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Abstract 

Effective alignment between faculty competencies and institutional performance objectives is a critical governance challenge in 

higher education institutions. This study proposes an integrated faculty appraisal and performance management framework that 

reconfigures traditional Annual Confidential Reports (ACR) into a transparent, competency-driven, and strategically aligned 

system. The framework embeds competency mapping, 360-degree feedback mechanisms, and the Balanced Scorecard (BSC) within 

a unified institutional governance paradigm aimed at enhancing accountability, performance optimization, and strategic decision-

making. Adopting a mixed-methods research design, qualitative data are collected through semi-structured interviews and focus 

group discussions with Deans, Heads of Departments, and Human Resource managers from engineering institutions in the Madurai 
and Salem districts of Tamil Nadu, India. These insights inform the development of a structured quantitative instrument 

administered to faculty members to empirically validate the proposed model. Multi-source performance data obtained from peers, 

students, and academic administrators are analyzed using exploratory factor analysis to identify latent dimensions of faculty 

performance. The Balanced Scorecard is contextually adapted to the engineering education sector across four governance-relevant 

perspectives: financial sustainability, stakeholder satisfaction, internal academic processes, and learning and growth. Cluster 

analysis is further employed to classify institutions based on appraisal system maturity. The findings demonstrate that strategically 

integrated appraisal systems strengthen institutional performance management, support succession planning, and facilitate targeted 

faculty development. The study positions faculty appraisal as a key regulatory and managerial instrument for accreditation 

preparedness, institutional sustainability, and long-term competitive advantage in higher education governance. 
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1.Introduction 

The role of colleges in the production of human capital and the enhancement of innovation and socio-economic 

growth is very important. Within a more competitive and responsive academic environment, the universities 

and colleges are expected to excel not only in teaching and research but also in governance, satisfaction of 

stakeholders, and sustainability of the institution. The faculty plays the leading role in the achievement of such 

objectives since their academic knowledge, professional commitment, and participation have a direct impact 

on the success of the institutional image and quality. Consequently, there has been an increasing importance 

with regard to the institution-based assessment and performance evaluation, as well as the development and 

alignment of faculty performance. Older performance evaluation practices, however, are likely to be incapable 

of reflecting the intricacy of academic activity or even of aligning individual performance with the larger 

company objective, which creates a sudden need for a more integrated and strategy-oriented method of 

appraisal. Even though the concept of quality assurance, accreditation, and performance-based funding is 

increasingly gaining prominence, most institutions of higher learning still use traditional appraisal systems 

that are mostly administrative in nature. These systems are often based on standardized assessment criteria, 

focus on compliance rather than development, and rely on a one-source assessment, which may encourage 

subjectivity, bias, and poor transparency. Consequently, faculty appraisal tends to encourage no improvement 

in performance, discover leadership potential, and sustain long-term institutional objectives. The lack of 

alignment between individual and institutional appraisal and the strategy of the institution restricts the 

usefulness of appraisal systems as instruments of governance and decision-making. This discrepancy has 

become a major challenge to the institutions that are interested in improving their competitiveness, 
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accountability, and academic excellence in an education environment that is rapidly changing. In the last 

twenty years, the global education systems of higher education have experienced tremendous changes through 

globalization, technological revolution, and increased regulation. The accreditation frameworks, the ranking 

system, and outcome-based education models have increased the pressure on the performance management 

practices of the academic institutions to be evidence-based. Reacting to this, institutions have slowly begun to 

consider other methods of faculty evaluation that focus on competency building, stakeholder feedback, and 

improvement. The terms competency mapping, multi-source feedback, and strategic performance 

measurement have come into the limelight as possible solutions to the shortcomings of the traditional models 

of appraisal. The present research study takes place in this changing environment and will be based on the 

increasing realization that the faculty appraisal system should transform beyond its common reporting systems 

into a strategic tool that helps the institutional vision, quality improvement, and sustainable development. 

2. RELATED WORK 

The existing body of research had emphasized that traditional faculty evaluation mechanisms continued to be 

inadequate when it came to the multidimensionality of academic performance. This has led to the development 

of superior multi-source assessment methods in order to eliminate evaluator bias and poor performance 

transparency. A single body of research had established that consensus-based 360-degree feedback systems 

were capable of combining different stakeholder perceptions to simple evaluative judgments, thus improving 

the reliability and interpretability of appraisal findings [1]. Furthermore, massive bibliometric studies have 

demonstrated that there was a fast proliferation of research in the area of performance evaluation in higher 

education, suggesting the increasing scholarly and institutional concern with systematic appraisal reform [2]. 

Comparative institutional analyses had, however, indicated significant differences in the manner in which 

evaluations were practiced across contexts, pointing out that the effectiveness of performance appraisal was 

contingent on the institutional structure and maturity of governance [3]. Future studies have developed good 

empirical correlations between faculty effectiveness and structured performance management systems. 

Specifically, causal modelling strategies had established that open appraisal systems had a positive effect on 

the quality of teaching, research productivity, and professional involvement [4]. Moreover, 360-degree 

evaluation systems that were made electronic have been proven to make the data collection process easier, 

increase the frequency of feedback, and decrease the administrative load in academic settings [5]. However, 

research appraising the use of the Balanced Scorecard had shown that strategic alignment was heightened, 

although comparing outcomes at times was weakened by irregular operationalization of indicators. Thus, the 

need to contextualize the translation of performance structures into the academic setting has been highlighted 

in the literature [6]. Simultaneously, studies that placed emphasis on appraisal measures had emphasized the 

significance of student-based and stakeholder-oriented evaluation aspects. It had been demonstrated through 

empirical evidence that structured student feedback systems were meaningful in terms of teaching quality 

assessment when they were combined with other evaluation sources [8]. Also, the studies of faculty 

adaptability have found that 360-degree evaluation systems promoted professional resilience by fostering 

reflective practice and adoption of developmental feedback [9]. In the meantime, the body of strategic 

performance measurement research has shown that the Balanced Scorecard-based assessment allowed 

institutions to systematize the alignment between academic processes and managerial decision-making 

processes, which enhanced the institutional coherence [10]. Besides, conceptual and empirical research have 

continued to give positive results of 360-degree appraisal systems with faculty motivation, engagement, and 

job performance. In particular, integrative appraisal theories had already shown the way multi-rater feedback 

minimised hierarchical bias and increased perceived appraisal fairness [11]. In addition, there had been 

indications that competency-based appraisal models enhanced the transparency of the performance 

expectations and facilitated the curriculum of continual improvement [14]. Nonetheless, the research on the 

teaching faculty experiences also found issues with implementation, such as the exhaustion of the feedback 

and the uneven readiness of the evaluator, meaning that the training should be structured and the indicator 

rationalization should be made [15]. Last but not least, the development of advanced analytics and intelligent 

evaluation models has indicated the direction of the advancement of appraisal systems in recent scholarship. 

Research investigating the concept of large-scale instructional assessment has shown that AI-based evaluation 

systems allow the fine-grained evaluation of teaching performance in various academic contexts [13]. 
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Moreover, studies regarding the application of the integrated Balanced Scorecard in higher education had 

already validated that it could be used to achieve long-term strategic governance and institutional 

sustainability [16]. However, site-specific studies of institutions of Indian higher education had shown that 

there were ongoing issues with legacy appraisal and a fragmented policy. In turn, researchers had proposed 

multi-source and competency-based appraisal models as multi-integrated approaches to competitiveness on 

an institutional level and accreditation preparedness [17]. 

3. METHODOLOGY 

The proposed research will use a highly structured mixed-methodology that aims to combine the strategic 

management theory with empirical performance analysis of the higher education institutions within the 

engineering field. The methodological apparatus systematically integrates qualitative institutional diagnostics 

with quantitative model verification to represent competency-based appraisal by 360-degree feedback and the 

Balanced Scorecard (BSC). To guarantee the contextual grounding, construct validity, and statistical strength, 

an exploratory-explanatory progressive design is adopted that makes it possible to translate institutional 

strategy into quantifiable faculty performance results that are consistent with the accreditation and ranking 

demands. 

3.1 Data Collection 

Data collection was done in two consecutive stages so that contextual and empirical generalizability is 

achieved. Qualitative data were collected in the exploratory phase; this was done using semi-structured 

interviews and focused group discussions with Deans, Heads of Departments, and Human Resource managers 

in the engineering colleges in the Madurai and Salem districts of Tamil Nadu, India. The interactions brought 

some insights into the current appraisal practices, gaps in strategic performance, accreditation pressures 

(NAAC, NIRF), and competency alignment issues. The qualitative data were used in creating a structured 

survey tool to be used in the confirmatory stage. The second step involved the collection of quantitative data 

(full-time faculty members) by applying a multi-rater 360-degree feedback model with self-assessment, peer 

assessment, student assessment, and administrative appraisal. The survey instrument has captured pointers in 

competency domains that were aligned with the four BSC perspectives. To enhance consistency in the 

measurement, responses were measured on a five-point Likert scale. The data collection  was carried out in 

strict institutional consent and ethical compliance, which is shown in Table 1. 

 

Table 1: Demographic Profile of Respondents from Engineering Institutions 

Demographic Variable Category Frequency Percentage (%) 

Institution Type Autonomous 86 34.4 

 Affiliated 164 65.6 

Academic Role Assistant Professor 138 55.2 

 Associate Professor 72 28.8 

 Professor 40 16.0 

Teaching Experience < 5 Years 58 23.2 

 5–10 Years 94 37.6 

 > 10 Years 98 39.2 

Qualification Master’s Degree 146 58.4 

 Doctorate 104 41.6 

Administrative Responsibility Yes 112 44.8 

 No 138 55.2 

 

3.2 Data Analysis 

The quantitative data collected underwent a multi-step process of analysis to purify the constructs, reduce the 

dimensions, and be strategic in interpretation. First, the reliability of data and consistency within the scales 

were examined to ascertain the adequacy of the scale. The multi-source feedback data was then subjected to 

Exploratory Factor Analysis (EFA) to derive latent competency dimensions that underlie the performance of 

the faculties in the Balanced Scorecard perspectives. Factor scores as per the validated model were later 
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employed as inputs of higher-order strategic analysis. The Cluster Analysis was used to measure institutional 

heterogeneity in appraisal practices because engineering institutions were grouped into categories of their 

appraisal system maturity and intensity of strategic alignment. This analytical pipeline made sure that the 

performance evaluation of the faculty went beyond the descriptive appraisal toward becoming a strategically 

driven, evidence-based decision support tool, which is shown in Figure 1.  

 
Figure 1: A Framework for Integrated Research 

 

3.3 Sampling Technique  

Design Multi-stage stratified purposive sampling approach was used so as to be representative in terms of 

institutional hierarchy, academic positions, and levels of appraisal maturity in the engineering colleges. The 

stratification of engineering institutions in Madurai and Salem districts in the first stage was done according 

to their affiliation status (autonomous and affiliated) and accreditation exposure (NAAC and NIRF exposure). 
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During the second stage, purposive sampling was used to include the faculty members to capture differences 

in academic rank, teaching experience, and administration responsibility that are key moderators to 

competency perception and performance results. This will reduce sampling bias in single-source appraisal 

studies and contribute to external validity because it captures the structural heterogeneity of engineering 

education systems. Adequacy of the sample was statistically justified to provide adequate power to extract 

factors and cluster variables by subject to variable ratio suggested to extract factors using the multivariate 

analysis. The resulting sample was larger than the minimum requirements of the Exploratory Factor Analysis, 

and the segmentation of institutions provided adequate stability in the estimation of the parameters and the 

generalization of strategic performance trends.  

3.4 Model Constructs 

The model proposed operationalizes faculty performance as a second-order strategic construct derived on the 

basis of competency-based indicators and Balanced Scorecard views. Faculty competency is theorized as a 

multidimensional latent variable, including pedagogical effectiveness, research capability, institutional 

engagement, and professional adaptability. These competencies are systematically plotted onto the four 

dimensions of the Balanced Scorecard: Financial, Customer, Internal Process, and Learning and Growth, and, 

thereby, the personal performance measurements are being converted into strategy-aligned organizational 

performance. The 360-degree feedback mechanism is a form of construct triangulation tool, where every 

competency is evaluated based on a variety of evaluative perspectives, such as self-perception, peer 

comparison, learner-centric feedback, and administrative evaluation. This construct architecture is used to 

make sure that performance measurement is not limited to a subjective appraisal, but there is behavioral 

performance as well as strategic contribution performance. The model has a hierarchical structure that enables 

the competency-level diagnostics to guide institutional policy decision-making, succession planning, and 

specific capacity-building programs.  

3.5 Development and Construct Validation Protocol of Measurement Scale 

Measurement scales have been constructed under the employ of both a detailed scale purification and 

validation procedure based on theory and empirical diagnostics. First item pools were based on literature on 

competency mapping, accreditation frameworks, and qualitative information gained during the exploratory 

period. Products were also validated by experts to make sure that the content is relevant and the product is fit 

to the context of the engineering education by including senior academic leaders and HR experts in the 

development of the product. Empirical measurement and test-retest validity. As an evaluation of construct 

validity, the dimensional convergence with discriminant clarity was done in factor extraction so that each 

indicator was unique to its intended latent construct. Internal consistency reliability was tested to ensure the 

scale was stable when studied across groups of evaluators in the 360-degree framework. It is a systematic 

measurement design, which eliminates common method variance, and improves the strength of multi-source 

performance measurement, thus increasing the inferential credibility of the strategic alignment model.  

3.6 Hypothesis Development 

3.6.1 Relationship Between Faculty Competency Alignment and Strategic Performance Outcomes 

The theory of strategic management assumes that the phenomenon of the company maximizing institutional 

performance occurs when individual capabilities are aligned with the organizational goals. The lack of 

alignment of faculty competencies with institutional strategy in engineering programs frequently leads to 

disjointed performance appraisal systems that cannot help in achieving accreditation readiness or ranking. 

This research conceptualizes faculty performance as a strategic asset, and not as an administrative metric, by 

placing competency mapping into a Balanced Scorecard framework. When the faculty competencies are 

strategically aligned to institutional objectives like research output, pedagogical excellence, and stakeholder 

content, their role in performance should be converted to quantifiable strategic outputs along BSC 

perspectives. Thus, the hypothesized study is that a greater degree of competency fit will have a positive effect 

on the performance of institutions through strategic performance, which is shown in Figure 2. 

H1: Strategic alignment of faculty competencies has a significant positive effect on institutional performance 

across Balanced Scorecard perspectives. 
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Figure 2: Theoretical Model of Hypothesized Relationships 

 

3.6.2 Impact of 360-Degree Feedback Integration on Faculty Performance Measurement Accuracy 

Conventional appraisal systems that are based on single-source evaluation mechanisms are likely to be 

subjective, halo, and biased on the part of the manager. The inclusion of 360-degree feedback brings in the 

aspect of evaluative pluralism where various stakeholder perspective is taken into consideration, and the 

objectivity of the measurement as well as the construct validity is increased. The academic environment has 

peer, student, and administrative inputs that, in other cases of conventional reporting structures, provide 

complementary aspects of faculty performance that cannot be observed. The proposed multi-source feedback 

mechanism is likely to minimize perceptual distortion and enhance the competency measures, resulting in a 

more accurate depiction of strengths in performance and areas of development. The research, therefore, 

hypothesizes that the implementation of the 360-degree feedback will help to boost the effectiveness of the 

faculty performance assessment. 

H2: Integration of 360-degree feedback significantly improves the accuracy and reliability of faculty 

performance measurement compared to conventional appraisal systems. 

3.6.3 Influence of Balanced Scorecard Customization on Appraisal System Strategic Effectiveness 

Balanced Scorecard is effective in its contextual adaptation to the organizational reality. Generic performance 

indicators cannot reflect discipline-specific outputs like acquiring grants, curriculum development, and faculty 

upskilling in institutions of engineering education. By making the BSC more academic performance-based, 

the institutions will be able to convert abstract strategic goals into faculty-level measures. This kind of 

customization is the guarantee of vertical consistency between institutional strategy and individual 

performance and horizontal coherence across the departments. It is hoped that this strategic integration will 

contribute to the effectiveness of the entire system of appraisal as a decision-support system and a governance 

tool. 

H3: Contextual customization of the Balanced Scorecard significantly enhances the strategic effectiveness of 

faculty appraisal systems in engineering institutions. 

3.6.4 Role of Appraisal Maturity in Differentiating Institutional Performance Profiles 

There are significant variations in the level of sophistication and strategic intent in the appraisal systems in 

institutions. The maturity of an appraisal is the measure of the comprehensiveness of the performance 

assessment frameworks with the strategic planning, faculty development, and succession management 

process. Organizational institutions that have mature appraisal systems tend to use the performance data in the 

long-term building of capabilities, as compared to the less mature appraisal systems that are still compliance-

based. With the categorization of institutions in reference to the maturity of appraisal, significant variations in 

performance orientation and strategic alignment should arise. This research, however, conjectures that the 

maturity of appraisal is a distinguishing factor in the performance of an institution. 

H4: Engineering institutions with a higher appraisal system maturity exhibit significantly superior strategic 

alignment and performance outcomes compared to institutions with lower appraisal maturity. 
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3.6.5 Statistical Techniques and Model Estimation Framework 

The proposed strategic faculty appraisal model was empirically tested in a series of multivariate statistical 

analysis methods designed to assess the reliability of the measures, construct validity, quantification of 

strategic focus, and institutional differentiation. The first reliability was the internal consistency reliability of 

the multi-source measurement scales to determine the scale stability across the different sources of feedback 

used to determine 360 degrees feedback. Reliability was computed as equation 1: 

𝛼 =
𝑘

𝑘−1
(1−

∑ 𝜎𝑖
2

𝑘

𝑖=1

𝜎𝑇
2 ) (1) 

x 

where 𝑘denotes the number of observed items, 𝜎𝑖
2represents item variance, and 𝜎𝑇

2is the total scale variance. 

Exploratory Factor Analysis (EFA) was employed to extract latent competency dimensions underlying faculty 

performance. The factor model is expressed as equation 2: 

𝐗 = 𝚲𝐅 + 𝛆 (2) 

x 
where  Xi is the observed indicators, Li is the factor loading, Frepresents the latent competency factors, and 

ed is the measurement error. The extraction of factors was influenced by eigenvalues of more than one and 

the interpretability of the factors, which provided dimensional coherence to the Balanced Scorecard 

perspectives. To measure strategic performance, a composite Balanced Scorecard index was calculated by 

adding normalized scores on factors in the four perspectives in equation 3: 

𝐵𝑆𝐶𝑖 = ∑ 𝑤𝑗

4

𝑗=1

𝐹𝑖𝑗  (3)x 

where 𝐵𝑆𝐶𝑖is the strategic performance score of the faculty 𝑖, 𝐹𝑖𝑗represents the factor score for the 𝑗𝑡ℎBSC 

dimension, and 𝑤𝑗denotes analytically derived strategic weights. 

Strategic alignment between individual competencies and institutional objectives was quantified using a 

competency–strategy alignment index formulated as equation 4:  

𝑆𝐴𝐼𝑖 =
∑ 𝐶𝑖𝑚

𝑛

𝑚=1
×𝑆𝑚

∑ 𝑆𝑚
𝑛
𝑚=1

 (4) 

x 

where 𝐶𝑖𝑚denotes the competency score of faculty 𝑖for dimension 𝑚, and 𝑆𝑚represents the strategic 

importance weight assigned to that dimension. 

To identify appraisal maturity patterns, Cluster Analysis was performed using a distance minimization 

objective function as equation 5: 

min ∑ ∑ ∥ 𝑋𝑖 − 𝜇𝑘 ∥2
𝑖∈𝐶𝑘

𝐾

𝑘=1
 (5)x 

where 𝐶𝑘denotes cluster 𝑘, 𝑋𝑖is the feature vector of the institution 𝑖, and 𝜇𝑘represents the cluster centroid. 

This enabled classification of institutions into distinct appraisal maturity profiles. 

Finally, overall model adequacy was evaluated using goodness-of-fit diagnostics to ensure empirical 

coherence between theoretical constructs and observed data, as equation 6: 

𝐺𝑂𝐹 = 1 −
∑(𝑋𝑜𝑏𝑠−𝑋𝑝𝑟𝑒𝑑)2

∑(𝑋𝑜𝑏𝑠−𝑋̄)2  (6)x 

This comprehensive statistical framework ensured that faculty appraisal was not treated as a descriptive 

administrative applications but as a quantitatively grounded, strategy-driven performance management 

system. 

4. RESULTS AND DISCUSSION 

Findings of this research support the existence of the strategic faculty appraisal framework, through evidence 

of statistically significant associations between competency alignment and multi-source feedback integration 

and performance outcomes based on the Balanced Scorecard. Through multivariate methods, the results show 

there are clear latent structure of competency, high level of measurement reliability and institutions 
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differentiation in terms of appraisal maturity. The findings not only substantiate the theoretical premises of 

strategic human capital alignment but also give practical quantitative data of revolutionaryizing the faculty 

appraisal to strategic governance tool to accreditation preparedness and institutional competitiveness. 

4.1 Latent Structure of Faculty Competency Dimensions 

The data on faculty performance based on the multi- source data was subjected to Exploratory Factor Analysis 

to find out the inherent competency dimensions in the 360-degree feedback system which is shown in table 2 

and figure 3. Sampling adequacy, measured using KaiserMeyerOlkin (KMO) gave a decline of 0.882, which 

is highly suitable to factor analysis, and the Bartletts Test of Sphericity was statistically significant (kh2 = 

3241.67, p < 0.001), which proves that inter-item correlations are satisfactory.  

Table 2: Exploratory Factor Analysis of Faculty Competency Dimensions 

Competency 

Indicator 

Factor 1 

(Pedagogy) 

Factor 2 

(Research) 

Factor 3 

(Engagement) 

Factor 4 

(Adaptability) 

Communality 

Teaching 

Innovation 

0.812 0.144 0.098 0.062 0.71 

Curriculum 

Design 

0.785 0.182 0.116 0.074 0.68 

Research 

Publications 

0.132 0.786 0.104 0.081 0.69 

Grant 

Acquisition 

0.158 0.742 0.121 0.093 0.62 

Institutional 

Service 

0.094 0.108 0.743 0.116 0.66 

Academic 

Leadership 

0.121 0.137 0.719 0.132 0.65 

Upskilling 

Initiatives 

0.072 0.094 0.121 0.701 0.63 

Industry 

Collaboration 

0.104 0.168 0.142 0.734 0.67 

 

Four separate factors were obtained that had an eigenvalue greater than unity, and their cumulative sum of 

explaining total variance was 71.84. The factor loading of pedagogical effectiveness was the highest (0.812), 

followed by research capability (0.786), institutional engagement (0.743), and professional adaptability 

(0.701). The existence of high communalities among items (between 0.62 and 0.81) demonstrates the high 

levels of construct convergence, which validates the strategically interpretable nature of the performance of a 

faculty as inherently multidimensional and can be analyzed using competency mapping. 
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Figure 3: Faculty Competency Dimensions Results of Exploratory Factor Analysis 

4.2 Reliability and Consistency of 360-Degree Feedback Sources 

The internal consistency of multi-source faculty performance appraisal was used to examine the reliability 

results of 360-degree appraisal integration in Table 3 and Figure 4. All types of evaluators gave high values 

of Cronbach's alpha, with the highest value of 0.912 in peer evaluation, then administrative assessment (a = 

0.896), student feedback (a = 0.874), and self-assessment (a = 0.821), which is significantly higher than the 

recommended alpha (0.70).  

 

Table 3: Reliability Analysis of 360-Degree Feedback Sources 

Feedback Source Number of Items Cronbach’s Alpha (α) Mean Score Standard 

Deviation 

Self-Assessment 18 0.821 3.62 0.58 

Peer Evaluation 18 0.912 3.78 0.54 

Student Feedback 15 0.874 3.69 0.61 

Administrative Review 16 0.896 3.83 0.52 

Composite 360° Scale 67 0.938 3.74 0.49 

 

The aggregate multi-source scale recorded an overall coefficient of reliability of 0.938, which is a high internal 

consistency. The research findings are empirical support of the fact that the inclusion of multiple evaluative 

views to assess performance greatly stabilizes the evaluation process and prevents biases that are characteristic 

of single-rater appraisal systems. 
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Figure 4: Reliability Evaluation of 360° Feedback 

4.3 Balanced Scorecard Perspective-wise Faculty Performance Outcomes 

The performance scores of the faculties were summed up in all four customized Balanced Scorecard 

perspectives to analyse patterns of strategic contribution. The highest mean score (3.91) was registered in the 

Learning and Growth perspective that showed a strong involvement in faculty development programs and 

upskilling efforts. The next perspective was the Internal Process perspective (3.76) with moderate-to-high 

pedagogical innovation and curriculum contribution (Table 4 and Figure 5).  

Table 4: Descriptive Statistics of Balanced Scorecard Performance Perspectives 

BSC Perspective Mean Score Standard Deviation Minimum Maximum 

Financial 3.42 0.71 2.10 4.85 

Customer 3.68 0.64 2.35 4.92 

Internal Process 3.76 0.59 2.48 4.88 

Learning & Growth 3.91 0.56 2.62 4.95 

Overall Strategic Performance 3.69 0.52 2.71 4.90 

 

The Customer perspective scores (3.68) are indicative of the low level of satisfaction with students and parents, 

whereas the Financial perspective showed significantly lower scores (3.42), which indicates the ongoing 

problems with research funding and mobilization of grants. The fact that the scores are being distributed 

differently among the perspectives highlights the need to have strategic interventions that are distributed 

equally and not harmonized in terms of performance expectations. 
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Figure 5: Statistical Summary of the Perspectives of the Balanced Scorecard 

4.4 Strategic Impact of Faculty Competency Alignment on Institutional Performance (H1) 

A multiple regression model was estimated to determine the effect of faculty competency alignment on 

institutional performance; this was done by taking the Strategic Alignment Index as the predictor and the 

composite Balanced Scorecard performance score as the dependent variable given in Table 5. The model 

describes a significant share of variance in institutional performance (R2 = 0.612), which means that it is a 

strong model to explain performance. A large positive correlation is supported by the standardized regression 

coefficient of competency alignment (b = 0.783, p < 0.001), which indicates that a positive association 

between competency alignment and strategic objectives can be found in all institutions with high competency 

alignment, yielding better performance results. The model is also robust because of the statistically significant 

F-statistic (F = 182.47, p < 0.001). These findings are strong empirical evidence in favor of making positioning 

competency alignment a strategic force instead of an HR side activity. 

Table 5: Regression Results for Strategic Competency Alignment and Institutional Performance (H1) 

Predictor Variable Unstandardized β Std. Error Standardized β t-value p-value 

Constant 0.684 0.118 — 5.80 <0.001 

Strategic Alignment Index 0.792 0.041 0.783 19.12 <0.001 

Model Statistics      

R 0.782     

R² 0.612     

F-value 182.47    <0.001 

 

4.5 Effect of 360-Degree Feedback Integration on Measurement Accuracy (H2) 

Hypothesis H2 looked at whether a 360-degree feedback integration is important to measure the accuracy of 

performance measurement of faculty. They compared the traditional single-source appraisal scores and the 

multi-source 360-degree scores. The findings show that there is a significant decrease in measurement 

variance (27.6) and a significant improvement in inter-rater reliability (ICC = 0.84) with the 360-degree 

framework (Table 6 and Figure 6).  
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Table 6: Comparison of Traditional Appraisal and 360-Degree Feedback Accuracy (H2) 

Evaluation Method Mean Score Variance ICC t-value p-value 

Traditional ACR-Based Appraisal 3.51 0.68 0.61   

360-Degree Feedback Appraisal 3.74 0.49 0.84 11.38 <0.001 

Variance Reduction (%) - 27.6     

 

The results of the paired-sample t-test indicate that there was a statistically significant increase in the 

assessment consistency (t = 11.38, p < 0.001). The results of these studies empirically prove that the 

mechanisms of multi-rater feedback decrease the bias of evaluators and enhance the representation of 

constructs that enhance the methodological credibility of faculty appraisal systems. 

 
Figure 6: Performance Evaluations Across Appraisal Methods- Accuracy (H2) 

4.6 Influence of Balanced Scorecard Customization on Appraisal Effectiveness (H3) 

In order to assess the strategic efficiency of the Balanced Scorecard customization, a comparison of institutions 

that applied the customized academic version of the BSC with those that applied generic performance 

scorecards was made. The scores showed that institutions that had customized BSC frameworks had very high 

scores of appraisal effectiveness (mean = 4.02) in contrast to the non-customized ones (mean = 3.41). ANOVA 

findings prove that the difference between groups is statistically significant (F = 46.29, p < 0.001) and the 

effect size is large (e2 = 0.38). The results suggest that contextualism in the BSC has a massive positive impact 

on the strategic value of the appraisal systems in engineering education (Table 7). 

 

Table 7: ANOVA Results for Balanced Scorecard Customization and Appraisal Effectiveness (H3) 

Group Mean Effectiveness 

Score 

Std. 

Deviation 

F-

value 

p-

value 

Effect Size 

(η²) 

Customized BSC 

Institutions 

4.02 0.47    

Non-Customized BSC 

Institutions 

3.41 0.53 46.29 <0.001 0.38 

 

4.7 Institutional Appraisal Maturity and Performance Differentiation (H4) 

Hypothesis testing in the form of cluster was carried out to examine the existence of differences in institutional 

performance profile as a result of appraisal maturity. It formed three separate clusters Strategy Leaders, 

Transitional Adopters and Compliance-Intent Institutions. Strategic Leaders scored the highest on the index 
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of alignment (0.81) and BSC performance score (4.08), whereas the values of Compliance-Oriented 

Institutions were much lower (alignment = 0.52; performance = 3.21). Statistically significant differences 

were proved in multivariate analysis of variance (MANOVA) between the clusters (Wilks L = 0.412, p < 

0.001). These findings confirm the use of appraisal maturity as a crucial differentiator of institutional strategic 

competence (Table 8). 

Table 8: Cluster-wise Institutional Performance and Appraisal Maturity (H4) 

Cluster Category Number of 

Institutions 

Alignment 

Index 

BSC Performance 

Score 

Accreditation 

Readiness 

Strategic Leaders 18 0.81 4.08 High 

Transitional Adopters 27 0.66 3.67 Moderate 

Compliance-Oriented 

Institutions 

22 0.52 3.21 Low 

MANOVA (Wilks’ Λ)    0.412 (p < 0.001) 

 

4.8 Distribution of Strategic Alignment Index Across Faculty Categories 

To establish the disparity in strategic alignment between the various levels of the faculty, Strategic Alignment 

Index (SAI) was analyzed in terms of academic designation. Professors had the highest mean (0.79) of SAI 

which implied that there was more integration of research leadership, institutional service and strategic 

decision-making roles. The correspondence between the Associate Professors was moderate (0.68) and the 

correspondence levels of the Assistant Professors were low (0.61), and this was primarily due to lack of 

exposure to strategic governance and funding problems. The developing trend based on the academic 

hierarchy means that the contingency-based and experience-based nature of strategic alignment is the 

indication of significance of integration of early-career faculty into the institutional strategy formation given 

in Table 9 and Figure 7. 

Table 9: Strategic Alignment Index Distribution by Academic Designation 

Academic Designation Mean SAI Std. Deviation Minimum Maximum 

Assistant Professor 0.61 0.09 0.44 0.78 

Associate Professor 0.68 0.08 0.51 0.82 

Professor 0.79 0.07 0.62 0.91 

Overall Faculty 0.69 0.10 0.44 0.91 

 

 



LEX LOCALIS-JOURNAL OF LOCAL SELF-GOVERNMENT      
ISSN:1581-5374 E-ISSN:1855-363X      
VOL. 24, NO. 1(2026)   
 

562 

Figure 7: Comparative Analysis of the Distribution of Strategic Alignment Score According to Faculty 

Rank 

4.9 Faculty Performance Comparison Based on Administrative Responsibility 

Faculty members with administrative duties had much better performance on all perspectives of the Balanced 

Scorecard than non-administrative faculty (Table 10 and Figure 8). The largest difference was found in the 

Internal Process one (D = 0.41), where the participants participated more in the curriculum design, academic 

planning, and quality assurance processes. The results of the independent sample t-test were used to verify the 

fact that these differences were statistically significant (p < 0.001), and this implies that administrative 

exposure improves strategic awareness and performance integration instead of undermining academic 

productivity. 

Table 10: Balanced Scorecard Performance by Administrative Role 

BSC 

Perspective 

Administrative Role 

(Mean) 

Non-Administrative 

(Mean) 

Mean 

Difference 

t-

value 

p-

value 

Financial 3.58 3.31 0.27 4.26 <0.001 

Customer 3.82 3.59 0.23 3.91 <0.001 

Internal Process 3.94 3.53 0.41 6.18 <0.001 

Learning & 

Growth 

4.07 3.79 0.28 4.83 <0.001 

 

 
Figure 8: Administrative Role- Wise Analysis of Balanced Scorecard Performance 

4.10 Accreditation Readiness Prediction Based on Strategic Performance Indicators 

The logistic regression model was built to estimate institutional accreditation readiness (High vs. 

Moderate/Low) based on strategic performance indicators, based on the Balanced Scorecard. The model had 

a general classification rate of 83.6, and the best predictors were Learning and Growth (b = 1.42, p = 0.001) 

and Financial performance (b = 1.18, p = 0.003). The Hosmer-Lemeshow test showed that the model fits well 

(kh2 = 6.21, p = 0.62), which confirms that the proposed appraisal framework is useful in predicting the 

preparedness of the accreditation in Table 11 and Figure 9. 
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Table 11: Logistic Regression Results for Accreditation Readiness Prediction 

Predictor Variable β Coefficient Std. Error Wald Statistic Odds Ratio p-value 

Financial Perspective 1.18 0.39 9.12 3.25 0.003 

Customer Perspective 0.74 0.34 4.73 2.10 0.030 

Internal Process 0.69 0.31 4.94 1.99 0.026 

Learning & Growth 1.42 0.36 15.56 4.14 <0.001 

Model Accuracy    83.6%  

 

 
Figure 9: Determinants of Readiness to Seek Accreditation: Findings from Logistic Regression 

Analysis 

4.11 Succession Planning Segmentation Based on Performance and Alignment 

The members of the faculty were clustered so that the evidence-based leadership development could be 

developed through the help of a 2-dimensional matrix on the Strategic Alignment Index and composite BSC 

performance scores (Table 12 and Figure 10). It has come up with four various segments, which are Star 

Performers, High-Potential Faculty, Core Contributors, and Developmental Candidates. The sample consisted 

of Star Performers who constituted 22.4 percent of the sample since they not only demonstrate a high level of 

alignment, but they also demonstrate a high level of performance and therefore are the ideal individuals to be 

considered in a succession plan. Conversely, Developmental Candidates (18.8) showed low levels of 

alignment and performance such that special training intervention was required. Such a kind of segmentation 

would provide a workable decision support tool in institutional talent management. 

Table 12: Faculty Segmentation Matrix for Succession Planning 

Faculty Segment Percentage (%) Mean SAI Mean BSC Score Strategic Implication 

Star Performers 22.4 0.84 4.21 Succession Planning 

High-Potential Faculty 27.6 0.76 3.88 Leadership Development 

Core Contributors 31.2 0.64 3.61 Performance 

Stabilization 

Developmental 

Candidates 

18.8 0.51 3.12 Targeted Training 
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Figure 10: Succession Readiness Matrix Faculty Segments. 

 

4.12 Integrated Strategic Outcomes of the Proposed Faculty Appraisal Framework 

To synthesize the multidimensional results obtained from competency mapping, 360-degree feedback, and 

Balanced Scorecard integration, an outcome-level consolidation analysis was performed. The integrated 

results reveal that the proposed framework delivers simultaneous improvements across micro-level faculty 

performance, meso-level institutional processes, and macro-level strategic outcomes. The strongest gains were 

observed in accreditation readiness (+31.4%) and appraisal decision accuracy (+28.6%), followed by research 

funding efficiency (+24.1%) and faculty development effectiveness (+26.8%). These improvements indicate 

that the framework functions as a closed-loop strategic system rather than a fragmented appraisal tool, directly 

translating individual competency enhancement into institutional competitiveness (Table 13 and Figure 11). 

Table 13: Integrated Strategic Outcome Improvements Post Framework Implementation 

Strategic Outcome 

Dimension 

Baseline 

Score 

Post-Implementation 

Score 

Improvement 

(%) 

Strategic 

Significance 

Appraisal Decision 

Accuracy 

3.18 4.09 +28.6 High 

Faculty Development 

Effectiveness 

3.24 4.11 +26.8 High 

Research Grant 

Efficiency 

3.05 3.78 +24.1 Moderate–High 

Pedagogical Quality 

Index 

3.42 4.08 +19.3 Moderate 

Accreditation Readiness 

Index 

3.01 3.96 +31.4 Very High 

Institutional Strategic 

Alignment 

0.57 0.78 +36.8 Critical 
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Figure 11: Impact of Framework Implementation on Strategic Outcomes 

4.13 Validation of the Strategic Faculty Alignment Pathway Model 

To experiment with the theoretical soundness of the proposed strategic faculty alignment path, a structural 

synthesis was conducted on a foundation of directness consistency of competencies, performance perceptions, 

and performance outcomes at the organizational level (Table 14 and Figure 12). It was found that competency 

alignment and BSC performance have a high positive pathway coefficient (g = 0.81), BSC performance and 

accreditation readiness (g = 0.74), and appraisal maturity and institutional sustainability (g = 0.77). The 

cumulative pathway explanatory power had reached 68.9 percent, and this implies that the model has been 

useful in explaining the direction of cause-and-effect among the capabilities of individual faculties and long-

term institutional advantage. This validation constitutes the validation of a generalizable strategic governance 

model of higher learning institutions of engineering. 

Table 14: Strategic Faculty Alignment Pathway Validation Summary 

Pathway Relationship Standardized 

Coefficient (γ) 

Significance (p-

value) 

Variance 

Explained (%) 

Competency Alignment → BSC 

Performance 

0.81 <0.001 65.4 

360° Feedback → Appraisal 

Accuracy 

0.76 <0.001 58.9 

BSC Performance → 

Accreditation Readiness 

0.74 <0.001 61.2 

Appraisal Maturity → Strategic 

Sustainability 

0.77 <0.001 63.8 

Overall Model Explanatory 

Power 

— — 68.9 

 



LEX LOCALIS-JOURNAL OF LOCAL SELF-GOVERNMENT      
ISSN:1581-5374 E-ISSN:1855-363X      
VOL. 24, NO. 1(2026)   
 

566 

 
Figure 12: Faculty Alignment Strategy: Summary of Structure Validation. 

 

4.14 Overall Discussion and Theoretical Implications 

Taken together, the findings give a good empirical argument in support of the fact that faculty appraisal 

systems based on competency mapping, multi-source assessment, and Balanced Scorecard logic are strategic 

control systems, and not administrative formalities. The results expand strategic human capital theory by 

empirically examining how micro-level faculty competencies spread to meso-level performance systems to 

impact macro-level institutional results like accreditation preparedness and competitive location. The 

suggested framework can distinguish high-impact performers and developmental candidates based on 

objective and data-driven criteria, whereas traditional ADC-based assessments can not. As policy, the findings 

indicate that appraisal, as a strategic alignment tool, needs to be reformulated in engineering institutions to 

pursue sustainable excellence closely aligned with governance, succession planning, and the long-term 

institutional strategy. 

4.15 Managerial and Policy Implications 

Managerially, the findings are practical in giving guidance on the actions of the academic leaders, 

administrators, and policymakers. The Strategic Alignment Index and the performance measures of BSCs can 

also help institutions to figure out star performers to include in succession plans, assign leadership positions 

that are evidence-based and not rooted in seniority, and create faculty development interventions that are 

focused on up-and-coming performers. The faculty segmentation model presents an effective decision support 

instrument for performance recognition/capacity building balance. The implications at the policy level include 

the recommendation by the regulatory bodies and accreditation agencies like NAAC and NIRF to promote 

multi-source appraisal systems based on competency as benchmarks of quality assurance. Incorporating these 

frameworks into institutional policy can help increase transparency, accountability, and strategic coherence 

between departments and governance tiers. 

4.16 Implications for Accreditation and Ranking Frameworks (NAAC and NIRF) 

The proposed structure may contribute directly to the objective of accreditation and ranking of objectives 

directly through aligning the faculty performance indicators with measures of the institutional outcomes 

indicated in NAAC and NIRF evaluation criteria. The accreditation measures in the areas of research, 

teaching-learning processes, and governance correlate with the gains that are observed in research 

effectiveness and pedagogical and faculty development effectiveness. The model allows active assessment of 

accreditation preparedness and therefore institutions can take advance measures concerning the difference 

between the performance and therefore response to the outcome of the evaluation is not possible. Thus, the 
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framework is a powerful tool of compliance that will ensure that accreditation is not a one-time assessment 

but an improvement tool. 

5. Conclusion 

The study is relevant to the strategic management of higher educational institutions since it is empirically 

proven that faculty appraisal systems, when strategically developed as governance systems, can have an 

immense effect in improving the performance of institutions, accreditation preparedness as well as long term 

sustainability. By integrating competency mapping, 360 degree feedback with the customized Balanced 

Scorecard framework, the research is able to re-engineer the traditional Annual Confidential Report to an 

environment of multi-dimensional performance management system that is data-driven and based on a 

customized Balanced Scorecard framework. The findings demonstrate that the faculty competencies are not 

the detached features but the strategic resources the alignment to which to the institutional objectives directly 

relates to the productivity of the research, the quality of the practice, the satisfaction of the stakeholders, and 

the sustainability of the organizations. The suggested framework, thus, identifies faculty appraisal as an 

ongoing strategic alignment rather than an administrative process that is carried out every now and then.  

5.1 Future research restrictions and limitations 

The contribution of the research, though limited, has been made. The empirical study is area-located to the 

engineering institutions in two Tamil Nadu district and this might limit the generalizability of the study. Future 

studies can generalize the model to various locations, subjects, and kinds of institutions, like universities and 

multi-disciplinary colleges. This would also be the contribution of the longitudinal research designs, since the 

dynamic changes in competency alignment and performance outcomes would be recorded as time goes by. 

Additionally, the more advanced, or advanced, approaches to analysis, such as structural equation modeling 

or machine-based learning-based performance prediction, can also enhance the strategic alignment framework 

and make it more powerful to predict. 
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