Prepare the 
advocatee for Fall 
APT meeting
- Reassess 
opportunities on a 
regional, national 
(etc.)

- Review the 
advocatee's vision

Year	1	

Years	2‐5	

Years	5‐10	

>10	Years	
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What is an Advocate? 

An advocate is a senior member/leader in the department who serves as a support and guide 

for your success in the department, from the time you are hired to the time you retire. This 

includes engaging you with the promotion process and serving as a sounding board for 

factors, issues or concern that may impact your wellness.  

Why Do I Need an Advocate? 

Academic Emergency Medicine can be challenging and somewhat daunting. The advocate 

can assist with navigating the challenges and questions that may arise during your time at 

Emory. They should be seen as a support person and guide with knowledge of where to 

direct you in times of need.  

Is an Advocate the same as a Mentor? 

Your advocate is more of a sponsor, a person who knows of your interests and passions who 

can support you by using their sphere of influence to align you with leaders within and 

outside of the Department to maximize your success. The advocate can help in identifying 

possible mentors and work collaboratively with your mentor/s to maximize your success.  

What is the role of the Advocate in the promotion process? 

The advocate is a support person to you in the promotion process. There is an official 

Appointments, Promotion, and Tenure (APT) Committee in the Department who will reach 

out and engage your advocate when promotion is being considered. Your advocate should 

be monitoring your progress during your career in the department to guide you to 

opportunities identified in the APT process that will maximize your successful consideration 

for promotion. Your advocate will be a sounding board to help you identify your letter 

writers for promotion as well as areas of focus to maximize your success.  
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What is the role of the Advocate in the Performance Review?  

Currently, your advocate is the designated person to complete your performance review. 

During your meetings, you should identify short- and long-term goals as designated in the 

PR. The Advocates will also receive information related to the Citizenship, Professionalism 

and Requirements (CPR) from the respective Medical Directors where faculty work, as well 

as leaders in education, discovery and administration. Note, if desired, the faculty will have 

the opportunity to meet with the Chair, who will be the final signature of the PR which 

include the Chair’s summative comments. The faculty are encouraged to review the Chair’s 

comments from the PR and share thoughts with their advocate.  

What	is	the	recommended	number	of	times	to	meet	with	your	advocate?	

This is variable, with the goal of ensuring there is meaningful time spent between the 

advocate and the advocatee. The recommended number of meetings would be 2-3x per year, 

though some may decide to meet more often. Group meetings are an option as well as Zoom 

or other creative ways to connect. Remember, as of now, the	Advocate	has	$500	to	use	to	

enjoy	time	with	their	advocatees.  

Can I change my Advocate? 

Based on the faculty’s initial application, areas of interests, and passion, we try to assign the 

faculty an advocate who will be in alignment with their interests. There are times, however, 

in one’s growth and shift in career path that you may be reassigned an advocate. This may 

also be done if there is a need to shift the ideal number of advocatees for the advocate. If the 

need arises, please contact Dr. Sheryl Heron, the Advocate program lead or her designee, 

who will assist you in the process for changing your faculty advocate.  
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IMPORTANT LINKS & Other Information 

	

 

Appointments,	Promotion	and	Tenure 

 

Faculty	Quick	Guide 

 

SOM	Career	Development 

 

University	Senate	Committees		



 

17 
 

SAMPLE LETTERS OF SUPPORT FOR FACULTY CANDIDATES 
 
 
Sample Letter 1 
 
I am pleased to provide this peer appraisal of Dr. [xx], who is being considered for promotion 
to the rank of Associate Professor, Medical Educator and Service Track (MEST) in the 
Department of Emergency Medicine at Emory University School of Medicine. I am the [title]. 
I have known Dr. [xx] Emergency Medicine at the [institution]. I have known Dr. [xx] since 
2013 where we met through the [professional organization]. We have since served together 
on the [professional organization] Committee, which he now chairs. We have several 
common professional interests, and I have observed Dr. [xx] speak on the use of simulation 
in medical education. While I have not directly observed his teaching or clinical care, I have 
carefully reviewed his teaching evaluations, CV, educator’s portfolio, and the promotion 
criteria at your institution. Based on my experience in academic medicine and service on 
several promotions committees, I feel qualified to provide a candid assessment of Dr. [xx]’s 
qualifications. 
 
Dr. [xx] fulfills the criteria for Associate Professor by demonstrating excellence in the three 
domains described in the promotion guidelines—teaching, service, and scholarship. His 
passion and aptitude for teaching are evidenced by his teaching awards and the outstanding 
evaluations from learners. The student comments reflect the qualities of a master educator—
enthusiasm, approachability, and the ability to simplify complex ideas—that make him a 
favorite among trainees. Dr. [xx] has also sought advanced training in medical education and 
applied his expertise to improve the experience of Emergency Medicine residents. He 
developed the [assessment tool] which have become a national model residency training. He 
has also designed assessment tools that identify and mitigate implicit bias, an innovative 
concept with direct impact on patient care. Dr. [xx] has demonstrated consistent scholarly 
productivity in the areas of learner assessment, medical simulation, curriculum design, and 
clinical care. He conducts high quality, funded clinical research on ophthalmologic 
emergencies. In the service realm, Dr. [xx] is a thought leader, sought-after speaker and 
major contributor to local, regional, and national committees. His service and leadership 
have been outstanding. His willingness and ability to serve as [office in professional society 
subgroup] and [xx] Committee are but two examples of his dedication and organizational 
skills. Dr. [xx] has established an excellent reputation as a scholar, teacher, and contributor 
to service activities. The broad impact of his activities and scholarly work exceeds the MEST 
criteria for Associate Professor. If a similar track for medical faculty existed at [university], I 
am confident that Dr. [xx] would be promoted to that level and I recommend his 
advancement to this rank. 
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Sample Letter 2 
 
It is with great pleasure that I write a letter of support for [xx], MD, to be promoted to 
Associate Professor in the Medical Educator and Service Track. I am currently the [xx]. I have 
known Dr. [xx] since 2012 and we have worked together in a variety of settings. Dr. [xx] and 
I have collaborated in leadership forums, are developing manuscripts, and participate as 
colleagues at national meetings for Emergency Medicine Program Directors and most 
significantly in [xx society] where she is [officer]. 
 
For the past 4-5 years I have been appreciative and impressed by Dr.  [xx]’s work in every 
capacity. Five years ago, I was asked to be the Didactic Chair for []. My first introduction to 
[xx] was through her thoughtful and purposeful commentary to our didactic conference 
“[xx]”. At the time, [xx] was a young faculty member in EM; however, it was clear that this 
was a faculty member who understood the issues surrounding gender disparity, the political 
spider web of medical centers, and the critical need for measured progress. Subsequent to 
that meeting, a group of women convened to more thoroughly investigate solutions to 
barriers in gender equity within EM. This self-appointed task force set out to showcase best 
practices that emphasized benefits of a fulltime career in Emergency Medicine in academic 
or community medicine. [xx] immediately became enthusiastically engaged. She was 
enlightened, proactive, and detail-oriented. Her work within our group allowed all of us to 
shine; she has a unique way of promoting others and allowing them to expand, while at the 
same time very clearly and respectfully voicing her views. Politically and philosophically, 
[xx] is a key player in moving solutions in gender disparities forward. … [other activities for 
professional organization]. Recently, [xx] and I have co-sponsored a number of didactics on 
[topics] at [professional meetings]. In all three of our co-sponsored conferences, working 
with [xx] epitomizes what collegiality and professionalism aspires to achieve. [xx] is 
available, responsible, autonomous, and a perfectionist. She is one of the hardest workers I 
know and is patient beyond belief. She never makes excuses; she just gets the job done right 
the first time. 
 
In my professional work, I have spent the past 18 years collaborating with a multitude of 
colleagues, and I find  [xx]’s logical and thoughtful approaches to all that she does to be 
refreshing. Given her multiple personal and professional roles, she is remarkable in her 
organizational skills and follow through. I am envious of her energy and natural talents. I 
would consider [xx] to be in the top 10% of the colleagues I have had the pleasure to know. 
I would actively recruit [xx] to [my University] if I could. I am confident that there would be 
no concern about her promotion to Associate Professor at our institution. Based on the 
guidelines I have read for Promotion at Emory, I am also confident that she surpasses the 
requirements to move to Associate Professor in the Medical Educator and Service track. 
 
Finally, on an interpersonal level, [xx] is just a fantastic. She is realistic and humanistic. She 
has an ever present smile that makes people want to be near her and a wonderful way about 
her that makes even the most cynical see the bright side of the situation. She is the perfect 
combination of competency and kindness. I can only wish my collaborations with others 
were as enjoyable as they are with Dr. [xx]. I cannot think of a more deserving promotion 
than Dr. [xx] to Associate Professor.  
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Sample LOS 3 
 
It is my pleasure to evaluate the credentials of [XX], who is being considered for promotion to the 
rank of Associate Professor in the Department of Anesthesiology. I have known Dr. [XX]through our 
work together in the School of Medicine, primarily in his role as [XX] in the Department of [XX]. My 
comments are based on my review of his promotion packet and my understanding of the criteria for 
promotion to the rank of Associate Professor in the service area of distinction. I am confident in 
stating that based on Dr. [XX] credentials, he has distinguished himself on an institutional and 
regional level in service with an emphasis on teaching, and has had some involvement in scholarship.   
 
In	service, Dr. [XX] has several key leadership roles in education in the Department of [XX] and in 
the School of Medicine (SOM). He serves as both [XX], where he works with an interdisciplinary team 
of nurses, anesthetists and anesthesiologists to facilitate the day-to-day operations of the operating 
room, and as the [XX]. Dr. [XX] has worked with hundreds of students in his tenure and has garnered 
respect from his students and faculty within the department. He has participated in both national and 
regional committees, and has served as the [XX] committee. Within the SOM, he serves on the SOM 
Honor Council and has been active on the Admissions committee. For his commitment to service in 
his department and in Emory Healthcare, Dr. [XX] was a recipient of the Doctor’s Day Award in three 
consecutive years. His reach extends beyond [University]’s walls and he has been recognized in the 
community as a Keynote Speaker at [XX].   
 
In education, Dr. [XX] has also had a significant presence. As previously noted he serves as the [XX] 
as well as [XX]. In this capacity, he has directed multiple courses in [Field] for both [University] 
medical students and visiting students. He has participated in multiple small-group and multi-
disciplinary courses and has mentored countless students and residents. One comment noted that 
“he has been a prime example of an excellent medical educator/leader and how I would like to model 
my education and leadership skills as a new [role].” He is active in multiple education committees 
within the [unit]  and served as a junior faculty member during the [unit’s] accreditation visit. He has 
been recognized nationally as an invited speaker at multiple meetings and has prepared educational 
materials of several types in his specialty of [field]. For his commitment and efforts, Dr. [XX] was 
awarded several teaching awards including the Department of [XX] Excellence in Teaching award 
and Excellence in Mentoring award. Beyond his department, Dr. [XX] was also recognized with the 
coveted Dean’s Teaching Award at [University] and received the Medical Educators Day Award in 
two consecutive years. He has consistently superlative evaluations on the Likert scale from resident 
physicians. Dr. [XX] clearly has a visible and recognized reputation for his gift of teaching and will 
undoubtedly continue to positively impact students and residents for years to come.  
 
In scholarship, Dr. [XX] has participated on several manuscripts, notably one as sole author in the 
[publication]. He has several book chapters as well as abstracts. He is a co-investigator on a grant and 
has presented at local, regional and national meetings. His ability to galvanize his students to stay in 
academia is also a noteworthy characteristic.   
 
In summary, Dr. [XX] is both an engaged citizen and a gifted, talented educator in his department and 
in the [unit]. He clearly reaches the bar to be promoted to Associate Professor based on the promotion 
guidelines provided.   
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