CHAPTER 1

INTRODUCTION *
1.1 Introduction z l

Employee performance in general and perform of aca c.stﬁt, in

particular has been the center of attention f icy makers niversities
_ . s &

(Mohammadi & Karupiah, 2020). Western co are“more Productivesin term of

o
research and teaching and most other cw foll%'}v t wes@ practices to

enhance the performance of the unive and the ntry @erm of academic

productivity (SCImago, 2021). C‘) n>\7$ {\'_\
% o
I

&
maijjemﬁmﬁ in developing countries
N
and in particular in Jordan. Wue o, the rg@ of academic staff in Jordan is
the [

This study focuses on t

(
demic Staff.i t&cmf),f research and teaching (SCImago,

2021). This has n@kian arl1ong e low nking in the region of Middle East in

N
term of researﬂ\phduct' it mago ).
Thi %!r pr‘gsjls e t@ttion of this study and highlights the issues of
& .
c

e
the pe e of academic sta@zﬁl addition, the chapter discusses the problem that

lack of productivity of

o

<<
~~
a-/\#

%&tes this study to be co\nducted. The problem is divided into practical and
:oretical problem. The weak performance of academic staff in Jordan is the practical

Qe while the gaps in the literature explain the theoretical problem or the gaps in the

literature. Based on the problem and the issues highlighted in this study, the research



objectives and questions are developed followed by the significance, scope, and
definition of key terms that are used in this study. In addition, a summary

content of each chapter is provided at the end of this chapter. (’}

1.2 Background of the Study \,z

Education at university level is vital for the progr anQprosperity of nations
and economies. Government around the world has e zed onfthe i rtance of
- - - - - ‘
education in all levels and particularly at the unive level (Johns 7t alc:)@%).
Universities are the source of knowledge and innovation for the hation, and;%&y carry
N

the responsibility to provide the societies with e&ated, ied, andykiowledgeable

graduates (De Silva & Rossi, 2018). )—@ed
to the reputation of the country and,the pr ew&of?a untry as a destination for
C? A
pursuing further studies, which carsigseconomies and sci@@ific contribution to the
[7 Q—
country (Hanssen & Solvoll, M eed & t, 20,1X<f‘¢aylor, 2018).
N

In each university, t zre threl gro s.lT@t%udents, non-academic staff, and
s '
the academic staff. kke st1

\'J-Id,g n a university is the academic staff and they
contribute greatly t re
¢

qualified and e academi

universi a%’ts rapk' g ?

20212. Eca mic staff are res@jnggle for creating new knowledge and sharing this
N
kEWge among students and other in the society in the form of public lectures and

unin;sities contributes

ionfand thénking of the university. This is because
!
aft cc%;)ielp in improving the contribution of the

N I :
Wellélts contribution to the society (Nguyen et al.,

shops (Elrehail et al., 2018). Therefore, the performance of academic staff to a

Qge degree determines the contribution and the performance of a university (Abba &

Mugizi, 2018; Ofuyatan & Edeki, 2018).



Despite of the importance of the performance of academic staff, few of previous
studies focused on this variable in the context of educational institution while i
of previous work regarding the performance conducted in non@g}ional
organizations such as the business organization in developed countr abban et
al., 2018; Igbal et al., 2018; Muda et al., 2017). In developing catintries such as
Jordan, the performance of academic staff is lower than other. rem countries. This
evidence was derived from statistics that shows that produ ?J.o

r('anian academic

staff in term of research is lower than other countries maga, Mrther, the

X
academic evidence in previous studies conducted i an indicat thkt _@e IS a
gap in the performance of academic staff in Jor ua,&eﬁc ce i@é that the
expected performance (Al-Mzary et al., 20 o\ é\‘r

Previous studies indicated thN of the rea@s for this weak
\ Y .
performance could be related to an Q&ment Practices (HRM
y e,
practices). Several previous s examined thd' 1ihk bgv'veen HRM practices and
X
performance of employeeTsineT co : H@ever, the association between
Lt
HRM practices and p% ce of .a ade is.sa' eceived less attention compared
with business org Mns (Gher

Saroja & Reddy,"2019; Yasm
1

20; }géﬁob & Jais, 2020; Mira et al., 2019;

£,

20
2 &

InJ instance, previo dies indicate that there is little known about
s

the e % HRM actiges on~ performance and the studies suggested that

| § >4

r

5

un& ing the link betweerd HRM practice and performance is important to

i e the productivity (Al-Hawary et al., 2020; Nawafleh & Alsafadi, 2020).

Oong the few studies that existed in Jordan, the majority focused on the link

between HRM and organizational performance. For example, previous studies



examined the effect of HRM practices on the performance of healthcare organizations
(Bisharat et al., 2017; Mohammad, 2019), or the effect of HRM on the perform?yr
banks (Alkhazali et al., 2020), the effect of HRM on the performance o@\& and

manufacturing companies (Abu-Mahfouz, 2019; El-Ghalayini, 2017).

Previous studies also focused on other work outcome SE% as the job
performance and commitment, and examine the effect of )chtices on these
outcomes (Dirar et al., 2019). Among the few studies t mined the effect of
HRM practices in universities of Jordan is the study aif IiMma and

. . . L.
AlQudah (2014) which examined the effect of th ractices sugh'as re;@?lment,

: - . & r 3

selection, training, and compensation on rgam{tl per ance of
T

universities in Jordan and found that thﬁ i posiﬁYe elati etween HRM

practices and organizational performﬁ universities in J@m. However, the

A
study suggested for more studies 'WRM‘&\? in
? é

@country and especially
o & o
in universities. X
¥
-

Another important V&W that’has elpo | to be the reason for weak
|:c st}f

performance of academ is thef$ fitaqU)f the staff (Gultekin et al., 2020).

Self-efficacy is p& soc’al cognitive y which proposed that the individual

5

are more mot Mnd as, hig p})len increase their performance if their self-
efficacy i@and a, 197 1@4998). Bandura (1998) further examined the

4
self-ef:wnd dev peﬂ' thézself-efficacy model which includes the past
exw , Vicarious experi

§yent3 of self-efficacy.

ce, social persuasion, and emotional cues as



Against this background, most of previous studies have been conducted to
assess the self-efficacy on students in using technology and accepting neW
(Doménech-Betoret et al., 2017; Hatlevik et al., 2018; Rohatgi et al., @w of
the studies examined the effect of self-efficacy of academic staff. ample, a
study by Yesilyurt, Ulas, and Akan (2016) examined the effect off teacher’s self-

efficacy on the use of computer technology. \,

se itlenables them to

Is that ca n;rleQ@ to

Self-efficacy of academic staff in Jordan is importan

access and search in research database and use research

their research performance and enable them to p articles in hi u!llr.yj'éurnal
5 mx
It is also important for designing courses and d ing tN to st ts so that

their teaching performance can be impr wowev , T studl$ the country
% &

investigated the possible effect of self- on the p rmar@of academic staff.

For instance, in the study of Had Tale ) th y found that the self-
o &
efficacy of academic staff is ¢ or their_teac g“and@{earch performance.
S
Based on the above, orm,l set i H ractices and self-efficacy are

positive predictors of the p orn‘% w in the context of Jordan where the

society is Imked& er@rlbal unities links, nepotism is a widely

spread pheno this soci }Alb&&dﬂ et al., 2020; Saleh, 2021).Nepotism or

also know abic term CUis a strong tool for employment in the Arab
? 7

I Imost allvde Iopmg'countrles (Al-Ma’aitah et al., 2020; Alsarhan &

VBK 0). It is a social ca\l(;a?l that has various effect on the people’s live as well

‘éway of doing businesses(Saleh, 2021). The relational dynamic connecting

Olwdual, work environments and societal norms makes nepotism a mechanism of



particular relevance to the study of HRM issues, and one that has been recognised as

lacking attention (Albloush et al., 2020). Yv

The nepotism involves in all HRM practices. Selection and recruitis&ﬂ})yees

on some occasions is based on nepotism for relatives and friends. In addition, the

nepotism continues in the promotion, training and developm%z performance

appraisal. To some extent even those who have the right qualifi and experience

requires some kind of nepotism to get employed, promo ned,' and have good

ha, S\d‘l;reg%ikls

performance appraisal (Ali, Raiden, & Kirk, 2015; Ta’

2016; Valax & Alsarhan, 2019). Therefore, those wi [ éel.b&?ncacy
pertaining to the academic job need to hav Ki {) port‘fr,om higher
managerial position to survive and thrlve aree?\(EI et al *&8 Firfiray et
al., 2018).
I -\
These issues of nepotlsm e ele ti in g,c%:p oting, and apprising

process has caused issues oh{ manc a dem aff and affected also the

organizational performance versi of \lng and publications (Sang, &
N
a, 20

Ngure, 2018; Omband ). FK oﬂ,@s study aims to examine the effect

O

of HRM practn%Q& as@m an@crwtment promotion, training and

development, @n rfo ance grhlstgevl the performance of academic staff and
universm an. I addvlo th dy aims to examine the effect of self-efficacy
‘%erfd{mance of staff and universities in Jordan. Self-

and i nents
KA operationalized b?ed on the suggestion of Bandura (1998) who

fonalized the construct into past experience, vicarious experience, emotional

0 and social persuasion. The moderation mechanism of nepotism for the HRM



practices and the self-efficacy relationship with performance is examined in this

Performance of academic staff in Jordan is lower than other reg'onal countries

y)rdan compared

er of reliable articles

study.

1.3 Problem Statement

and this is evident from the number of publications produ

with other countries (SCImago, 2021). Until October 202

in Jordan accounted to 45,884 while countries such as Tunisia, w ic.h\hsduos me

N
population of Jordan published 94,962 article% Arabi |slle 1,269
articles, United Arab Emirates published 62,28%5 (SC& , 021%.‘/Z~

Further, the ranking of the best Jo@s universitiesy#Univ; g of Jordan is

1,149™ while in Saudi Arabia, the King d Universi CC&Q the rank of 415%

worldwide followed by Cairo |veatynf%y E‘)Q’Te rank of 602" and
in

o
American University of BeirL\ rank 3. Jo@s a country occupied the

ninth rank among Arab cou Web}met { Os@ased on these above statistics,
;er ’e

Jordan is far behind o gio% ieS. .E@,r example, the rank of Jordan in

Scimago is 62" \@Jntr@s Tur@occupied the rank of 20, Iran in the

N,
rank of 22, Mn the ran ffdgth‘_geddi Arabia in the rank of 43, and United
Arab Emirates.in.the rank of 58t (Si\ 0, 2021).

ti

3% ot
thevindividual level, tfz)@ék performance of some academic staff is causing

0 Wing of duties for othehaff. Students are more willing to register courses and

0 nd class with high performing lecturer compared with those with low performance.

is makes the load on some lecturer high and reduced their performance (Haddad &

Taleb, 2016). Prior literature in the country noticed that the expected performance of


https://www.scimagojr.com/countrysearch.php?country=ae
https://www.scimagojr.com/countrysearch.php?country=ae

the academic staff in Jordan is lower than the actual performance (Al-Mzary et al.,

2015). Yv
There are several potential causers of the weak performance oE %\\ The

HRM practices is essential for employing the right academic staff in the right position

(Al Mashrafi, 2020). Nevertheless, studies in Jordan and other counzes focused on

the link between HRM practices and the overall organizati performance of
business organization or the effect of HRM practices on o rk outcomes such as
attitude, satisfaction, and commitment (Abu-Mahfouz, ; Alkhazahi al.,%QZO;
N
Bisharat et al., 2017; El-Ghalayini, 2017; Moham@g). ! _{'3
’ N~
Accordingly, majority of previous studies %us'ed M pra@es and the
i in atio ile the studies

performance of employee and organizati% Si

<

pertaining to academic staff and the practiceyof cati_g@setting are limited

(Baba, 2020). Despite of abundaneg of )esegre% -@rmance linkage, there
te%

o
is still a lack of studies, dedi\ enh ment of cgrch performance through
N

HRM practices (Jaskiene, 2 . Further, thé¥acade taff recruitment and selection
R
cou

process in developing ies is lar ila‘olde,gyate and needs effective attention

(Allui & Sahni, 29@\ Q %%(J

N
Anotheﬁps antfyet n e'ot d ‘aglable is the self-efficacy of the academic
t O

staff and &! in’i b.ro}\ hsgkaching and research performance (Haddad &
4

TaIebﬁO However, the literatlire showed that self-efficacy is more examined in

<
t Mext of students and the}usage of information technology (Doménech-Betoret

0 ., 2017; Hatlevik et al., 2018; Rohatgi et al., 2016) and few studies examined the

-efficacy of academic staff (Yokoyama, 2019).



One of the important factors that affect the performance of academic staff in
term of teaching and publication is the wide spread of nepotism in Jordan aYMs
could be related to the fact that Jordan consists of tribal communities (Ali \015,
Jones, 2016; Ta’Amnha et al., 2016; Valax & Alsarhan, 2019). This igk affecting
the HRM practices in a way that the selection, recruitment, prommraining and
development, and performance appraisal as well as the evalu tiMelf-efficaey are
in some cases is based on relational and subjective measu Yr.thtn objective one
(Jones, 2016; Ombanda, 2018). The issue also cause erf rm.‘mr\edgcademic
staff and enforced qualified academic staff to migra country | itjg _@)etter

opportunity, mainly, in Arab Gulf countries (Ta3 a e% T

In addition, previous studies have ftw fac?cf‘rs that are r d to appraisal

of the performance of academic staff ( Shaout, 2018; A ﬂb & Mugizi, 2018)

while the studies that mvestlg caus \cxof @aln variables on the

0
performance of academic sta imited-JMost of the Q@S/ conducted on countries
such as USA, Europe, So Ami (Dhi et 2015 Alfagira et al., 2017)
I
while studies that ha\w gated.,t u‘e rformance of academic staff in

Arab region and i m in palrtlc I|

Most o r us stugies av& he statistical package of social science
(SPSS), w. mderpﬂhe |r~é\~&deratlon of statistical tools to conduct the data
analy Mehmoo ig mé‘Q"ZOlG Salau et al., 2018; Abba &Mugizi, 2018)
Wlﬂ% use of advance s'@gztlcal tools such as Analysis of moment structure

) or partial least square (PLS) is limited in previous studies (e.g., Vatankhah et

o 2017). Using SPSS, majority of previous studies focused on the mean score value

and descriptive as well as correlational analyses while complex analyses such as



regression and moderation has not been widely conducted in previous studies (Abba

& Mugizi, 2018). T
Meta-analyses on the relationship between HRM practices, as an S&;te and

individually, and organizational performance has yielded mixed results, further
fuelling the theoretical debate among HRM scholars (Tzabbar et aI.,%Ol?). Further,

previous studies indicated that the human resource practi ch as selection,

recruitment and training differs among countries (Li, Sa a, (]ech, & Lampa,

2015). Therefore, this study aims to examine the HRM tices an etficQ?y in
the context of educational institution in devel countriesf an A cdlar in
Jordan. The study aims to provide the decisionvvrs wﬁb& ings that*c.‘aer be used

X

by decision makers to enhance the perfo Mf acéﬁem' taff the ranking of
&) &

universities in Jordan. \ O

f
Q;} @Q\“’

s
Y

v,
1.4 Research Questions \
Based on the isgues %hlighte in the pr s section, this study aims to
: ? 4 2
answer the followingyguestions; \ %éj/

A &
1.3.1 is th eﬁ?o H actices on performance of academic staff

—

=

'
rdan ’ ,\._\é-}
%What f;t effect o'QseIf-efficacy on the performance of academic staff
N
S

in Jordan?

3.3 Does nepotism moderate the effect of HRM practices on performance

0 of academic staff in Jordan?



1.3.4  Does nepotism moderate the effect of self-efficacy on performance of

g
O

The main objective of this study is to examine the effect m‘\H, practices and
a

academic staff in Jordan?

1.5 Research Objectives

self-efficacy on performance of academic staff in Jordan. Th Iso aims to test

the moderating role of nepotism. Specifically, the study ai fuII]I the following
objectives. ‘\d
Og
1.4.1 To identify the effects of HRM pr on performance of‘?;sademic

S
P 4
staff in Jordan. \ Y}’
1.4.2 To identify the effect of swzy nq\he for ﬁof academic

staff in Jordan. \ O
\5 Y
1.4.3 To investigate the erating r p tisr@tween HRM practices
0 Q

1.6 Signifi{r%u
Thi 2 = o) . .
S IS SJg ficant eca@e it enriches the body of knowledge regarding

s
the persm ce of academic s nd universities in developing countries. The study
S

tes to the literature by investigating the effect of HRM practices and self-

%y as well as nepotism in the context of academic staff and educational
Qtitutions in developing countries. This is because most of previous studies focused
on these variables in business organization but not in educational institutions and there

11



is a need to understand the implications of these variables in the context of countries

such as Jordan. Yv

The effect of HRM practices on performance of academic staff r%t been
widely investigated in the literature and this study contributes to tﬁmature by
examining these practices and identifying their effect in the context, of Jordan. In

3

addition, the self-efficacy is critical factor for enhancing the es of individual.

Prior literature focused on the students’ self-efficacy and dy c')ntributes to the

literature by examining the self-efficacy in the contexi of acwstaf and

N
especially in this challenging time of COVID 19®e efficacy, ac&d.éncﬁ: staff

4’

is important for teaching and research perform Y

v

Further, the study contributes t@era a xam'rﬁ the role of

nepotism. Nepotism is a W|despread p me on irx ost Qcountries and the

Ky

literature on this variable is I|m|t ef r butes to the literature

by examining the role of nep S a w v@ between HRM practices

and self-efficacy on one h d th, per : § academic staff on the other
hand. ’ \ o‘
The study & ntrib m@ Ilter by deploying the theory of resource-

based V|ew( k Flinc ?341 ; Hossain et al., 2021; Ployhart, 2021)and

=

the soc e the ry de ding the relationship among the variables of

%

thls st explalnln the performance of academic staff in Jordan. A contribution

U/J‘

i made by this study
ctural equation modelling while previous studies tend to use the SPSS. The
Qawous studies also were descriptive or correlational in nature while this study uses

the regression and the causal effect.

y examining and analysing the relationships using



The study contributes to the country as it aims to find the factors that improve

the performance of academic staff and universities, and by doing so, the ran

country in term of publication will improve. This is because Jordan now @g the

lowest productive countries in the region in term of publication and ance of
academic staff. Therefore, the study also contributes to the countryq the sense that

improving performance of academic staff will reduce the_migration of students

l

The educational industry in Jordan will benefit fro is study 1 senﬁlhat

overseas.

. . >N
the reduction of overseas students and in term o cting studentsafro thtei?eglon.

. o : P
This study has implication on the reputation o r ew industry in Jordan

investment (ROI) and return on capltaN ed (ROC

The study is also importantsfor hﬁ'ps the management to

establish a just and fair pro sele rwtﬁ@ promotion, training, and

I
appraisal. It is importa Woue ;79 beo@e choosing the right academic

staff will increase the contr utio r;@nd the quality of the graduates. In

addition, the co \II att‘act re fo e@ﬂ students so that the economy can

benefit from N dy. pA bet gdrfob) ce of academic staff will lead to better
d d

students tio (L’astly, citizens of Jordan can benefit from this
'z {\\
study se that p Jng highly effective students can contribute to the service

N
an& tion of the countryﬁiz the quality of services provided to citizens.

13



1.7 Scope of the Study

This study focuses on the performance of academic staff and univ rs¥.
Jordan. The study focuses on public universities due to the fact that nep more

widely practiced in public rather than private universities. This is also beCause these

university has the largest number of academic staff in the countr%xeographically
distributed in all states of Jordan. Accordingly, the aca?

universities and the private universities are not included

staff at private

e differences of the

nature as well as the regulation between these two types of'anive itw, Y,

In addition, the study focuses only on the ic staff thus, the non'ésademlc

o

i becau \fhe studies
an ﬁ is a need for

ive irgture. It deploys a
A

questionnaire to collect the data deﬂ i in'thr blic universities. The
k2]
choice of the three unlversm sed on~several fa@hat include the time and

cost, as well as the avai blw willing ofith u&-@sltles to cooperate, the number
ege

of academic staff and th rap |ca u‘tm@ of the universities in Jordan.

staff and the students are not included in th|¥tu'dy
pertaining to academic staff compared wi ts r:\I

studies regarding the academic staff. Th dy is qua

The study @ on-+the p rman% f academic staff which is measured

using the tea d searc gi’orrﬁajlce This is because these two dimensions
are wide prev ous Stu |es~é§measure the performance of academic staff as
dISCUS hapter 2, sectlon@. 2. In addition, the study examines the effect of

actlces and self- efflcacy on performance of academic staff. HRM practices
u e the practices of selection and recruitment, training and development,
motlon and performance appraisal. For the self-efficacy it is operationalized to

include the past experience, vicarious experience, social or verbal persuasion, and

14



emotional cues. Nepotism in this study is deployed as a moderator and it is proposed
to moderate the effect of HRM practices and self-efficacy on the perform?uf

academic staff. q

Lastly, the study deploys the resource-based view to explain the rélationship

between HRM practices and performance of academic staff. %Zses the social

cognitive theory to explain the effect of self-efficacy on the pvw

staff in Jordan.

nce of academic

4.

l _\"}
1.8 The Conceptual Definitions of the Study’s Wordi' X
NV

The definition of the terms that are used in ;'s S y\efine%n his section.

1.8.1 HRM practices: C‘) >\7T
)

“« Q-
This construct is definN set o ices ui&-by organization to manage
HR through faC|I|tat|r‘1E trWelop co ncies that are firm specific,

|
produce complex social r tio% erat ganization knowledge to sustain

=T
@
S
—

competitive adv&}*(M' llaeva 2005)43% this study, the HRM practices are
N

defined as pf@&es ab are y’du by universities to recruit, select, train,
promote a%praise heir/h a@&ﬁital to increase their productivity and the
4
t

organijI perform ce.%h{, onstruct consists of four sub dimensions namely,
sew nd recruitment, trah'ring and development, promotion, and performance

al. HRM practices is proposed as an independent variable and expected to have

Oirect effect on the performance of academic staff.

15



1.8.2 Self-Efficacy (SE)

Bandura (1998) referred to employee self-efficacy as “a collection ﬁ\aena

like efforts, intelligent, experience and expertise that lead to improve thi ‘qmance

of employee to achieve the organization goals with productivity and efficiency”. In

this study, it is defined as the perception of individual regarding% pabilities and

their potential to improve their performance and the organizan

icar|ous experience,

rformance. This
construct consists of four dimensions namely, past exper
social persuasion, and emotional cues. In this study, the"Self-efficacy™iss€xpe to

i | | &
have a direct effect on the performance of acade f. Y
4
<
Y QT

Nepotism is defined as “pra@e)of all \rg\r?

employer” (Mathis & Jackson In this st fy it ig::g'éfined as the process of

selecting, recruiting, training, aneypro |V|d@ based on their relationship

with the employers. This variable is p[pos as @oderator in this study. Nepotism
4 2 ,?‘FI

in this study is exp%o oil \'NQ effectQ} RM practices and self-efficacy on

the performancw@emi

184 Pé‘&ance f agadeihic sé\\

A 5
{l construct is the d%endent variable of this study and it is defined as“ a

/4

1.8.3 Nepotism

4

n that an individual can successfully perform within framework of normal

Ostraints and available resources” (Jamal, 2007). In this study, it is defined as the

teaching and research outcome of the academic staff within a period of one academic

16



year. The construct is measurement by two dimensions. The first is the research

performance which is the overall research activities of an academic staff in

publication and authoring books or participating in conferences @Oand

internationally. The second dimension is the teaching performance wrﬂkrelated to

the teaching activities and methods that are used by the academic stato teach his or

her students in the class. . \/
1.9 The Operational Definitions of the Study’s eywogs \d‘ Y'
N
| &
The definition of the terms that are used fre tly in }hi research defined

in this section. \ g
N 55
S 3

1.9.1 Recruitment and selection ( \1 /(\

NI L -
Recruitment and selecK defi as y‘the gaﬁessmn of searching for
potential candidates, insp nd n%njg@'n to joining the particular
organisation” (Ahmed% 2019)¢ s,slt@t Is defined as the process of
identifying propem' ate d \ering t@m then select them to work for the
i ! en aﬁsﬁizfirst dimension of the HRM practices,

organization. EWen and
and it is e@ thig study t@ hav. irect effect on the performance of academic
A

17



1.9.2 Training and development (TD)

Training and development are defined as “the process by which i@s
change their skills, knowledge, attitudes, and/or behaviour” (De CenzSpr bins,

1998). In this study, it is defined as the process of learning new skills and improve
competency to achieve employees’ work and ultimately impr organizational

ove th
performance. Training and development are the second dime NHRM practices,

and it is expected to have a direct positive effect on th marnce of academic

staff. .\d,
Yw

NV
1.9.3 Promotion 2 \ 5 X~
The process of promotion is de@cgoing S u@%d position in the

a }@.process of upgrading

N, )
@Bmc staff based on merit
&

organization” (Yaseen, 2013). In this study, it

5 —a

academic staff to higher level to pfomote,t

from lecturer to higher rank sm as

for managerial position s : head

:
study, promotion iwh d ii ‘em\ of@( practices, and it is proposed that

promotion will @irec t QN the E_} rmance of academic staff.
\;? ' c’)

de rtine;b? deputy dean and dean. In this

Performance appraisal }deﬁned “as a process by which an organization

‘%es and evaluates an individual employee’s behaviour and accomplishments for
inite period” (Jouda et al., 2016). In this study, it is defined as the system of

assessing the performance of employees in a specific period for the purpose of

18



promotion or increase in pay and salaries. Performance appraisal is the fourth

dimension of HRM practices, and it is expected to have a direct eﬁect?ﬂe

performance of academic staff. %\
1.9.5 Past Experience \}

Past experience is defined by Baron (2018) as “the che is the previous

knowledge and experience in other organization in th r diff tfl that lead
the employee further his skilled”. In this study, defined @as th ejperE’qe of
individuals gained from working in different |zat|or? in t past%we past

N

[ posedésfhls study to

aff. <.

experience is the first dimension of self-efflcac and

have a direct positive effect on the per@ fac

1.9.6 Vicarious Experience

%Ej &
Vicarious experienc Y&ﬁ u ervi@mmllar others who perform

successfully on the job%zel Jensen etal. » Q%/ In this study, it is defined as the

observation of a d st fto\fher aéﬁmic staff who are successful in

publication a@hm an e|h|gL()_I;Hndex in the university. In this study,
vicarious e is fthe 7c d d@snsmn of self-efficacy, and it is expected to

have di |t|ve e¥fe ndhe rmance of academic staff.
N
A N

i
N

79
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1.9.7 Verbal Persuasion

Social or verbal persuasion are used interchangeable, and it is defin dme
process of convincing people that they have the ability to succeed at a p rCU)r task”
(Bandura, 1998). In this study, it is defined as the ability of academic st%convince
their colleagues and students that they have the ability to perform better and enhance

Y

their performance so that they make other staff and students their skills and

capabilities to performance their works. Verbal persuasio e third dimension of

self-efficacy, and it is proposed to have a direct effect on

erforma aca@nic
staff. % '

1.9.8 Emotional Cues \%V 0\
Bandura (1998) defined emoenal cues i\ﬂw\%t ’éucing people’s stress

reactions and alter their negati\@onalﬁrocli itles a isinterpretations of their
physical states”. In this stud m def'n&eab' itysto change the perception of

academic staff and stu%Zarding heir ghysi
imension

'4}3,/

,

@4@

nd emotional ability. Emotional

'3 2
(i \I'Rei cy, and’it proposed in this study as a direct

predictor of the {%anc cademic s
ey '
¢

’
1.10 ization &‘ i
S’

ThisS thesis consists of hbe chapters. Details of each chapter are discussed as

ES

cues are the fourth

D

iy $C%4/

N
W,

w

0 Chapter 1: Introduction: This chapter presents the background of the study and

discuss the issues, and purpose. The chapter also discusses the problem statement
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related to the performance of universities and academic staff in Jordanian public
universities. Research questions and objectives are stated in this chapter as WeIYM

significance and the scope of this study. The chapter also discusses the or@n of

the thesis. A
Chapter 2: Literature review: This chapter reviews an%zs the studies

related to performance of academic staff. The chapter first rewi performance of

academic staff followed by reviewing the existing mod frameworks in the

0

literature regarding the performance. The theoretical fra rk whi cJudQ_the

. o y >
underpinning theories is discussed. Based on th ries and the rgvie o;ﬁte'%stmg
X

4
models, the conceptual framework and the Wese elated“to this/study are

developed. %\) °\ @ \J

Chapter 3: Research methodology: Fhis chapter % sses@ methods through
ulfj

which the study answers the re rcH huegti%v
v%d

Briefly, this study is a quantitf\ y.

staff of three public uni ersw Jord}n. A rl tige@mpling technique is used, and
oy:ed D

research objectives.

this study is the academic

=

a questionnaire is depl collect’t ta'from respondents. The data is analysed

@)
using AMOS as ej@ﬁod in @ equatier"modelling.

N
. A P O o _
Chapte Analys cl- esﬁﬂlgﬁ. This chapter presents the findings of this
) @,

study. Fi s%!hapﬁgr Xa t@vliabilities and the validities. Next, the data is

@D

.

examined missing values, gétzgrs, normality, and multicollinearity. Exploratory

analysis is conducted In this chapter. The analyses of AMOS such as
s

rmatory Factor Analysis (CFA), measurement model, and structural model are
Onducted to examine the hypotheses of this study.
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Chapter 5: Conclusion and Recommendations: This chapter discusses the
findings of this study. The chapter answers the research questions and fuw
research objectives as well as confirms the hypotheses of this study. Im@]s of
this study from theoretical, practical, and methodological perspectlvé'*ilscussed

The limitation and the direction for future work are given in thls chapter. Finally, the

1.11 Summary ‘\d‘ N4

N
| &
This chapter discusses the background of the y and PI lighted thQLssue and

Y- NV
the problem of performance of academic staff in Jord ormangevof academic

staff in Jordan is lower than other cot\ﬁ th| uld’be due(,@ issues in HRM
Acco

practices, self-efficacy, and nepotls

chapter concludes the findings of this study.

i u pmoosed four objectives

A

to examine the effect of HRM t es an self flca yson the performance of

academic staff in Jordan. Th udy also e@‘ﬁﬁe the moderating role of
nepotism between HR ces and ‘elf- |c‘ac@v the performance of academic
staff. The significan e of t s a scﬂgé}d/as well as the scope of this study.
Definition of key& nc I a erational perspective were elaborated

and the struct@ls esis ybhlfgb ed.
O
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