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FENERBAHÇE UNIVERSITY 
PERFORMANCE MANAGEMENT SYSTEM DIRECTIVE

PART ONE
Purpose, Scope, Basis, and Definitions

Purpose
ARTICLE 1 – (1) The purpose of this Directive is to contribute to career planning and management processes by evaluating, monitoring, and improving the performance of full-time academic staff serving in managerial positions at Fenerbahçe University and all full-time administrative staff, to increase the effectiveness of duties and responsibilities, to measure and assess administrative performance in accordance with the procedures and principles set out in this Directive, and to establish the binding rules and procedures for the promotion of administrative staff and the continuation or termination of their contracts for valid reasons, based on the performance criteria specified in this Directive.

Scope
ARTICLE 2 – (1) This directive applies to full-time administrative staff and academic administrators at Fenerbahçe University. Administrative performance measurement is based on the activities of the relevant personnel within a calendar year. The evaluation includes the goals, competencies, and performance outputs determined in accordance with the personnel’s job descriptions.

Basis
ARTICLE 3 – (1) This directive has been prepared in accordance with Article 130 of the Constitution of the Republic of Turkey, the Higher Education Law No. 2547, the Higher Education Institutions Organization Law No. 2809, Law No. 4281, the Foundation Higher Education Institutions Regulation, the Fenerbahçe University Administrative Staff Disciplinary Directive, relevant legislation, and university internal regulations.

Definitions
ARTICLE 4- (1) Some definitions used in this Directive are specified below: 
a) Unit: Academic and administrative units within Fenerbahçe University,
b) Secretary General: The Secretary General of Fenerbahçe University,
c) Target: Verbal and numerical terms indicating work results and methods for achieving them, planned to be achieved during the performance period in line with the employee’s duties and responsibilities in order to support the priorities of the university and the unit,
d) Administrative Staff: All employees subject to performance evaluation,
e) DHR: The Department of Human Resources of Fenerbahçe University,
f) Performance: The overall success indicator of all activities carried out by academic managers and administrative staff during a calendar year, 
g) Performance Period: The calendar year from January to December,
h) Performance Score: The score calculated for the various activities of academic managers and administrative staff in their field of work and service, and the score indicating the percentage of the total of these scores in each field to be included in the final evaluation, 
i) Performance Criterion: The criteria used to evaluate staff within the framework of their objectives, competencies, and job descriptions,
j) Rector: The Rector of Fenerbahçe University,
k) DSQ: The Department of Strategy and Quality of Fenerbahçe University,
l) University: Fenerbahçe University,
m) Manager: The Rector, Vice Rectors, Deans, Vice Deans, Department Chairs, Program Chairs, Directors, Assistant Directors, Secretary General, Deputy Secretaries-General, Department Heads.


PART TWO
Performance Evaluation Principles

General principles
ARTICLE 5 – (1)
1) Performance evaluation is conducted in an objective, transparent, measurable, and development-oriented manner.
2) Evaluation forms are completed electronically or in writing and submitted to the DHR.

Evaluation criteria
ARTICLE 6 – (1)
1) For academic administrators, Department Heads, and equivalent managerial positions:
i. Goals (Weight: 60%): Level of achievement of strategic goals, effectiveness in unit management, budget management, and project and activity outcomes.
ii. Competencies (Weight: 40%): Leadership, communication skills, decision-making, problem-solving, and team management.

2) For secretaries and similar administrative support positions:
i. Job Knowledge and Application (Weight: 40%): Document management, compliance with correspondence rules, and timely and accurate transmission of information.
ii. Communication and Collaboration (Weight: 30%): Communication with staff, students, and external stakeholders, and teamwork.
iii. Order and Discipline (Weight: 30%): Compliance with working hours, workplace order, and responsibility in carrying out duties.

Scoring system
ARTICLE 7 – (1)
Performance evaluation is conducted based on the following general scale:

Performance Level | Score | Description
Below Expected Value / Unsatisfactory | = 1.0 | Performance is significantly below expectations
Close to Expected Value / Needs Improvement | = 2.0 | Expectations have been partially met
Expected Value / Meets Expectations| = 3.0 | All expectations have been met
Above Expected Value / Exceeding Expectations | = 4.0 | Consistent performance above expectations
Far Above Expected Value / Exceptional | = 5.0 | Performance is far above expectations and at an excellent level


PART THREE
Evaluation Process and Responsibilities

Process
ARTICLE 8 – (1)
a) The performance evaluation period begins in December each year and ends in the following December.
b) The Rectorate and the DSQ determine the targets to be assigned to managers and share them with the managers.
c) The manager meets with the personnel under their supervision to finalize the targets and target weights.
d) The manager breaks down the targets to other personnel under their supervision using the same method.
e) The finalized targets are confirmed with the signatures of the personnel and their supervisor and submitted to the DHR.
f) In the following December, the staff member completes their self-evaluation form and submits it to their supervisor together with evidence related to the targets.
g) The supervisor evaluates the form based on observations and evidence, together with the relevant staff member, and assigns a score. 
h) The form, signed by the supervisor and the staff member, is submitted to the DHR.
i) The results are recorded by the DHR.
j) The employee may appeal the scoring to a higher-level supervisor by presenting their evidence. In such cases, the higher-level supervisor consults with the employee and the first-level supervisor and decides on the appeal.

Responsibilities
ARTICLE 9 – (1)
1) Evaluating Supervisor: Conducts the evaluation based on objective data and provides feedback.
2) DHR: Coordinates the evaluation process and reports the results.
3) General Secretariat: Completes the process and submits it to the Rectorate.
4) Rectorate: Oversees the process and makes the final decision.





PART FOUR
Use of Results, Effective Date, and Implementation

Use of results
ARTICLE 10 – (1) The evaluation results are used in the preparation of staff development plans, rewards, promotions, job changes, and the determination of training programs, as well as in decisions regarding the continuation or termination of administrative staff contracts for valid reasons.
(2) This directive serves as an annex to the contracts concluded between the University and its academic and administrative staff.


PART FIVE
Effective Date and Implementation

Effective Date 
ARTICLE 12 – (1) This directive takes effect on the date of its approval by the Senate.

Implementation
ARTICLE 13 – (1) The provisions of this directive are implemented by the Rector.
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