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ABSTRACT

Performance appraisal is a most critical activity afln resource management in present day
organizations. The organization may be of any kind, edhservice or product line where measuring the
output of an employee, standardizing his learning’s and comatimgcthe same is of vital importance
as human capital itself creates a competitive edgthegoorganization. However, a service oriented
organization is totally sufficed on its human resourceschwvvill enable the organization (in particular
educational institution) to create a market of itsaunsable growth.In India, educational institutions are
dominant service organizations, which aim at producing a pbdhlent which caters the needs of
industry and help in generating the solutions of the problenssngrin the industries. This paper
highlights the various factors associated with educatiomstitutions and industries which help in
bridging the gap between them i.e., meeting the industiyirements. The performance indicators and
their implications on learning in educational institutiorsy performance areas and key result areas have
been illustrated for understanding the performance managemiastitutions.

KEYWORDS: KPA'S (Key Performance Areas), Improvement, Constsibevelopment, Interface.

INTRODUTION

Capitalizing on the Human Resources is the heart of anysafatenterprise. Human resources
play a vital role in creating a competitive advantagettie enterprise, as it is only differentiating factor
from others it can be flexible according to the compmetitn order to enhance the competitive edge, it is
inherently understood that the organization should work hie direction of developing Human
Resources, which includes measuring their performancégtalelevant measures to develop and
enhance the performance capabilities of the workforce.
Performance management systems, which goes with perfoenagpeaisal and employee development,
are the “Achilles Heel” of Human Resource Managementtfom¢Elaine D.Pulkas, 2010), which aims
at clarifying job responsibilities, enhancing productiviznd improving communication between
employers and employee. It is a critical business toal translates strategy into results and caters
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organizational success (Hewitt, 1994) on the other haatsd a administrative tool for planning and
controlling the assignment of work and how well it is complé&=kou .D. Bangur, 2006).

The paper highlights major aspects of measuring the peafare of the faculty and find out the factors
that cause hindrances in their total performance workingafious engineering institutions and thereby
finding a solution to curb these factors which cause block imolgenerating the desired output i.e.,
providing quality education to the students and working ferithprovement of the organization and
making citizens of tomorrow.

SIGNIFICANCE

Any organization, in order to sustain in the competitiv@lev has to show its uniqueness and
differentiatingcompetencieswhich makes it sustainabtéénmarket. Organizations are therefore relying
on the work force to gain that differentiating competences Tdompetence is developed in an
educational institution and hence faculties play a maja molimparting quality in an individual and
make them competent enough to match with the needs of ipdiss study gets importance in the
present scenario as the ministry of HRD has initiatetbua skill development activities in the country
by way of incorporating various skill development centerrdim teachers and students and associate

them with performance management.

OBJECTIVES
1.To study the indicators of performance followed in variouwgireering colleges.
2.To study various key result areas that have to be usedghpls origins.
3.To analyze the factors stimulating performance and suggestures
4.To develop a conceptual model guiding to lead for bettepopreince of the faculty.
LITERATURE REVIEW

The history of performance appraisal is quite briefrdtss in the early 20th century can be
traced to Taylor's pioneering Time and Motion studies. Bigtis not very helpful, for the same may be
said about almost everything in the field of modern human ressumanagement.

As a distinct and formal management procedure used in #haga¢ion of work performance,
appraisal really dates from the time of the Secondl@\War - not more than 60yearsago.

Yet in a broader sense, the practice of appraisalésyeancient art. In the scale of things
historical, it might well lay claim to being the worldscond oldest profession!

There is, says Dulewiqd989, "... a basic human tendency to make judgments about dnese
is working with, as well as about oneself." Appraisaleérss, is both inevitable and universal. In the
absence of a carefully structured system of appraisaple will tend to judge the work performance of

others, including subordinates, naturally, informally andteabiy.

The human inclination to judge can create serious motivatiettal and legal problems in
the workplace. Without a structured appraisal system, thditde chance of ensuring that the judgments
made will be lawful, fair, defensible and accurate.
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Performance appraisal systems began as simple methiodsmie justification. That is,

appraisal was used to decide whether or not the salargg® of an individual employee was justified.

The process was firmly linked to material outcomeanlemployee's performance was found to
be less than ideal, a cut in pay would follow. On the dtlaed, if their performance was better than the

supervisor expected, a pay rise was in order.

Little consideration, if any, was given to the developmentasipoiies of appraisal. If was felt
that a cut in pay, or a rise, should provide the only requmpetus for an employee to either improve or

continue to perform well.

Sometimes this basic system succeeded in getting thésrégat were intended; but more often

than not, it failed.

For example, early motivational researchers were athatalifferent people with roughly equal
work abilities could be paid the same amount of money ahtigve quite different levels of motivation

and performance.

These observations were confirmed in empirical stuéiag.rates were important, yes; but they
were not the only element that had an impact on employéerpance. It was found that other issues,

such as morale and self-esteem, could also have a imijence.

As a result, the traditional emphasis on reward outcomepvegressively rejected. In the
1950s in the United States, the potential usefulness ofiaplaa tool for motivation and development
was gradually recognized. The general model of performappeaisal, as it is known today, began from

that time.

Common outcomes of an effective performance appraisal pracessnployees’ learning about
themselves, employees’ knowledge about how they are dongpgees’ learning about ‘what
management values are’ (Beer, 1981)

According to Stephen and Dorfman(1989), outcomes of effepgu@rmance appraisal are
improvement in the accuracy of employee performance aablissting relationship between

performance on tasks and a clear potential for rewards.

Dobbins, Cardy and Platzvienno(1990) gave five outcomeaige.of evaluation as feed back
to improve performance, reduces employee turnover, in@@astvation, existence of feelings of

equity among employees, linkage between performance azdds

1. According to Cleveland et al (1989), the performance appraysaem is often
guided by multiple goals.

2. Appraisals are used to make between person decisionspréonotions or

termination or salary administrations.
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3. Appraisals are used for within person decisions, to detereompetency profiles
and strengths and weaknesses for instance in order to giwenpantce feedback
and discover training needs.

Organization aspects such as system maintenance and cdhatiome are other possible
purposes of performance appraisal.According to DR. Vasafi#vraoBhosle(2012), performance
management system is a continuous process of identifiyingsuring and developing the performance
of individuals and teams and aligning performance with dtrategic goals of the organization. Now a
day’s team based performance has become more prominent aadotus is laid on the competencies
of the employee (DDI, 1997). Besides it caters the needrfinizational success in terms of financial

performance and productivity.

OVERALL PERFORMANCE FACULTY IN VARIOUS ENGINEERING COLLEGES:
ANALYSIS

According to McKinsey global institute shows multinatienéhd only 25 percent of Indian
engineers employable, the other 75 percent are to be triaitieel line of the industry dynamics, so that
they cater the requirement of the industry. As peeszarch study conducted by FICCI (Federation of
Indian Chambers of Commerce and Industry) there are gaff®e ieducation system as there is gap
between industry and institutional interface, rigidity wiglspect to the process of re-evaluation of course
which is non-flexible and lack of industry experience afrters. In view of this, performance measuring
parameters may help institutions to reduce the gap th&dréseen in the corporate scenario. The

following are some of the observations and research findaighive been observed during the study on

the assessment of performare@nagement of faculty members in the institutions.

. i B TEACHING LOAD
2 B GUIDANCE
/2.5208333 EINNOVATION

B CONTRIBUTION

B INTELLECTUAL

B PRACTICTICAL EXPOSURE
[E PARTICIPATION

Fig (A) Source: From the Questionnaire Responses
The figure above shows various contributions of Key Paréoice Areas a detailed analysis is

given regarding each KPA:
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TEACHING LOAD

From all the indicators teaching load seems to be higdllithe institutions as mean of this
indicator is accounting to 4.29 out of 5 which is a outstandiiogt®n the part of the institutions.
GUIDANCE

The world is changing so dynamically a student needs a g@dansurvive in the dynamic
competitive world and this indicator accounts to 2.625 ol which is of course a satisfactory figure
but needs review to increase the effort in this indicat
INNOVATION
Innovation is the main base for an individual to groWaaisas the study is concerned the mean amounts
to 2.7 of 5 which is a satisfactory figure but is nottaghe mark with respect to the pace at which the
world is changing and hence institutions have to adaptmetiiods to meet the rapid change and faculty
is the main source to deliver innovative things to thdesits.
CONTRIBUTION TOWARDS THE DEVELOPMENT OF CURRICULUM

This indicator is just satisfactory as it amounts to 225, the legacy systems have been
outdated in order to create a modern equipments and systdmsgedn curriculum has to be adapted
which is relevant to the changing world.
INTELLECTUAL CAPITAL

Intellectual capital is the most important indicatodavhose mean is recorded as 2.7 of 5 which
is close to good. In order to be updated a faculty has to Betipgrade himself by presenting himself to
academic activities like seminars, industrial inteawj keeping track of relevant journals, magazines,
publishing papers. Being a instructor to the students whideltte fate of nation they shall be upto date.
CONTRIBUTION TOWARDS INSTITUTION

This indicator has been recorded as 2.52 which is betwéisfastry and good it must have
been rated 3, to reduce the burden of the management and catecendre on the development of the
organization.
MEMBERSHIP IN PROFESSIONAL BODIES

A pool of faculty has memberships in professionaliéadike IEEE, ISTE, AIMA, etc.... and
records 2.7 which is of course a good sign as it providesosure to the world outside.
From the analysis done above we can interpret thatetiermance indicators are unbalanced as most of
the concentration is on work load and where as others are nothgnmark. The predefined standard is
3 which is not met by any of the indicator other thanvtbek load so a less concentration has to be laid
on the work load and a chance has to be given to facultgvielop in the other areas as well.

CONCEPTUAL MODEL OF PERFORMANCE APPRAISAL SYSTEM FO R THE
FACULTY IN ENGINEERING COLLEGES
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HURDLES

Various hurdles that a faculty faces while performing bmeger destinations, improper
facilities, improper support from management, less cosgtems, non availability of educational
improvements etc. on over coming these hurdles a facaiftyperform even better.
KEY PERFORMANCE AREAS

Key performance indicators are the reflections of thesimis and strategies of the organization,
these key performance indicators provide a frame workrfeasuring the performance through a well
designed appraisal (appendix I). KPI's are the base elemkmisrk that correlate with the strategic
goals of the organization, and obviously on achieving the ,KBitganizations can achieve its
performance goals.
The Key Performance Indicators used for the studyistesl as follows:

1. Experience

Analytical skills
Counseling capability
Innovation

Intellectual capital

o 0o M N

Practical exposure

These indicators are found to be apt to conduct the study;réfiect the Key Performance
Areas like development of students, development of the ednehinstitutions in academic prospects,

self development of the faculty.
CONSTRAINTS

1. There are various constraints that decrease the perfoersétive faculty they are:
Unequal distribution of workloads to the faculty.
No distinction between qualified and unqualified faculty tueshich a greater dissatisfaction is
seen among qualified faculty.

4. Pay bands are even making them dissatisfied as theggaed for both the qualified and less

qualified faculty.
MODERATION

In this phase all the constraints are overcome byimditimg the uncertain extremes to meet
equal needs of all the organizations which are here in tefmsrkloads and different policies. As far as
the pay is considered"gay commission has wonderfully come up with broad bandimgept there is
every possibility of differentiating among talented fégwith the help of academic grade pays within

same bands.
IMPLEMENTATION

An appraisal format is prepared based on the Key Peafwrenindicators with a predefined set
of standards which are not disclosed to the apraisee dityfamu was asked to fill in to assess their
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performance based on the KPI's in the performance $ikeaself development of faculty, development

of students and organizations.
OUTPUT

The output in the study was the assessment of the factighvdepends on the KPA's as
already analyzed teaching load is outstanding with respeather areas, however more focus should be
on the other KPA'’s i.e., guidance, innovation, contribution, ledalal capital, participation which are

ranging from 2-3 out of 5 to have a good performance éutpu
CONTROL

From the above data we could interpret that the performad@aiars are unbalanced as most
of the concentration is on work load and where as othensocangp to the mark. The predefined standard
is 3 which are not met by any of the indicator other tie@nworkload so a less concentration has to be

laid on the work load and a chance has to be given to faocultyvelop in the other areas as well.
CORRECTION

This block has two sub block which are reprocess or grewthdevelopment and end result
which are discussed in detail.

REPROCESS

It acts as a showcase for the training needs that hawe toncentrated and caters as a plan to

overcome the discrepancies reaching the performance standards
END RESULT

This is the result of the respondents were actually thelong on the scale whose details are

enclosed in the appendix 2

CONCLUSIONS
From the analysis made these are the following conelasichich have to be implemented in
the institutions where the study is conducted:
1. The result mostly lies on the work load and this KPA has meastanding in almost all the
institutes.
2. Through a detailed observation in all the institutions muchssisekid on the working loads
which are creating an obstacle to other KPA.
3. Management has to take necessary measures to decreaserklvads of the faculty and use
the same energy for the contribution to students, innovation etc
4. A training module is necessary to develop the intellectaphbilities of the employees through
various seminars, memberships in professional bodiesdndtrial exposure.
5. The broad banding concept has to be implemented, the detailsabf avii clearly mentioned in

the sixth pay commission in order to differentiate qualifredh less qualified faculty.
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6. Hence, performance appraisal system can be used for dewgltpnhuman capital and

measuring for their growth and the organization as well.
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APPENDIX-I

Performance Appraisal for Faculty
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Part |

1. Name of the faculty member:

2. Designation:

3. Date of birth

4. Educational qualifications including
professional and technical qualifications

5. Date of appointment in university:

6. Date of appointment to the present

7. Name of the courses taught during the
year:

8. Maximum no. of periods per course
available in the semester as per time table

9. No of total lectures delivered

10. No of leaves taken

11. Any specific problem of any stude
solved, or taken initiative to solve

12. Any innovation of any type introduced in
the institution

13. Papers publishe

14. Contribution to industrial development,
seminars etc...

15. Membership or fellowship of professional
bodies

16. Any additional contributions which are r
covered

Place:

Date:

Signature
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Part Il

Assessment of reporting officer

Name and designation of reporting officer:

Kindly provide your assessment on the five point scatespect of the following parameters

Outstanding -5 Very good- 4 Good-3 Satisfactory-2 Unsatisfy-1

a. Assessment of part | filled by the faculty
Keeping in view the information furnished by the facultyember, please provide your

assessment on the following parameters:

0] Teaching load and regularity in taking class

(ii) Guidance to students

(iii) Innovations introduced in the course

(iv) Contribution to curriculum development

v) Intellectual capital (books/articles/patents/talks)

(vi) Organizing and pticipation in seminars/workshops etc

(vii) | Contribution to institution

(viii) | Membership or fellowship of professional boc

Total:

Outstanding: 45 to 50
Very good: 38 to 44
Good: 30 to 37
Satisfactory: 20 to 30
Unsatisfactory: upto 20

Signature of reporting officer:
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APPENDIX-II

respondent1  gualification teaching load guidance  innowvation contribution intellectual capital contri to institution membership

respondent2  hM.com, MBA a £
respondent3  MBA
respondentd  Mucom, MBA, MFA,MNET, Ph
respondentS M.com, Bied, PGDCA
respondentd MBA
respondent 7 MBA
respondant2 PGDM-HR
respondentd M.COM, MBA, PGDEM
respondent 10 MCA, MTECH
respondent 11 B.Tech
respondent 12 B.Tech
respondent 13 M.tach
respondeant 14 M.iech
respondent 15 M.tech
respondent 16 M.tech
respondent 17 MBA
respondent 18 MBA
respondent 13 M.tech
respondent 20 M.tech, PhD
respondent 21 M.Tech
respondent 22 M.iech
respondant 23 BEM, MBA
respondant 24 M.tech
respondent 25 B.Tech
respondent 26 M.tach phd
respondent 27 M.tech
respondent 28 Msc, Phd
respondent 23 M.Tech
respondeant 30 M.Tech
respondent 31 B.Tech
respondent 32 M.Tech
respondent 33 M.Tech
respondent 34 M.Tech
respondent 35 M.Tech
respondent 36 M.tech, PhD
respondent 37 M.tech
respondent 38 M.Tech
respondant 39 Mse, Pha
respondent 40 M.Tech
respondent 41 M.Tech
respondent 42 B.Tech, COAC
respondent 43 M.tech
respondent 44 M.tach
respondent 45 M.tech |phd)
respondent 46 M.iech
respondent47 M.Sc, phd
respondent 48 M.tech, PhD
respondent 43 M.tech
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means 4. 291666667 2,625 2.33333333 247916667 2.708333333 2520833333 2.770B33333

APPENDIX-II

JOB DESCRIPTION

JOB TITLE: Faculty

SUPERVISES: To supervise engineering students and research students.
REPORTS TO: Head of Department.

PURPOSE OF JOB:

1. To deliver a range of programmes of teaching to engimgatudents.

2. To be a part of design and development of curriculum.

3. To co-ordinate research activity within the specific scitgeea.
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DUTIES AND RESPONSIBILITIES

1. To oversee the design and development of the overall cariantd develop and deliver a

range of programmes of study at various levels.

2. To develop the quality assurance framework within the gel& overall framework,

including the validation and revalidation of courses and studkmnisaion and assessment.
3. To transfer knowledge including practical skills, methauls @chniques.

4. To encourage the development of innovative approachesutsecdesign and delivery and
ensure that teaching design and delivery comply with the gaald educational standards

and regulations of the department.
5. To develop the ability of students.
6. To supervise student projects, field trips etc...
7. To set mark and assess work and examinations and proeidleaieks to students.

8. To ensure that the teaching content and methods of deliveriyn accordance with equal

opportunities.

9. To be a part of professional bodies to gain practical exp@nddransfer the same to the

students.



