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Abstract 
 
The purpose of the study is to determine the impact of performance appraisal on arts 

and science faculty members. This study covers 100 faculty members working in various 
departments of arts and science colleges and collects responses from them. This study is 
initiated with the motive to assess the personal profile of faculty members, workload of 
faculty members, impact of performance appraisal and motivating factors in faculty 
performance. Data for the study is collected by presenting well-structured questionnaire in 
the hands of faculty members. This study is utilized percentage analysis, Kruskal-Wallis, 
rotated component matrix, mean rank and chi-square test to analyse the data.Exploratory 
factor analysis reveals that performance appraisal have considerable impact on arts and 
science college faculty members. Faculty workload reveals that there is no significant 
difference between workload and faculty performance appraisal. Factors motivating faculty 
performance states that different factors motivating faculty performance are not significantly 
different. 

 
 
Key words used: Faculty, Performance Appraisal, Motivation, Workload, Arts and Science 
Institutions. 
 
1. INTRODUCTION 
 

Faculty performance should be done based on the academic, co-curricular, extra-
curricular and other relevant development activities encircled in the institution, students and 
their individuality. Paying suitable attention on faculty performance facilitates to strengthen 
faculty stuff and safeguards the institutional growth too. In India, the existing performance 
system on faculty members is not developed as per the standards of developed countries. The 
duty of faculty members is on three principles that is, educate, evaluate and eliminate on 
student career. The principle ‘educate’ deals with the aspects of quality teaching, ‘evaluate’ 
encompasses the assessment of test and character of students, and the principle ‘eliminate’ 
facilitates to cut down the mistakes, errors and silly behaviours from their students. Poorly 
evaluated faculty members will not serve whole-heartedly, while considering the following 
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factors like, classroom teaching, student performance in examination, feedback of students, 
feedback of head, personal qualification, experience, age, publications and conferences, 
service to institution, involvement in non-academic work, committee work, personality 
factors, knowledge level and so on.  
 

Performance appraisal can be considered as almost any behaviour, which is expressed 
towards task attainment. Better performance appraisal among faculty members in an 
institution has many implications such as high motivation among faculty members, 
outstanding ability, good institutional climate and infrastructure, excellent leadership that can 
maintain rapport and teaching efficiency and excellent relationship among faculty members. 
The performance appraisal is indispensable part of institutions management facilitating to 
reflect the desired objectives and the actual effect. The combination of financial and non-
financial operational evaluates offers the favourable insight into the institutions intentional 
performance appraisal and permits to reflect the expectations and requirements of different 
stakeholders intrinsic to the public organisations. An effective performance appraisal for 
faculty is critical in maximizing the contribution of individual faculty to institutional 
performance. The performance of a faculty member is found satisfactory, the faculty member 
may be encouraged himself to improve upon their strengths, by providing opportunities for 
job betterment. Arts and science educational institutions are playing a critical role in the 
development of performance management practices in order to offer efficient arts and science 
education. Effective performance appraisal will boost teacher motivation and satisfaction of 
faculty members. This perspective connects the attitude of teachers to student results, by 
arguing that once the motivation and skill of the teacher decide salaries, teaching quality will 
be enhanced. 
 
2. STATEMENT OF THE PROBLEM 
 

Faculty members are important asset of the organization and faculty aretheprime 
importance for the successful running of educational institutions. Faculty members in 
educational institutions prefer performance management techniquesalongwithmotivation, 
training and development practices. Teaching faculty is the most significant cause and works 
a measure for teaching institution, because the eventual result that is student, formulated by 
the teachers. Faculty members performance is linked with the students’ performance, it is a 
general observation that good student replicate good teachers. Development of innovative 
knowledge and information and communication technologies gave origin to a performance 
management system for judgement of a faculty, through this practice, faculty members’ 
subject knowledge, educational skills, and communication skills are rated by the students 
who are the most imperative stakeholder of education, who examined faculty member’s 
effectiveness in the classroom. This study insists that the subsistence of efficient performance 
management system in educational institutions will make sure increased performance 
altogether. The current study mainly implies the necessity of human resource management 
policies and practices in the educational institutions, human capital and their performance is 
the chief reserve for the success of educational institutions. 
 
3. REVIEW OF LITERATURE 
 

Kumari&Malhotra (2012) revealed that positive teacher prospects were associated 
with high academic performance; whereas pessimistic teacher expectations resulted in decline 
in academic performance. The significance of knowing teachers’ beliefs concerning their 
roles in motivation is critical due to the accepted correlation between this perception and 
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activitiesin many nations (Dauda, 2015). Dunn et al, (2016) revealed that support gained 
through regular teacher commitment and group effort as an effective means of connecting 
motivation with the daily challenges faced by teachers, when supported by educational 
institutions, leadership, and training and development.Sing&Vadivelu (2016) argue that 
advanced performance practices believe a broad range of measures and include, for instance, 
financial indicators as well as indicators with regard to faculty satisfaction and human 
resources. Teachers, who are not stimulated by financial rewards, can be encouraged with 
non-financial rewards (Galbraith et al, 2012). These incentives can include, for instance 
satisfaction from high student attainment, recognition, influence, learning new skills, and 
personal development (Kusumastuti, 2015).As performance management system instigates 
with the planning stage, the planning includes setting performance targets, definition of 
effort, responsibilities, capability, setting qualifications for the workers and generating data 
for performance measurement (Rajeswari&Supriya, 2018). Performance management is 
established as the process of delivering continued success to organizations by getting better 
capabilities of individuals and teams (Spooren et al. 2013). 
 
4. OBJECTIVE OF THE STUDY 
 
This study has been carried out with the following objectives. These are: 

1. To examine the demographic profile of faculty members working in arts and science 
institutions. 

2. To investigate the workload of faculty members working in arts and science 
institutions. 

3. To measure the impact of performance appraisal on faculty members working in arts 
and science institutions.  

4. To identify the factors motivating faculty members performance in arts and science 
institutions. 

 
5. RESEARCH METHODOLOGY 
 

The research design deployed for the current study is descriptive research design. 
Population of study includes faculty members working in various departments of arts and 
science institutions in Madurai district. Simple random sampling is used to select sample 
respondents. The sample size consists of 100 faculty members and participation ratio 
unerringly substantiated. Well-structured and non-disguised questionnaire has been 
constructed as survey instrument to collect data for the study. Data has been collected by 
providing questionnaire in the hands of faculty members. The questionnaire is constructed 
with four parts, the first parts deals with the demographic profile of faculty members, second 
part covers the workload of faculty members in the workplace, third part reveals about the 
impact of performance appraisalon faculty members and fourth part seeks the factors 
motivating faculty performance in workplace. The preliminary data intended for the 
construction of questionnaire were collected among 15 faculty members, which planned to 
investigate the intensity and diversity of factors affecting performance appraisal of faculty 
members. Demographic profile of faculty members has been checked with percentage 
analysis. Workload assigned to the faculty members are analyzed with Kruskall-Wallis test. 
The impact of performance appraisal is measured with rotated component matrix. Mean rank 
and chi-square test is administered to measure factors motivating faculty performance in 
workplace.  
 
6. RESULTS AND DISCUSSION 
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The collected data are scrutinized and presented in accordance with the outline framed 
for the study. 

 
6.1. Demographic Profile of Faculty Members 

 
The demographic profile of faculty members working in arts and science colleges is 

analyzed and its results are presented in table-1. 
 

Table – 1: Analysis of Demographic Profile  

Attributes Distribution Sample Frequency 

Gender 
Male 

Female 
73 
27 

73% 
27% 

Age 
Less than 30 years 

30 – 40 years 
More than 40 years  

47 
30 
23 

47% 
30% 
23% 

Salary 

Less than Rs.20,000 
Rs.20,000 – 40,000 
Rs.40,001 – 60,000 

More than Rs.60,000 

33 
44 
18 
5 

33% 
44% 
18% 
5% 

Designation  
Assistant Professor 
Associate Professor 

Professor 

58 
27 
15 

58% 
27% 
15% 

Educational 
Qualification 

PG Degree 
M.Phil 
Ph.D 

30 
57 
13 

30% 
57% 
13% 

Experience 
Up to 5 years 
5 – 10 years 

More than 10 years 

46 
32 
22 

46% 
32% 
22% 

Department 
Language 

Arts 
Science 

28 
15 
57 

28% 
15% 
57% 

(Source: Primary data) 
 

Table-1 reveals that gender of the respondent’s confirms that 73% are male and 27% 
are female. Age provides that 47% are in less than 30 years of age, 30% are in 31 – 40 years 
of age, and 23% are in more than 41 years of age. Monthly salary shows that 33% of the 
faculty member’s monthly salary is less than Rs.20,000. 44% are getting salary between 
Rs.20,000 – 40,000 per month, 18% are drawing Rs.40,001 – 60,000 per month and rest 5% 
are getting more than Rs.60,000 per month. Designation shows that 58% are working as 
assistant professor, 27% are working as associate professors and rest 15% are working as 
professor. Educational qualification of the respondents shows that 30% are completed 
eligibility degree only, 57% are completed master in research and 13% are completed 
doctoral degree. Experience of the faculty members shows that 46% are having experience of 
up to 5 years, 32% are in 5 – 10 years and 22% are in more than 10 years. Department in 
which working is shows that 28% are employed in language departments, 15% are working 
in arts departments, and 57% are working in science departments.  
 
6.2. Workload to Faculty Members 
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 In arts and science educational institutions, the faculty members are assigned 
different job responsibilities along with their regular academic work. Accordingly, different 
workload assigned to them is considered.The faculty members are ranked their level of 
experience in three parameters like ‘high’, ‘medium’, and ‘low’ as to the various 
responsibilities assigned to them. In order to test the relationship between workload and 
performance appraisal, the following test has been proposed. Kruskal-Wallis one-way 
analysis of variance by ranks is used for comparing more than two samples that are 
independent, or not related. In the event that the comparison of three or more population 
groups is aimed at, where data are ordinally evaluated, then for the statistical significance of 
difference Kruskal-Wallis test is used. This test is used to study the relationships between the 
workload of faculty members and performance appraisal. The null hypothesis states that (H0) 
there is no association between workload and faculty performance appraisal. Its results are 
presented in table-2. 
 

Table – 2: Test Statistics of Kruskal-Wallis 
Test Statistics 
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Chi-Square 3.378 2.112 3.067 1.699 1.819 2.245 2.672 1.268 3.512 
df 2 2 2 2 2 2 2 2 2 

Asymp. 
Sig. 

.152 .571 .234 .432 .622 .216 .314 .113 .424 

Kruskal Wallis Test 
Grouping Variable: Faculty Performance Appraisal 

(Source: Primary data) 
  

Table-2 exhibits the association between faculty workload and faculty performance 
appraisal. It was found that there is no significant difference between workload such as 
developmental duty, clerical nature of work, placement duty, accreditation duty, estate 
management, committee in-charge, admission duty, academic work and contingent workand 
faculty performance appraisal because the p-value is greater than the level of significance. 
This analysis enlightened that performance appraisal considers the various workloads 
assigned to the faculty members of arts and science educational institutions.  
 
6.3. Impact of Performance Appraisal on Faculty Members 
 

Rotated component matrix carried out to ensure the impact of performance appraisal 
on faculty members in arts and science educational institutions. Therefore, the faculty 
members are asked to assess the factors influencing motivation in faculty performance 
management system. In this part, 26 variables on five surfaces provided on a five point 
Likert-type scale ranging from ‘1’ as ‘Not Important’ to ‘5’ ‘Extremely Important’. Its results 
are presented in table-3. 

 
Table – 3: Rotated Component Matrix 
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FPA 10 At par salary  .819 .079 .019 .113 .231 
FPA 25 Adequate leave facilities .816 .175 .017 .066 -.039 
FPA 13 Allowance and amenities .791 .048 .167 .086 .137 
FPA 26 Leave with salary .778 .054 .056 .114 127 
FPA 20 Rent free accommodation .751 .247 .246 .048 .146 
FPA 14 Assistance for publications .694 .038 .160 .096 .064 
FPA 04 Probation with increment .688 .195 .081 .137 .161 
FPA 01 Higher study permissions .246 .765 .043 .185 .161 
FPA 07 Rewards and recognitions .164 .744 .125 .087 .085 
FPA 18 Welfare facilities .236 .688 .104 .147 .028 
FPA 02 Encouragement in workplace .174 .677 .082 .185 .086 
FPA 12 On duty provision .175 .652 .276 .187 .143 
FPA 09 Employee value .205 .614 .157 .047 .072 
FPA 15 Impartial in workplace .090 .567 .170 .258 .187 
FPA 19 Award for student counseling .211 .563 .067 .147 .132 
FPA 11 Freedom in work .167 .196 .789 .095 .154 
FPA 22 Autonomy in decision making .321 .196 .762 .047 .094 
FPA 24 Flexibility in workplace .144 .086 .687 .068 .164 
FPA 17 Goal achievement .146 .215 .552 -.021 .041 
FPA 06 Resource accessibility .056 .088 .047 .794 .175 
FPA 16 Virtual library usage .235 .119 .074 .761 .176 
FPA 08 Grievance handling  .075 .059 .137 .698 .246 
FPA 05 Cash award for centum result .264 .074 .174 .591 .148 
FPA 03 Direct contact with management .235 .077 .057 .096 .810 
FPA 21 Keen interest in the subject .057 .064 .036 .085 .795 
FPA 23 Effective student management .084 .088 .210 .195 .652 

Eigen values 7.116 5.127 2.625 1.671 1.127 
% Variance 21.31 16.92 10.99 9.22 8.64 

Cumulative % Variance 21.31 38.23 49.22 58.44 67.08 
Cronbach’sα 0.822 0.775 0.792 0.696 0.673 

(Source: Primary data) 
 
Table-3 exhibits the rotated component matrix with the factor loadings that are 

extracted and assumed relevant to the factors highlighted in bold. The cut-off rate for factor 
loadings was fixed as 0.5. The exploratory factor analysis reveals that twenty six 
distinguishing factors on impact of performance appraisal on faculty members, put together 
responsible for cumulative variance of 67.08% explained in the data. The Cronbach’s alphas 
for the factors intended good reliability values i.e., α > 0.5. Personal benefit to the faculty 
members is the predominant factor that the faculty members have confessed this factor to be 
the most essential factor with the highest explained variance of 21.31%. Seven variables 
loaded on this factor such as, at par salary, adequate leave facilities, allowances and 
amenities, leave with salary, rent free accommodation, assistance for publications and 
probation with increment. This factor is having foremost impact on faculty members. 
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Appreciation of faculty members has been found that the second most important factor with 
explained variance of 16.92%. Eight variables were loaded in this factor such as, higher study 
permissions, rewards and recognitions, welfare facilities, encouragement in workplace, on 
duty provision, employee value, impartial in workplace, and award for student counselling. 
This factor is considered as the import factor in performance appraisal. Work freedom of 
faculty member is the third most important factor, which explains 10.99% variance in data. It 
is loaded with four variables such as, freedom in work, autonomy in decision making, 
flexibility in work and goal achievement. Fourth factor is resource access in which variables 
like, resource accessibility; virtual library usage, grievance handling, cash award for centum 
result are loaded in this factor and accounts 9.22% variance in data. Finally, relationship 
factor is loaded with three variables such as direct contact with management, keen interest in 
the subject and effective student management, which together explains 8.64% variance in 
data. Hence, it is found that performance appraisal have considerable impact on arts and 
science college faculty members. 

 
6.4. Factors Motivating Faculty Performance  
 

There are several factors motivating the performance of faculty members in arts and 
science educational institutions. These factors are grouped into at par salary, adequate 
rewards, faculty development support, faculty welfare, research and publication support, 
resource usage for personal needs, and performance based incentive. In this direction, the 
results for which are summarized and tabulated with the null hypothesis of different factors 
motivating faculty performance are not significantly different. Whereas, alternate hypothesis 
states that different factors motivating faculty performance are not significantly different. 
Friedman chi-square test with 5% of level of significance is adopted for this analysis. Its 
results are presented in table-4. 
 

Table - 4: Mean Rank  
Motivating Factors Mean Rank Test Statistics 

At par salary 5.51 

Chi-square 
53.354, 
Df.6, 

Asymp.Sig.0.325 

Adequate rewards  4.95 
Faculty development support 3.86 
Faculty welfare 3.41 
Research and publication support 2.53 
Resource usage for personal needs 2.27 
Performance based incentive 2.12 

(Source: Primary data) 
 

Table-4 reveals that the calculated significance value is 0.325 which is greater than 
0.05, which means the acceptance of null hypothesis and it states different factors motivating 
faculty performance are not significantly different.  
 
7. CONCLUSION 
 

This study has investigated the factors surrounding on the faculty performance 
appraisal practices. There are several factors motivate the faculty to increase their 
performance, such as timely appraisal, promotion, increment, sympathetic help to personal 
problems, creating friendly atmosphere, handsome pay, recognition and rewards, conducive 
work condition and personal loyalty to faculty members. This study attempted to check the 
impact of performanceappraisal on faculty performance. Demographic profile evidenced that 
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the mainstream of 73% are male, 47% are in less than 30 years of age, 44% are getting salary 
between Rs.20,000 – 40,000 per month, 58% are working as assistant professor, 57% are 
completed master in research, 46% are having experience of up to 5 years, and 57% are 
working in sciencedepartments.The exploratory factor analysis reveals that twenty six 
distinguishing factors on impact of performance appraisal on faculty members, put together 
responsible for cumulative variance of 67.08% explained in the data. Faculty workload 
reveals that there is no significant difference between workload such as developmental duty, 
clerical nature of work, placement duty, accreditation duty, estate management, committee 
in-charge, admission duty, academic work and contingent workand faculty performance 
appraisal because the p-value is greater than the level of significance. Factors motivating 
faculty performance accepts null hypothesis and it states different factors motivating faculty 
performance are not significantly different.  
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