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1.  In your mind, what is the purpose of the FPAR? 

The FPAR is a place to articulate and track a faculty member’s activities across the year.  It can be helpful for management of data used for evaluations and promotion.  The FPAR gives a place for chairs and directors to notice red (or green flags) about a faculty member’s work. Now that FPARs are in Activity Insight, they can be used for data mining by chairs and directors (instead of asking faculty members for lists of things).

For a faculty member, it is a chance to reflect, report and be recognized for all the hidden work one does.  It helps the faculty member tell lhis/her story for promotion, CV, and grant writing activities. 

2. What do you look for when reviewing the FPARs? 

The Directors look for thoughtful reflection on teaching, goal setting, plans for improving.  They also look to see how involved the faculty member is and how they might help support the faculty with recommendations for professional development.  The Directors do not have an evaluative charge (based on bylaws).  
3. What do you find frustrating in the FPAR process? 

It always feels rushed to get them done and get them evaluated.  It’s never a good time.  It’s frustrating when faculty make trite/disrespectful comments when they obviously don’t care/want to complete the FPAR.  It falls short when not done correctly.  A faculty member can make it look impressive but may not be doing what the program really needs.   

The faculty are required to report on three areas, but their positions are more than that.  There’s collegiality, going above the call of duty, holding regular office hours, being responsive to emails, etc.  What is the point of the FPAR?  To assure everyone is meeting a bare minimum?  

The most frustrating part is that there are no strings attached to the FPAR.  It doesn’t matter if it is done poorly, late, or not done at all.  Nothing really happens to that faculty member, nor does it influence promotion and tenure.  The only avenue for correction is currently housed in Article 18 of the CBA. 


4. What are the strengths of the FPAR? 

When faculty members reflect on their own professional development and involvement  on an annual bases, it can help the faculty member grow professionally.  It’s hard to remember all the facts five years later when applying or promotion and/or tenure.  The FPAR gives faculty members a helpful reference document to access information. 

The FPAR can raise green flags when exceptional work is being done. The chair sees each faculty member on a more personal level than the Director. The FPAR gives the Director a peek into each faculty member’s routine. 

Some departments encourage faculty members to share FPARs plans for the year at department retreats or other meeting. This can reveal synergies related to activities planned or undertaken, as well as foster collaboration between faculty members. 

5. How does your role in the FPAR process differ from the Chair? 

The Director’s role is minimal and does not involve evaluation. The FPARs are used to harvest data and encourages people to make them effective and complete. The Director typically reads the Chair feedback to get a feel for how the faculty member is doing.  There is some confusion about what the Chair and the Director should be doing.  There is agreement that the process could be better formalized for everyone.  

6. Do you provide feedback on the FPAR? 

The answers were mixed on this question. Feedback is usually given, but not always due to lack of time.  Some directors are more involved by meeting with each faculty person.  Some give very little feedback believing the Chair feedback is more important.   


7. What happens after you have reviewed the FPARs?  What is done then? 

g. Do you review the FPAR with the faculty member? 

Only one director reported meeting with faculty one on one.  All the rest just provide their feedback, and the process is done.  

g. Is there a discussion at the administrative level?  

Summaries are pulled in the Provost’s office.  In the directors group, they have discussed the problem of poor/missing FPARs.  Jody has shared samples of poor ones (without any individual identifiers).  This is helpful in seeing issues outside a director’s own division and getting a broader picture of the challenges institutionally.  This task force is an outcome of some these discussions and wanting to improve FPARs and gain better self-reporting and reflection.  

Overall Summary:  The current FPAR process is lacking in clarity, purpose, and consistency across campus.  We fall short on closing the loop. What happens afterwards?  How does it help us?  There is a consensus that the FPARs can be valuable if done right. Faculty should focus on telling their story because much of their work is hidden.  It’s like a police report.  If it’s not in the FPAR, it did not happen.  Faculty need to understand that and put effort into capturing all their work, reflecting on it, and consider goals for improvement.  The FPARs should be shared.  Successes and outstanding work should be appreciated and celebrated.   

There should be more detailed guidelines to help faculty understand what needs to be included.  The FPAR Checklist/Outline Sheets used in Math and CS enable the faculty members to better write the FPAR because they provide questions directly related to the departmental expectations. 

