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University Staff Appraisal : Lessons Learnt from the Universities Abroad

Tatsuo Kawashima

The interest in and the introduction of staff appraisal system, especially for academic
staff, is now increasing at universities in Japan. But the majority of universities are still
hesitant, and both the administration and staff are concerned about the consequence of the
implementation of staff appraisal because it may bring fatal division between them. This
paper introduces some good practices at the universities abroad with the hope to help
Japanese universities to implement the staff appraisal system effectively.

First of all, the staff appraisal must be a part of the institutional human resource
management system. To do this the university has to produce the human resource
management strategy that incorporate the recruitment policy, promotion policy, staff
development policy and staff appraisal policy into the coherent strategy as the means to
achieve and realize the mission and the vision of the university.

Secondly, the role and responsibility of each staff must be specified prior to staff
appraisal and they should align with the institutional mission. The criterion and standard of
the appraisal must be clearly defined and they should reflect previously defined and agreed
roles and responsibilities.

Finally the most important is the purpose of the staff appraisal must be clearly stated.
The first is the formative evaluation that aims to improve the performance of staff. ~ This type
of the staff appraisal must be followed by the staff development programs. The second is the
staff appraisal as the summative evaluation that is used personnel decisions such as promotion,
tenure and pay increase. This type of the staff appraisal should utilize multi sources of
evidences such as a portfolio.

For accountability as well as human resource management, the staff appraisal is
inevitable for all universities. But to implement successfully the administration patiently
consult all staff of the university until the consensus is achieved.




150

Comprehensive Faculty Evaluation System

(Product)

Human Resource Management

performance



2005 151

Professional Development
Formative Evaluation

Performance Review/Appraisal

Summative Evaluation



152

1992
Pre 1992 University

for England (HEFCE)

Corporate Plan

Rewarding and Developing Staff in HE

HEFCE

13
13

Human Resource Management

1992

Higher Education Funding Council
Good Practice
HEFCE

HEFCE



2005 153

Annual Performance Review

© ~N o O N

HEFCE

Staffing Strategy for 2002-4

Staffing Strategy for 2002-4

HEFCE

ILTHE  Higher Education
Academy



154

2002 2004

Annual Performance Review




2005 155

Poor Performance

Organized Anarchy
Loosely Coupling

(Portfolio-led Review)



156

University Strategy Statement and Plan

The Department Plan

The objectives of which should be reflected in the

Portfolio-led Review

Based on an

Objective-led or Standard-led Review

— Annual academic performance
“portfolio”

— Annual review of performance

Based on an

List of Duties one of following Approaches
to review performance

Objective led Standard led
approach approach

A summary of achievements and organizational issues which are summarized and included in

Departmental Summary Report to Staff Committee

With funding allocated to meet identified institutional needs

Objectives (Object-led Review)
3

Deputy Vice Chancellor

Management By

(Standard-led Review)

Vice Chancellor

Pro-Vice Chancellor



2005

157

12

12

ABC

QAA

12




158

XYZ

12

12




2005

159

90
90
90

12

PQR

12




160




2005

Rewards

Promotion

position responsibility

Continual Professional Development

58

standard

161



162

Scholarship Creative

Work
14
17

Job Description
Murdoch University

Associate Lecturer

Lecturer

Senior Lecturer



2005 163

Associate Professor

Professor

Standard Teaching and

Research Teaching Support Research Support Teaching



164

Mainly Research Mainly

50-70 30-60 10-40 60-80 10-20

30-50 10-40 30-60 10-20 60-80

0-20 30-60 30-60 0-20 0-20

Standard
/
Criterion

( Standard

Evidence



2005 165

Academic Leader Academic

Manager/Administrator

Academic Deans

Provost and Vice President for

Academic Affairs

Academic Leadership 40

Mentoring

20

20

20



166

Human Resource Management

Job Description

Criterion

10

Arreola, Raoul A. (2000), Developing a Comprehensive Faculty Evaluation System: A Handbook for a College Faculty
and Administrators on Designing and Operation a Comprehensive Faculty Evaluation System, Second Ediition, Anker
Publishing Company.

bid., p. xxi.



2005

10

167

2002 2003
(http://www.niad.ac.jp)

Arreola (2000)  p. xx.

URL
http://www2.york.ac.uk/admin/prespr/rewardstaff/perfrevwelcome.htm
Boyer, E. (1990), Scholarship Reconsidered: Priorities of the Professoriate, Carnegie Foundation for the Advancement
of Teaching.
Murdoch University, Conditions of Employment: Academic Staff Probationary Review Policies and Procedures,
http://www.hr.Murdoch.edu.au
Arreola (2000), p. 62.
bid.,  p.Xxvii.





