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1. Introduction

Qatar University (QU) is a teaching and research institution committed to academic excellence
and to the development of an outstanding faculty community, whose caliber and competence
are essential to the fulfillment of its mission. In that regard, the Faculty Performance Review and
Development System (FPRDS) is essential for the development of the university.

The FPRDS is based on the faculty members’ responsibilities and expectations as detailed in
the Faculty Handbook. Faculty members will be evaluated on their performances in the following
three components:

e Teaching and Learning;
¢ Research and Innovation; and,
e Professionalism and Services.

This document defines QU FPRDS guidelines that help faculty members understand their roles,
assist them in preparing their annual evaluation records, and assist the Head of Departments
(HoDs)/Directors of Research Centers and Deans in evaluating the performance of faculty
members. Other purposes of this FPRDS shall include the following:

¢ Helping faculty members to capitalize on their areas of strengths and recognize areas in
need of development or improvement;

¢ Recognizing meritorious performance;

e Improving the quality of teaching, research, and service;

e Providing opportunities for discussion and feedback in order to identify problems,
obstacles, or difficulties that hinder progress and institution development; and

¢ Identifying and strengthening the roles of faculty members within the program, college,
and the University.

A proper training program needs to be implemented for all parties involved in using this system
for evaluating faculty members’ performance throughout the university.

2. Definitions and Acronyms

Mandatory Teaching Portfolio: Teaching portfolio should not exceed 10 pages and shall
include:

¢ Challenges faced in teaching courses during the evaluation period;

o Improvements made to courses taught during the evaluation period;

e Analysis of students’ grades for courses taught during the evaluation period;
e Suggestions for future improvements.

Evaluation period: The evaluation is done on courses already taught; therefore the evaluation
period used for evaluating faculty members is defined to be the preceding two semesters. The
evaluation period for the Scholarly endeavor will be over two calendar years. The evaluation
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process begins in the month of January of each year. This will enable the Head of Department
(HoD)/Director of Research Center to give the needed feedback to the faculty member who will
work on the action plan for the next cycle.

FPRDS: Faculty Performance Review and Development System.

Head of Department (HoD)/Director of Research Center: Head of Department/research
center or relevant administrator (as designated by the Dean) for colleges that do not have heads
of departments.

Faculty members: Include all faculty ranks (professor, associate professor, assistant professor,
lecturer, and teaching assistants - on regular track, research track, and clinical track), academic
advisors, library specialists, student support specialists, and the like.

Junior faculty members: Faculty members in their early years of teaching and research or
those who just graduated with a PhD and joined QU as assistant professors or lecturers.

Research Track Faculty: Include Research Professors, Research Associate Professors,
Research Assistant Professors, Research Associates, Senior Research Assistants, and
Research Assistants.

Clinical Track Faculty: Include Clinical Professors, Clinical Associate Professors, Clinical
Assistant Professors, Clinical Lecturers, and Clinical Teaching Assistants.

QU: Qatar University

VPAA: Vice President for Academic Affairs.
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3. Responsibilities

Performance review and development is a joint effort among several participants. The FPRDS
may vary from one college to another but the present document sets out the minimum
requirements for all cases. All colleges are expected to develop its own criteria and
priorities in all three areas of evaluation, and have them approved by VPAA. This section
outlines the roles and responsibilities of the faculty member, Head of Department, Dean, and
the responsibilities at the University level.

3.1. Responsibilities of the Faculty Member

Complete the relevant FPRDS online forms and documents for evaluation by the
HoD/Director of Research Center, including teaching portfolio with emphasis on quality
evidence rather than volume of pages. It is recommended that teaching portfolio should
not exceed 10 pages and includes challenges faced in teaching courses, improvements
made to the courses taught, suggestions for future improvements, and analysis of
student grades; publications, conference papers, as well as other supporting documents;
Submit all required documents and supporting evidence on the online system by the
deadline set by the University, together with additional materials the faculty member
deems highly relevant to his or her performance evaluation for the period under review;
Review the HoD/Director of Research Center preliminary evaluation and notify him/her
of any area of concern;

Meet with the HoD/Director of Research Center to discuss the faculty member’s
performance and finalize the evaluation;

Submit an action plan for the next period which should include the weighting of
evaluation criteria based on the expected allocation of faculty time and the needs of the
department/college.

It should be noted that

Performance expectations should be higher for senior faculty (associate and full
professor) than for junior faculty (assistant professors and lecturers).

New faculty members joining QU will receive a copy (soft or hard) of the FPRDS as part
of the Academic Orientation event offered by the VPAA office, and will be provided
opportunities to participate in workshops on FPRDS, technology, active learning
strategies, and other subjects.

All faculty members shall agree with the HoD/Director of Research Center on the
weighting for each component of the FPRDS in their action plan submitted during the
previous evaluation period or during the first month after joining the department for the
new faculty members; this agreement may be changed only in exceptional cases for
unforeseen reasons.
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3.2. Responsibilities of the Head of Department (HoD)/Director of Research Center

The Head of Department/Director of Research Center shall review all teaching portfolios in the
context of the requirements of this policy as well as the department’s/Center strategic plan and
relevant program objectives and needs.

In line with the above, the HoD/Director of Research Center will

e Ensure that all faculty members have received the FPRDS materials, including any
department or college level supplements, by the first week of the evaluation period;

¢ Review all materials submitted online by the faculty member to ensure that they are
consistent with the requirements and adequate for the purposes of performance
evaluation;

e Secure any additional information from the individual faculty member required to
undertake a fair and sound review of the faculty member’s performance;

o Draft a preliminary evaluation report for discussion with the faculty member and post it
online so it can be reviewed before a personal meeting with the faculty member;

e Meet individually with each faculty member to:
a) Discuss his/her performance according to the FPRDS criteria
b) Present feedback on strengths and prospects for development and/or improvement,

e Approve the faculty member action plan for the next evaluation period during the
evaluation meeting;

¢ Complete the faculty member individual evaluation report justifying the scores for each
of the three categories by specific reference to the criteria and rubrics defined prior to
the evaluation process;

o Provide faculty members time to review the evaluation report, and request a written
response to the report when there is no agreement;

¢ Respond in writing/online to the faculty member; such response shall be included in the
faculty member’s file;

e Submit a final appraisal report with rationale and reference to specific evidence to the
Dean for endorsement;

¢ Maintain the confidentiality of data submitted by the faculty for his/her appraisal and the
evaluation results.

In case of disagreement between the HoD/Director and faculty member on the content of the
evaluation report, the faculty member may appeal to the Dean who will appoint a committee to
make a recommendation on the case; the Dean’s decision shall be final.

By mutual agreement between the HoD/Director and the faculty member, the action plan may be
revised in response to extra-ordinary circumstances occurring during the new cycle of evaluation.

3.3. Responsibilities of the Dean (Research Planning and Development for the Research
Centers under Vice President for Research and Graduate Studies)
The Dean is the ultimate authority at the College level. In this regard, the Dean shall

e Monitor and support the adequate execution of the FPRDS;
¢ Receive the reports from the HoDs/Directors;
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¢ Receive faculty appeal requests for re-evaluation and, when appropriate, manage the
faculty re-evaluation process;

o When there is no HoD, designate an Associate Dean to assume the role of the HoD in
the performance appraisal process;

e Prepare the final reports and submit them to the VPAA office;

¢ Inthe cases of research centers under VPRGS, the reports will be submitted to VPRGS
who will review, approve, and submit to VPAA.

¢ In exceptional circumstances, when the Dean suspects an issue of fairness or
inconsistency, he/she may request reconsideration by the HoD/Director or appoint a
committee to review the evaluation(s).

3.4. Responsibilities at the VPAA level
e Ensure that new faculty members will receive these materials to familiarize themselves
with the content prior to the period of their evaluation;

o Cooperate with the various university departments/colleges to implement the FPRDS;
¢ Implement and manage the online FPRDS forms and data collection systems, including
managing the student course questionnaire and employing strategies to enhance its

response rate;

e Prepare and submit the final faculty review and development report to the university
administration;

e Provide the appropriate training to Heads of Departments and faculty members on the
best use of the guidelines to optimize the results;

e Maintain the confidentiality of all data submitted by the faculty member for his/her
appraisal and the evaluation results.

4. Confidentiality of data and results

All parties involved in the faculty appraisal process must maintain the confidentiality of all data
and results made available to them at all times.

5. FPRDS Policy Guidelines

5.1. Who is evaluated?
The FPRDS applies to all full-time regular faculty members (as specified in Section 2,
Definitions and Acronyms).

The HoD shall evaluate all faculty members (including new faculty members) who are appointed
as regular faculty during the evaluation period, including faculty members who have been on
approved leave for a portion (or the whole) of the evaluation period. The faculty member will be
evaluated for the activities during this appointment period; in this case, the evaluation criteria
and expectations should be adjusted to be proportionate to the appointment period.
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Faculty members on approved leave (sabbatical, unpaid, sick, Fulbright, secondment, ...) for all
or most of the evaluation period will receive “Meet expectations” during the period of leave.

Faculty members on scholarship (studying master or Ph.D.) will be evaluated by HoD. They will
receive “Meet expectations” as long as they are making satisfactory progression toward
completing their degrees.

Students’ questionnaire results will be used in an aggregated form with a minimum number of
15 students.

5.2. General Guidelines

The VPAA has the ultimate administrative responsibility for FPRDS policies, procedures
and criteria, which will be reviewed periodically by the office of the VPAA,
Colleges/research centers are expected to supplement the FPRDS to meet its specific
environment and requirements, provided that such customization is approved by the
VPAA. Faculty members must be made aware of such changes before the beginning of
the evaluation cycle;

The HoD/Director may form a department/center committee to provide advice in
assessing any activities or domains included in the evaluation process;

Performance expectations should be higher for senior faculty (associate and full
professor) than for junior faculty (assistant professors and lecturers).

Results of all student course questionnaires that are conducted during the current
evaluation period for courses taught by a faculty member will be included in the faculty
evaluation;

Courses offered over two semesters are to be evaluated differently than the courses
offered for one semester: Student Course Questionnaire will be completed by the end of
the 2nd semester.

It is the responsibility of the faculty member to submit relevant supporting documents to
provide recorded evidence of an accomplishment, such as publications, grants and
committee work;

All individuals involved in faculty evaluation should respect the confidentiality of the
process;

Faculty members who receive “Meet Expectations” will receive uniformly annual
increment as per QU regulations and budget.

Faculty members who receive “Meet Expectations” will automatically receive (unless the
faculty request otherwise) the same evaluation the following year with the condition that
the faculty must update his/her activities for that year using the evaluation system
(currently Digital Measures).

Faculty members who successfully pass their probation (during the first year) shall
receive “Meet expectations”.

Faculty failing to submit needed documents for performance evaluation will automatically
receive “below expectations” score in their annual performance evaluation.
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¢ Faculty members who receive “Below Expectation” will be required to develop a clear
action plan to improve their performance. The action plan shall be approved by HoD
and college dean.

e Faculty members who wish to contest an evaluation by the direct supervisor may submit
a written appeal request to the next level of supervisor.

e Faculty members must use QU affiliation with all their publications used for performance
evaluation once they join QU (Based on Authorship Policy).

5.3. Student Course Questionnaire Policy & Procedures

¢ Inits commitment to reflective practice and continuous improvement, the University
seeks the opinions of students on the instruction they have received in all courses each
semester.

e The results are used by the instructor for self-improvement purposes and by the
university administration for decisions related to faculty retention, promotion and annual
evaluation.

e Procedures:

1. All surveys shall be anonymous. No one, including the instructor, may know the name
of the students who participate or any student’s individual responses;
2. The opinions are gathered on-line beginning four weeks prior to the end of classes for
the semester;
3. The student opinion collection process should be closed before the final exams start;
4. In case two or more faculty members are involved in the teaching of a course, a
separate evaluation should be done for each faculty member who taught at least one-
third of the course or as applicable to the college specifications.
5. Developing the survey and administering it are the responsibility of the office of the
VPAA,
5.1. The office will notify students when the survey will begin and end, and remind
students who have not yet completed the questionnaire to complete the survey prior to
the end date;
5.2. The office will coordinate the generation and distribution of the following reports:
e Areport to the individual faculty member summarizing the results of the
survey, with a copy to the Head of Department;!
e A summary report to the Head of Department on all surveys for instruction in
his/her department;
e An electronic file for the Deans and VPAA to access all results from all
faculty members and departments.
6. Faculty members are expected to take the results of student surveys of their instruction
into account in preparing for instruction;
7. Heads of Department are expected to take the results into explicit account in their
annual performance reviews of individual faculty member;

! The reports for individuals will ideally show the individual’s results in the context of those for the department,
college and university and the summaries for departments should ideally show the department’s performance in the
context of the results for the university as a whole, together with data on outliers, skewing, etc.
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8. Department heads are expected to include the summary of results for discussion in a

departmental meeting, with a view to identifying any changes needed to ensure
continuous improvement in the quality and delivery of their programs.

6. Procedure and Timeline

The evaluation period for all categories of faculty members is based on a calendar year; it
begins with the spring semester and ends with the fall semester, Except Scholarly endeavor
where the evaluation period is for two consecutive calendar years. Table 1 shows the

appraisal process timeline.

1.

At the end of the week before the start of classes of the spring semester, faculty
members shall submit online to the HoD/Director all required materials relating to
teaching, research, service and faculty continuous development;

Four weeks before the spring mid-semester break, the HoD/Director will send a
statistical overview report to the Dean (not a detailed report by faculty member). This
allows Deans to check for possible inconsistencies or discrepancies;

Three weeks before the spring mid-semester break, the HoD/Director should have
posted online the preliminary performance appraisal reports for individual faculty
member;

After posting the preliminary reports, the HoD/Director shall meet with faculty members
and discuss their performance evaluation. At the end of the meeting, the faculty member
shall sign the evaluation document indicating that he/she had agree/disagree on the
appraisal,

Before the spring mid-semester break, the HoD/Director submits the final appraisal
reports to the Dean for endorsement;

A faculty member may appeal the evaluation of the HoD/Director by submitting an
appeal form to the Dean (see Section 7, Appeal process). Appeal requests should be
made during the first week after the mid-spring break;

The Dean reviews the appeal applications and decides on appeals within ten working
days of receiving the appeal.
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Table 1. Appraisal Timeline

Steps
Faculty members submit all files
online

Start?
Open

End

End of week before start of classes
of the spring semester

HoDs/Directors send a statistical
overview report to the Dean (Not a
detailed report by faculty member).

Before posting online
the preliminary
performance appraisal
reports to faculty

Four weeks before the spring mid-
semester break

HoD/Directors posts online the
preliminary performance appraisal
reports

Beginning of the
classes of spring
Semester.

Three weeks before the spring
mid-semester break

HoD/Directors shall meet with faculty
members and discuss their
performance evaluation

After posting the
preliminary reports
online

Before the spring mid-semester
break

HoD/Directors submits final appraisal
reports to the Dean for endorsement

Before the spring mid-semester break

Possible appeals from faculty
members

Open after the meeting
with the HoD/Director
and signing the report

One week following the spring mid-
semester break

The Dean reviews the appeal
applications and decides on appeals

First week after the
spring mid-semester
break

Within ten working days of
receiving the appeal.

7. Appeal Process

o Faculty may appeal their performance evaluation by submitting an official appeal letter to
the next level of supervisor (i.e. faculty in a department will appeal his evaluation to the
college dean; HoD/Director will appeal his evaluation to the VPAA). In the case of
research centers under VPRGS, the appeal will be to the VPRGS.

e The appeal shall be submitted in writing within five working days after the spring mid-
semester break and must include the reasons and justifications for the appeal.

e The Dean (next level of supervisory) shall notify the faculty member of his/her decision in
writing within ten working days of receiving the appeal.

8. Evaluation Criteria

The flowchart in Figure 1 outlines the three components of the FPRDS and weight ranges
applicable to faculty members: Teaching & Learning (20-80%), Research and Innovation (20-
80%); and Professionalism and Service (10-20%), as shown in Table 2. Each college may set
their own weights (or weight ranges) for the three categories as long as it is within these ranges.

2 All dates are given in reference to the QU official academic calendar.

Page 12 of 30



Table 2. Overall weighting of the components of the FPRDS

COMPONENT WEIGHT (%)

Teaching and Learning 20-70"
Research and Innovation 20-70"
Professionalism and Service 10-20

* Except for Research track faculty, lecturers, teaching assistants and teaching track faculty members

The ranges are allocated depending on the level of faculty effort attributed to each category;
faculty members’ teaching weighting shall be proportionate to the number of (or significant
contribution to) courses taught over the evaluation cycle. The weight for the teaching and
learning component should be allocated in increments of 10-15% for each course taught. The
total percentage of teaching and research should not be below 80%.

Translated into qualitative evaluation, the score will be as follows:

QUALITATIVE EVALUATION SCORE
Exceptional Defined below *
Meet Expectations 0.7 or higher
Below Expectations Less than 0.7

* Each college may choose up to 5% of its faculty and evaluate them as “Exceptional”. In doing
so, colleges shall consider the following:

a. Colleges will chose the best performers (based on qualitative evaluation
score) or other criteria in line with colleges’ own priorities;

b. Academic administrators should be excluded from this 5% faculty
consideration/competition;

c. Dean may recommend 1 out of every 5 academic administrators to receive
the “Exceptional” score, based on some qualitative evaluation or justification.

Faculty and/or administrators who receive “Exceptional” evaluation will be rewarded with an
annual bonus.
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Teaching and
Learning

20-70%*

Teaching
Portfolio

Student
Course
Evaluation

Peer
Observation
(optional)

Research and
Innovation

20-70%*

Publications

Scholarly and
Creative
Activities

Professionalism and
Service

10 - 20%

Relationship with
Students,
Colleagues and
Supervisors

Service to
Department,
Ea College, University,
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Innovation in . Support
Teaching Quality and Department,
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Management
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Administration

Curriculum
84 Development /
Enhancement

University Strategic
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Teaching
Willingness and
B4 Ability to Teach
Different Types of

Courses

Leadership,
Teamwork, and
Effective
Communication
Skills
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Compliance with
ma Qatari Culture and
University Policies

and Procedures

Career Professional

Development

Figure 1. FPRDS flowchart

* Except for Research track faculty, lecturers, teaching assistants and teaching track faculty members
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9. Teaching and Learning

Faculty members’ teaching and learning weighting shall be guided by the number and quality of
courses taught over the academic year, and it is recommended that these weights be as follow
(based on QU employment categories):

Research track faculty - 15% to 35%

Clinical track faculty - 40% to 60%

Regular track faculty - 40% to 60%

Regular track faculty (Teaching Emphasis) — 60% to 80%
Lecturers — 60% to 80%

6. Teaching Assistants — 60% to 80%

abrowbdpE

The teaching and learning rubric contains six sections (Table 3):

Teaching Portfolio;

Feedback on the student course questionnaire (course evaluation);
Peer observation / evaluation, (optional);

Innovation in teaching and utilizing excellence themes in teaching;
Course management and administration; and,

Curriculum Development / Enhancement.

mmoow>

(A) The Teaching portfolio: Maximum 10 pages. Should include:
Improvements made to the course taught during evaluation period,;
Challenges faced in teaching the course during evaluation period;
Suggestions for future improvements;

Analysis of student grades.

(B) Feedback on the student course questionnaire:
e This is the cumulative student feedback rating achieved by the faculty member on all
courses taught during the evaluation period.

(C) Peer observations (Optional):
e This is an optional score based on the class visitation of CETL, if requested by
college/department/center.

(D) Innovation in teaching and utilization of excellence themes in teaching:
e This section is composed of key indicators that contain evidence of
o Utilization of excellence themes in teaching:
= |earner centric;
= Experiential;
= Research-informed;
= Entrepreneurial; and,

Page 15 of 30



= Digitally-enriched.
o Use of several teaching methods that ensure the effective
participation/interaction of students in the educational process and the
achievement of the course learning outcomes.

(E) Course management and administration:

e This section includes:
o Evidence of reviewing course evaluations from previous semesters and
incorporating the feedback into the current courses;
o Covering the contents of the courses and using appropriate assessment tools
(at least three different types of assessment);
o Managing and coordinating the course in a professional manner;
Selecting appropriate and up-to date resource materials to students;
o Providing clear information and expectations in course syllabi to prevent
misunderstandings between faculty and his/her students.

O

(F)Curriculum development / enhancement:
e This section requires evidence of curriculum development / enhancement such as
developing a new course, new concentration / minor / major or substantive changes
to a course or courses.
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Teaching/Learning
Effectiveness

Meet Expectations (1)

Table 3. Performance Indicators and Rubric for Teaching and Learnin

Below
Expectations (0)

Teaching Portfolio: Maximum
10 pages. Should include:

e Challenges faced
in teaching these
courses
Improvements
and actions made
to the courses
taught
Suggestions for
future
improvements
Analysis of
student grades
(including w).

Submission of completed
portfolio addressing alll
components satisfactorily

Failure to submit
teaching portfolio

Poor quality of
teaching portfolio

Lack of elements
of the portfolio

Feedback on the student
course questionnaire (course
evaluation)

An average score of 2.8
(70%) or higher out of 4.0

Less than 2.8 out
of 4.0

Peer observation / evaluation
(optional)

Satisfactory observation by
peers

Non-satisfactory
observation by
peers

If not
applicable,
insert NA

Innovation in teaching and
utilizing excellence themes in
teaching

Evidence of utilization of
excellence in teaching
(learner centric, experiential,
research-informed,
entrepreneurial, and digitally-
enriched)

Use of several teaching
methods that ensure the
effective participation of
students in the educational
process and the achievement
of the course learning
outcomes.

No evidence or
poor evidence is
provided

No evidence or
poor evidence is
provided

Course management and
administration

Evidence of effective course
management and
administration

No evidence of
effective course
management and
administration

Curriculum Development /
Enhancement

Evidence of curriculum
development / enhancement
such as developing a new
course, new concentration /
minor / major or substantive
changes to a course or
courses

No evidence of
curriculum
development /
enhancement

Final score:
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10. Research and Innovation

The weighting for this component shall be in the range of 20 to 70 percent of the overall faculty
performance (except for lecturers, teaching assistants, and teaching track faculty members),
depending on the faculty work plan and activity for the evaluation period. It is recommended that
the weights for research and innovation be as follow (based on QU employment categories):

Research track faculty - 60% to 70%

Clinical track faculty - 20% to 40%

Regular track faculty - 30% to 60%

Regular track faculty (Teaching Emphasis) — 0% to 30%
Lecturers — 0% to 30%

TAs — 0% to 20%

ogabswhNpE

The following performance categories and rating guidelines are used to evaluate this
component:

e Publications:
o Peer-reviewed journal articles
o Scholarly Books or Book chapters
o Conference proceedings
e Grants / Research Funding
o Awarded external funding
o Submitted external grants
o Role of the faculty (Pl or co-Pl)
o Other sources of funding
e Scholarly and creative activities (i.e. Patents, awards, supervision of student research

)

e Quality and impact of research (Citations, H-index ...)

The evaluation rubric uses rating points to enable relative weights for 4 major categories of
research and innovation indicators (publications, research funding, scholarly and creative
activities, and quality and impact) based on the quality and quantity of the reported research
and innovation activities (Table 4). The total score for research and scholarship can be
cumulated using a combination of any or all of the above 4 major categories to indicate the level
of achievement of the faculty member under the overall “Research, and Innovation” component.
The University reputation rests on the output of refereed publications and especially on those
with a demonstrable high impact and/or international recognition as top tier publication in the
field. In consequence, the highest weight of the evaluation shall be given to guality

publications.
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(A) Publications:

Publications are used to evaluate the research achievements of faculty members and are
considered an important metric for the academic standing of the faculty member and the
University. Furthermore, publications are required for promotion to higher academic ranks.
Eligible publications for evaluation are those published during the last two calendar years and
meet college/center requirements for quality. More credit shall be given to publications
within the discipline’s top tier based on the prioritization of publication types as defined by the
department/program/college. To encourage high quality scholarship, the top tier publications
shall be granted full credit in two successive evaluation periods (Table 4).

(B) Grants/Research Funding:

Securing funding for one’s research ideas is an indication of scholarly achievement and status
among peers. The university encourages faculty members to write and submit competitive
research proposals for funding sources. Guidelines on calculation of score for this category
based on the type of grant, the role assumed by the faculty, and the number of funded projects
(Table 4).

(C) Other scholarly and creative activities:

QU recognizes that research productivity of faculty members can manifest in forms other than
publications and grants such as research excellence awards received by faculty members,
intellectual property, grant writing activities, co-supervision of student research, creative work,
other types of scholarly work, and faculty mentorship (Table 4).

(D) Quality and impact of research:

QU recognizes that quality of research output is also important. Use of quality indicators such as
H-index, number of citations, high quality of journals (impact factor and/or Q1, Q2....) etc. It is
up to individual colleges to decide on indicators of high quality/impact of research (Table 4).
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Table 4: Performance Indicators and Rubric for Research and Innovation

Research and
Innovations

Meet Expectations (1)

Below
Expectations (0)

Publications:

-Rated based on
quality and quantity
-Top tier carry the
most weight

Papers published in Peer-reviewed Journals

No publications

or

Publications in non-
referred journals

Refereed book or book chapter published
by a reputable publisher

Non refereed book or
book chapter

Referred full paper published in reputable
conference proceedings

Non refereed full paper
published in conference
proceedings

Grants

Lead Principal Investigator (LPI) OR Pl in
competitive grants received during the
evaluation year

No evidence

Scholarly and
creative activities

Research excellence award received
OR
Registration of Patent

No evidence

Supervision of student research activities
(i.e. UREP)
(not part of the workload)

No evidence

Practical applications derived from research
and with proven impact (i.e. software, tools,
protocols, novel drugs, procedures used in
clinics, research or education.

No evidence

Presenting a paper (abstract or poster) in a
recognized conference

No presentations

Quality and impact

Evidence of quality and impact (Citations,
H-index, Q1/Q2 publications, awards, other
quality measures by discipline, ...)

No evidence of quality
and impact

Final Score:

Page 20 of 30




11. Professionalism and Service

The weighting for this component shall be in the range of 10 to 20 percent of the overall faculty
performance, depending on the faculty work plan and activity for the evaluation period. Faculty
members are expected to behave professionally and employ their knowledge, expertise, and
professional skills to benefit the University, the students, the discipline or profession, and the
community at large in a manner consistent with the University mission. Professionalism and
service may be measured in many ways. Suggested items may include:

Relationship with students, colleagues, and supervisors

Service to department, college, university, community, and profession
Support department, college, and university strategic KPIs

Evidence of teaching willingness and diverse ability to teach different types of
courses (undergraduate vs. graduate, senior projects, thesis supervision, ..)
Leadership, teamwork and effective communication skills

Awareness and compliance with Qatari Cultural and university policies and
procedures

7. Career professional development.

PwnN e

o g

The faculty member agrees with the Head of department on the type, scope and weight of the
professionalism and service activities that the faculty member should focus on during the period
of evaluation. The weighting for this component shall be in the range of 10% to 20% of the
overall faculty performance evaluation. Suggested weights for professionalism and service is as
follow (based on QU employment categories):

Research track faculty - 10% to 20%

Clinical track faculty - 10% to 20%

Regular track faculty - 10% to 20%

Regular track faculty (Teaching Emphasis) — 10% to 20%
Lecturers — 10% to 20%

TAs — 10% to 20%

ogkwhNE

The faculty professionalism and service is evaluated through evidence-based and shall be well
documented and is based on the significance and impact of the activities as well as on the role
played by the faculty in providing this such accomplishment.

1. Relationship with students, colleagues, and supervisors:

e Conducts interactions with students, colleagues and supervisors in nearly all
circumstances with a professional and ethical mind-set, sense of duty, and sense
of accountability.

o Demonstrates conduct that illustrates insight into his/her own behavior.

o Shall not be subject to any disciplinary sanction or investigation or misconduct or
behavioral incidents related to students, peers and supervisors

2. Service to department, college, university, community, and profession:
e Evidence of constructive and impactful service to department, college, university,
community, and profession;
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o Evidence of editorial board membership or chairmanship and/or non-paid
consultancy.

Support department, college, and university strategic KPIs:
e Evidence of support to the strategic plans (KPIs) of department or college or
university

Teaching willingness and diverse ability to teach different types of courses
(undergraduate vs. graduate, senior projects, thesis/project supervision...):

e This should be documented by actual work load of faculty members.

o Diversity in teaching courses (UG vs. Graduate courses, thesis supervision).

Leadership, teamwork and effective communication skills:
e Evidence of leadership, such as mentoring students and/or junior faculty
members
¢ Evidence of effective teamwork such as working together in teams/committees
e Faculty effectively communicates with others (Technicians, Admin Assistants,
TAs, RAs...)

Awareness and compliance with Qatari Cultural and university policies and procedures:
o Demonstrates awareness and compliance with Qatar University culture, policies,
and procedures.

Career professional development:

¢ Attending workshops on teaching excellence themes and assessment as
explained in the reflection paper and action plan for improvement

o Participating in follow-up sessions

¢ Implementing new knowledge and/ or skills gained (i.e. presenting in front of
participants how implementation took place and what was the added value in
class, how it enhanced students learning, and inviting peer(s) for class
observation

e Registering for online training programs, participating in these programs, their
follow-up sessions and the results received

e Using different technology means to enhance teaching, assessment and
research after taking workshops / training programs

o Participating in training programs on research including follow-up sessions (on
student engagement in research, grant writing, research techniques, etc.

¢ Attending seminars on service-related issues (e.g., program assessment,
program continuous improvement, accreditation, etc.)

It is the responsibility of the faculty member to provide all the necessary evidences that support
his activities. The HoD evaluates these activities based on a holistic appreciation of the faculty

member overall effectiveness, ethics, collegiality, professional behavior, impact and proactivity.
The score must be in the range of 0 to 1 (Table 5).
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Table 5: Performance Indicators and Rubric for Professionalism and Service

Professionalism
and Service

Meet Expectations (1)

Below Expectations

)

Relationship with
students, colleagues, and
supervisors

Conducts interactions in nearly
all circumstances with a
professional and ethical mind-
set, sense of duty, and sense of
accountability. Demonstrates
conduct that illustrates insight
into his/her own behavior. Shall
not be subject to any
disciplinary sanction or
investigation or misconduct or
behavioral incidents related to
students, peers and supervisors

Demonstrates repeated lapses
in professional conduct wherein
responsibility to students, peers,
and/or the program are not met.
These lapses may be due to an
apparent lack of insight about
the professional role and
expected behaviors. Be a
subject of sanction or
investigation or complains from
students or colleagues that
must be documented

Service to department,
college, university,
community, and
profession

Evidence of constructive and
impactful service to department,
college, university, community,
and profession; OR

Evidence of editorial board
membership or chairmanship
and/or non-paid consultancy

No any evidence of such
service to any party is
presented

Support department,
college, and university
strategic KPIs

Evidence of support to the
strategic plans (KPIs) of
department or college or
university

No any evidence is presented

Teaching willingness and
diverse ability to teach
different types of courses

Evidence of teaching willingness
and diverse ability to teach
different courses to different
levels of students (UG and PG)
and/or ability to supervise
student thesis/projects

No any evidence is presented

Leadership, teamwork
and effective
communication skills

Evidence of leadership,
teamwork and effective
communication skills

No any evidence is presented

Awareness and
compliance with Qatari
Cultural and university
policies and procedures.

Demonstrates awareness and
compliance with Qatar
University culture, policies, and
procedures.

Evidence of failure of
awareness or compliance with
such societal and/or university
parameters

Career professional
development

Evidence of professional self-
development such as attending
workshops, continuous
professional development, etc.

No any evidence is presented

Final score:
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12. APPENDICES
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APPENDIX 1

Jhé acols

QATAR UNIVERS TY

Student Course Questionnaire/ ¢l Joda pald il

) e [tk e

Jalatios clibud) of Lale ¢1aY1 5 Jaadl Cpmaad e (o 501l A cliae 5l Aaala el Lyt 138 Al e d3dall elills)
(e JS3 Jah s 5 Ala) i) cang olaia) ALl e Ay alay Al Ay

Dear Student,

Your thoughtful responses to this questionnaire will be helpful to Qatar University and its faculty to continuously
improve the quality of the learning experiences offered to students. Your anonymity will be respected. Please

choose one response per statement.

Between 2.5 - 2.99 O 2.99-25 o

1. Did you take this course as part of your Gl
oty )l ]
Required course in my Major [0 oawadi s oba) Minor O = A paads
Elective course in my Major [0 awadd b sl Free electives O o~ gosl
Core Curriculum Program O ale s Others: ......ovvviiiiinenn. a ... el e
2. Please indicate your current GPA Jaxall
=S 2
Below 2 0 2 oedd Between3-3.49 O 3.49-3y»
Between 2 - 2.49 0 2.49-2 o 3.5 or above O Jssis 35

This is my 15t semester: Not Applicable O
Laalall 3 Jead Il 130 1 salaiy Y
O

Leiaail 2.3

3. Please indicate the number of Credit Hours you have completed

Baairall CileLudl dae

Less than 30 CH 0 dels 30 o
Between 30 - 59 CH 0O 459 -30 o

Between 60 -90CH O 4=L.90-60 o
More than 90 CH O el 90 o S

4. Please indicate your expected grade in this course
A4

A 13 b e el g i il sl

A O sl 90%
B or B+ O 90% — 80% ¢y
Cor C+ O 80% — 70% cx

DorD+ O 70% —60% o
Fail O 60% o i

5. Please indicate your nationality:
Luinll 5

6. Please indicate your gender
g5l .6

Qatari O s ki
Non-Qatari O ok e

Male O BN

Female 0O oty
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Please rate the extent to which you agree with the following statements by ticking the
corresponding box:

Strongly Strongly No
agree disagree response

by g Y WY ey

Agree Disagree

1. Course materials were well prepared covering topics listed in the syllabus

O O O O O
o sine Aplads e el a4y phy (&) L e jSA1) | jial) of e cide]
2. It was clear how course topics fitted into the course as a whole
0 0 0 0 0
Adena (B ) Al (5 5iae e g pnse JS LS 5 ADe a0z pms seh
3. Course lectures were well structured and planned
0 0 0 0 0
A IS0 Ll dadada g dadaia ) jaall Gl palae ciilS
Strongly Strongly No

Agree Disagree .
agree g 9 disagree response

Bady i gl il Gy g sy ey

1. | clearly understood the learning outcomes expected from this course

O O O | |
2. Class attendance was beneficial to my understanding of the course topics
O O O 0 0
3. Course topics and material were clearly explained during class
0 0 0 | |

M\JJ)M\SJLAC):QIS

1. Course content delivery and teaching methods generated my enthusiasm
for learning the subject matter

O O O 0 0
2. | learned important things in this course
0 0 0 | |
3. My interest in the subject matter has increased after taking this course
O O O 0 0

el e g gay alaial 313 il 13 Al

1. Examinations and assignments covered the main topics of the course

oaall (s siaal ) Ale gua sall chlaad 6l 5 <ol HLial) calad
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2. Feedback/comments received on graded material was useful and

valuable 0 0 0 0 0
daniadll Q\.\;\j&\ ja\)th|@$.\9uJI\.g§QLL>L°_\c Cilian
3. Evaluation criteria used in assessing student work were clear
O O O | |
sl el andi jules Craul
4. Exams/assignments required thinking and/or analysis beyond
memorization . . . 0 0
Jalatll <&l bl e jliay) Qllaw
1. A variety of activities were used in class to engage students and promote
learning . . . . .
Lpailaill Lleall & Akl &) ) Cargs Caall b de site dadil Cileaial
2. My understanding was aided by practical examples and illustrations given
in class . . . . .
& s sall sagh o ) jiall 853l sl il il g Adadaill ABY) el
3. Students were encouraged to do some independent study or to explore
different viewpoints . . . . .
diline Hlai gy e ol 5oa bl o Ll e Al ia aad
4. Educational technology was used effectively to promote learning
O O O 0 0
Aalhall alad 3 jail Allad 44 Hlay alatil) 8 Lis gl 3N Canddiin)
Strongly Strongly No

Agree Disagree .
agree g 9 disagree response

Bady G ol il Gy g s Gla Y

1. Instructor showed real interest in students and their learning

0 0 0 0 0
pgalaty s ALkl Gida Lalaia) g Ua a ) jiall Sl el
2. | was encouraged to interact with the instructor outside class (office hours,
email, etc.) . . . 0 0
(&) Al clelull) caall s Akl o 5 4y Jelil) o) il Sl ans
3. 1 was encouraged to participate in discussion, debate or other class
learning activities
0 0 0 0 0

Laglel) Al o W e 5 ol ylaliall cclilid) 84S il o jiall dind e
Tl
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Optional Questions

1. Which aspects of this course or instructor were most valuable
to your learning?

€ Y R 13 Clew Juadl o a1

2. What changes would you suggest to improve the course?

€ el 13y skl Lga i Al ol ) 8 L 2,

3. Please feel free to make any other comments

Thank You
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APPENDIX 2

Examples of Score Calculation
Example 1: Regular Track Faculty in College A with the following weights:

1. Teaching and Learning: 50%
2. Research and Innovation: 40%
3. Professionalism and service: 10%

Teaching/Learning Effectiveness:

Meet
Expectations (1)

Below
Expectations (0)

Weight
(50%

Teaching Portfolio

1

Student evaluation of faculty

0

Peer observation / evaluation, (optional)

N/A

Evidence of innovation in teaching and utilizing
excellence themes in teaching

1

Student related issues

1

Course management and administration

0

Curriculum Development / Enhancement

1

Equal
weights

Final score

Research and Innovation

4 out of 6 (below expectations)

Meet
Expectations

)

Below
Expectations

©)

Weight
(40%)

| Publications

1

Grants

0

Scholarly and creative activity

1

Quality and impact

1

Equal
Weights

Final score

Professionalism and Service

3 out of 4 (Meet Expectations)

Meet
Expectations

Below
Expectations

©)

0.3

Relationship with students, colleagues, and
supervisors

1)
1

Service to department, college, university,
community, and profession.

Support department, college, and university
strategic KPIs

Evidence of teaching willingness and diverse
ability to teach different types of courses
(undergraduate vs. graduate, senior projects,
thesis supervision, ..)

Leadership, teamwork and effective
communication skills

Awareness and compliance with Qatari
Cultural and university policies and
procedures.

Equal
Weights

Career professional development

0

Final score

5 out 7 (Meet Expectations)

Overall Score

Meet Expectations

The calculations are based on equal weights for each item under a given category.
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Example 2: Regular Track Faculty in College A with the following weights:

1. Teaching and Learning: 50%
2. Research and Innovation: 40%
3. Professionalism and service: 10%

Teaching/Learning Effectiveness: Meet Below
Expectations Expectations

1) ©)
1

| Teaching Portfolio
Student evaluation of faculty 0
Peer observation / evaluation, (optional) N/A
Evidence of innovation in teaching and 1
utilizing excellence themes in teaching
Student related issues
Course management and administration
Curriculum Development / Enhancement
Final score 0.7 out of 1 (Mee

Research and Innovation Meet Below
Expectations Expectations
() (V)
Publications 1
Grants 0
Scholarly and creative activity 1
Quality and impact 1
Final score 0.9 out of 1 (Meet Expectations)

Professionalism and Service Meet Below
Expectations Expectations
() Q)
Relationship with students, colleagues, and 0
supervisors
Service to department, college, university, 0
community, and profession.

Support department, college, and university
strategic KPIs

Evidence of teaching willingness and diverse
ability to teach different types of courses
(undergraduate vs. graduate, senior projects,
thesis supervision, ..)

Leadership, teamwork and effective
communication skills

Awareness and compliance with Qatari
Cultural and university policies and
procedures.

Career professional development 0

Final score 0.6 out 1 (Below Expectations)
Overall Score Meet Expectations

These calculations are based on weights assigned for each item under a given category. Colleges may
determine the weights within each category (i.e. a college may decide publications must count a minimum
of 50% of research and innovations)
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