International Journal of Science and Management Studies (IJSMS) E-ISSN: 2581-5946

DOI: 10.51386/25815946/ijsms-v5i3p101

Volume: 5 Issue: 3 May to June 2022 https://www.ijsmsjournal.org

Factors Affecting Higher Education
Teachers Performance

Shilan Abdulrahman Abdulkarim

M.A Student, Department of English and Foreign Languages, Bharathiar University,
Coimbatore-641 046, Tamil Nadu, India.

Abstract - Performance appraisal is a hot topic in HRM, IR, and organizational psychology. Performance
appraisal in the higher education teachers has been studied, but in limited numbers. It's become more common
for the Higher Education to use Western-style performance appraisal systems in recent years. Study: The goal
of the study was to find out how performance reviews in higher education affect teachers' performance.
Variables like management by goals, performance-based pay, and employee training had the biggest impact on
employee performance. Competence and assessment also had an impact, but not as much as the other three
performance appraisal systems (management by objectives, performance based pay, and employee training).
According to this study, all teachers of a higher education should be properly trained in order for the higher
education and all of its departments to work better. If you want a higher education to be more efficient, you
should pay your workers based on their performance. The people in charge of the higher education teachers
should also think about how well their teachers are able, how well they are being evaluated, and how well they
are getting better. This study recommends that the higher education teachers take initiative to provide proper
training to all teachers to improve the departmental performance. To improve efficiency in the higher education
teachers, all teachers must be paid based on performance. The higher education feacher’s management should
also consider the competence, assessment, and development of both internal and external teachers.
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I. INTRODUCTION

Organizations are formed to do specific things and hire a wide range of people to reach their goals. Higher
education need to stay up to date on new knowledge and technology in order to meet standards and expectations.
Businesses need to get or keep their workers up to date so that they can keep up with the speed at which changes
happen in these fields. Higher education’s use a variety of ways to deal with problems, such as hiring people
who can be trained, retraining current teachers, giving them in-service training in specific fields, and giving
them on-the-job training, such as exchange programs (Daniel, 2019). A performance appraisal system is a good
way to improve the quality of an organization's work force performance. It is an important part of human
resources management and a part of the administrative control process, too (Ahmed & Hassan 2019).

Any time there is a performance appraisal system in place, it has an effect on other HR systems and higher
educational strategy at any level of the business. The effectiveness of an organization's selection, training, and
employee motivation practices is based on how well its performance appraisal system is set up (Coutts and
Schneider 2004). In today's fast-moving social, economic, and political world, the need for quick and effective
organizational change means that employees must keep their performance in line with the organization's
changing goals and objectives. Many organizational departments struggle to get their members to embrace the
philosophy and practices that are geared toward enhancing performance because they need to re-align
performance on a regular basis. None of these local or international studies have looked at how effective
performance appraisal systems are in India. One of the most difficult aspects of human resource (HR)
management has been performance appraisal (AL-Shatnawi et al., 2021; Hamad et al., 2021). Supervisors,
employees, and HR administrators are all involved in performance appraisal. The parties are dissatisfied with
their organization's performance appraisal system, according to Aloklah et al. (2021), who see the appraisal
process as either a pointless bureaucratic exercise or, worse, a detriment to the employee-supervisor relationship
(Ganeshkumar, et al., 2020; Braim, 2020). Despite these accusations, managers are hesitant to abandon
performance appraisal, which they see as an important tool in human resource management (Othman and
Abdullah 2016; Prabhu and Nambirajan 2016; Mohammed, 2019). According to Sadq et al., (2020), appraisal is
a routine process that organizations use to evaluate their employees. People who study employment and labor

This is an open access article under the CC BY-NC-ND license (http:/creativecommons.org/licenses/by-nc-nd/4.0/) Page 1




International Journal of Science and Management Studies (IJSMS) E-ISSN: 2581-5946

DOI: 10.51386/25815946/ijsms-v5i3p101

Volume: 5 Issue: 3 May to June 2022 https://www.ijsmsjournal.org

policies look for connections between things that happen and things that happen because of those connections. It
is a methodical, objective look at an ongoing program or policy, including how it was made, how it was used,
and how it worked out. Its goal is to look at how well goals are met, how efficiently they work, how effective
they are, and how long they will last. As Zada (2021) says, performance appraisal is often a process that
includes documentation and communication. There has been a recent trend to make the process more formal. In
the past, an informal approach with little record keeping worked. Now, more documentation is needed. A broad
term, performance management was first used in a technology and science setting with methods that helped
managers of institutions manage both results and behavior, which are both important parts to what is commonly
called performance management (Prabhu and Nambirajan, 2010; Mohammed 2020). As people in the fields of
human resource management and labor relations talk about how performance management practices affect the
way their organizations and employees work, this is a very important performance to talk about! An increasing
amount of research shows that when an organization uses performance management practices like thorough
employee recruitment and selection procedures and employee involvement in the selection process, it can
improve its teachers' knowledge, skills, and abilities while also reducing malingering and making them more
motivated and productive, as well.

Il. LITERATURE REVIEW

Management by objectives (MBO) is a management system that tries to make a company more efficient by
directing each employee's behavior toward the company's goals. A lot of the time, MBOs are used instead of
traditional performance reviews, and they work well. Goal setting, planning, and evaluating are all part of the
MBO process. A company's mission statement and long-term goals are set up first, and then goals are set for the
whole company. In the next step, the goal-setting process moves down the organizational hierarchy to where
each person in the company works. An individual's goals should show how, if they were met, they would help
the organization achieve its long-term goals. Most of the time, teachers and their supervisors work together to
set individual goals. At the same time, they set specific performance standards and decide how goal attainment
will be measured (Kangarluei et al., 2012). As they plan, teachers and supervisors work together to figure out
what might stop them from meeting their goals and come up with ways to get around them. The two people
meet on a regular basis to talk about the employee's progress and to figure out if there are any changes in the
employee's goals because of the way the company works. People who work for a company are judged on how
well they do at meeting their goals based on agreed-upon performance standards. The final evaluation, which is
usually done once a year in most cases, is a way to see how well the employee is doing at their performance
(Mohan et al., 2021; Mohammed, 2021).

So, performance management needs to be tested in every situation, taking into account how people are
motivated in an organization and how well they work for that organization. So, the goal of the study is to find
out how performance management practices affect the work output of teachers in higher education. The higher
education redefined its vision and mission statements as a result of globalization, liberalization, and completion.
Employees must believe that they have a chance to contribute meaningfully to the appraisal process for an
appraisal system to be effective (Mohammed, 2019; Hassan and Ahmed, 2020; Ahmed et al., 2021). An
example is the ability to challenge or dispute the evaluation that you get. You can also evaluate your own
performance and see how well you did. As long as employees have a say in their own appraisals, it makes the
process more perceived as fair, which makes it more likely that employees will accept the appraisal system as a
legitimate and constructive way to evaluate their performance contributions. In most cases, an organization will
use a standard form to make sure that a part of a process is written down. Many businesses are starting or
planning to start reward and recognition programs in an effort to change the way they work. Some businesses
spend a lot of money on these kinds of things, and some managers have to set aside a certain amount from their
budgets for this (Abdullah and Abdul Rahman, 2015). This is based on the idea that giving teachers incentives
will make them more loyal, help them work together, and help build the kind of culture that encourages and
supports knowledge sharing. Others say that in order to get people to share their knowledge, organizations
should set up reward and recognition systems that encourage people to share all kinds of information, including
goals, tasks, vision, and knowledge (Kadir et al., 2019; Ismael et al., 2021). Study: The main goal of the study is
to find out how performance appraisal systems affect employee performance in the higher education teachers.
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1. METHODOLOGY

In order to get a complete picture of how performance appraisal systems work in the higher education and how
teachers and managers feel about them, both qualitative and quantitative research methods were used to get
information from the organization. Qualitative research was used to find out how the appraisal system was
linked to certain performance-related factors. While quantitative research was then used to get teachers'
responses through a structured questionnaire, it was then used for this. Teachers in the higher education were
given a survey to see how they felt about being praised. The sample was made up of 480 people who worked in
the higher education teachers. People who work in the higher education were interviewed to get more
information about how performance reviews are done in the industry. Interviews with selected teachers and staff
were also conducted, with a sample of different supervisors and teachers from various parts of higher education.
They could learn what factors influenced teachers' responses to appraisals in terms of competence assessment,
training, and performance development in this way (departments). The interview questions were made to find
out how teachers and supervisors feel about performance reviews. The total population was made up of 480
people who work in the higher education. This group of people had the potential to give us important
information about how performance management practices affect employee performance.

Teachers in higher education were chosen as the study's sample. All of the different types of teachers were
represented by the researcher. Given the study's purpose and goals, the total number of people who completed
questionnaires was thought to be sufficient. The questionnaire was designed to help higher education teachers
think about the effectiveness of different types of appraisal systems. The computer program SPSS version 24.0
was used to look at the data that had been put together. This isn't the only way to figure out how Employee
Performance (the dependent variable) is linked to the variables (the performance appraisal systems), which are
Competence; Assessment and Development; Management by Objectives; Performance Based Pay; and
Employee Training.

In order to get a complete picture of how performance appraisal systems work in the higher education teachers
feel about them, both qualitative and quantitative research methods were used to get information from the
organization. Qualitative research was used to find out how the appraisal system was linked to certain
performance-related factors. While quantitative research was then used to get teachers' responses through a
structured questionnaire, it was then used for this. Teachers in the higher education were given a survey to see
how they felt about being praised. The sample was made up of 480 people who worked in the higher education
teachers. People who work in the higher education were interviewed to get more information about how
performance reviews are done in the industry. In addition, the interviews with selected teachers and managers
were also done, with a sample of different supervisors and teachers in different parts of the higher education.
This way, they could find out what factors led to teachers' reactions to appraisals in terms of competence
assessment, training, and performance development (departments).

The interview questions were made to find out how teachers and supervisors feel about performance reviews.
The total population was made up of 480 people who work in the higher education. This group of people had the
potential to give us important information about how performance management practices affect employee
performance. Teachers of the higher education were chosen as a sample for this study. The researcher made sure
that all of the different types of teachers were represented. The total number of people who filled out
questionnaires was thought to be enough for the study, given its purpose and goals. The questionnaire was
designed to help higher education teachers think about the effectiveness of different types of appraisal systems.
The computer program SPSS version 24.0 was used to look at the data that had been put together. This isn't the
only way to figure out how Employee Performance (the dependent variable) is linked to the variables (the
performance appraisal systems), which are Competence; Assessment and Development; Management by
Objectives; Performance Based Pay; and Employee Training.

IV.ANALYSIS

The purpose of the study was to determine how performance evaluation systems influence the performance of
teachers in higher education. According to those who responded, there were also many statements about
competence, assessment, and development that helped teachers perform their jobs better. Staff and management
view competency assessment and development as a way to identify candidates for promotion. Competence
assessment and development at the higher education focuses on integrating individuals' goals and abilities with
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the higher education's goals. Management by goals and performance-based pay were used to keep track of
development. Researchers also wanted to know how many things about management by objectives affected
performance. This is what they found out. There is a sense of achievement in the workplace because the
employee and his immediate manager trust each other and set goals together. A good program that
communicates well enough to get the results you want takes a lot of time and effort. There are many benefits to
management by objectives, but one of the most important is that it allows the higher education to stop managing
itself and start managing itself. The MBO approach solves some of the problems that arise when people think
that the traits that teachers need to be successful at their jobs can be reliably identified and measured. Instead of
assuming traits, the MBO method looks at real results. If the employee meets or exceeds the set goals, then he or
she has shown a good level of job performance. Teachers aren't judged on how likely they are to succeed, or
how someone else thinks they are. They are judged on real results, not on how someone else thinks they are.
MBO is based on the premise that direct results are observable, whereas teacher characteristics and attributes
(which may or may not be linked to performance) must be inferred or guessed. The MBO method acknowledges
that it is difficult to neatly categorize all of the complex and diverse components that comprise teacher’s
performance. MBO proponents argue that the performance of teachers cannot be dissected into as many
components as an engine might be. Management by objectives is a means for higher education to transition from
management by self-control to management by dominance, according to the research. It also had a significant
effect on the teachers' performance. The research found that wage and salary reviews, the evaluation of teachers
for reward, and the appraisal process were the primary factors of performance-based pay that helped improve
the performance of the tea estate. According to the findings of the study, the main factors that made
performance-based pay systems more effective were the fact that merit increases and bonuses were decided by
supervisors and managers, which made teachers more enthusiastic about their jobs. The research found that all
of these factors had a moderate appraisal on the effectiveness of the performance appraisals in the higher
educations that used them.

A. Correlation and Regression Analysis

When the study was done, it looked for a link between employee performance and the independent variables
that were being looked at. These variables were: competence; assessment; development; management by
objectives; performance-based pay; and employee training. As part of their performance, researchers also looked
into how the independent variables (performance appraisal systems) affecting the dependent variable (employee
performance) worked together. This was done by using the multiple regression analysis.

Table 1. Coefficients

Employee Performance
Competence, Assessment and Development 0.435
Management by Objectives 0.743
Performance based pay 0.722
Teachers Training 0.821

B. Correlation Analysis

The performance of individuals was the dependent variable in this table. Competence, Assessment, and
Development, Management by goals, Performance-based pay, and Teacher training were the independent
variables. The correlation coefficients reveal the relationship between the two variables. Table 1 displays a
correlation coefficient of 0.4355 between job performance and a person's competence, assessment, or
development. This correlation was found to be related to the performance of the individual. People who
performed well at work were associated with Management by objectives and Performance-based pay, which had
high correlation coefficients of 0.74 and 0.72 respectively, indicating that they were related. When teachers were
trained, there was a strong correlation between their performance and the correlation coefficient of 0.821. The
study found that goal-based management, performance-based pay, and teacher training were the most influential
factors on teacher performance.

C. Regression Analysis
They were found using SPSS version 24, and they are as follows:
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Table 2. Regression Analysis

Variables Coefficient
Constant 0.103
Competence, Assessment and Development 0.031
Management by Objectives 0.682
Performance based pay 0.573
Teachers Training 0.764
Dependent variable- Teachers Performance

D. The Coefficient of Determination

The coefficient of determination, also known as the R square value, was 0.821 (82.1 percent) (82.1 percent ).
This value of R square (82.1 percent) indicates the proportion of variation in the independent variables that can
be attributed to this number (performance appraisal systems). As the value is greater than 50 percent, it can be
concluded that the percentage of variation attributable to independent variables had a significant effect. The
results indicate that performance teachers have a positive impact on teacher productivity.

V. RESULTS AND FINDINGS

Performance reviews are based on how teachers help the higher education meet its goals. The results of a
performance appraisal can improve work performance and thus the overall business performance, such as by
increasing productivity or customer service. There are many benefits to performance appraisal, according to
Dixit and Sharif (2019). They say that it can help you figure out who is good at their job as well as what they
need to improve on. A lot of the people who took the survey said that the performance appraisal helps them
figure out what they should be doing. When a performance gets a performance appraisal, they can find out what
they should do and what will happen if they don't do it right. Ideally, they should get a fair and honest
assessment of their performance. It also helps to rate the performance of teachers and look at how they helped
the higher education meet its goals. Darbandi, (2017) says that performance appraisal helps to make sure that
each teachers's work is aligned with the company goals and that they also look at their work. A lot of the people
who took the appraisal said that when they get a performance appraisal, they do better than if they didn't get one.
In the same way, Abdullah et al., (2021) say that performance appraisal takes into account the teachers' past
performance and focuses on how they can improve their future performance, too. This means that giving
teacherss a performance appraisal can help them be more productive at work. It can also help to find inefficient
work practices or problems that are slowing down the company's progress, Rezaei says in 2019. Shahzad (2019)
says that performance evaluations can help the company find the best teacherss and future leaders in the
appraisal. There is a direct link between this and the profitability of the company. Most of the people who took
the appraisal said that performance appraisals were used to make decisions about how to improve teachers
performance. Decide-making is not part of the appraisal system, but it is linked to it 50 percent of the time A lot
of the people who took the appraisal said that they were happy with the way the company was evaluating their
performance. People who are well-appreciated in the workplace are more likely to be productive at appraisal.
According to Dechev (2010), performance appraisal is linked to the performance improvement process and the
decision to identify training needs and potential, agree on future goals, support a career development plan, and
resolve existing issues.

According to Kipsegerwo Kibichii et al (2016), good performance is more likely to be repeated if it is
recognized and rewarded. When poor performance is discouraged or even punished, it is less likely to occur
again. Many people expressed dissatisfaction with their performance appraisal score because they believe it
could be improved. This could mean that performance appraisal emphasizes how important it is for teachers to
be involved and help rate their own performance. An effective appraisal system can make teachers more
interested and more productive, which can lead to the completion of specific goals and the performance of
specific performance goals. People may not be able to work as quickly or as well as they should because of how
the appraisal is done.

VI.CONCLUSION

Competence, assessment and development, goal-based management, performance-based compensation, and
teacher training all had an effect on the performance of teachers in higher education, according to the teachers of
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the study. However, the respondents indicated that teacher training, performance-based pay, and objective-based
management were the most influential factors on teacher performance, and they rated all three highly, indicating
their significance. However, competence, assessment, and development could not be disregarded because they
were rated moderately by the teachers, indicating that they also played a significant role in their performance.

A correlation analysis and a multiple regression analysis provide ample evidence that performance appraisal
systems, such as management by objectives and pay based on performance, have the greatest influence on
teacher performance. A positive correlation coefficient of 0.632 was discovered, which also aided the
performance of teachers. The value of the coefficient of determination was 82.1%, which indicates that the
amount of variation in the independent variables had a significant effect because the value is greater than 50%,
which is what the coefficient of determination measures. The performance of teachers was the dependent
variable. This meant that all the independent variables (competence, management by objectives, and
performance-based bonuses, for instance) had a significant effect on the dependent variable, which was the
teachers' job performance.

VII.RECOMMENDATIONS

According to this study, all teachers of a higher education performance should be properly trained in order for
the higher education and all of its departments to work better. If you want your at a higher education to be more
efficient, you should pay your workers based on their performance. The people in charge of the higher education
should also think about how well their teachers are able, how well they are being evaluated, and how well they
are getting better.
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