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ABSTRACT: Performance management is an
important component of the human resource
management and it is widely used method to
evaluate the employees in an effective manner.
Performance management was measured through
different variables such as measurement of
performance, training and development, setting
standards and organizational culture.

Most of the international schools do performance
appraisals and training (Cambridge and Edexcel
training) only once a year. This will not be enough
to identify the performance of the teachers. One
performance appraisal will not give proper idea of
the employees and the decision taken on that will
affect the good employees and it will affect the
outcome of the organization too. In addition, they
rarely conduct training programs to improve the
teachers’ performance. Further, setting standard
should be done properly otherwise it will not
improve performance management system of the
school. Further, organizational culture plays an
important role to change the effectiveness of the
performance management. The main purpose of
this study was to critically evaluate the
effectiveness of the existing performance
management systems of international schools in Sri
Lanka.

I. BACKGROUND OF THE ISSUE
Performance Management is a

veryimportant functional area of the duties and
responsibilities of an executive. At the same time
performance appraisal, training and setting
standard is a vital requirement for a developing
organization. Performance Appraisal is defined as
the systematic process of identifying, measuring,
influencing and developing job performance of the
employees in the organization in relation to the set
norms and standards for a particular period of time
in order to achieve various purposes (Opatha,
2009). When considering the private education
system in Sri Lanka, most of the Principals, Vice
Principals and Sectional Heads in the School
Network are retired principals or vice principals
from the public sector. Their qualifications range

from first degree, Post Graduate Diploma in
Education (PGDE) and Masters of Education.
Some Principals were in Sri Lanka Education
Service (SLES grade Ill) and specialized in the
discipline of education, but not specialized in the
discipline of Human Resource Management.
However, they try to conduct school administration
systems efficiently and effectively, even though
they do not have adequate experience in
performance management and performance
appraisal. Sometimes this may affect the school
negatively. At the same time teachers also often
have only a little awareness of performance
appraisal and its benefits.

Most of the international schools do
performance appraisals and training (Cambridge
and Edexcel training) only once a year. This will
not be enough to identify the performance of the
teachers. One performance appraisal will not give
proper idea of the employees and the decision
taken on that will affect the good employees and it
will affect the outcome of the organization too. In
addition, they rarely conduct training programs to
improve the teachers’ performance. Normally
examination body conducts training once a year to
give an idea about syllabus changes but school
conducts training programs very rarely. Further,
setting standard should be done properly otherwise
it will not improve performance management
system of the school.

I1.OBJECTIVES OF THE STUDY
The main objective of this study is to
critically evaluate the effectiveness of the existing
performance management systems of international
schools in Sri Lanka.

This study intends to fulfill the following specific

objectives.

1. To explore the existing performance
management systems of the international
schools in Sri Lanka.

2. To understand the user perception on the level
of effectiveness of the performance
management systems of international schools
in Sri Lanka.
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3. To provide the suggestions to improve the
existing performance management system and
recommend suitable system.

I11. SCOPE OF THE STUDY

This research is carried out to study on the
academics’ performance management in the
international schools in Sri Lanka. In this study

only the teaching staff’s performance management
is considered. Further, research is carried out from
40 schools located in the Western province since
there are only a very few international schools in
other provinces in Sri Lanka.

IV. CONCEPTUALIZATION

Measurement

Ufp erformance

Training and
Development

Organizational

culture performance

Effectiveness of
the Academic’s

Management

Setting
Standards

Figure 1:Conceptual Framework

V. RESEARCH METHODOLOGY

This research is an exploratory research.
Exploratory research might involve a literature
search or conducting focus group interviews. The
exploration of new phenomena in this way may
help the researcher’s need for better understanding,
may test the feasibility of a more extensive study,
or determine the best methods to be used in a
subsequent study.

This research was done as a cross
sectional research. Cross sectional research means
One-shot or cross-sectional studies are those in
which data is gathered once, during a period of
days, weeks or months. Many cross-sectional
studies are exploratory or descriptive in purpose.
They are designed to look at how things are now,
without any sense of whether there is a history or
trend at work. The interview were held to achieve

the objectives of the study. The unit of analysis was
individual and time horizon was 27"January of
2017 to2™ of February 2018.

V1. POPULATION AND SAMPLE
Population is the total of all the individual schools
that have certain characteristics and are of interest
to a researcher. This research is limited to the 40
international schools. They are International
schools in Sri Lanka. The purposive sampling
technique was used to select the sample. A
purposive sample, also commonly called a
judgmental sample, is one that is selected based on
the knowledge of a population and the purpose of
the study.Total number of registered international
schools in Sri Lanka is nearly 84 and 40
International Schools are selected as the sample
which represents the 50%.
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VIl. SAMPLE OF THE STUDY
Table 1: Sample of the study

Organization Type Population Sample Size

International Schools 84

40

40 principals were interviewed from the schools.
45 structured questions were asked to cover all the
variables.

VIII. DATA COLLECTION
a)Primary Data Collection Method
This information was collected from 40 principals
of 40 schools selected. Interview was held with
principals to collect the primary data.

b)SecondaryData Collection Method
Secondary information is collected through the
documents available in the schools such as:

Number of teachers by their qualification, number
of teachers by their age, gender composition of the
academic staff, their qualifications, the turnover
and the existing performance appraisal form etc.

IX. DATA ANALYSIS
Researcher has done qualitative analysis
Principals of the 40 schools were interviewed based
on the structured questions mentioned in the
appendix.These (45) questions are based on the
main four variables.

Table 2: Qualitative analysis on variables

Questions Evaluated Variables
Question 1-15 Measurement
Of Performance
(Question 16-31 Training
and development
Question 32-38 Setting Standard
CQuestion 39-45 Organizational Culture
X. FINDINGS
Table 3: Outcomes from variables
Questions | Variables Outcome
Question Measurement Performance
1-15 of performance evaluation is done

only once a year

Only classroom
observation is used
for performance
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evaluation

PE method should
be changed

Proper evaluation
form should be
used

Question Training
16-31 and development | Most of the schools
do not conduct
training program to
improve teaching
methodology etc..

Teachers
participate only
training  programs
conducted by exam
boards only

Question Setting Standard | Scheme of work is
32-38 important for
teaching.

Sometimes
covering syllabus is
not done before the
public exams

Some teachers are
not bothered to

gain more
qualifications and
improve their
performance.
Question Organizational Most of the
39-45 Culture teachers give their

Co-operation to
make the school

event successful.

Most schools
organize annual
trips which
improves the
motivation and
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team building.

There are cases that
teachers wear
inappropriate dress
codes for  the

schools.

Some schools
discipline should be
improved.

There are situations
that teachers use
harsh words to
students which are
prohibited.

XI. FUTURE RESEARCH

This research further can be expanded by
doing the study on the effectiveness of the
academics’ performance management at
international schools located in south Asian region
.In addition, this research can be applied to the
private universities in Sri Lanka and further
expanded and do the research in south Asian
region.

In addition, this research can be applied to
other service sectors such as banking, insurance,
Media, Hotels etc... So they can do the research
“study on the effectiveness of employees’
performance management at other service
sectors.”Further this research can be expanded to
the production sector.

XIl. CONCLUSION
This study was done to check the
effectiveness of the academics’ Performance
Management system at international schools in Sri
Lanka. This research is limited to the 40
international schools which are located in Sri
Lanka.

XIl. ACKNOWLEDGEMENT

Firstly, I would like to express my sincere
gratitude to my supervisor Prof.
SunandaDegamboda for the continuous support of
my PhD study and related research, for his
patience, motivation, and immense knowledge. His
guidance helped me in all the time of research and
writing of this thesis. | could not have imagined
having a better supervisor and mentor for my PhD
study.Besides my supervisor, | would like to thank
the rest of my thesis committee: Dr. Don Prasad
and Dr. KithsiriManchanayaka for their insightful

comments and encouragement, but also for the hard
question which incented me to widen my research
from various perspectives.My sincere thanks also
goes to the former principal Mr.S.P.Senaratne at
Lakeland Inter- American School, Sri Lanka who
provided me an opportunity to meet many
principals at International schools in Sri Lanka to
collect data for my research and without his
precious support it would not be possible to
conduct this research.l would like to express my
sincere gratitude to the forty principals who gave
me the opportunity to collect the data from the
teachers of their respective international schools
and the teachers who allocated their precious time
to give their ideas on my research through the
questionnaire. | thank my colleagues at Lakeland
Inter American School for encouraging me to
conduct my research by giving their opinions and
ideas, and also to the PhD batch mates at AIMS
College for the stimulating discussions, and for all
the fun we have had in the last four years. A special
thank goes to my wife for her support and for
encouraging me to continue the research. Last but
not the least, | would like to thank my parents and
to my brother for supporting me spiritually
throughout writing this thesis and my life in
general.

REFERENCES

[1]. Abraham, Y. and Nahm, M. A. V. X. (2004),
The Impact of Organizational Culture on
Time-Based Manufacturing & Performance:
Decision Sciences, Vol. 35, pp.579-607

[2]. Anitha, J., and Begum, F. N. (2016), Role of
organizational culture and employee
commitment in employee retention, ASBM
Journal of Management, 9(1), pp.17

DOI: 10.35629/5252-0211289298 | Impact Factor value 7.429 |1SO 9001: 2008 Certified Journal Page 293



\% International Journal of Advances in Engineering and Management (IJAEM)
www.ijaem.net

—

Volume 2, Issue 11, pp: 289-298

IJAEM

3.

[4].

[5].

[6].

[7]1.
[8].
[a].

[10].

[11].

[12].

[13].

[14].

[15].

Appelbaum, S.H, Nadeau,D. and
Cyr,M.(2008), “Performance evaluation in a
matrix organization: a case study (part
Two)”, Industrial and commercial training,
Vol.40, Iss: 6 pp. 295-299

Appelbaunm, S.H., Roy, M. and Gilliand,
T.(2011), “Globalization of performance
appraisals: theory and
application.”Management Decision,Vol.49,
Iss:4 pp. 570-585

Asrar-ul-Haq, M., Kuchinke, K. P. and
Igbal, A. (2017), The relationship between
corporate  social  responsibility,  job
satisfaction, and organizational commitment:
Case of Pakistani higher education, Journal
of Cleaner Production, 142, pp.2352-2363
Atkinson, H., Brown, J. B. (2001),
Differences between managers & line
employees in a quality management
environment.  International Journal  of
Contemporary  Hospitality Management,
v.13:128-35

Bagnall, N. (2008), International schools as
agents for change: Nova Science Publishers
Bagnall, N., &Cassity, E. (2011), Education
and Belonging: Nova Science Publishers
Barney, J. B. (1986), Organization culture:
can it be a source of sustained competitive
advantage?: Academy of Management
Review, v. 11, p. 656-665

Barney, J., and Wright, P. M. (1998), On
becoming a strategic partner: the role of
human resources in gaining competitive
advantage. Human Resource Management,
V.37(1): 31-46

Becker, B. &Gerhart, B. (1996), The impact
of human resources management on
organizational performance: progress &
prospects. Academy of management journal,
V.39:779-801

Becker, H. S. (1960), Notes on the concept
of commitment. The American Journal of
Sociology, v. 66, p. 32-40

BelizOzorhon, D. A. I. D. (2008),
Implications of Culture in the Performance
of International Construction JointVentures:
Journal Of Construction Engineering &
Management, p. 361-370

Bernardin, H.J. and Russell, J.E. (1993)
Human  Resource  Management:  An
Experiential Approach. McGraw-Hill, New
York.

Boice, D.F and kleiner, B.H.(1997),
“Designing effective performance appraisal
system”, Work study, Vol. 46, Iss.6 pp. 197-
201

[16].

[17].

[18].

[19].

[20].

[21].

[22].

[23].

[24].

[25].

[26].

[27].

[28].

Bulach, C., Lunenburg, F. C. and Potter, L.

(2012), Creating a Culture for high
performing schools Comprehensive
approach

Caruth, D.L and Humphreys, J.H.(2008),
Performance Appraisal: essential
characteristics of for strategic control”,
Measuring Business Excellence”, Vol. 12,
Iss:3 pp. 24-32

Chatterjee, S., Lubatkin, M.H., Schweiger,
D. M. and Weber, Y. (1992), ‘Cultural
differences and shareholder value in related
mergers: linking equity and human capital’,
Strategic Management Journal, 13, pp.319-
34

Chang,S. and Lee, M. (2007), "A study on
relationship among leadership,
organizational culture, the operation of
learning organization and employees' job
satisfaction"

Chenhall, R.H. (2005), “Integrative strategic
performance measurement systems, strategic
alignment of manufacturing, learning and
strategic outcomes: an exploratory study”,
Accounting, Organizations and Society, Vol.
30 No. 5, pp. 395- 422

Davis, P.J.(2012), “Seven biggest problems
with performance appraisal: and seven
development approaches to rectify them”,
Development and learning
Organizations,Vol.26, pp. 11-14

Deal, T.E and Kennedy A. (1982), Corporate
Culture, the Rites and Rituals of Corporate
Life. Reading: M.A:Addison Wesley
Denison, D. R. and Mishra, A. K. (1995),
Toward a theory of organizational culture
and effectiveness. Organization Science,
6(2): 204-223

Edgar H. Schein. (1985), The role of the
founder in creating organizational culture.
Organizational Dynamics, V.2, p.13-28
Edwards, M. T. (2016), An Organizational
Learning Framework for Patient Safety,
American Journal of Medical Quality, pp.1-
8

Ernst, H. (2001), Corporate culture and
innovative  performance of a firm.
Management of Engineering and technology
Farh, J.L., Werbal, J.D. and Bedeain,
A.G.(1988), “ An empirical investigation of
self-appraisal based performance
evaluation”, Personal psychology,Vol.141,
pp. 141-156

Fenstermacher, G. (1994), The knower and
the known: The nature of knowledge in
research on teaching. In L.D. Darling-

DOI: 10.35629/5252-0211289298

| Impact Factor value 7.429 | 1SO 9001: 2008 Certified Journal Page 294


https://www.emerald.com/insight/search?q=Su%E2%80%90Chao%20Chang
https://www.emerald.com/insight/search?q=Ming%E2%80%90Shing%20Lee

\% International Journal of Advances in Engineering and Management (IJAEM)
www.ijaem.net

—

Volume 2, Issue 11, pp: 289-298

IJAEM

[29].

[30].

[31].

[32].

[33].

[34].

[35].

[36].

[37].

[38].

[39].

[40].

[41].

[42].

[43].

Hammond (Ed.), Review of Research in
Education, Vol. 20. (pp.3- 56). Washington,

DC: American Educational Research
Association.
Fertig, M. (2007), International school

accreditation between a rock and a hard
place, Journal of Research in International
Education, 6(3), pp.333-348

Forehand and Gilmer. [1964],
Environmental variations in organisational
climate. Psychological bulletin

Gellar, C. (1993), How International are we?
International Schools Journal, 1(26), pp.5-7
George, G. and Gordon, N. D. T. (1992),
Predicting corporate performance from
organizational culture: Journal of
Management Studies, v. 29

Gillen, T (2007), “The people skills behind
the appraisal process”, Strategic HR review,
Vol.6, Iss:4 pp 4-4

Harris, E. O. A. L. (2000), Leadership style,

organization culture,& performance:
empirical evidence from UK companies:
The International Journal of Human

Resource Management, v. 11, p. 766-788.

Harrison, R and Stokes, H. (1992),
Diagnosing organizational culture.
Amsterdam: Pfeiffer.

Hayden, M. and Thompson, J. (1995),

International schools and international
education: a relationship reviewed. Oxford
Review of Education, 21(3), 327-345
Hellriegel, D., Jackson, S.E, Slocum, J,
Staude, G, Amos, T, Klopper, H.B, Louw, L
and

Heydemann, S. (2008), Institutions &
Economic Performance: The Use & Abuse
of Culture in New Institutional Economics:
St Comp Int, pp. 27-52

Hodgetts and Luthans, F. (2003).
International Management: Culture,
Strategy, and Behavior. New York,
McGraw-Hill/lrwin, Fifth Edition.

Hodgetts, R.M. (1985), Management,
Orlando: Academic Press

Hoffman, R. C. (2007), The Strategic
Planning Process &  Performance

Relationship: Does Culture Matter?: Journal
of Business Strategies, v. 24

Hofstede, G. (1990), Measuring
organizational culture: A qualitative &
quantitative study across twenty

cases:Administrative Science Quarterly, v.
35, pp. 286-317

Hofstede, C. (1980, Culture’s
Consequences: International Differences in

[44].

[45].

[46].

[47].

[48].

[49].

[50].

[51].

[52].

[53].

[54].

[55].

Work-related Values.
VeverlyHills,California:Sage.
Hofstede,G.,&Bond,M.H.(1988), The

Confucian Connection: From Cultural Roots
to Economic Growth. Organizational
Dynamics,16(4),pp4-21.

Holbrook, R.L.Jr (2002), “Contact points
and flash points: Conceptualizing the use of
justice mechanisms in the performance
appraisal interview”, Human resource
Management review,Vol.12, pp. 101-23
lorgulescu, A., andMarcu, M. (2016),Social
Sciences and Education Research Review.
Social Sciences and Education Research
Review, 2(2)

Ismail, A., &Razak, M. R. A. (2016), Effect
Of Job Satisfaction On Organizational
Commitment. Management and Marketing
Journal, 14(1), 25-40

Irene Hau-Siu Chow, S. S. L. (2007).
Business Strategy, Organizational Culture,
& Performance Outcomes in China's

Technology Industry: Human Resource
Planning, v. 30, p. 47-56.

Irvine, E.P.(2003), “Key features of
appraisal  effectiveness”, International

journal of Education Management,Vol.17,
Iss: 4 pp. 170-178

James, L. & Garnett, J. M. S. K. (2008).
penetrating the Performance Predicament:
Communication as a Mediator or Moderator

of Organizational Culture’s Impact on
Public

Jayawardena, K. (2000). Nobodies to
somebodies: the rise of the colonial

bourgeoisie in Sri Lanka: Zed Books
Jayaweera, S. (1989). Extension of
Educational Opportunity—the  Unfinished
Task, The CWW Kannangara Memorial
Lecture. Maharagama: National Institute of
Education.

Jensen, B., Hunter, A., Sonneman, J. &
Burns, T. (2012). Catching Up: Learning
from the best systems in Asia. Grattan
Institute Melbourne.

Ji Li, K. L. G. Q. (2001). Does Culture
Affect Behavior & Performance of Firms?
The Case of Joint Ventures in China: journal
of International Business Studies, v. 32, p.
115-131.

Joan, F. & Brett, W. L. C. J. (1995). A
Moderator Of The Relationship Between
Organizational Commitment &
Performance.: Academy of management
journal, v. 38, p. 261-271.

DOI: 10.35629/5252-0211289298

| Impact Factor value 7.429 | 1SO 9001: 2008 Certified Journal Page 295



\% International Journal of Advances in Engineering and Management (IJAEM)
www.ijaem.net

—

Volume 2, Issue 11, pp: 289-298

IJAEM

[56].

[57].

[58].

[59].

[60].

[61].

[62].

[63].

[64].

[65].

[66].

[67].

[68].

Johnson, G. (2004), Otherwise engaged.
Training, 41(10)

Jonietz, L., & Harris, D. (2006). World
yearbook of education 1991: International
schools and international  education.
Recherche, 67.

Ken, W. Parry, S. B. P. (2003). Leadership,
culture & performance: The case of the New
Zeal& public sector: Journal of Change
Management, v. 3, p. 376-399.

Kibeom Lee, N. J. A. J. (2001). The Three-
Component Model of Organizational
Commitment: An Application to South
Korea: Applied Psychology: An
International Review, v. 50, p. 596-614.
Kleinhenz ~ ,E.(2007)  "Standards  for
Teaching : Theoretical Underpinnings and
Applications"

Kopelman, R.E., Brief, A.P., &Guzzo, R.A.
(2000). The Role of Climate and Culture in
Productivity. In B. Schneider
(Ed.), Organizational climate and
culture (pp. 282-318). San Francisco, CA:
Jossey-Bass.

Kotter John, P. &Heskett. (1992). Corporate
culture & performance. New York: A
Division of MacMillan www.sciedu.ca/ijba
International Journal of Business
Administration Vol. 3, No. 2; March 2012
Published by Sciedu Press 35

Kotter, J. P., &Heskett, J. L. (1992).
Corporate Culture and Performance. New
York: Free press.

Kotter, J.R and Heskett, J.L.
Corporate culture and performance.
Krug, J. A. and Hegarty, W. H. (1997).
‘Postacquisition turnover among U.S. top
management teams: an analysis of the
effects of foreign vs. domestic acquisitions
of U.S. targets’. Strategic Management
Journal, 18, 66775

Kundu, S. C., Kundu, S. C., Mor, A., &Mor,
A. (2017). Workforce diversity and
organizational performance: a study of IT
industry in India. Employee Relations,
39(2), 160-183.

Laforet, S. (2016).Effects of organisational
culture on organisational  innovation
performance in family firms. Journal of
Small Business and Enterprise
Development, 23(2), 379-407.

Larry, W. Hunter, S. M. B. T. (2007).
Effects of stress, commitment, feeling the
heat: effects of stress, commitment, &job
experience on job performance: academy of
management journal, v. 50, p. 953-968.

(1992).

[69].

[70].

[71].

[72].

[73].

[74].

[75].

[76].

[77].

[78].

[79].

[80].

[81].

Larsson, R. and Finkelstein, S. (1999).
‘Integrating strategic, organizational, and
human resource perspectives on mergers and
acquisitions: a case survey of synergy
realization’. Organization Science, 10, 1-27.
Larsson, R. and Lubatkin, M. (2001).
‘Achieving acculturation in mergers and
acquisitions: an international case study’.
Human Relations, 54, 1573-607.

Lau, H. C., &Idris, M. A. (2001). Research
and concepts: The soft foundation of the
critical  success factors on TQM
implementation in Malaysia. The TQM
Magazine, 13(1), 51-60.

Lau, P. Y. Y., McLean, G. N.,,Hsu, Y.C., &
Lien, B. Y. H. (2017). Learning
organization, organizational culture, and
affective commitment in Malaysia: A
person—organization fit theory. Human
Resource Development International, 20(2),
159-179.

Lim, B. (1995), "Examining the
organizational culture and organizational
performance

Lortie, D. (1975). Schoolteacher: A

Sociological Study. London: University of
Chicago Press.

Lopez, F.M. (1968), Evaluating Employee
Performance, Chicago: Public Personnel
Association

McKinnon, L. J., Harrison, L.G., Chow,
W.C. and Wu, A. (2003), Organizational
culture: Association with commitment, job
satisfaction, propensity to remain and
information sharing in Taiwan. International
Journal of Business Studies, Vol. 11: 25-44.
Magee, K. C. ( 2002). The impact of
organizational culture on the implementation
of performance management.

Man Zhang, P. T. (2007). Organizational
Culture, Information Technology Capability,
& Performance: The case of born global
firms: The multinational business review, v.
15, p. 43-77.

Mansoor, M. and Tayib, M. (2010), An
empirical examination of organizational
culture, job stress, job satisfaction within the
indirect tax administration in Malaysia.
International journal of Business and Social
Sciences

Mathis, R.L. and Jackson, J.H. (2000),
Human Resource Management, 9th edi, New
Mayo, A & Lank, E. 1994, The Power of
Learning, Institute of Personnel
management, London.

DOI: 10.35629/5252-0211289298

| Impact Factor value 7.429 | 1SO 9001: 2008 Certified Journal Page 296


https://www.emerald.com/insight/search?q=Bernard%20Lim

\% International Journal of Advances in Engineering and Management (IJAEM)
www.ijaem.net

—

Volume 2, Issue 11, pp: 289-298

IJAEM

[82].

[83].

[84].

[85].

[86].

[87].

[88].

[89].

[90].

[91].

[92].

[93].

McAninch, A.R. (1993). Teacher thinking
and the case method: Theory and future
directions. New York: Teachers College
Press.

MeralElci, H. K. A. E. (2007). Effects of
Quality Culture & Corporate Ethical Values
on Employee Work Attitudes & Job
Performance in Turkey An Integrative
Approach.: Total Quality Management, v.
18, p. 285-302.

Meyer, H.H.(1991), “A solution to the
performance appraisal feedback enigma”,
Academy of management Executive, VVol.5,
pp.123-9

Meyer, J.P, Stanley, LJ &Parfyonova, NM.
(2011). Employee commitment on context:
The nature and implication of commitment
profiles. Journal of Vocational Behavior,
79(2)

Meyer, JP & Allen, NJ. (1991). A three-
component conceptualisation of
organisational commitment. Human
Resource Management Review, 1(1), 61-89.
Moliy Inhofe Rapert, D. L. T. S. (1996).
enhancing functional & organizational
performance  via strategic  consensus
&commitment:  Journal  of  Strategic
Marketing, p. 193-205.

Morgan, G. (1997), Images of Organization,
Newbury Park, CA, Sage.

Murphy, K.R. and Cleveland, J.N.(1995),
Understanding  performance  appraisal:
Social, Organizational and Goal-based
perspective, Sage, and thousand Oaks, C.A.
Natalie, J. & Allen, J. P. M. (1990). the
measurement & antecedents of affective,
continuance & normative commitmentto the
organization: Journal of Occupational
psychology, p. 1-18.

Nathan, B.R., Mohrman, A.M.andMilliman,
J.(1991) “Interpersonal relations as a context
for the effects of appraisals interviews on
performance and satisfaction longitudinal
study”, Academy of  management
Journal,Vol.34, pp.352-69

Nelson, D. L., & Quick, J. C. (2011).
Understanding Organizational Behaviour.
Belmont: Cengage southwestern.

Novak, J., Brunetto, Y., Shacklock, K., Farr-
Wharton, B., & Brown, K. (2017). Do
effective  workplace relationships  with
management and an effective maintenance
culture  affect  organisational  safety
outcomes?.Reliability  Engineering  and
System Safety Journal.

[94].

[95].

[96].

[97].

[98].

[99].

[100].

[101].

[102].

[103].

[104].

[105].

[106].

[107].

[108].

[109].

[110].

Oosthuizen, T. (2004). Management. (2nd
ed.). Cape Town: Oxford University Press
Opatha, H.H.D.N.P. (2009), Human
Resource Management, second edition, pp.
366-438

Pettigrew,A.M.(1979). On Studying
Organizational ~ Cultures.  Administrative
Science Quarterly,vol24,p570-581.
Pleggenkuhle-Miles, M. W. P. A. (2009).
Current  debates in global strategy:
International  Journal of Management
Reviews, v. 11, p. 51-68. Quinn, R. E.
&Spreitzer, G. M. (1991).

Punchi, L. (2001). Resistance Towards the
Language of Globalisation—The Case of Sri
Lanka.

Ranasinghe, A. (1999). A pearl of great
price: The free education system in Sri
Lanka. Universiteit van Amsterdam.

Rao, T.V.(2004), Performance Management
and Appraisal Response Books

Recardo, R., & Jolly, J. (1997). Training of
teams in the work place. S.A.M Advanced
Management Journal, 62(2), p. 4.

Reichers, A. E., & Schneider, B. (1990).
Climate and culture An evolution of
constructs. In B. Schneider (Ed.),
Organizational climate and culture (pp. 5-
39).

Santora, J. C. (2009). Quality Management
& Manufacturing  Performance: Does
Success Depend on Firm Culture?:Academy
of Management Perspectives.

Schein, E. H. (1984). coming to a new
awareness of organizational culture: Sloan
Management Review, v. 25, p. 3-16.

Schein, E. H. (1992). Organizational Culture
& Leadership, San Francisco, CA: Jossey-
Bass Publishers.

Schwartz, S.  H. (1994). Beyond
Individualism-Collectivism: New Cultural
Dimensions of Values.

Schwelger, 1. and summers, G.(1994),
“Optimizing the value of performance
appraisal”, Managerial Auditing Journal,
Vol. 9, No 8, pp.3-7

Shulman, L. (1987). Knowledge and
teaching. Harvard Educational Review,
57(1),1-21

Vaara, E. (2003), ‘Post-acquisition

integration as sense making: glimpses of

ambiguity, confusion, hypocrisy, and
politicization’. Journal of Management
Studies, 40, 859-94

Vaara, E., Sarala, R., Stahl, G., and
Bjorkman, 1. (2012), The Impact of

DOI: 10.35629/5252-0211289298

| Impact Factor value 7.429 | 1SO 9001: 2008 Certified Journal Page 297



\% International Journal of Advances in Engineering and Management (IJAEM)

o= Volume 2, Issue 11, pp: 289-298
IJAEM

www.ijaem.net

Organizational and National Cultural
Differences on Social Conflict and
Knowledge Transfer in International
Acquisitions. Journal of Management
Studies, 49(1)

Appendix |
Structured Interview Questions with Principals
Q1) Do you have Performance appraisal
system?
Q2) Are they simple and understandable?
Q3) Will you be able to identify the strengths
and the weaknesses of the employees through the
current performance evaluation system?
Q4) How often do you conduct performance
appraisal?
Q5) Does the PE system has specific criteria to
measure the performance?
Q6) Which areas of the performance of the
employees are checked through the PE system?
Q7) What is the method that your school use to
evaluate the performance?
Q8) Why did the Organization use this
method?
Q9) Do you have a specific evaluation form?
Q10) Does the Organization (Evaluators) use
the evaluation form When evaluating the
employees?
Q11) Do you think that current evaluation form
should be improved?
Q12)  For what purpose do you use the results of
the evaluation?
Q13) Do you conduct the discussion and
feedback interviews to inform the progress of the
employees?
Q14) How long will it take to start the
discussion and feedback interviews after the
appraisal?
Q15) Do you train evaluators to conduct
performance evaluations?
Q16) Does the school organize training
programs every year?
Q17)  Does the Training base on the goals of the
Organization?
Q18)  Does the Training help to perform the job
successfully?
Q19) Does the Training is on relevant topic?
Q20) Do you use updated syllabus in the
training program?
Q21) Does the Training ensure higher rewards?
Q22) Does the training ensure more job
security ?
Q23) Does the trainers use suitable training
methods?
Q24) Is training given by the expert trainer ?

Q25) Do you conduct training in
understandable way ?

Q26) Do you inform the trainee his/her
progress after the training ?

Q27) Does the training Increase motivation ?
Q28) s the training very interesting?

Q29) Do you give feedback forms to get the
views on training program?

Q30) Do you inform the trainees progress after
the training

Q31) Do you conduct Feedback interview after
the training ?

Q32) Do the teachers teach the Syllabus
according to the scheme of work?

Q33) Can the teachers cover the Syllabus
before the term test/public exam?

Q34) Do you think that lesson plan is an
effective tool to improve teaching?

Q35) Do the teachers wear the dress code
(suitable dress) for the school ?

Q36) Do you think that teachers are committed
to improve their performance in teaching?

Q37) Does your school set standards like best
rivals in the market?

Q38) Does Your school achieves good O/L &
AJ/L results?

Q39) Do the teachers give Full Corporation to
make the school events successful?

Q40)  Is there a good teamwork among teachers?
Q41) Does your school organizes staff events
such as staff trips.

Q42) Do you think that School discipline is
maintained well?

Q43) Do teachers use harsh words to students?
Q44) Do teachers allow to punish the students?
Q45) Do the teachers use harsh words to
students?
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