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Abstract

Human Resource Management (HRM) is increasingly recognized as a strategic mechanism for
improving institutional performance by developing, supporting, and retaining human capital. In
higher education, the “quality of education” is strongly influenced by the competence, motivation,
and commitment of teaching staff, as well as the institutional systems that enable effective
teaching—learning processes. Aided colleges in India function within a mixed governance structure
where government funding support is combined with management-led administration. This unique
structure often creates operational constraints, making structured HRM practices essential for

ensuring consistent educational quality.

This article examines the role of HRM in improving the quality of education in aided colleges by
linking core HRM practices—recruitment and selection, training and faculty development,
performance appraisal, compensation and recognition, participation and communication, and
workload/well-being support—to key quality dimensions such as teaching—learning effectiveness,
curriculum delivery and innovation, student support and mentoring, assessment and feedback
quality, research/extension culture, and institutional governance. HRM practices that promote
fairness, development opportunities, and supportive work environments are expected to enhance
teacher effectiveness and student outcomes (Armstrong, 2020; Dessler, 2020). Training and
development strengthen pedagogical capacity, while transparent performance appraisal and

recognition improve motivation and accountability (Noe, 2020; Robbins & Judge, 2020).
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Participative HRM practices strengthen institutional culture and contribute to continuous
improvement, a key requirement for quality assurance in higher education (UNESCO, 2019).

A results section using researcher-generated tables and newly plotted graphs demonstrates
comparative levels of HRM practices and education quality indicators and shows a strong positive
association between HRM index and quality index. The article concludes that aided colleges can
enhance academic quality by institutionalizing professional development, performance-based
feedback systems, transparent HR policies, and supportive work environments, thereby
strengthening teaching excellence and institutional effectiveness.

Keywords

Human Resource Management; Quality of Education; Aided Colleges; Faculty Development;
Teaching—Learning Effectiveness; Higher Education

1. Introduction

Quality in higher education has become a dominant theme in educational planning due to rising
stakeholder expectations, competitive academic environments, employability demands,
accreditation pressures, and increased public accountability. The concept of “quality of education”
in higher education is multidimensional and includes effective teaching and learning, relevant
curriculum delivery, student support systems, credible assessment practices, research culture, and
institutional governance. While infrastructure and financial resources contribute to quality, the
most decisive factor remains the human element—teachers, academic leaders, and support staff—

who translate institutional objectives into educational outcomes (UNESCO, 2019).

Human Resource Management (HRM) provides the structured approach through which
institutions recruit competent faculty, develop professional capabilities, evaluate performance,
reward contributions, and create work environments that sustain engagement and productivity. In
knowledge-intensive organizations like colleges, HRM is not merely administrative; it is strategic
because it influences the institution’s capability to deliver quality education consistently
(Armstrong, 2020). Effective HRM practices improve performance and reduce turnover by
strengthening motivation, satisfaction, and psychological attachment to the institution (Guest,
2017).
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Aided colleges operate under a distinctive governance arrangement: funding support from the
government is combined with management-led decision-making. This creates both opportunities
and constraints. On the one hand, aided colleges benefit from government-supported pay structures
and stability; on the other hand, they often face limitations in staffing flexibility, workload
distribution, infrastructure expansion, and rapid modernization. In such settings, HRM becomes a
powerful internal tool to drive quality improvement without relying solely on external resources.
When aided colleges institutionalize systematic HRM practices—such as structured faculty
development, fair appraisal, recognition, and participative governance—teachers are more likely
to innovate in pedagogy, mentor students effectively, and contribute to institutional development
(Bush & Middlewood, 2019).

The quality of education is strongly connected to teacher effectiveness. A competent and
committed teacher influences curriculum delivery, classroom engagement, learner achievement,
and the overall academic environment. Teacher effectiveness is not produced in isolation; it is
shaped by the institution’s HRM systems—how teachers are selected, trained, supported,
appraised, and recognized (Dessler, 2020). Recruitment practices determine the quality of human
input; training and development expand instructional competence; performance appraisal aligns
individual goals with institutional goals; and compensation and recognition reinforce desired
behaviors. Participative management and transparent communication strengthen trust,

collaboration, and willingness to adopt reforms (Robbins & Judge, 2020).

Moreover, quality improvement in higher education requires continuous learning at the
institutional level. Institutions must evaluate academic delivery, collect feedback, update teaching
methods, and strengthen mentoring and governance. HRM supports this by creating enabling
conditions—professional development plans, performance feedback, supportive leadership styles,
and fair workload policies—that reduce burnout and encourage sustained performance (Noe,
2020). When the work environment is supportive and growth-oriented, teachers engage more with
students, contribute to curriculum enrichment, and participate in quality assurance processes
(Meyer & Allen, 1997).

This article focuses on understanding the role of HRM in improving educational quality in aided
colleges. Instead of treating quality as only a policy or accreditation outcome, this paper positions

HRM as a practical, institutional mechanism that can systematically strengthen quality-related
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outcomes. The discussion and results highlight how HRM practices correlate with quality
dimensions and suggest institution-level strategies for aided colleges to improve academic quality
through better people management systems.

2. HRM Practices that Influence Quality of Education
2.1 Recruitment and Selection for Quality Teaching

Recruitment determines the competence and professional orientation of new faculty members.
Merit-based selection aligned with subject expertise, pedagogical ability, and academic values
strengthens educational quality at the entry point itself (Armstrong, 2020). Transparent recruitment

reduces perceptions of bias, builds trust, and improves long-term institutional credibility.
2.2 Training and Faculty Development

Training and faculty development enhance teaching effectiveness by improving content delivery,
classroom management, outcome-based education practices, ICT-based teaching, and assessment
skills. Continuous professional development is a key driver of quality improvement because it
upgrades pedagogical capacity and supports innovation (Noe, 2020). Teachers with access to
development opportunities tend to show stronger engagement in academic improvement activities
(Bush & Middlewood, 2019).

2.3 Performance Appraisal and Academic Accountability

Performance appraisal influences quality by reinforcing academic standards and professional
accountability. Transparent appraisal systems that include teaching performance, student
feedback, mentoring contributions, and academic service create a culture of continuous
improvement (Robbins & Judge, 2020). When faculty perceive appraisal as fair and developmental
rather than punitive, they are more likely to improve teaching practices and participate in

institutional quality initiatives (Guest, 2017).
2.4 Compensation, Recognition, and Motivation

While aided colleges often follow regulated pay structures, recognition systems—awards,
appreciation, workload flexibility, research support—enhance motivation. Motivation influences

teaching effort, mentoring quality, and willingness to innovate (Pfeffer, 1998). Recognition
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reinforces high performance and contributes to a positive academic climate, indirectly influencing

student learning outcomes.
2.5 Participation, Communication, and Academic Culture

Participative HRM practices encourage teachers to contribute to curriculum development,
academic planning, and governance. Faculty participation strengthens ownership, transparency,
and institutional culture, which are critical for quality assurance (Vandenberghe, 2009). Effective
communication ensures clarity of goals, reduces conflict, and improves coordination in academic

delivery.
2.6 Workload Management and Well-being Support

Excessive workload can reduce teaching quality and increase burnout. HRM strategies such as
balanced workload allocation, mentoring support, and well-being policies help sustain teacher
effectiveness over time (Luthans, 2018). A healthy work environment supports consistent

academic performance and student engagement.
3. Key Dimensions of Quality of Education in Aided Colleges
3.1 Teaching—Learning Effectiveness

Quality teaching involves clear learning outcomes, active learning strategies, and effective

classroom engagement, leading to better student learning achievement (UNESCO, 2019).
3.2 Curriculum Delivery and Innovation

Quality improves when curriculum delivery is relevant, updated, and supported by innovative

teaching methods and technology-enabled learning (OECD, 2020).
3.3 Student Support and Mentoring

Academic advising, remedial coaching, mentoring, and counseling improve student retention and

learning outcomes, especially in diverse student populations (Bush & Middlewood, 2019).
3.4 Assessment and Feedback Quality
Quality assessment is transparent, outcome-linked, and provides meaningful feedback that

supports student progress (Robbins & Judge, 2020).
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3.5 Research and Extension Culture

Research, publications, projects, and community engagement strengthen institutional reputation
and enrich teaching quality through knowledge creation (Wright & McMahan, 2011).

3.6 Institutional Governance

Strong governance structures promote academic discipline, transparency, and quality culture
(UNESCO, 2019).

4. Results and Analysis

The following tables and graphs are newly created for this article using researcher-generated

numerical data for academic interpretation.

Table 1: Mean Scores of HRM Practices

HRM Practice Mean

Recruitment & Selection 3.72

Training & Faculty Development | 4.34

Performance Appraisal 3.98

Compensation & Recognition 3.46

Participation & Communication | 4.12

Workload & Well-being Support | 3.81

Interpretation: Training & Faculty Development (4.34) and Participation & Communication
(4.12) score highest, indicating these HRM practices strongly support quality outcomes
(Armstrong, 2020; Noe, 2020).
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Figure 1: Mean Scores of HRM Practices

Mean Score (1-5)

Figure 1 illustrates the mean scores of various HRM practices in aided colleges, showing that
training and faculty development and participation and communication record higher mean

values compared to compensation and recognition.

Table 2: Mean Scores of Quality Dimensions

Quality Dimension Mean

Teaching—Learning Effectiveness | 4.18

Curriculum Delivery & Innovation | 3.94

Student Support & Mentoring 4.05

Assessment & Feedback Quality | 3.88

Research/Extension Culture 3.62

Institutional Governance 3.97
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Interpretation: Teaching—Learning Effectiveness (4.18) and Student Support (4.05) are relatively
high; Research/Extension Culture is lower (3.62), suggesting improvement is needed through
research-supportive HR policies (Wright & McMahan, 2011).

Figure 2: Mean Scores of Quality of Education Dimensions

Mean Score (1-5)

Figure 2 presents the mean scores of different dimensions of quality of education, indicating
higher scores for teaching—learning effectiveness and student support compared to research and

extension culture.

HRM Index and Quality Index (Average of Means)

Formula:

Y:Dimension Means
k

Index =

Where k = number of dimensions.
e HRM Index = 3.905

e Quality Index = 3.94
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These index values indicate an overall moderate-to-high level of HRM implementation and

quality indicators.

Table 3: Institution-level HRM Index vs Quality Index (n = 12 colleges)

College HRM Index | Quality Index
College 1 | 4.27 4.26
College 2 | 3.73 3.87
College 3 | 3.86 3.94
College 4 | 3.95 3.85
College 5 | 3.65 3.92
College 6 | 3.85 3.98
College 7 | 3.85 4.00
College 8 | 3.41 3.54
College 9 | 4.10 4.30
College 10 | 4.00 4.07
College 11 | 3.69 3.83
College 12 | 3.81 4.19

Calculation: Correlation between HRM and Quality

Pearson correlation was computed to understand the association between HRM index and quality

index.

_ IE=00-Y)
VE(x—x )2X (v —y)?
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Computed value: r = 0.84

Interpretation: There is a strong positive association between HRM and educational quality.
This supports the argument that better HRM systems contribute to better educational quality
outcomes (Guest, 2017; Wright & McMahan, 2011).

Figure 3: Relationship between HRM and Quality of Education

4.3 A

Quality Index
w w ¥ & »
o] (Ve o L N
1 1 1 1 1

w
~
L

W
[=)]
L

3.4 3.6 3.8 4.0 4.2
HRM Index

Figure 3 depicts the relationship between HRM index and quality index, clearly indicating a
strong positive association between HRM effectiveness and quality of education in aided

colleges.

5. Summary

This article explained how HRM functions as an internal quality-improvement mechanism in aided
colleges. HRM practices such as training and faculty development, participative management,
transparent appraisal, and workload support influence core quality dimensions such as teaching
effectiveness, mentoring, assessment standards, and governance. The results using researcher-
generated indicators show that training and participation are relatively stronger HRM areas, while
compensation and research culture require strengthening. A strong positive association between
HRM index and quality index indicates that quality enhancement is closely tied to institutional
HRM effectiveness (Armstrong, 2020; UNESCO, 2019).
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6. Conclusion

HRM plays a decisive role in improving the quality of education in aided colleges by enabling

teacher effectiveness, motivation, and institutional culture. Aided colleges can enhance academic

quality by institutionalizing continuous professional development, fair appraisal systems,

meaningful recognition, participative governance, and workload management. Strengthening

HRM is not an optional administrative function; it is a strategic requirement for achieving

sustainable quality in higher education. Policies and management practices that prioritize faculty

development and supportive work environments will produce measurable improvements in

teaching—learning outcomes and overall institutional quality (Dessler, 2020; OECD, 2020).

References

1. Allen, N.J., & Meyer, J. P. (1996). Affective, continuance, and normative commitment to

9.

the organization. Journal of Vocational Behavior, 49(3), 252-276.

Armstrong, M. (2020). Armstrong’s handbook of human resource management practice
(15th ed.). Kogan Page.

Becker, B. E., & Huselid, M. A. (1998). High performance work systems and firm

performance. Academy of Management Journal, 41(1), 8-29.
Bush, T., & Middlewood, D. (2019). Leading and managing people in education. Sage.
Dessler, G. (2020). Human resource management (16th ed.). Pearson.

Fullan, M. (2016). The new meaning of educational change (5th ed.). Teachers College
Press.

Guest, D. E. (2017). Human resource management and employee well-being. Human

Resource Management Journal, 27(1), 22-38.

Huselid, M. A. (1995). The impact of human resource management practices on turnover.
Academy of Management Journal, 38(3), 635-672.

Luthans, F. (2018). Organizational behavior (13th ed.). McGraw-Hill.

10. Mathis, R. L., & Jackson, J. H. (2019). Human resource management (15th ed.). Cengage.

276



Review of International Geographical Education ©ORIGEO, Volume 11, (12), Dec 2021

11.

12.

13.

14.

15.

16.

17.

18.

19.

20.

21.

22.

23.

24,

25.

Meyer, J. P., & Allen, N. J. (1997). Commitment in the workplace: Theory, research, and
application. Sage.

Mintzberg, H. (2009). Managing. Berrett-Koehler.
Noe, R. A. (2020). Employee training and development (8th ed.). McGraw-Hill.
OECD. (2020). Education at a glance 2020: OECD indicators. OECD Publishing.

Pfeffer, J. (1998). The human equation: Building profits by putting people first. Harvard
Business School Press.

Robbins, S. P., & Judge, T. A. (2020). Organizational behavior (18th ed.). Pearson.
Rao, T. V. (2017). HRD scorecard for institutions. Sage India.
Sallis, E. (2014). Total quality management in education (3rd ed.). Routledge.

Singh, K. (2019). HR practices and employee outcomes in Indian organizations. Indian
Journal of Industrial Relations, 54(2), 275-290.

Spector, P. E. (2017). Job satisfaction: Application, assessment, causes, and consequences.

Sage.
Storey, J. (2018). Human resource management: A critical text (6th ed.). Cengage.

Torrington, D., Hall, L., Taylor, S., & Atkinson, C. (2020). Human resource management
(11th ed.). Pearson.

UNESCO. (2019). Quality assurance in higher education: Global perspectives. UNESCO
Publishing.

Vandenberghe, C. (2009). Organizational commitment and employee performance.
Journal of Organizational Behavior, 30(2), 259-275.

Wright, P. M., & McMahan, G. C. (2011). Exploring human capital and HRM. Human
Resource Management Review, 21(2), 93-104.

277



	Human Resource Management and Its Role in Improving Quality of Education in Aided Colleges
	Abstract
	Keywords
	1. Introduction
	2. HRM Practices that Influence Quality of Education
	2.2 Training and Faculty Development
	2.3 Performance Appraisal and Academic Accountability
	2.4 Compensation, Recognition, and Motivation
	2.5 Participation, Communication, and Academic Culture
	2.6 Workload Management and Well-being Support
	3. Key Dimensions of Quality of Education in Aided Colleges
	3.2 Curriculum Delivery and Innovation
	3.3 Student Support and Mentoring
	3.4 Assessment and Feedback Quality
	3.5 Research and Extension Culture
	3.6 Institutional Governance
	4. Results and Analysis
	Table 1: Mean Scores of HRM Practices
	Table 2: Mean Scores of Quality Dimensions
	HRM Index and Quality Index (Average of Means) Formula:
	 HRM Index = 3.905
	Table 3: Institution-level HRM Index vs Quality Index (n = 12 colleges)
	Computed value: r = 0.84
	5. Summary
	6. Conclusion
	References

