
DIVISION OF HUMANITIES

Generic Objectives and Standards for the

Confirmation of Academic Appointments

The performance guidelines outlined below are intended primarily for new members of academic staff who have been appointed to confirmation-path positions at Lecturer and Senior Lecturer levels.  For staff appointed at a more senior level (e.g. Professor, Associate Professor), a significantly greater emphasis on leadership is required.

Setting Performance Objectives and Standards

Please note that the generic objectives in bold embody the minimum expectations and are mandatory, not optional; they must be included in every set of performance objectives for confirmation-path staff.

Staffing Advisory Committee reviewed the confirmation path policy in 2005 and, with the approval of the Vice-Chancellor’s Advisory Committee, made the following policy changes:

Human Resources will request the first reports for Staff appointed on or after 1 December 2005 six months after appointment rather than 12 months after appointment.  Subsequent reports will be requested at 18, 30 and 42 months. Staff appointed before 1 December 2005 will continue to submit reports at 12 months, 24, 36 and 48 months.

This policy change and the various forms can be found on the web at:

http://www.otago.ac.nz/personnelservices/Policies/ConfirmAppoint/Contents.html

1. The Head of Department should ensure that the objectives set for a new staff member are consistent with those agreed upon for other recently appointed staff within the Department and the School.  These objectives should be accompanied by an indication of the criteria that will be used to determine whether the objectives have been achieved to a satisfactory standard, and a statement of who will be responsible for assessing whether the standard has been achieved –– for example, 'as assessed or required by the Head of Department'.

2. Specific performance objectives should be discussed with, and agreed to, by the new staff member within the first three months of appointment.  These should identify appropriate targets that can be realistically achieved, together with milestones that will indicate whether satisfactory progress has been made at each stage when a report needs to be submitted to the Staffing Advisory Committee.  

3. The performance objectives should cover the whole period of the confirmation period, and should identify the cumulative achievements which, by the end of that period a permanent appointment is offered. 
4. At the time of the initial 6 month report, staff, in consultation with the Head of Department, should be given an opportunity to refine the performance objectives.  Revised objectives also need approval by Pro-Vice-Chancellor and Deputy Vice-Chancellor (Academic).

Generic Objectives

Specific objectives relevant to the particular field of the staff member concerned should be set within the following general framework.

Research Objectives

· To complete a PhD degree successfully.
· By the end of the five-year period to have attained an output of quality-assured research publications that:

(a) are consistent with the TEC definition of 'research'
 

(b) would gain a minimum assessment of 'research active' in the PBRF appraisal

(c) cumulatively demonstrate a platform of research activity (or developing research activity) and output that is based on a sound/justifiable methodology, and makes a contribution to research within the discipline and/or to applied knowledge.

Attainment of this objective will be appraised by the Head of Department and the Pro-Vice-Chancellor.  While specific targets relevant to the particular discipline or subject field involved should be set, a general target would be to have published or accepted in final form a minimum of the equivalent of four quality assured publications during the confirmation period (for example, one quality assured book would be worth more, or at least as much as, four refereed journal articles).  The majority of these publications should arise from work undertaken since appointment at the University of Otago.

· To have written and submitted one substantive research proposal for an Otago Research Grant or a grant from a national or international funding agency by the submission date of the 18 month Confirmation Progress Report.
· To attract and accept research students for admission at Honours, and/or Masters/PhD levels, and provide effective supervision––as assessed by students, the Head of Department and the Pro-Vice-Chancellor.

· To attend and present papers at academic conferences both nationally and internationally, as evidence of research productivity and professional standing in the advancement of knowledge –– as attested by the Head of Department. 

· [For performance staff] To contribute to the advancement of artistic practice through performance as a soloist or a director, as evidenced by published scholarly or critical reviews, to a standard that would be judged the equivalent of 'research active' under the PBRF.  Assessment will be by the Head of Department and appropriate colleagues. 



Teaching and Assessment
· To undertake all teaching and assessment duties in a competent, effective, and professional manner as determined by, and to the satisfaction of, the Head of Department.
· To achieve and maintain a good standard of teaching across all courses taught–– as assessed by appropriate processes such as student assessments, and evaluation by colleagues, the Head of Department and the Pro-Vice-Chancellor.  
· To act effectively as the convener of one or more papers or courses, as and when appropriate––as determined by, and to the satisfaction of, the Head of Department in accordance with Divisional and Departmental workload norms.

· To play an active part in curriculum, course, paper, and assessment development as required by the Head of Department––and appraised by the Head of Department and appropriate Departmental colleagues.

· To continue to develop teaching skills that could include attendance at relevant HEDC courses, completion of teaching qualifications, or development of computer assisted teaching materials, etc.

· To contribute to postgraduate teaching and supervision in an effective manner, as assessed by students and departmental colleagues to the satisfaction of the Head of Department.

· To assess student's work in a manner that is consistent with the University of Otago's Assessment Policy.

· By the end of the five year initial term to have broadened the range of teaching experience by contributing effectively to the teaching of an appropriate range of the Department's papers at 100-400 levels (as determined, and to the satisfaction, by the Head of Department in accordance with Divisional and Departmental workload norms).

University Service and Administrative Activities 

· To interact well with other members of the Department, as assessed by the Head of Department and appropriate colleagues.

· To support actively and collegially the Department's efforts to achieve a high standard in research, scholarship, teaching, and service to students through appropriate input into, and commitment to, Departmental, School, and Divisional activities––as appraised by the Head of Department, appropriate colleagues and the Pro-Vice-Chancellor.

· To undertake willingly and effectively appropriate administrative tasks and duties, and to serve effectively on Departmental committees, as required by the Head of Department.

· To represent effectively the Department internally and externally as appropriate through contributions to committees, working parties etc. within the Division of Humanities, or the wider University, as required and deemed appropriate by the Head of Department or the Pro-Vice-Chancellor. 

· To strengthen local and national communities through involvement in the development of policy, practice, and cultural activities.

· To provide effective service to the community and/or professional organisations as appropriate.

· To support and contribute to activities that are aimed at the general promotion and support of the Humanities as appropriate.

Performance Evaluation

At each step of the confirmation process, the performance of the staff member should be assessed against each of the objectives specified for the staff member. 

· The phrases 'as appropriate' and ‘as required’ signify that an agreement exists between the staff member and the Head of Department.

· It is expected that all activities will be carried out to a high level of performance.

· Evaluation of performance against each objective should be assessed by the provision of relevant documented evidence, along with feedback from student evaluations, peer evaluations, and assessment by the staff member's supervisor(s).

· The assessment should provide a clear and accurate appraisal of how the staff member is performing across the range of specified objectives.

Progress Reports 

· The following link outlines the Confirmation of Appointment Procedure for staff appointed on or after 1 December 2005 and staff appointed before 1 December 2005. http://www.otago.ac.nz/humanresources/staffdevelopment/confirmation

Staff appointed before 1 December 2005

· The initial 12 month progress report should focus on the range of objectives that will provide the basis for confirmation of appointment.

· Interim confirmation reports should consist of two parts.  The first part should contain a review and assessment of how the staff member has performed across the range of agreed objectives.  The second part should focus on any adjustments or refinements to the previous set of objectives that will be used to guide the next stage of the confirmation process.

· The assessment should focus primarily on whether the staff member is on track to satisfy the performance criteria required for confirmation of appointment.  If there are any areas in which the member of staff has not achieved the required level of performance, then the steps needing to be taken in order to improve performance should be specified.   

· The final report should focus on how effectively the specified objectives for confirmation have been met and should contain an appropriate recommendation with respect to confirmation of appointment of the staff member. 
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� See the University of Otago PBRF Handbook, p. 14, at http://iir.hust.edu.cn/Upload_File/200521916587.pdf





