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Banasthali is in the process of devising new compensation scheme for its
teaching staff with a view to:

(i)  rationalize and improve the compensation;
(ii)  bring in efficiency and accountability.

The process started many years ago with several experimentations at
Apaji institute and gained momentum again after the announcement of
the recommendations of the VI Pay Commission. However, the process
led the Vidyapith to come out with a rather innovative, interesting and
just scheme of its own and the exercise, therefore, cannot be termed as
‘implementation of the VI Pay Commission Recommendations’.

The process began with the assumption that we all are after all ‘teachers’
and teaching is our major/primary/most significant responsibility.
However, it is also widely believed that feaching alone cannot (and
should not) be justified as total responsibility as a teacher.

They are also expected to carry our research and other academic activities
and also take active part as ‘responsible corporate citizen’. This is all the
more important for an institution like Banasthali who emphasizes on
value inculcation through comprehensive educational programmes and
active participation towards maintaining and enhancing our campus
ethos, which we all cherish, is indeed the most important contribution one
can make to the university.

If a teacher is expected to perform teaching as the major activity, but is
also expected to be actively engaged in research and other academic
pursuits besides fulfilling corporate social responsibilities, then a question
naturally crops up: How much of each of these functionalities one is
expected to perform?

To this another dimension is added when we look at the fundamental
principal that management and administration of academic institution
should be carried out by academics as they best understand the objectives

and underlying complexities.

Quantification of academic functionalities is a rather difficult task, but
must be carried out for devising a functional scheme. Before venturing
into this complex task a question also needs to be addressed whether ‘the
proposed quantification’ should be like a prescription applicable to all or
it should provide for some flexibility so that workers have some freedom
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in designing their own work profile and thereby talents of each one of us
is put to its most optimal use as per our interests and aptitude.

The general consensus was towards a *flexible system’.

Since the whole process moved forward with VI Pay Commission
recommendations it would be better to look at some salient
recommendations so that we may understand the spirit in which the
whole exercise is carried out.

Pay commission recommendations are all about paradigm shift ...

Performance Related Incentive Scheme (PRIS) has been introduced.

Pay Scales abolished... and Pay Bands introduced...

Pav Scales (51-S34) Pav bands

2550-55-2660-60-3200 -1S : 4440- 7440
3050-75-3950-80-4590 PB1: 4860-20200
5500-175-9900 PB2: 8700-34800
8000-275-13500 PB3: 15600-39100
16400-450-20900 PB4: 37400-67000

What about increments?

Pay Scale System

O 3050-75-4590 : 2.5% to 1.75%
O 5500-175-9000 : 3.2% to 2.0%
O 8000-275-13500 : 3.5% to 2%
0O 12000-375-18000 : 3.1% to 2%

Pay Band System

O Increments to be 0-5% based on_performance
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Some other salient features are:

v

Stagnation Removal : People to move to the next pay band
automatically

Workers shall remain in one pay band for long periods ... in
case of promotions only grade pay to change :

An attempt to put a system in place for providing ‘market
driven compensation package’ ...

NN

Some features of the PRIS are:

» Process re-engineering: Savings from the restructuring and

reorganization of work should largely finance the pay increase.

(What is also termed as ‘Revenue Neutralization’)

Every organization shall have the freedom to devise its own

PRIS based on the organizational structure, levels and

processes... :

> What is performance? Shift from input-process emphasis to
results, social goals, outcomes ... To put it more simply, in the
final analysis only ‘deliverables’ shall count.

N

Based on the above, what we actually need is not only a flexible
system through which teachers may define their work profiles, but
also a simple evaluation system to indicate their ‘Performance’
related to which they may be offered incentives (increments).

1. Teaching Responsibilities(T)

There cannot be two opinions about the fact that we all are after all
‘teachers’ and teaching is our major/primary/most significant
responsibility.

The process re-engineering with a view to achieve revenue
neutralization has invariably lead to some enhancement of the
teaching responsibilities. Though, it may result in deterioration in the
quality of teaching one may fear, there seems to be a general
consensus that we all will have to get above our comfort levels to
deliver the best quality possible even with slight enhancement in
teaching responsibilities.

To account for those who would do somewhat less of teaching in view
of their other major responsibilities (and also for those who would
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want to teach more) some variability in the work-load(term we should
discontinue to use) is desirable.

Furthermore, it is also proposed to change the designation of
Professor, Reader, Lecture as Professor, Associate Professor, Assistant

Professor, respectively.

Thus, the proposed teaching responsibilities are as under:

Current Proposed Minimum | Expected = | Maximum
Designation | Designation | Teaching R. Teaching R. | Teaching R.
Professor Professor 13 15 16
Reader Assoc. Prof. 16 18 20
Lecture Asst. Prof. 20 22 25

The Teaching Responsibilities are given in contact hrs/week.

In exceptional cases the teaching load could further be varied, say by
10-15%, in consultation with the Vice-chancellor.

Now the question comes ‘teaching’ amounts to what proportion of
the total responsibilities???

It appears a reasonable assumption to count one hr of teaching
equivalent to 4% of the total work. Assuming a 48 hrs. of work
schedule per week (or for computational simplicity, say 50 hrs/week)
teaching should count for 4%, assuming for one hour of teaching an
equivalent amount of time spent on preparation etc.

Thus, in terms of the percentages of total responsibilities the above
table looks as below:

Current Proposed Minimum | Expected Maximum
Designation | Designation | Teaching R. Teaching R. | Teaching R.
Professor Professor 52% 60% 64%
Reader Assoc. Prof. 64% 72% 80%
Lecture Asst. Prof. 80% 88% 100%

The above table itself quantifies much of the workload of teaching
staff. There are several simple observations:

For Assistant Professors the teaching load shall constitute
almost 85-90% of their work profile. They could do some
research or offer to join some other administrative

(1)
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responsibility. Should they desire only to teach (though not
advisable at all), they may opt to teach 25 hrs per week. It
appears a reasonable assumption to count one hr of teaching
equivalent to 4% of the total work. Assuming a 48 hrs. of work
schedule per week (or for computational simplicity, say 50
hrs/week) teaching should count for 4%, assuming for one hour
of teaching an equivalent amount of.time spent on preparation
etc. This ‘quantification’ also seems reasonable from a Work-
Compensation Parity point of view (see Annexure-I).

(i)  Professors on the other hand could only justify around 50-55%
of their work through teaching and they must necessarily have
to take some major responsibilities to account for the balance.

(iii) Similarly, the quantification also nicely defines the proportion
of the responsibilities of Associate Professors.

There are numerous ways one can offer to undertake research
and other academic activities.

2. Research & Academic Responsibilities(A)

The research work could comprise as little as 5%(or in rare extreme
cases even less), but could also be as high as 50%. The worker will
have to define in one or two paragraphs the focus of their research.

One is expected to estimate one’s research commitments in % credit
point, however, the valuation of research shall be based on research
outcomes and one can significantly overachieve one’s commitments.

Every department shall prepare a list of top 5-10 journals (List-A) in
their respective disciplines area-wise having a very high impact factor.

Similarly they shall prepare a list-B of the next level of journals.

The valuation of the research outcomes shall be as under:

S. No. Contributed a Paper in Quantification
12 List-A of journals 10
2 List-B of journals 5
3. Other refereed journals or refereed 2
conference proceedings™
4. Non-refereed journals and non-refereed 1
conference proceedings
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Similarly Book writing exercise could also be quantified as follows:

S. No. Item Quantification
1 Text-books & Technical books 10-20*
2. Edited volumes/books B
1 Chapter in a_book/ book review 2

Participation in Conferences/Symposia/Workshops/Concerts/ Training
programmes/Exhibition etc. should also be valued but only just. They
would be ‘quantified’ as follows:

S. No. Item : Quantification
L. : Invited lecture 3
2. Contributed presentation 2
9. Poster presentation 1

There is so much variation in various disciplines that ‘one size may
not fit all’. In disciplines such as Music and Visual Arts Exhibitions
and Radio/TV performance etc. may demand slightly different
valuation and that would be agreed at the time of finalizing the
commitment.

Similarly, Organizing Conferences/Symposia/Workshop/Training
Programme etc. should be quantified as follows:

S. No. Item Quantification
L. Convener/Coordinator 3-5
% Organizing Secretary or equivalent 2-3
3. Committee member 1-3

Mobilizing resources for the University shall have to be valued
highly! The Principle Investigator of a project shall claim credit to
the extent of 1% per lac for the total value of the project.

Research supervision and guiding M.Phil./M.Tech. dissertations and
master’s level project work will also have to be valued, but only
slightly. Supervising a Ph.D. thesis should be quantified as 10% for
the year in which the degree is awarded. In case of joint supervision
this credit could be shared in a predefined proportion. Similarly,
M.Phil/M.Tech./M.Ed. dissertations should account for 2% each and
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supervising Master’s dissertations and project would have 1% credit
value.

The general framework prescribed above may be suited to a typical
Science department and may not fit academic work in areas as diverse
as Music and Visual Arts. Thus, Radio/TV performances, exhibitions
and such events would also be counted for academic activities on a
case-by-case basis.

Some special academic accomplishments such as Patents/Technology
transfer and Distinguished Academic awards & Recognitions
could also be rewarded in the range, 10-15% and 5-10%, resp.

3. Departmental Responsibilities(D)

There are several responsibilities many of us have been carrying
towards smooth functioning of various academic subunits of the
Vidyapith. Deans/Heads and other work real hard so that day-to-day
activities run smoothly.

Responsibilities of the Dean are to ensure smooth functioning of
various associated departments and to ensure regular, sincere conduct
of day-to-day activities and timely completion of syllabi, to look out
for academic innovations in their disciplines and to arrange for all
necessary resources required for their constituent departments. They
also head the faculties and would ensure to help academic suggestions
take shape.

Deanship of various faculties should be valued from 5-30%
depending on the complexities such as the nature of the discipline,
number of students, number of constituent departments etc.

Headship, in more cases than not, is a far more involved and intricate
job. It usually entails much more time and energy than Deanship. The
departmental head should be responsible for each and every member
of the department and would be held responsible for any shortcomings
of the department. Headship of various departments should be
valued from 5-30%.

Deans/Heads would be evaluated as per the feedback provided by the

students and colleagues through various Feedback Forms as sampled
in annexure-IV.
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Larger departments would also need help from several colleagues for
its smooth functioning. A total credit points in the range of 5-15%
would be admissible for jobs such as time-table preparation,
conducting students’ seminar/projects, Instrument upkeep and lab
maintenance, store and record keeping, etc.

4. Institutional Responsibilities(I)

Last, but not the least, these are most important responsibilities one
may undertake. They are of the nature that apparently there appears to
be little direct benefit to the self, but they are most significant in view
of their importance to the institution. 1f Banasthali desires to strive
‘ahead in its march towards excellence, these activities are the most
critical link and accordingly these shall be valued rather highly.

There are numerous ways one can offer to take complete
responsibility of some major functionality by mutually agreeing
with Head/Dean/VC to commit oneself towards institutional
responsibilities.

Annexure-11 gives a list of such functionalities. Needless to say, that
such a list could never be complete and would evolve as the process
takes shape and stabilizes.

5, Performance Evaluation .

Based on the above every worker shall be required to fill his/her
Personal Commitments Form (Annexure-1V(a)). This process
appears to be the best mechanism to introduce flexibility in work
profiles. ‘

This form shall basically list what are your commitments as far as T,
A, D and I are concerned. This form shall be filled in late April early
may, but no later than 30 June for that particular year. A typical form
when filled shall list the commitments for teaching(T1) which shall
include the list of theory and practical subject being undertaken in the
I-semester as also the research plan for the year(A) and Departmental
as well as Institutional responsibilities (D & I). :

The form shall be revised in early December when [I-semester
teaching responsibilities(TZ) shall be listed. At this time the worker
shall have the opportunity to revise the research plan or make some
other minor alterations.
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5.1 Evaluation of Teaching: Evaluation of the teaching is based on
the simple principal that teaching-learning process should be student-
centric and in order to be effective it should satisfy the students. To
this end for every paper the students shall fill a Feedback Form
(Annexure-IV(b)) and the average marks obtained in the feedback
shall be taken as the achievement in that part of the teaching.

For example, if a teacher has the following teaching responsibilities:

Responsibility 'L TP  Creditpoints
1. Paper 1 5050 10
2. Paper - 2 4 00 8
3. Paper 23 300 6
4, Lab 1 0 0 4 6
5. Lab -1 006 8

and suppose their feedback report evaluation of 90%, 85%, 75%, 80%
& 95%, respectively, then their T1 shall be computed as follows:

T1= (90x 10 + 85x8 + 75x6 + 80x6 + 95x8) /100 =32.70,

that is, the worker has obtained 32.7 out of 38. Similarly if the II-
semester work(T2) is as follows:

Responsibility LT P . Creditpoints
1. Paper 1 6 0.0 12
2. Paper. “d 3500 6
3. Paper 3 30-0 6
4, Lab . -1 00 2 3
5, Labr =11 0 0 8 12

and suppose their feedback report evaluation of 80%, 95%, 60%, 90%
& 80%, respectively, then their T2shall be computed as follows:

T2 = (90x 12 + 95x6 + 60x6 + 90x3 + 80x12) /100 =32.40 .

Put together it means that the candidate out of a total teaching work(T)
of 77 the candidate has obtained 32.70 + 32.40 = 65.10.

5.2 Evaluation of Research and Academics: It is rather straight-

forward as the worker shall accumulate credit points as per the tables
given above. In the example above, suppose the candidate has
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committed 15% towards A and obtains 18 than this score will be
added in total evaluation.

5.3 Evaluation of Departmental Responsibilities: In the interest of
justice it would be proper that all evaluations are carried out by the
individuals most affected by the events. Thus, a form shall be
designed which every member of the department shall fill about the
head and also about every student shall fill a form about the head. The
institution would also have (somewhat subjective) overall evaluation
based on the events of the whole year. All three evaluations could be
combined to give an s core for Departmental Heads.

Similarly, Deans could be evaluated.

Fellow workers of the department shall be evaluated by the Vidyapith
in consultation with the corresponding Head and Dean.

In the example above suppose the candidate has taken a small
departmental activity worth 10% and scores, say 8, out of these 10.

5.4 Evaluation of Institutional Responsibilities: Such
responsibilities are so varied and diverse in nature that no definite
objective criteria are possible. Every individual shall be evaluated
subjectively by the Vidyapith in terms of the targets spelled out and
expectations outlined.

In our example, suppose the candidate has taken a small institutional
responsibility worth 10% and scores, say 9, out of these 10.

5.5 Overall Evaluation: The overall performance of the candidate
can now easily be qualified as weighted sum of the above. In the
above example the candidate has T, a, D, I as 77, 15, 10 & 10,
respectively, giving a total commitment of 112 credit points.

The achievement of the candidate is  65.10 + 18 + 8 + 9 =100.1.

6. Banasthali’s Liberal Incentive scheme for Scholars(BLISS):
The Performance Related Incentive Scheme(PRIS) for Banasthali

The overall performance can very easily be translated into incentives,

as expected by the PRIS concept, as per the following Banasthali’s
Liberal Incentive scheme for Scholars (BLISS) table:
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S. No. Total Credit Points Obtained Increment

¢ <60 ‘ 0%
2. 60 — 69 1%
3, 70 -179 2%
4. 80 — 89 : 3%
N 90 -99 4%
6. 100 - 109 5%
7

Our candidates having scored 100.1 qualified for 5% increase!

There is a suggestion that if the total credit points obtained are more
than 100 the candidate should qualify for 5%, but it would be a
disincentive to those who would want to commit even 140% or more.
We may think of increasing the incentives beyond 5%, but all such
‘ncreases have to maintain symmetry. In that case the performers
below 50% would go for -1% and below 40% would go for -2% and
SO on.

7. Refinement in the Evaluation Process

The above evaluation process though gives a simple and largely
objective process of evaluation of the basic academic and
administrative commitment, if fails to take into account various
important aspects such as Sincerity, Regularity, Punctuality, integrity,
loyalty, and personality traits.

There cannot be any direct definite commitment towards these aspects
as every worker is expected to perform in accordance. However, such
violations are so serious that they may mar every other aspect of the
achievements of an individual.

Accordingly, some factors need to be defined which are multiplicative
inn nature and as such could upgrade and downgrade the total
evaluation. Introducing too much subjectivity is also dangerous and
all such factors should have about 10% leeway with symmetry.

There are 365 days in a year out of which we are entitled for 45 days
of summer vacations and 12 days of Diwali break. In addition, we are
supposed to avail 8 days of casual leaves. There are around 60 other
holidays and weekend in one yr leaving around 240 working days.
One may avail around 15 days worth of other leaves of absence.
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A regularity factor (R) could be introduced, which could be
evaluated as :

R = (No of days present / 225) x (Classes taken/Classes scheduled).

Here classes scheduled could be replaced by classes estimated, and
this number would be an integral part of curriculum design.

Furthermore, Banasthali is a very active place and as such we all are
‘avolved in various duties which are not so substantial as to deserve a
separate credit for it, but still are important for maintaining the
campus ethos. These responsibilities could be attending to guests and
visitors and making seating arrangements at various events etc.

A Banasthali factor (B) may be introduced which could alter your
overall evaluation up to 10%. The factor, 0.9 <= B <= 1.1, shall be
assigned by the Secretary/VC in consultation with relevant people.

Banasthali pays just emphasis on value education and is well known
across the country and overseas for its educational ideology. It is the
responsibility of one and all to maintain certain behaviour traits which
are conducive for value inculcation. The bye-laws of the Vidyapith,
given in Annexure-III, define minor and major misconduct and as
such adherence to these bye-laws, maintaining secrecy of the
confidential matters etc. constitute loyalty towards institution and are
legal obligations of all of us.

A Loyalty factor (L) may be introduced which could alter your
overall evaluation up to 10%. The factor, 0.9 <= L <= 1.1, shall be
assigned by the Secretary/VC in consultation with relevant people.

The ethos of Banasthali campus is that of a family and decency in
behaviour is expected towards colleagues and students. Furthermore,
sincerity, integrity, honesty etc, are personality traits which everyone
must exhibit, particularly in an institution like Banasthali which takes
pride in value inculcation amongst its students and expects the same to
be imparted through personal behaviour of teachers.

A Personality factor (P) may be introduced which could alter your

overall evaluation up to 10%. The factor, 0.9 <= P <= 1.1, shall be
assigned by the Secretary/VC in consultation with relevant people.
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8. Overall Performance Evaluation

We are now ready to evaluate the overall performance (O) of an
individual by the following formula

O=RxBxLxPx(T +A+D'£T)

Where T°, A’, D’ & I’ are credit points obtained by an individual who
committed T, A, D and I, respectively.

Overall points obtained could certainly be translated into increment as
per the BLISS table.

9. Cumulative Evaluation and some futuristic remarks

The top-most priority of everyone is to understand and put this
system in place for overall quality improvement of the University
and for one’s own sake!

This section details some random thoughts about some issues which
may crop up when we have worked with BLISS for some years.

The procedure above would produce a number (O) which could be an
indicator of overall performance of a worker in that particular year.
After some years, it may be desirable to have a parameter which
would capture overall performance of the worker ‘till now’. It would
be desirable to define a parameter C, which indicates cumulative
performance up to nth year and recursively define it as follows:

C, =(Cpq +0)2 fornz=1, where O is the overall performance of
the nth year and Co= 0.

Some of the notions such as promotion to Senior Scale would loose
relevance as all Assistant Professors and Associate Professors would
be in the same pay-band. However, we can define an additional pay
increase of, say Rs.1,000/-, after accumulating 500 credits.

Eligibility for promotion to the posts of Associate Professor and
Professor could also be quantified.

It may be desirable to spell out consequences of C, falling below
certain threshold or, for that matter, overall performance (O) being
below certain limit for 3 consecutive years.
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Annexure-I

Work-Compensation Parity

Assistant Professor currently draw a gross salary of Rs.20,000/- at the
initial of the scale and has a workload of 18 hrs per week or on an
average 3 hrs per day. Assuming 200 teaching days (!!!) the per hour
compensation comes out to be

20,000x 12 /(200 x3) = Rs. 400/-

Similarly, the same calculation for associate Professors is
30,000 x 12 /(200 x 2.5) = Rs. 720/-,

And the same for Professor is

40,000 x 12/ (200 x2) = Rs. 1200/-.

Per hour compensations and their relative ratios shall remain
approximately the same with this increase. The above calculations show
that if we weight the compensations along the teaching responsibilities
alone there is no work-compensation parity.

If we weight the teaching load of an Associate Professor by a factor of
0.70 that amounts to saying that if one hr of teaching of a Asst. Prof. is
valued at Rs.400/- the same for an Assoc. Prof. is valued at Rs.500/- or
25% higher which appears very reasonable. With this valuation the
Associate Professor has earned only 300x300 = Rs.2.50 lacs. and,
therefore, must undertake research and other responsibilities
commensurate with the balance Rs.1.1 lacs.

Analogously, teaching by a Full Professor is factored by say 0.50-0.60
would mean that on her of teaching is valued at Rs.600-720 and,
therefore, a Professor only earns Rs.2.5-3.0 lacs through teaching and
must earn the balance of Rs.2.00 lacs or more through other means.




Annexure-I1
Profile of various Institutional Responsibilities

It would be in the interest of the institution if various affairs of the
University are carried out under direct and total involvement of teaching
faculty as per the widely accepted principle that academic administration
and management should best be left to academics alone. Many of the
shortcomings of the Vidyapith originate from the fact that teaching
community has shown apathy towards participation in anything other
than classroom teaching.

For such responsibility overall commitment would be highly valued and
the evaluation shall be done based on how smoothly that particular
activity has been carried out. -

Activities which replace the requirement of additional manpower would
be very highly valued!

There are several responsibilities teachers may commit to undertake as
per their interest and aptitude:

S.No. | Responsibilities Credit Points
¥ (1) Controller of Examinations: To be overall 40-50%
responsible to conduct the examination;
(11) Scope for 2-3 assistants 3 x(8-10%)

2. (i) Financial Advisor: To carry our budgetary 30-50%
planning and exercise strict budgetary control.
Plan investments etc.

(ii) Scope for 2-3 Assistants 8-10%

Foreign Student Advisor: To take complete 10- 20%
responsibility for hosting and facilitating
overseas students and organizing student
exchanges

(U]

4. (i) Coordinator-International Relations: To 20-25%
work towards improving International Relations
and promoting Banasthali abroad.

(ii) Scope for 4-5 Assistants 5x (8-10%)
5: Interface for Off-shore centres: One for each 10%
6. Manager-Radio Banasthali 30-40%
7. Cultural Coordinator: To coordinate various 30-40%

activities within the campus and to facilitate
participation of Banasthali students in various
events such as Youth Festivals
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8. Dean-Instruction: To facilitate day-to-day | 25-40%
teaching activities in respect of classrooms,
time-table, support facilities etc.
9. (i) Dean-Student Welfare: To carry out all| 20-30%
activities related to student welfare
(i) Scope for 3-4 people to join in 4 x (10%)
10. | Within DSW office or otherwise there is scope | 5x( 10-30%)
for more than 5-6 people to get seriously
involved with the Leave Management System.
11. |(i) Admission Officer: Huge responsibility!!! | 5x(30-50%)
There could be 4-5 such people each having total
responsibility ~ for carrying our defined
admissions.
(ii) Scope for 8-10 people to join the activity at | 10 x(10-30%)
various levels
12. | Dean-Faculty Affairs 30-40%
13. | (i) Training & Placement Officer: Serious | 40-50% or
responsibility. May be carried out by 2-3 people. 2 X 25%
(it) Scope for about 5 people to join in. 5x 10%
14. | (i) Maintenance Cell: To oversee day-to-day | 2 x(40-50%)
maintenance of staff housing, hostels etc.
(ii) Scope for participation at various levels 3x(10-25%)
15. | Verification Officer: To verify the degree and | 2 x(40-50%)
record of various students and to attend to such :
requests. It is required to do so for every new
worker and to furnish in formation for our own
students joining workplace particularly overseas. 2x (10%)
16. | Career & General Counselling Cell: Very very 40-50%
important function: needs to be carried out very
carefully and effectively. 5x (10-25%)
17. | (i) HR Cell: We need to facilitate relocation of |  40-350%
all new appointees. This is another very serious
responsibility.
(ii) Scope for 4-5 or more people to join 5 x (10-25%)
18. | Event Management: To take overall| 2x (20-50%)
responsibility of various events 10 x (10-20%)
19. | NSS 10-15%
5x (5-10%)
20. | Annual Report Committee 25%
5 x (5-15%)
21. | Prospectus Committee 25%

5 x (5-15%)




22. | Web-site Management 20%
: 5x10%
23. | Dean, Distance learning: Huge responsibility; 40-50%
Possibility for wider participation 5 x (10-15%)
24. | Office of the Financial Aid 20-40%
: : 5 x (5-10%)
25 | Student Orientation and Facilitation: To plan | 3 x (20-30%)
and organize orientation of new students and to
facilitate their joining Banasthali 10 x 10%
26. | Student & Staff Identification: work towards | 3-4 x(10-20%)
betterment of the system '
27. | Security??? ‘Unlimited!
28. | Library Committee: To work for development 10-30%
of library 5x(5-15%)
20, | Alumni Relations: To maintain database of | 5x (20-40%)
alumni and to devise and implement systems for
keeping in touch with alumni; a really major | .
responsibility! 10 x (5-10%)
30. | Promoting Banasthali: To design and develop | 3 x (10-40%)
exciting promotional and informative material
on Banasthali and participating in fairs and
otherwise promoting Banasthali outside 5x(5-15%)
31 Guiding & Banasthali Seva Dal 5-10 x(5-20%)
32. | Public Relations: Several very highly valued | 3 x (10-30%)
aspects + supporting role 5x (5-15%)
33. | Transport Manager 2-3 x(10-20%)
34. | Health Services Manager 2-3 x(10-20%)
35. | Dean-R&D: To develop and implement systems 20-50%
‘ for better implementation of the doctoral
programme and also to facilitate development
work in more organized fashion 5 x (10-20%)
36. | Legal Cell 20-50%
4-5 x(10-15%)
37. | Media Manager 20-50%
: : 4-5%(10-15%)
38. | Manager — Water Resources 20-50%
39. | Manager - Power 20-50%
40. | General Administration Unlimited!

Others ...
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Annexyre - 11
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Banasthali University

Staff Self Appraisal & Accomplishment Form

Period of assessment (1 July, to 30 June, )
4 ™
Name
Designation
Department :
e »
I. Teaching Responsibilities: Credit Points (T,)
CRITERIA Credit Points Total
T: Teaching Responsibilities: Full |Obtained

T,: For I Semester
(To be filled in April/May but no later than 30 June)

S.No.| Class Course | & T P

T,: For Il Semester
(To be filled in Nov/Dec but no later than 24 December)

S.No.| Class Course L T P

Total Teaching Credit Points Obtained (T} )




C: Continuous Assessment: Credit Points (T,)

(Please indicate in brief your Continuous Assessment. Policy for each course you taught. Please attach
copies of all home assignments, periodical tests and other assignments given by you. Faculty members
will be evaluated on the quality of their Continuous Assessment policy and also the quality of continuous
assessmentexams/tasks/home assignmentetc.)

S.No. Class/ Course/Paper No. of Students Continuous Assessment Policy
Semester in the class

T

C

T1=Tlt+Tlc+T|i+T|0=

(Attach additional Sheet, if require)



(To be filled by office)

Invigilation: Credit Points (T;)
S.No.| Exam Invigilation| Duties Unauthorised| Quality Credit Points
Duties Attended Absent of : X
InVIgllatlon Full Obtained
1. October
First Periodical
2 December
Semester Exam
3 February/March
Second Periodical
4. | May/June
Semester Exam
5. Others

Total Invigilation Credit Points Obtained ( T; )

General Comments about invigilation : (For office use)

Other Academic Responsibilities:
State all academic bodies/committees you were part of and your role & responsibilities thereof

(Not to be filled by the Staff Member) (For Office Use)

S.No. Academic Meeting Role & Quality of Credit Points
Body/ attended/held| Responsibilities | Participations z
Coinmittee Full |Obtained
1.
2.
3.
4,
Total Other Credit Points Obtained (T, )




II. Academic and R & D Responsibilities: Credit Points (A)

a. Degrees: Ph.D./M.Phil./M.Tech.
i. No.of Ph.D. awarded under your supervision in the current academic session

S.No.| Title Name of Students Credit Points
: 9
2
3.
Total

ii. No. of M.Phil. awarded under your supervision in the current academic session

S.No.| Title Name of Students Credit Points
1.
&
3.
Total

iii. No. of M.Tech./M.Ed. awarded under your supervision in the current academic session

S.No.| Title Name of Students Credit Points
1.
2.
3.
Total

iv. No.of MCA/M.Sc./PG Diploma awarded under your supervision in the currentacademic session

S.No.| Title Name of Students Credit Points
i 5
2.
3
Total
Total




b. Research Projects:

S.No.| Title of the Research Project Funding Agency Amountreleased during Credit
the corresponding Points
financial year

j 4
P
3.
Total
c. Mobilization of resources for Departments and Institution:

S.No.| Title of the Project/Programme| Agency Amountreleased during Credit
the corresponding Points
financial year

1 April__30March__|

L
2
3
Total
d. Publications:
Nature of journal Title Name of Journal | Date of Credit
acceptance/| Points
publication

a. List Al journals

b. List AZ journals

c. List B journals

d. ListCjournals

e. Non-referred
journals or
non-referred
conferences
proceedings

Total




e. Books:

Book Type Title Author(s) | Name of Date of Credit
Publishers| publication| Points

a. Text books &
Technical books

b. Edited volumes/
books

c. Chapters in the
book/book review

Total

f. Participation in Conference/Symposia/Workshop/Seminars:

S.No. Title Place Date & Details Credit
Points

i Invited lectures

2. | Contributory oral

presentations

3. | Contributory poster

presentations

Total

g. Organizing Conferences/Symposia/Work shops/Training programmes/ Music Concerts/
Exhibition/Refresher course:

S.No., Title Place Date & Details Credit
Points

1. | Convener/Coordinator

2. | Organizing secretary

3. | Committee member

Total




h. Chairpersons/moderators/members of advisory/organizing/technical committee of a
symposia/conference elsewhere, development of modules/tests:

S.No. Title Place Date & Details Credit
Points

1. | Chairpersons/

Moderators

2. | Members of advisory/
organizing/technical
committee

3. | Development of

modules/tests
Total
i. Distinguished academicawards:
S.No. Title Date Details Credit
Points
1. | International
2. | National
3. | State
Total
Total Credit Points (A)

a( )+b(  )#c( )Hd( J+e( )+H(  )+g(  )+h( )+ )=

Total Academic Credits Obtained (A")

Seen & Verified

Head ofthe Department

Seen & Verified

Dean of the Faculty



I[Il.Departmental Responsibilities

Credit Points (D)

S.No.

Details

Credit Points

Total Departmental Credits Obtained (D")

Seen & Verified

Head ofthe Department

IV. Institutional Responsibilities (Special responsibilities opted for) Credit Points (I,)

S.No.

Details

Credit Points

Total Institutional Credits Obtained (1,")




V. Other Institutional Responsibilities assigned

Credit Points (1, )
(To be filled by office)

S.No.| Responsibilities

Quality

Credit Points

Full

Obtained

Total other Institutional responsibilities Credits Obtained ( 1,')

T'+A'+D'+I'

Regularity Factor (R)
R = (No. of days present/225) x (Classes Taken/Classes Scheduled)

=(—/225) = ( / )

Banasthali Factor (B) : 0.9<=B<=1.1
As assigned by Secretary/VC based on the advise of the Head/Dean
and other relevant people

Loyalty Factor (L) : 0.9<=L <=1.1
As assigned by Secretary/VC based on the advise of the Head/Dean
and other relevant people

Personality Factor (P) : 0.9<=P <=1.1
As assigned by Secretary/VC based on the advise of the Head/Dean
and other relevant people

Overall Performance Evaluation (0):

0

Increment as per BLISS

RxBxLxPx (T'+A'+D'+I")




