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Abstract 

 

 

The proper implementation of performance management system in an educational institution 

could enhance the growth and development of its faculty members, which will positively 

reflect on the whole institution. This study analyses the usage of performance management 

system for academicians in Malaysian’s Public Universities and its influence on their drive 

and general performance. It also determines the perception of the academicians on the 

accuracy and fairness on the process of performance management system. Interviews have 

been conducted using purposive sampling with Registrar, Head of Faculty and academicians 

reveals that the effects of performance management system will reflect the success of the 

universities. Therefore, based on the suggestions from literature reviews and interviews 

conducted, a model has been proposed in this study to help public universities to achieve 

goals as well as to manage performance management system for academicians to improve its 

overall performance. 

 

Keywords: Performance management, performance management system, academician’s 

performance, performance management model 
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ABSTRAK 

 

Pelaksanaan sistem pengurusan prestasi yang efektif dalam institusi pendidikan dapat 

meningkatkan pertumbuhan dan perkembangan pensyarah dan seterusnya akan memberi 

impak secara positif kepada keseluruhan institusi. Kajian ini menganalisis penggunaan sistem 

pengurusan prestasi ahli akademik di Universiti Awam Malaysia dan pengaruh terhadap 

pemangkin prestasi pensyarah. Ia juga menentukan persepsi para pensyarah mengenai 

ketepatan dan keadilan sistem penilaian prestasi. Temubual yang dijalankan menggunakan 

kaedah persampelan bertujuan dengan Pendaftar, Ketua Fakulti dan pensyarah mendedahkan 

bahawa sistem pengurusan prestasi yang berkesan akan mencerminkan kejayaan universiti. 

Oleh itu, berdasarkan kajian literatur dan cadangan dalam temubual, model yang dicadangkan 

dalam kajian ini akan membantu universiti awam menguruskan sistem pengurusan prestasi 

yang bersesuaian dengan pensyarah dalam meningkatkan prestasi keseluruhannya serta 

membantu universiti awam untuk mencapai matlamat. 

 

Kata kunci: Pengurusan prestasi, sistem pengurusan prestasi, prestasi akademik, model 

pengurusan prestasi 
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CHAPTER 1 

 

INTRODUCTION 

 

1.1 Background of the Study  

 

Performance management is one key area of public administration reform. 

The Malaysian government highlight on the performance management in 

early 2005 and aims to upgrade the quality of delivery services at 

Government agencies. As stated in the Development Administration Circular 

2/2005, key performance indicator (KPis) is one of the techniques used to 

improve service delivery systems and is useful as a measuring tool for 

continuous improvement simply by focusing on outcomes or impacts rather 

than processes. This is because performance management is an integral part 

of the public service delivery mechanism. It is a process by which a public 

organization can assess whether it is delivering the right services—according 

to its mission and objectives—in the right amount, at the right cost, and at the 

right time (Bouckaert & Halligan, 2008). Hence, the need for a good 

Performance Management System (PMS) further emphasized effectively to 

improve the performance of the public sector.  

 

Referring to the above matter, especially in the Education field, the Education 

Blueprint for Higher Education that launched on April 2015 had set new 

targets such as to improve tertiary enrolment rates, to increase graduate 

employability and to increase international students. As a part to materialize 
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and organize the tasks, praise people work and provide them with feedback 

and give them support.  

 

The model above clarifies a link between the strength, weaknesses to be 

improved and suitable model in performance management. It also tells the 

importance of an ideal performance management system in higher 

education in Malaysian public universities. The findings of this research are 

relevant to the wider study of the model that can be used as a reference to 

management and Head of Faculty to evaluate and manage PMS 

systematically. It is hoped that the information and feedback given in this 

study will benefit not to public universities, but to all universities in 

Malaysia. 
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APPENDIX A: INTERVIEW PROTOCOL FOR REGISTRAR 

 

• Introduction  

� Welcome and thank you for giving us some of your time – 

� The interview is anonymous (No names)  

� Do you agree to a recording of this interview?  

 

• Background Questions: 

o Tell me a little about your background.  

� What is your post at this university? 

� How long have you been at this university?  

� What is your job scope in this university? 

o Tell me about the PMS in this university 

� What are performance management practices in your university? 

� What criteria used to determine the performance management to 

academicians?  

� For each of the criteria mentioned above, what is the method used to 

get the information? 

� How can information related to performance management be 

communicated to all academicians? 

� From your experience, do you have any comments about the PMS? 

 

• Closing remarks  

� Thanking respondents  

� Questions towards the interviewer 
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APPENDIX B: INTERVIEW PROTOCOL FOR ACADEMICIANS 

• Introduction  

� Welcome and thank you for giving us some of your time – 

� The interview is anonymous (No names)  

� Do you agree to a recording of this interview?  

 

• Background Questions: 

o Tell me a little about your background.  

� What is your post at this university? 

� How long have you been at this university?  

� What is your job scope in this university? 

o Tell me about your experience in using PMS at this university 

� Is it clear what the university expects from you?  

�  Who makes decision on your performance planning?  

� To what extent do you feel involved in the decisions of performance 

planning?  

� How are you being motivated to fulfil the performance requirement? 

� Who gives you feedback on your work and how often?  

� How is the individual contribution assessed compared to team 

performance? 

� What can be improved?  

�  How do your superior show appreciation for the work you do?  

� What kind of opportunities exist for team members to give feedback 

and recommendations to higher-management?  

� From your experience, do you have any comments about the PMS? 

 

• Closing remarks  

� Thanking respondents  

� Questions towards the interviewer 
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