
 
Cover Page 

  

  
 
DOI: http://ijmer.in.doi./2021/10.10.08 

            

 

ISSN:2277-7881; IMPACT FACTOR :7.816(2021); IC VALUE:5.16; ISI VALUE:2.286 
Peer Reviewed and Refereed Journal: VOLUME:10, ISSUE:10(1), October: 2021 

Online Copy of Article Publication Available: www.ijmer.in 
Digital certificate of publication: http://ijmer.in/pdf/e-Certificate%20of%20Publication-IJMER.pdf 

Scopus Review ID: A2B96D3ACF3FEA2A 
Article Received: 4th October  

 Publication Date:30th October 2021 

 

 
43 

 

PERFORMANCE MANAGEMENT SYSTEM IN HIGHER EDUCATION IN INDIA: ANALYSIS OF CURRENT 
PRACTICES AND TRENDS 

 
Dr. Gazala Amanullah Khan 

Director, Indira Institute of Management Sciences 
Vishnupuri, Nanded, Maharashtra, India 

 
Abstract 

Most of the firms have taken the performance technology in the current business climate to learn about the performance of 
human resources. It is vital that the performance management system delivers human resources information and serves as a method to 
encourage employees to focus their efforts on reaching both the organizational and individual goals. Research highlights the 
challenges that higher learning institutions face in inspiring staff to improve the quality of university education, as staff are a source of 
resources and resources for a company and the core of any enterprise that is considered a significant factor in the development of 
nations in their strategic, technical, society, economy and culture. It also carefully investigates the various latest practices followed in 
HEIs in measuring the performance of employees. It demands a detailed and careful comprehension of the work of academics and 
administrators. In past years, the academic institutions to improve society and the economy has grown enormously, so the way to 
influence man's power is to analyze performances in a timely manner, in order to take account of the progress or development plans 
needed to maintain human resources in the desired output. The literature review approach was utilized to examine the current 
practices, trends and challenges of the higher education performance management system. 

 
Keywords:  Challenges, Trends, Performance Management HEI, Appraisals, Feedback. 
 
INTRODUCTION 
Education is a critical application area for performance management systems and performance assessment methodologies. Education 
is a major national priority at the moment, as seen by a strong emphasis on increasing educational standards & performance, especially 
in higher education. Higher education is associated with academic activities, faculty and student, administration, research, financial 
assistance (from the government and other sources), and student activities (current students, parents, graduates, alumina, and 
organizational training), among other things. The primary considerations should be the quality and relevance of education. Service 
quality and employer-employee happiness are the primary areas of concern in today's company. When it comes to education, the 
quality of educational services might be prioritized. Performance measurement is a never-ending cycle of improvement. It is critical in 
establishing and tracking progress toward corporate goals, identifying areas for improvement, and benchmarking performance against 
internal and external standards. In higher education, performance management elucidates some of the effects and barriers. 
Performance management is the systematic method through which an agency engages its personnel, both individually and as members 
of a group, in enhancing the organization's effectiveness in carrying out its mission and goals. Employee performance management 
entails the following:  

 Scheduling work and establishing expectations 
 Constant monitoring of performance  
  Capacity development 

Performance management is the process of integrating performance assessment systems with larger human resource management 
systems in order to match workers' work behavior with the organization's objectives. Performance management ought to be a 
continuous, interactive activity that aims to increase staff capacity and productivity. 
PERFORMANCE MANAGEMENT SYSTEM 

The system of performance management is a careful technique in order to calculate staff productivity and performance. It is a 
process in which organization, given accessible resources, regulates its objective, design, goals, vision, task, and objectives and 
establishes priorities. 

 
PERFORMANCE MANAGEMENT IS VITAL IN HIGHER EDUCATIONAL INSTITUTIONS 

Higher education has undergone an intellectual revolution in the last half-century, defined by a paradigm shift in scope and 
opportunity. Over time, higher education has evolved into a company with a strong corporate orientation, subject to severe 
competition at all levels of stakeholders. 

 
Today, there is an ongoing need to define and measure college and university activities and performance. Government 

directives must be followed by higher education institutions. To remain competitive as a higher education institution today, greater 
openness and transparency are required, as is a reassessment of operations and marketing culture. A performance management 
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framework is recommended as a solution to help higher authorities in optimizing the appropriate performance management tools and 
possibilities. 

 
The support of regulating agencies such as the University Grant Commission (UGC) and several accreditation agencies, 

focus of government is on determining the importance of higher education through the provision of money for quality training schools.  
The universities focus more on the accumulation of human resources, to improve the nation, and to maintain the status in the global 
economy with the application of the governmental standards in higher education institutions. As institutions transform the academic 
world regularly, it presents trainers and teachers with challenges. Due to the substantial developments in the educational world high 
schools are under continual pressure to keep their efficient staff, as it is simple for management to hire a high-quality faculty. The 
universities vary from their competitors mostly because of the caliber of the faculties they maintain. 
 

The universities also need to manage their resources and social duties to meet their everyday needs. In order to meet the 
demand, there are huge numbers of people demanding the implementation of a performance management system (the study's further 
performance management would be read PMS) (Altbach PG, 2006). Higher schools however are compelled to operate in the existing 
system successfully. 

 
Human resources are the most robust colleges that can function and aid to change new company paradigms in this 

competitive climate.  
In the 1920s, to evaluate the personality feature, the notion of merit rating method was established. However, in predicting 

the results of the particular employee, the personality attributes or features were ambiguous and unreliable (Napier & Latham, 1986). 
Then, the MBO concept was established by Peter F. Drucker, which is still employed by many organizations, but which due to the 
constraints and time, received attention and was finally articulated by Beer and Ruh (1976). 
 

 PM is the combination of the word’s performance and management, a continuous activity that defines the connection 
between performance of employees and university management approaches to achieve the objectives of the individual and institutions. 

 
Performance management system at institutions of higher education 

In the opinion of Longenecker (1999), the company need a performance management system for many reasons to captivate 
sharp choices concerning promotions, increases in salaries, deposits, dissolutions, fees, prizes and compensation. 

 
In order to conduct transactions with community difficulties in the transformation of educational institutions the objective of 

the performance management system leads to the suitable endowment regarding services and the inscription " Batho Pele" concept. 
 
Performance management is viewed at institutes of higher education as an instrument for managing the individual's 

performance that grows notoriously (Kamel Mellahi, 2016). The institutions use the system to discover and explain the role of each 
employee in different ways and in different formats, to establish targets for fully informing the growth of employees and the 
institution, to monitor and assess the performance of each employee and to set the course for assessment. 
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Fig. 1: The purpose of the HEI performance control system (Self) 
 
RESEARCH METHODOLOGY 

The present literature review research makes use of secondary sources to examine the concerns, practices, trends and 
difficulties associated with PM Systems in HEI. The data was gathered from a variety of sources, including journals, publications, and 
peer-reviewed research papers. 
 

REVIEW OF LITERATURE 
Binary & Binary (2018) comes to an end that while Management of performance is a key component of almost all institutions, it is 
frequently out of step with their goal, vision, and mission statements. Performance Management and Performance Appraisal (further 
referred to as PA) are frequently misunderstood by universities and hence must be treated very seriously by senior officials in order to 
gain a better understanding of them and align them with the institution's goal. 
 

Institutions should evaluate each employee against a set of predefined criteria that must align with their strategic goals, and a 
well-established performance management system should be used to not just review but also enhance their performance. 

 
With correct implementation of the PM system, the overall performance of institutions is meant to improve. This applies to 

both academics and to managers who are essential in attaining the institution's vision, purpose and objectives. 
 
To summaries the preceding sentence, in many locations, focusing exclusively on individualism is not as beneficial as 

focusing on the complete team. Many adherents of the systematic approach argue that the primary topics to be addressed are 
performance feedback and accuracy. However, we live in an atmosphere where research and development are a priority, and adopting 
this strategy would obstruct the process. As a result, it is argued that a hybrid of the two techniques is the most appropriate for 
academic institutes. 
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Suryadi K. (2007) formulated the notion that "there is no such thing as the optimal performance; however, there are always more 
optimal performances to accomplish." Institutional growth is contingent on staff performance, which is measured by comparing 
current performance to previous levels or beyond; it is also evaluated by comparing current conditions to rival standards. 
 

The contours of performance management have very certainly shifted irreversibly. However, performance management was 
previously evaluated on an annual basis, focusing completely on employer contributions with little weight given to other 
recommendations, and relying on compound and probably grading measures with insufficient feedback. It summarizes important 
performance difficulties from the past, recommends new alternative designs, and analyses implementation by highlighting a few 
crucial features, for example, to have records of constant higher authority communication. Participative should both HR & higher 
officials, in developing a successful performance management system in order to achieve the SHRM-recommended refined, 
nourished, and simplified employee experience. 

 
Teirl & Zhang (2016) offers a quantitative analysis that was conducted through the development of a questionnaire and distribution 
to the leaders of all higher education institutions in Palestine. Eight jobs have been developed and assessed, covering recruiting, 
selection, & dismissal, retirement, health and safety, compensation administration, performance measures, technology and system 
administration, employee relations, and training and development. 
 

Along with the development of a new employee performance evaluation model, an empirical study was done. The model was 
separated into three stages. To begin, a planning and development stage is important to instill dedication and conception by tying the 
organization's vision and goal to the employees' objectives.  
 

According to the WERS 2004 report, the relationship between the two is favorable and significant; secondly, feedback and 
coaching; third, recognizing performance via monetary as well as motivational appraisal, which can increase morale, encouragement, 
and personal growth. The study is confined to universities in the United Kingdom. 
 

Not all performance assessment activities are effective for the organization; each university has its own set of performance 
evaluation procedures. Additionally, when creating goals and objectives, various factors such as university environment, employee 
abilities, attitude, personality, and knowledge should be addressed. The goals should be attainable because they might sometimes 
operate against the managers or the institution, resulting in employee unhappiness and demonization. 
 
PERFORMANCE MANAGEMENT SYSTEMS AT HIGHER EDUCATION INSTITUTIONS IN INDIA: CURRENT 
PRACTICES 

PMS is the foundational practice as well as the "Achilles’ Heel" of human resource management, and the most difficult 
system to implement owing to its complexities in reality (CIPD, 2009). As advised in Hoare 1995's study, effectively employing the 
performance management method, rules, and practices may increase and acquire more efficiency.  

 
Tolofari (2005) Accountability and performance assessment are two hallmarks of contemporary public administrations. 
 
De Waal (2007) suggests that western management techniques be developed in order to outperform and oversee performance. 
 
Morris, (2011) certain research conducted at higher education institutions have suggested a skeptical view of PM practice. For 
instance, it determined that the modern PM's failure to inspire or flourish higher education institution professors to their satisfaction, 
as well as the conclusion that faculty stimulation and growth should be centered on evaluated performance. 
 
Johnes & Taylor (1987) measuring success in any company is tough, but it is rarely easy at a higher education institution. 
Universities should place a greater emphasis on academic achievement than on financial performance. Among measuring techniques, 
the Balance Scorecard is recommended for institutions of higher education to use to assess their service on a variety of different levels. 
Just as a pilot need precise information about the trip before taking off, such as the destination, air speed, carriage, and fuel, the 
organization used the relevant and novel measure originally proposed in 1992 by David Norton and Robert Kaplan.  
 
Smither & London, 2009; Pingle & Natashaa (2011) A Balance Scorecard is a system with 4 different perspectives: monetary, 
domestic, client, innovativeness. 
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It is a persuasive strategically designed approach for implementing a successful PMS that institutions employ to:  
1. Organize daily operations. 
2. To communicate the objectives. 
3. To sustain and motivate progress toward objectives. 

 
The concept of performance measures is derived from economics, where a system's effectiveness is measured in terms of its 

productivity and return. It is a widely recognized principle with specific justifications in light of the institutions' vision and mission. In 
a study, the Organization for Economic Cooperation and Development (OECD) described performance indicators as "numerical value 
(s) used to quantify something difficult to quantify and that may be obtained in a variety of methods." They provide a means of 
quantifying and evaluating a system's quantitative and qualitative performance”. 

 
Performance assessment is referred to by a variety of terms, including "Annual Review," "Performance evaluation," and 

"Employee evaluation." Essentially, it is a planned, formal, and organized evaluation of employees' performance in order to determine 
an employee's potential for future extension and success (Armstrong, 2006). PA is a critical component of the performance 
management process in the context of the company. 

  
Dilts, (1994) this method served three objectives at universities: first, to acknowledge and assess individual achievement, second, to 
provide incentives for people, and third, to compare the university's goals to its progress. 
  
Khoury and Analoui (2004) According to this some faculty member’s express resentment toward ongoing performance appraisal 
practices due to insufficient training and coaching, a Lack of communication, inadequate possession, disengagement of management, 
lack of opinion and a disproportionate reliance on input of pupils. This manifests as low morale, lack of ambition, workplace 
dissatisfaction, annoyance, grievance, and incompetence. 
 
Simmons & Iles (2002) To evaluate performance on desired outcomes utilizing an adequate and productive method to development, 
essential components of higher educational performance assessment systems are employed. 360° performance assessment or review is 
a performance assessment approach. It is defined as a "process in which the performance of an employee is reviewed and feedback 
from internal and external clients may be supplied that includes their supervisor, substitutes, coworkers and clients" (Armstrong, 
2009).  
 
CUCSA, 2011; Morris, (2007) It is proposed that it be used to get more effective results in higher education institutions. 
 

Recently, several universities and colleges have drawn more criticism for their management's assessment system. According 
to several writers, during the last decade, increased emphasis has been devoted to performance quality, and this problem has become a 
hot topic, becoming one of the most contentious issues in higher education. Students are the institutions' customers in higher 
education, since they demand excellence in performance from universities' professors Gatfield, Barker, and Graham (1999). 

 
Performance management system “Challenges and Issues” 

(I) Management and workplace structure -Norms, policies, custom, tradition, beliefs, and values all contribute to the formation 
of an organization's culture. It establishes guidelines for how an organization can support and carry out its activities (Armstrong 
and Baron 1998). Additionally, it links the organization's personnel in order to accomplish common goals. Armstrong (2015) 
asserts that leaders are essential in creating the organization's policies and processes that ensure high performance. Thus, when 
the Performance Management System is expanded, executives are responsible for reminding and mentoring staff members 
about why PMS is necessary for the institution and why each individual's involvement entitles the organization to expand. 

(II) Simplicity and Flexibility- The management should create a performance management system that is straightforward and 
sufficiently adaptable for the business and employees to understand and use it. A technique of assessing performance should be 
easy, as workers sometimes refuse because they are afraid of the unknown. All employees of the institution embrace and 
understand a flexible and simple approach. In addition, an unobtrusive or simple system encourages employees to use it. 

(III) Exceptional performance Incentive-Robbins (1996) states that companies that recognize their employees for their 
outstanding performance enhance the self-esteem, willingness, moral standing and motivate others to work harder. Institutions 
accomplish their objectives by recognizing and rewarding the outstanding work of personnel, since motivated individuals are 
more likely to exert more effort and remain in the same job for a longer period of time. 
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Employers should promote transparency, equity, and moderation when recognizing success, since any prejudice would de-
motivate other employees to do better. Arygis and Schön (1977) assert that ongoing training and development activities may transform 
an organization into a learning platform through the process of identifying, addressing, and improving faults. Through a series of 
training sessions, an organization may enhance employees' abilities, skills, and convictions. 

 
Singe (1990) asserts that learning does not occur in the classroom but rather occurs when completing tasks in the workplace. In 

addition, Singe (1990) highlights the significance of creating a learning organization by renaming his five core learning themes, "The 
Five Disciplines," to represent an art and practice of the learning organization. The five disciplines include  

1. Creating Shared Vision 
2.  Individual Competence 
3. Continuous Improvement 
4. Collaborative Development, and  
5. Cognitive Modeling. 

 
Robbins (1996) recommended that businesses train and develop their employees by determining their individual needs based on 
performance evaluations. Periodic progress in order to assess performance, data should be collected and trained staff determined on 
the basis of their unique needs sent. Employees may get an understanding of PMS tools and techniques by participating in training and 
development activities. They can also learn how to adhere to realistic and "SMART" goals while adhering to the corporate legal 
regime (Armstrong -2009). 
 

Organizations should develop a new understanding of change dynamics in order to become superior learners on 
organizational challenges, enabling proactive decisions to be made about gender diversity, culture, ethnicity, and technical expertise. It 
is costly and time-consuming to design the change process in a lean organization. As a result, Indian institutions of higher education 
now have the chance to implement and leverage these improvements in order to foster a more conducive work and learning 
environment. 

(IV) Complete tasks and meet objectives- While implementing strategic policies to ensure alignment with targets, it is critical to 
connect the objectives with workers' growth plans, measurements, skills, and competence standards, as well as the expected 
results. There are instances when outcomes are not achieved because it takes an inordinate amount of time and effort to 
complete the objectives and to monitor and analyze performance. However, effective staff performance is diminished. 

(V) Erroneous Assumptions-It is difficult for managers to make good judgments when assessing workers and they frequently 
operate on the assumption that truthful performance reviews would motivate staff to perform better. Rather than that, the 
majority of employees believe they were above-average performers, and top achievers frequently find the assessment process 
depressing. 

(VI) Performance Excellence- Teacher quality performance is critical in determining a university's future success. The level of 
teacher quality is determined by the academic staff's expertise and research capacity. By delivering high-quality and 
challenging academic programmes, one may help the university achieve worldwide standards and perform optimally in a 
changing society. The difficulty for universities, however, is to maintain a high standard of teacher performance in order to 
produce graduates who fulfill industry needs. 

(VII) Retain the University Population- Retaining the university population is the most pressing necessity for managers and 
immediate bosses, since keeping a varied university population contributes to the development of a cordial, relevant, and 
tolerant atmosphere. Academic support services and programmes can provide facilities that are secure, efficient, constructive, 
accessible, and enticing. 

(VIII) Evaluation systems- The system of performance evaluation is the institution's primary problem since it is dynamic in character 
and evolves in response to the changing needs of the university, necessitating periodic adjustment. Without a doubt, 
performance assessment is a component of the performance management system since it details the remuneration that will be 
provided to employees depending on the university's objectives being met. 

(IX) Feedback and Coaching- The human resources department should foster an environment in which effective feedback and 
coaching may be applied following management and evaluation of workers' performance in order to achieve organizational and 
individual goals. Through dynamic learning practices, educational processes should be strengthened and conserved. 

(X) Indicators of key performance Measurement – The basis for performance evaluation is based on major academic, research 
and supporting indicators of performance as assessed by Performance Management outcomes. It seeks to increase employee 
happiness, motivation, and dedication, as well as to assist institutions in analyzing work performance by methods like as 
rewarding employees and acknowledging their contributions through accurate and constructive feedback. 
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(XI) Review Period- Several businesses now do performance management once a year, which limits workers' opportunities to 
revise their comments. On the other hand, continuous feedback is gaining traction, and as a result, businesses choose to review 
employee Weekly, quarterly or monthly performance. Less than a half of institutions of higher learning have reconstructed 
their systems owing to constant changes in their vision and objective, and failure to create adequate measures might reduce the 
chance of accomplishment or effectiveness. Finally, if the performance process is continuous or yearly adds another layer of 
complexity. 

(XII) Inadequate Standardization- Regardless of the performance management system's consistency and stability, with defined 
processes and evaluation sheets/goals. There are no clear instructions for employees on how to complete assessment sheets, and 
supervisors are not trained on how to administer the system or operate the rating scale. Few institutions' managers have failed 
to direct accessible standards when framing the degree of characteristic, the performance of productive, average and non-
productive performing performer, leading to an unproductive and ineffective system, leading to a lack of openness for both the 
unit and the organization. 
 

TRENDS AT A GLOBAL LEVEL 
The worldwide context has witnessed the rise of the following concepts and trends in performance evaluation. 

(I) 360-Degree Evaluation- 360-degree feedback, also known as' multi-rater feedback,' is the most complete assessment method 
available, since it gathers information about an employee's performance from all sources that come into touch with him or her 
on the job. Businesses are increasingly relying on feedback from a variety of sources, including peer input, consumer feedback, 
and superior input. Different forms with varying formats are used to collect data on employee performance. 

(II) Appraisal of Team Performance- According to a headline in the Wall Street Journal, "Teams have grown mainstream in 
American businesses." The majority of performance assessment procedures is designed with the individual employee in mind, 
i.e. to measure and grade the person's performance. As the number of teams inside an organization grows, it becomes more 
difficult to monitor and analyse the team's performance. The issue is how to disentangle team performance from individual 
employee performance. A solution to this challenge that businesses are using is to track both individual and team performance. 
Individual performance goals may occasionally incorporate team-based objectives. 

(III) Rank and Yank Techniques alternatively referred to as the "Up or out policy,"- The rank and yank approach is a 
performance assessment technique in which best-to-worst ranking systems are utilized to discover and remove weak employees 
from strong performers. Then, the poor performers' action plans and improvement possibilities are discussed and they are 
assigned to enhance their performance over a certain time period, following which the necessary human resource choices are 
made. Ford, Microsoft, and Sun Microsystems are just a few companies that have used this technique. 
 

CONCLUSION 
When adopting a performance management system in an organization, it is necessary to examine the organization's culture 

and structure. While the organization's success is contingent upon a devoted workforce, the tactics utilized must be fair and equal to all 
employees. Managers must establish an environment conducive to employees adopting organizational changes. In every sector of 
activity, new trends arise, while established trends are abandoned or repurposed to fit the general context of that sector of activity. The 
proposed framework is based on the principle that "there is no optimum performance; but there are always higher performances to 
achieve." The growth of a university depends on the efficient execution of a performance management system. A thorough 
examination of the literature was conducted, and Depending on the data analysis, various indicators were identified, resulting in 
comprehensive conceptual research. Performance management is a complicated, ongoing, and practical reality. Additionally, it 
stresses how deliberate staff expansion activities may help meet the need for a rapidly changing higher education environment. By 
applying PM methods, universities can increase or improve the university's overall performance as well as the performance of 
individual employees, and also the achievement of individual and institutional goals. Academic and administrative performance 
appraisals include key performance metrics that should be consistent. However, the key performance indicators should be consistent. 
The presence of a well-functioning human resource development function can result in a magnificent execution of an effective 
performance assessment review for overseeing the outcome's context. According to the research, the Balanced Scorecard and 360° 
Appraisal methods have been shown to be advantageous to the HEI sectors then as new performance management methods should be 
introduced by universities. However, the definition of work performance is to reward the employee, to provide practical as well as 
relevant feedback, to develop an organizational culture and to provide training and coaching, which all lead to committed, motivated 
and satisfactory performance. 
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