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Abstract: Performance Management is a very important task for the management of an educational institution. However, this 

concept is not yet widely acknowledged by most of the educational institutions of Bangladesh. This small-scale qualitative study 

thus focused on performance management in Bangladeshi schools. The main objective of this study was to explore head teachers’ 

perception about performance management, their roles in performance management and the challenges that they face while 

managing performance. Six secondary school head teachers were selected through convenient sampling and were interviewed using 

semi- structured interview guide. The findings revealed that the head teachers’ concept about performance management is not very 

clear and they mostly measure teachers’ performance on the basis of students’ scores in the examinations. Results also showed that 

head teachers sometimes fail to provide effective feedback on teachers’ performance which in turn hampers the teachers’ 

productivity. This study recommends that head teachers themselves need proper training on performance management and there 

should be a proper guideline on performance management in every educational institution. The researcher believes that this study 

along with its findings will help improve the overall performance of the schools as well as the individual performance of the teachers 

and the head teachers. 
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Introduction 

Performance management is a complex, difficult and time-consuming process which facilitates people management by bringing 

together a lot of components [1]. It is a continuous process which implies that improving employees’ performance and helping them 

to develop is the main purpose of the management [2]. This is true in the field of education as well. Performance management is a 

crucial concept for the success of an educational institution and understanding performance management clearly could help 

educators in different aspects [3]. Effective performance management is an integral part of supporting the drive to improve 

educational outcomes. That is why performance management should be given much importance in the context of education. 

Performance management as a concept has been there since the 1980s [4]. However, it is quite a new concept in the field of education 

[5]. Performance management improves school performance by facilitating, monitoring and providing feedbacks to teachers 

individual and group work. It focuses on increasing teachers’ and leaders’ efficiency so that the school as well as the teachers and 

the students can benefit [6]. 

However, in Bangladesh the term performance management is still unknown to many. There is no proper performance management 

framework in the educational context of Bangladesh. Head teachers’ concept of performance management is not very clear either. 

Moreover, the performance of the schools of Bangladesh is very poor in regards to international standards. Performance management 

is thus essential in the school context of Bangladesh. This study therefore focuses on the perception of the head teachers about 

performance management, their roles and the challenges they face. 

 

Objectives of the study 

The objectives of this study are to- 

1. Explore the perception of the school head teachers of Bangladeshi schools about performance management. 

2. Identify the role of the head teachers in performance management of the teachers. 

3. Point out the challenges the head teachers face while managing performance of the teachers. 
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Review of Related Literature 

Performance Management and Performance Appraisal 

Performance management is a process of effective management of individuals and teams within an organisation in order to maximise 

performance [7]. Though performance management and performance appraisal have been used as synonymous in different literature 

[8][9][10][11][12], there is a fine line between these two. Performance appraisal measures the past performance of the employees 

in order to determine pay rise or performance bonus. It is an annual event. New performance goals are set in this event which might 

not have any relation to the previous performance of the employees [13][14]. On the other hand, performance management has a 

broader scope and performance appraisal can be seen as a small component or a tool of performance management [15]. Performance 

management include, providing continuous feedback, mentoring and coaching, collaboration of leaders  and employees in reviewing 

performance in order to set goals and social and motivational aspects  [9][11][16][17].  However, the major difference between 

performance management and performance appraisal is that performance appraisal focuses on rating past performance whereas 

performance management focuses on improving future performance [12]. 

Importance of Performance Management 

Performance management is very important for an educational organisation. It facilitates achievement of organisational goals, aligns 

employees’ performance goals with organisational goals, ensures employees understanding of expected performance, improves 

employees’ performance, develops performance culture in the organisation and reinforces links between performance and pay 

[10][18][19][20][21][22][23]. 

Teachers’ performance management is a continuous process of ensuring teachers’ professional development through providing 

career guidance and recognizing performance along with achieving goals of the schools by identifying, evaluating and developing 

teachers’ work performance [24]. 

Literature suggests three main purposes of performance management- ensuring accountability of the teachers, motivating the 

teachers for work and identifying the potential of the teachers for professional development [5][24][25][26]. 

Improving Performance Management 

Performance management in educational institutions is generally the responsibility of school head teachers. School heads provide- 

 Equal opportunity, encouragement and constructive criticism 

 Sensitivity to manage unsatisfactory performance and conflicts 

 Open discussions, idea sharing, suggestions and reviewing opportunities [27] 

 

Factors influencing Performance Management 

There are different factors that can influence performance management. Some researchers identified economic, social organisational 

and labor factors that influence performance management in Mexico and India [28]. On the other hand, a researcher also identified 

internal and external factors which influence performance management in an organisation where internal factors include, leadership 

and management, resources, performance-oriented culture, employee engagement and maturity of performance management system 

[29]. 

Approaches to Enhance Performance 

Different organisations apply different strategies to enhance personal and professional performance of the staffs. Some of the 

common strategies are, motivating the staffs by providing continuous feedback and stimulus [21][30], regular monitoring and 

evaluating staff’s performance [30] and developing personal learning approaches for the staffs [31]. According to researchers, 

performance management includes three major elements: measurement, incorporation and use [32]. All these elements should be 

implemented properly to enhance performance. 

 

Methodology 

This small-scale research study tended to analyse and understand the perception of the participants. Thus, qualitative research 

methods were applied to this research as qualitative research deals with understanding how a person sees, understands and 

experiences things [33]. Six secondary school head teachers from Dhaka city area have been selected using convenient sampling 
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strategies as samples. This sampling strategy was applied in  this research because it was accessible and most convenient [33]. Semi-

structured interview was conducted for data collection and an interview guide has been prepared for interviewing the head teachers. 

Semi-structured interview was selected as data collection tool as it is flexible and gives the participants opportunities to discuss their 

own issues rather than what the researcher anticipates [34]. Thematic analysis was used to analyse the data. The analysis process 

was adapted from Braun and Clarke’s work on thematic analysis. [33][35]. 

Ethical Considerations 

Some major ethical issues have been considered regarding this study. Firstly, no name or means of identification has been used in 

this study to maintain privacy and confidentiality of the participants. Secondly, the participants have been given an information and 

consent sheet including their role and right in the study and verbal consent have been recorded from them. Finally, others work 

included in the study have been referenced properly in order to avoid plagiarism. 

Limitations 

As with all research studies, this study had some limitations. Firstly, this study cannot be generalized as the sample size was small 

and the research was qualitative in nature. Secondly, most of the literature used in this study is from international sources as very 

little research related literature on performance management in the context of Bangladesh was found. 

 

Findings and Discussion 

Roles and Responsibilities of the Head Teachers 

After analysing the data, it has been found that there are various roles and responsibilities of a school head teacher of Bangladesh. 

These roles can be divided into three major categories- leadership roles, managerial roles and special roles. These roles include, 

monitoring and supervising individuals, managing conflict, representing own organisation, being informed and informing others, 

get the work done by staffs, motivating, awarding and evaluating students and staffs, planning, organising, directing, coordinating 

and resourcing staffs, solving problems, taking risks, maintaining and improving school quality, reforming school and coping with 

change. This finding is similar to what Begum & Hossain (1998) and Malek, Begum & Islam (2009) described [36][37]. However, 

none of the respondents mentioned providing continuous feedback to the teachers and managing teachers’ performance as their role 

and responsibility as a head teacher. 

Perception of Performance Management 

The findings show that the concept of performance management is not very clear to the head teachers. For most of them, performance 

management barely means, monitoring teachers’ punctuality, regularity and dedication towards school rules and regulations. Only 

one head teacher explained that he considers monitoring teachers’ classroom performance, providing feedbacks on them and 

arranging regular teachers’ meeting to discuss individual teachers’ problems and possible solutions as performance management. 

From this finding it can be said that head teachers need proper understanding of the concept of performance management first to 

manage performance effectively. 

Measurement of Performance 

“Measuring performance is systematically collecting data by observing and registering performance related issues for some 

performance related purpose” [32]. However, the analysis shows that the head teachers of Bangladeshi schools’ measures    

performance on the basis of the teachers’ ability to improve students’ grades. Performance is measured on the basis of the students’ 

results and how quickly the teachers can finish assigned tasks. A  teacher is considered a high-quality one depending on their 

educational qualifications and work experiences. A teacher who is well qualified and has a more work experience than others is 

considered as a better performer. This concept of performance in my views is preventing the teachers from performing well and 

focusing on their performance as a teacher. 

Role in Improving Performance of the Staff 

All the head teachers opined that they monitor teachers’ punctuality, regularity and classroom performance regularly to ensure 

quality performance of the teachers. They also monitor and evaluate teachers’ performance on a yearly basis as obligated by the 

Government policy for the schools. Only one head teacher provides regular feedback to the teachers and call for regular staff 

meetings to discuss about the teachers’ problems and possible solutions. That same head teacher said that he assigns a junior teacher 
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who is having problems to a senior teacher so that the senior teacher can mentor the junior one for performing well. However, other 

head teachers do not bother about this issue. This can be considered as one of the major problems related to performance management 

in the schools of Bangladesh. 

Challenges in Managing Performance 

Saravanga (2011) found ten challenges in performance management. Those are lack of integration, lack of leadership support, failure 

of implementation, challenge in designing, incompetency, lack of rewards, communication challenges, inspiration challenges, lack 

of monitoring and lack of evaluation [38]. 

Analysis show that the main challenge in managing performance for the head teachers of Bangladesh is that they do not actually 

know that they need to manage performance of the teachers. They do not reflect on teachers’ performance much. This is a crucial 

problem in performance management in most of the schools of Bangladesh. Other challenges include lack of support, monitoring 

and evaluation barriers, lack of motivation of the head teachers to manage teachers’ performance and communication gap between 

the teachers and the school authority. These findings are similar to the findings of Saravanga. 

Measuring Progress 

The head teachers of Bangladesh generally measure progress through achievement scores. The more the achievement score of the 

students are, the more successful a school is. Thus, their idea of quality maintenance and quality improvement revolves around the 

idea of getting more and more students to pass and score high in the examinations. For this reason, they focus more on quantity and 

not on quality. That is why teachers’ performance management is not an issue to the head teachers of Bangladesh. This is true in the 

case of all six participating head teachers. 

Overall development of the School 

Overall development of the school, to the head teachers, mean development of school physical facilities, new and improved 

technological support and good result in terms of achievement scores. Teachers’ performance or teachers’ professional development 

has totally been neglected while considering overall development of the schools. Only one head teacher illustrated that he sends his 

teachers for various trainings which will help them foster professional development. He also monitors and supervises the teachers 

regularly in order to ensure their progress in different aspects of professional life. 

 

Recommendation 

The findings of the study sketch some recommendations. Those are- 

The head teachers need to be facilitated and trained properly in order to manage teachers’ performance well. Higher authority should 

take into consideration that the head teachers themselves should at first be prepared for performance management. 

Mentoring service should be introduced in each and every school of Bangladesh in order to ensure quality improvement of the 

teachers. New and inexperienced teachers should be assigned with a senior teacher so that they can be mentored. 

Classroom observation should be introduced in every school to ensure quality performance of the teachers inside the classroom. 

There should be at least one observation each month. 

Effective performance planning is needed in order to ensure quality performance of the teachers. It has been found that performance 

standards in the schools are unclear which causes the inefficiency of the teachers. The head teachers should take proper initiatives 

to plan and implement proper performance standards for the teachers. 

At the beginning of each year, there should be a set goal for the teachers to attain at the end   of the year. The goal should be aligned 

with the overall vision of the school and should base on previous year’s performance of the teachers. 

Continuous constructive feedback should be provided to the teachers about their performance as Furnham (2004) argued; feedback 

would have little effect on behaviour unless it is constructive [10]. 

Collaboration of different schools in the same area can be developed and facilitated in order  to make the schools co-operate in 

issues like staff development and performance improvement. Schools can use the concept of shared staffs to improve the quality of 

education. 
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There should be a written policy for school performance management which will set out how performance management in the school 

will be implemented. The policy should set priorities and objectives keeping room for personal development of the staff as well as 

school development and should be revised every year. 

 

Concluding Remarks 

In conclusion, it can be said that the perception of the head teachers about performance management in Bangladeshi schools are not 

very clear. Thus, their performance as a performance manager is very poor and they face a lot of challenges regarding performance 

management. However, the literature shows that performance management in inevitable for the overall progress of the schools. 

Therefore, school authorities along with the Government of Bangladesh should take proper steps to plan and implement performance 

management strategies in schools for the professional development of the teachers as well as the overall development of the schools. 
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