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Abstract

The present study investigates the perception of academic staff about current performance appraisal mechanism in
their institutions and factors influencing appraisal. The study consists of sample from various private, public and
deemed Universities across UP and Delhi. The analysis of the data was done using tables and ANNOVA. The study
reveals relatively higher number of faculty members from UP were not satisfied with mechanism and execution of
the performance appraisal in comparison to faculty members from Delhi. The variation in appraisal format and its
implementation is significantly different in private, public and deemed institutions. It has been proposed that

academic institutions need to improve their faculty evaluation mechanism and implementation process.
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1. Introduction

The present organizational environment is dynamic and globally competitive. Organizations cannot afford
unsatisfied, unmotivated, uninterested and uncommitted employees. In this respect the role of performance appraisal
system is very important. Motivated and committed employees can be built by implementing effective performance
appraisal system. In order to create a successful organization, it requires that organizations’ goals and objectives be
translated in such a way that they are in accordance with the exact objectives of the individual employee. The
support and commitment of the top management towards employee should also be evident. Efficient performance
appraisal process is a key constituent of an organization. It lets all employees to feel that they are a part of

organization’s success and recognizes one’s contribution for the same [2].

Consequently, performance appraisal and decision on rating the performance index has taken an essential part in
current organizations regardless of the place and context. Evaluation of performance is the most effective and
critical mechanism of HRD with varied areas and purposes. This mechanism is used to assess the behavior, input
and prospects of the employees. It is applicable at all such places where people work in a group for the

accomplishment of a common objective.

Everyone working in an organization is in pressure to give ones’ best in today’s competitive world. This is because
his performance is being evaluated and compared in various perspectives. Organizations, in particular, follow the
practice of performance evaluation. They make sure that their employee’s performance should steadily improve. Not
only this, but performance appraisal is also required to place the employees at their right place in the organization.
This helps in utilizing their talent to its full extent. There are various practices adapted for the measurement of
performance appraisal according to the different situations and organizational characteristics [28]. A well organized
employee’s performance evaluation mechanism and its execution plays an imperative role in encouraging the
employees of the organizations to put in better effort. It helps in improving their performance as individuals and as

team members to come together to accomplish a common goal [6].

Employees’ performance evaluation is a management practices. It is mainly used for taking personal decision like
transfer, promotion and pay fixation. Apart from this it also deals with issues like employees advancement. Earlier,
performance appraisal mainly focused on employee’s evaluation in term of their achievements. The major objective
of assessment system is to find out the output of an employee, for to vindicate the compensation offered.
Furthermore, it is essential to put adequate measures to get righteousness and appropriate of evaluation system. The
appraisal system always drives direction to get result-oriented environment in the course of the altering of

organizational culture and climate of organization [8], [27], [3].

It is known that there are different types of appraisal system for developed, developing and underdeveloped

countries for education and industrial sector. The developed countries are in far better position with respect to
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others. Appraisal system for industries is working well all over the world which has helped for its fast growth but in

education system it is far behind.

Review of Literature
[15] concluded that quality education requires efficient teachers. They should be accountable and should deliver
quality education. [23] found that institutions require their workforce to be flexible and innovative. [16] concluded

that appraisal systems should be based on research and involved in ongoing studies of validity and reliability.

[29] revealed that well-organized mechanism of employee’s performance evaluation not only enhance employees
satisfaction, morale and productivity of organization, but also this technique works as powerful tool to improve

quality and contribution of an individual’s performance in an organization.

[6] well organized employee’s performance evaluation mechanism and its execution plays an imperative role in
encouraging the employees of the organizations to put in better effort, improving their performance as individuals
and as team members to come together to accomplish a common goal. [7] Considers appraisal system as a waste of
time, invaluable, purposeless by the teachers and hence they give very little attention and devotion to it. These
results of survey can be very helpful in providing cognizance to the institutions which are working and in process of
look over their evaluation systems and policies. [18] worked on (i) Issues with the mismanagement of the system,
(ii) 1ssues which are due to the authorities performing evaluation and (iii) Issues from the candidates. [18] expressed
and identified that these issues are the vital limitation in expediting education distribution and development. Hence,
he recommended to Thailand’s Ministry of Education to come up with improvements in existing teacher
performance assessment system. [24] has worked on the formal and organized appraisal process. [24] suggested that

to make the faculty aware about their strengths and weaknesses as per the comments of peers and students.

It is found that existing teacher appraisal system integrates both accountability and developmental models of
appraisal and as most of the teachers found this fearsome and hence not accepted. [19] suggest to modify or design
new effective and consistent performance appraisal system for the university faculty and create a close link between

appraisal and faculty future improvement and development matters.

[11] identified the major shortcomings associated with current performance appraisal of faculty in most of the
Engineering colleges. The performance appraisal of teachers in engineering college is also in practice. However,
they identified certain shortcomings associated with current performance appraisal of faculty in most of the

Engineering colleges. They are as follows:

a) Lack of clarity and objectivity.
b) Insufficient involvement of teaching staff in developing the performance evaluation scheme.
c) Lack of agreed performance evaluation parameters and standards.
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d) Absence of no sincere thought or brainstorming between the head of institutions/ head of department and
the concerned teacher/s on the targets/goals, percentage of target/goal achieved and productivity while performing
the activity.

e) A complete disconnect between assessment system and staff improvement and development process.

Recent development in appraisal system
A new appraisal and evaluation process has been initiated by 1IM-A in 2012 which considers the score accumulated
via teaching and non-teaching activities against set targets and assigned scores. Pay and perks will be decided as per

acquired scores.

A variable pay has been introduced by 1IM-Lucknow for their teaching staff, which will be decided on the basis of
multiple parameters like percentage target achievement, number of research papers, number of students guided to
carry out their research, consistency in class room teaching and its quality, availability for consulting students, their
participation and engagement in consulting projects among others.

IIM-Calcutta emphasize on the thought that, every individual has its own strength and weakness. Like, there is a
possibility that a good classroom teacher is not good in research activities and similarly good researcher doesn’t
guarantee’s to be a good class room teacher. Hence, faculty members at the institute themselves decide and make

their three-year plan.

In principle, every 1IM is independent to make a decision on their policy (whether to introduce appraisal system
for their teaching and non-teaching staffs for deciding their compensation and incentives). However, there is a
definite requirement of such system. But the issue is how to measure research. There must be some key performance

indicators for evaluating the quality and effort of research [25].

Recent Performance based appraisal system introduced by UGC

Several regulations were established by University Grant Commission (UGC) for faculties of higher academic
institutions. UGC recognized these guidelines concerning minimum qualifications for appointment of faculties in
Universities and colleges in year 1956 from Ministry of Finance and later in year 2000 and revised in year 2008. The
Gazette is formally issued in India 2010. These guidelines clarify qualifications for applicants and eligibility for
recruitment and promotion to higher positions and under Career Advancement Scheme. These qualifications are
related head of institutions, faculties, sports staff and librarians of higher academic institutions. In 2010, the sixth
pay came with inclusion of APl (Academic Performance Indicator) and PBAS (Performance Based Appraisal
System). It has made teachers more accountable towards teaching and publications which is to link with their

promotions.

In 2010 the API was protested in wide manner by Teachers unions. According to them the system had many

drawbacks as it promoted discrimination in selection. The HRD ministry has asked UGC to re-look it and remove
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API. In October 2012, in its 489™ meeting, the Revisit Committee recommended on granting of exemption to PhD
holders from NET.

In 2013 the Commission decided to scrap the PBAS with API. Scrapping the API was not judiciable but holding of
inflexible parameters of UGC’s API may worsen faculty shortage scenario across Universities. Scraping of the API
apparently gave the Universities and other higher academic institutions flexibility to develop their own instruments
to screen faculty performance. Scrapping the PBAS has induced criticism in academia. But the Ministry of HRD
intervened and asked the UGC to take adequate step and work out with necessary modifications to improve the
system. It has been decided that PBAS with API is mandatory requirement for selection as well as promotion of

faculty members.[1].

Satisfaction and performance

Employee satisfaction is the basic cause of organizational success. Employee satisfaction is defined as how
individual’s personal expectations are lined up with job outcomes. Employees enjoy and make every effort to work
in organizations where encouraging work environment. The organizations accordingly continuously struggle hard to
satisfy their valued employees [13].

[22] have contradictory findings that performance increase satisfaction but not the reverse. [21] support partial
reciprocal relationship between satisfaction and performance. However, [26] support reciprocal relationship. The
third model claimed that job satisfaction and job performance were mutually influential. As with the two previous
models, the results of the studies were inconclusive

Findings of few other studies, [4] found weak correlation between satisfaction and performance [17] founds slightly
higher correlation between satisfaction and performance. [12] found average correlation between satisfaction and
performance. We can conclude that the correlation between job satisfaction and job performance is substantial and
modest at best.

[10] proposed the third model of this study claimed that job satisfaction and job performance were mutually
influential. As with the two previous models, the results of the studies were inconclusive.
[9], [14], [17] had revealed strong linkage between job satisfaction and job performance.All these studies have given

the impetus to test the association between the job satisfaction of teachers and their performance.

Research Methodology

The objective of the study is given as follows:

1. The study aims at realizing the problems in evaluation mechanism of higher academic institutions.

2. To investigate the satisfaction level of teachers with respect to the mechanism and executions of

performance appraisal system in vogue in their respective institutions.
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Research Questions

The study is conducted to answer the following research questions:

1. Are the teachers adequately satisfied with the mechanism and its execution of performance appraisal
system adopted in their organization?

2. Is there any difference in the satisfaction level of teachers of UP and Delhi with respect to the mechanism

and execution of performance appraisal system in their respective organizations?

Hypotheses of the study

Hypothesis deals with the expected results to be obtained from research inquiry. Hypotheses are generally based
upon the scientific theory, allowing for both prediction and testability. The hypotheses of this study are listed below:
1. Ho1: There is no significant difference in the perception on format of performance appraisal system among
private, public and deemed institutions.

2. Hg,: There is no significant difference in the perception on implementation of performance appraisal system

among private, public and deemed institutions.

Research Design

The study is descriptive as well as exploratory in nature. The research design is employing both quantitative and
qualitative research approaches. Quantitative approach is focused on numerical presentation and analysis of data.
Qualitative approach is popular in Psychological research. The research is an applied research to examine whether
the performance appraisal instrument design is good to understand and faculties are satisfied with appraisal system
or it requires some improvement. This chapter describes the research methodology used for the study. The primary
data was collected through personal interaction and informal interview with faculty. The collected data has been

statistically analyzed by using SPSS. The detail research methodology can be described as follows:

1. Sampling unit: The faculties of academic institution are considered as the sampling unit for this study,
having familiarity with the existing performance appraisal system.

2. Collection of Data: The research has been conducted based on both primary and secondary data. Primary
data was collected using structured questionnaire by personally visiting to academic institutions, post/mail and with
the help of telephonic requests made in the higher academic institutions. The data was collected from 504 numbers
of faculty members from different academic institutes of UP and Delhi. The respondents who were personally
interviewed have cooperated to a great extent and helped in collecting satisfactory responses from among their peer
group. Subsequently, the data so collected was tabulated to analyze the behavior of the data and accordingly

gathered findings from the same.

Secondary data was also utilized in this study. To accumulate the secondary data, evaluation formats of higher
academic institutions, related journals, periodicals, newspapers, text books internet and other related materials and

web pages of institutions etc. were consulted and utilized as reference.
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3. Development of questionnaire: The survey instrument used to carry out this survey was questionnaire.
Questionnaire was drafted using Microsoft word document. It has been designed to examine the satisfaction of
faculty’s with evaluation procedures and the perception of faculty’s toward the appraisal system of their academic
institutions. The questionnaire consisted of four sections. For enacting all confidentiality, the name of the
respondents was not included in the questionnaire. The first section consisted of six questions based on basic general
enquiries about the gender, educational qualification, and year of service in the same institution, type of institution

i.e., public/private/deemed university and their designation in that institution.

The second section of the questions dealt with the appraisal system and faculties’ perception on appraisal

mechanism and their satisfaction with the current appraisal system in binary format (Yes/No).

In the third section, questions are for understanding the perception of faculties on the implementation of appraisal in

institutions. The respondents were asked to respond on Yes/ No types.

4, Pilot Study and validating the questionnaire: For validity, the survey instrument was demonstrated to 20
faculty members of public and private Universities. Few members suggested to stile out some statements which
were found to be vague in the questionnaire initially drafted followed by useful suggestions to be included in the
survey instrument, some questions were rearticulated for better understanding and was accordingly incorporated in

the instrument before finally circulated for collecting the responses.

5. Population and sample size of study: Sampling is concerned with the selection of subset of individuals
from within a statistical population to estimate characteristics of whole population.
All the teachers working in different public, private and deemed universities type academic institutions constitute

the universe for this study.

6. Sampling Procedure: The survey was designed to include faculty members from various departments of
academic institutions. In addition, the sample considered both the genders at the level comprising of Professors,
Associate professors, Assistant professors and Lecturers of higher academic institutions. Most of the sample units
were from Assistant professor Level with Ph. D degree. Faculties were from different backgrounds namely Arts,
Science, humanities, technical and management. While, the age range chosen was between 25 to around 60 years
having work experience of 2 to 30 years. The qualification of respondents was from Post Graduate to Ph.D.

respondents were chosen using simple random sampling.

7. Data Analysis: The collected surveyed data have been examined and verified while taking account various
segments of data like data entry, editing, and data analysis. All statistical analyses are conducted using SPSS version
17.0. The study used tables and ANNOVA for testing objectives and hypothesis.
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The analysis is based on academician’s perception on current appraisal system and future perspective of evaluation

mechanism.

Frequency of performance appraisal
Table 1 and table 2 present the frequency of performance appraisal in vogue in the respective institutes surveyed and
frequency of performance appraisal desired by the faculty members.

It is evident in the table 1 and table 2 that majority of the respondents wants annual performance appraisal,
whereas in reality half-yearly appraisal is also practiced in large number of institutions.
Table 1

Frequency of performance appraisal in force

Frequency Percentage
Half Yearly 3.17
Annually 52.38
Occasionally/Rarely 44.45

Source: Compiled from questionnaire

Table 2

Frequency of performance appraisal desired by the faculty members
Frequency Percentage
Half Yearly 3.76
Annually 95.24
As per Requirement 1

Source: Compiled from questionnaire

Variation in the satisfaction level for appraisal mechanism and its execution in UP and Delhi
This section deals with the analysis of factors affecting faculties” performance in the institutions at the level of
design/framework, inspiration and bonus in an appraisal system. It is explained through some more sub-objectives

and hypothesis and thereby deducing outcomes accordingly.

Faculty’s satisfaction level for appraisal mechanism and its execution in academic institutions in Uttar Pradesh (UP)
and Delhi.The Study of data elucidates that 70% of the faculty members were not satisfied while 30% showed their

satisfaction with the appraisal mechanism within the academic institutions in U.P.

In Delhi 95% of the faculties were satisfied and 5% of the faculty members showed their dissatisfaction with the

appraisal mechanism of faculty evaluation.
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While, deciphering on the execution/implementation side of academic institutions in UP, 67% of faculties have

shown their dissatisfaction and 33% have shown their satisfaction.

In Delhi, 92% of faculties were satisfied and 8% were dissatisfied. Thus, indicating that there exist a huge gap

between satisfaction of faculty in UP and Delhi with respect to mechanism and execution of appraisal system.

Perceptual variation of design and implementation procedure between the Public, Private and Deemed
academic institutions
In this section, [Ho.: There is no significant difference in the perception on format of performance appraisal system

among private, public and deemed institutions] has been tested.

To compare mean for more than two groups ANOVA is used. The variance ratio for Deemed, Private and Public
was 104.153 for design/instrument side. For df1=2 and df2=273, at 5% level of significant the critical value of F is
3.04. From table 3, it is seen that the calculated F value is higher than its table value. It means that the differences
among the means are significant. Thus, the variation with respect to perception on format of performance appraisal
system among Deemed, Private and Public Institutions are significant. To explain further, the p value of statistics is
also known as value of significant and is mentioned in the last column. It is less than 0.05 (5% level of significance).
Thus, it can be deduced that hypothesis Ho; [ i.e., there is no significant difference in the perception on format of
performance appraisal system among private, public and deemed institutions]; cannot be accepted and the alternate

hypothesis is accepted, given the test and methodology.

In this section, [Hg,: There is no significant difference in the perception on implementation of performance appraisal

system among private, public and deemed institutions] has been tested.

In the implementation side the variation ratio of Deemed, Private and Public Institution was 15.466. At 5%
significant level df1=2 and df2=273 the critical value of F is 3.04. From table 3, it is evident that calculated F value
is higher than its table value. It shows the variation in Deemed, Private and Public Institutions are significant. To
explain further, the p value of statistics also known as value of significant and is mentioned in the last column. It is
less than 0.05 (5% level of significance). Thus, it is deduced that hypothesis Hq, [There is no significant difference
in the perception on implementation of performance appraisal system among private, public and deemed

institutions] cannot be accepted and thus, alternate hypothesis is accepted.

Table 3

Public, Private and Deemed Universities on Evaluation System

Sum of Mean

Squares Df Square F Sig.

Deem_priv_publ_instrument |Between Groups |340.891 2 170.446 104.153|.000
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Within Groups |446.761 273  ]1.636

Total 787.652 275

Deem_priv_publ_implimenta|Between Groups |115.855 2 57.928 15.466 |.000

tion Within Groups  |1022.533  [273  [3.746

Total 1138.388  |275

Source: Author’s own compilation from questionnaire

Conclusion and policy implications
It was found that majority of the faculty members were of the opinion that performance appraisal is a mechanism
used to evaluate employees of an institutions and very few faculty members were viewing it to be related to the

satisfaction of employees’.

This is an area of concern for the policy makers. The study deduced that majority of the respondents want annual
performance appraisal, whereas in reality rarely and occasionally appraisal is also practiced in large number of
institutions. Policy makers should frame policy for annual basis performance evaluation of faculty in those

institutions where it is yet not to be practiced.

It was revealed that 70% of the faculty members were not satisfied with the performance appraisal mechanism
within the academic institutions in U.P. However, in Delhi 95% of the faculties were satisfied with the appraisal
mechanism of faculty evaluation. With respect to execution/implementation side of academic institutions in UP,
67% of faculties have shown their dissatisfaction, but only 8% in Delhi have shown their dissatisfaction. This
requires attention for the authorities in UP. As supported by [29] well-organized mechanism of employee’s
performance evaluation not only enhance employees satisfaction, morale and productivity of organization, but also
this technique works as powerful tool to improve quality and contribution of an individual’s performance in an
organization .Number of researches has confirmed with research that productivity of organization increases around

43 percent through healthy appraisal process [30].

The study deduced that format of performance appraisal system and its implementation is significantly different in
case of private institutions, public institutions and deemed universities. Thus, the policy makers should frame policy
for performance appraisal and its implementation considering the nature of institute. [20] clearly revealed that
faculties in IUB needs translucent and systematic evaluation system, As focused by [5] systematic performance

evaluation always give better results when staff have trust on the system.
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Limitations of study
1. The study includes only teachers who are currently teaching in the higher academic institutions. In the last
several years, many teachers left their teaching profession for various reasons such as quitting jobs for doing

research work or switchover or reputed post in industry or other sectors.
2. The results of this study are limited to the research sample of urban areas only.

3. The study in subject indicates that implementation procedures improve performance and satisfaction of
academic staff. While, the perceptual data is only gathered from appraisee and not with all stake holder reflecting

incomplete scenarios and a holistic approach.

Scope of future research

The study includes only teachers who are currently teaching in the higher academic institutions. The teachers who
have left their job recently should also be considered in future for generalizing the findings of the study. Future
research may be done by including higher academic institutions situated nearby rural areas and thus, a comparative
study between institute of urban areas as well as institute of rural areas may be conducted. It may help in exploring

the policies of evaluation system and its implementation procedures.
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