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Appendix B: Questionnaire after validation

Questionnaire of Academic Staff Performance ! (ﬂ}

Gl Ao plae elai oo bl

Dear Respondents

The purpose of this questionnaire is to collect data that are relat
of academic staff in Jordan. Since you are an academic s
Jordanian public university, | would like to ask for your kind
questionnaire. The answers that you give will be treate i enti}lly and no one
except the research team will have access to this in on. The_infopmation that
you give will only be used for statistical purpose. The ti Xpected mplete_the

questionnaire is 20-25 minutes. Your answers to th estionnaire isweey | tant
to complete the study and will contribute to the igaprovement of agademic.staff and

university. 2 \'of

e performance
working in the
p in completing this

Yv \ %w\g:»usi
slac) aGY 1 LAty (o )Y 8 G pail) i eliac e My dalhial) 0L s LY 13 e (a2l
132 ede 8 day Sl aSiaclie callal o a5l @il Sall b odlei s Gl L b

Oe Sl By oL (add gl oSaly Ols 3 . el ad Jdaladll s Aalan)
gl i dflaal (al2Y V) L sais ) 0 o) A sl o34 ) el
a5 sl ) JLSY el oo il m 569520 5 Hliny) JeSiny

@ v :‘-"—*‘q} u.n..g‘)ﬂ\ PETTY &1 Gl ‘zé

n

The questionnaire consists ofm ctio irst segtion collects the background
information. In the secon ion, the mati@_\ regarding the variables are
collected. ? 0

|
m‘-w‘ﬂ{ \ 3‘@6&\ e o (pand e ALY O S0y
Q % il urially dileiall e glaall
¥ i%au,ua <) andl)
P pHesonsics

Section A: Ba w d Info
| * P, ]
Please selegtithe appro ’at ers@ a3 Gk oo Apbial) SllaY) Basd

priate-ans
ticking t %’ Lol
| d u): -3 ”
1. “What'is your gender? \,Y. fellada g2 La -1
Male e A0
(1 Female I
. What is your age?
(] 30 years or less Sl L2
1 31-40 years & gl ddar T
1 41-50 years St eTY [
] 51-60 years Adus® e -£- []
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4. What is your title ?

[1 61 and above

3. What is your highest education?
1 Master
1 PhD

1 Lecturer
"1 Assistance Prof.
"1 Associate Prof.
1 Prof.
5. How long have you been working
as academic staff?
1 5yearsor less
6-10 years
11-15 years
16-20 years
21-25 years
1 More than 25 years
6. How long have you been working
in your current university?
1 5yearsor less
6-10 years
11-15 years
16-20 years
21-25 years

OO0

I O O B B O

0 O I O

More than 25 y&s A}
7. What is your cusrent Esition?,
0 AcadenH 2 J ‘,l 3
Head of deparftmen
n l \ b

Lue-ey [
Bs8 lagty [

el alat o] -3
La

O

3 i)

q Al oA La g
V ralaal]
SR LW I

Y‘ & e il [
,\L L9383 il
wdls ""' u:\A:L.IAS
Nl o

pRIER] dabgs A la-7
ot Al pae [

)

Laad) il

Las

(L)) A ) Sy e

I I R

There 1s.n

s

pnii

S

> Ny
@(p eise‘s b (}
| O

Strongly Disagree / 33y () sa &
2) Disagree / (s £
(3) Neutral / g3
(4) Agree / & sa
(5) Strongly Agree / sy (3l s
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Please % the fo 9 qu ns based on your knowledge and experience.
ight or wrong answers}Please evaluate the statement where
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1- Self-efficacy 45 sl

a. Past experience ddlull 4 2l

8. I can identify how my academic background have influenced | 1
the way | work.
ghee 45k o LpaalSY) 8 jae i) S aaad iy

9. I can identify how my experience has influenced the way |
think
oSE gk e et G cas paad ey

10. My academic experience has helped me to increase my self-
confidence.

il S8 50 ) (8 Arand ST jad el
11. My academic experience has |mproved my teachi qu.v 112|3|4|5

w‘)ﬁ\ﬁdﬁwm@d\sy\é‘ﬁi

12. My experience has helped me to teach conflict io l\ 1 31415
skills. ’ N ‘
' 4

Gile ) 3l da &l e (i (8 A et Gaele

13. My experience has helped me to manage ected ' i2 iso 415
problems. 2 -

wﬁ“j‘)&‘—'m\b‘)b\@@*ﬁ@dm \

14. Every year of teaching, | learn somethlngVW andNmprave \74 314|5
delivering value to students. V
u)ubﬂw@mwuu;\}\mg" "‘u»-u ‘g A
15. My resourcefulness allows me unforese 21314 |5
situations. .\
u}m\ﬁg@\}mg&%mu 50 A
f-‘s~
[7 ‘Q—
b. Vicarious Experience 2 A%

16. | accept the fact tha

than me in teac |
& i Sondl R (o yill 4308 ¢ ‘Luag% ) dada Jal

o)

\
17. Usually w *N%esuc dess %culty,@'ﬁbers Iconvince |[1]2[3[4]5
myselfth ewe

aelia 5581 ugg}m sloael o Latie 3ale

18. | wou% be fféctegbyra faittre of any of my 1/2(3[4]5
col

Oy Y EF AR

19, We in thf eflfthﬁ‘bcan do it, I can do it”. 112(3]415

A S el Ll ?@Ls,.;wts 130" & ally el

Verbal Persuasion ‘_,Jasm gLy

have the ability to encourage my students to raise their 112345
achievements.
Dl gd) o (O aads e 3 )l (gal,

21. | have the ability to encourage my students to increase their |12 (3|4 |5
self- esteem.
e.g_’.\’\ﬂ e.@.a\)f\;\ 530 ) sz‘: U_Uuk @;..ﬁ ‘5&: 3 asl) Lﬁﬂ

22. | have the ability to encourage my students to behave 112131415
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properly.
@M@UJA\&Q&MM&QEJM\@J

23. | have the ability to encourage my students to understand
themselves.

M\e@éc@%@;»ﬁési)dﬂ\t;ﬂ

24. | can motivate students who show low interest in my course.
Lol A ol 3 Wpeia laia) () 5 peday (pdl) DUl juias iSay,

25. | can foster students’ creativity.
Ml (gl due a1 5 ) 3y 5e8 iiSay

d. Emotional Cues 4illal) dzal)
26. When I'm angry or worried it quickly appears on R
s> e Ao e (GBI ol umaly juidl Ladie,

27. Whenever | feel stressed, | can't manage my t pe y
@Mdﬁg@\y'&)b;\@kﬁu\y ¢l Oyl WIS

decreases.
Jaaill b ol (i) (ESYL ¢y LS,

28. Whenever | feel depressed, my performance inthe cIassI 7}

give a lecture.

29. When | feel aches or pains, trouble sleewwant tten
B}bhn;lﬁ]b)y'a;‘\@kﬁuiye}ﬂ\&hw T

30. I can remain calm when facing Iw S be
on my coping abilities

?x.a.u\

2. Nepotism sbiaall

31. Academic staff at t
ranking relativ
LSM‘L;’UE'J‘—UEY‘ J;\

32. Department ead 1123
relations i
Llall 5 lay1 8 cld> ah Lok aludll ol ) Glsy
33.1ame reful whe |to E(%}gues who are relatives |1 ]2 |3
of up |s ation
Lell Um!\ ‘&‘W @;@um‘ubﬂ)hb\
34. |c sta alw to those who have relativesin [ 1|2 |3
p er-ad tbn N
Llal) BJ!§‘ Pk e@ﬂ QA Baclise i)Y Hail) s eliacf Jslay
demic staff value family members’ benefits rather than 1(23
he university’s benefits in general
18 Cpe Y5 puY) o) 8Y i) g8 (a8ad e yoill A cliac] oy
36. Nepotism causes internal conflicts in the university 1123
37. This university cannot keep academic staff who have notany | 1|2 |3

relatives for long term
%#Bﬂujui?@ﬂudwﬂ\w‘)ﬂ\@ &M&i@aﬁui&u&\oi@u&u’y
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38. It is very difficult to dismiss academic staff who have

relatives in the upper-administration
Llell 351091 4 )] agaal ) apaill L eliac | Juad el Camaall (1

3. HRM practices 43 &l 3 ) gall 313 cibas jlaa

Recruitment and selection s sill 5 jLiay!

48 il e Al slal<a Leanl () 58l (i) A gliac

39. My university applies objectivity in hiring. 3|4
il i) 3 By guin sl inaln (ol
40. My university select academic staff based on expertise. 2134
3)._\51\ u.u\.ui ‘_As u.u_).im i eliac W\A lads
41. My university select academic staff for future pote ial.? 112(3|4
Jitial) A dalal) e 2l G oaill dua eliac Jaals HlaS ]
42. My university select academic staff based on theirskills. 1 34
ol g Ll (o pxill A eliac ] Jirala S |
Training and development . skill s quaill | 9. ',‘\%
43. My university has effective formal training.activities , P _\”3‘3 4
M\aﬁ@m)%).ﬁ%i‘;&.‘abdﬂ LY.
44. My university has comprehensive traini icies a' ‘o-/ 12134
programs. 3\‘{'
AN ;.\;Ui\c.a\).a}ummu_xubdﬂ ‘1\
45. The training programs for new mlc‘staff Q\ 112(3]4
beneficial. O
e 208l (uaal&Y) cloac N T
46. Training in the unlver5|ty adem;;‘fh?td enﬁ@ 112(3]4
their performance.
el (st e o)l A S d et QQ'
Performance appraisal s/-Y) 112|134
47. The performance ap 11234
developing the
w_)ﬂ\ 5\3..3.% ;Lh.ci O
48. The perform 11234
appraisal.
112|134
is mreb,e\h?ive and to the purpose aUas
50 £
r promotion is availabl€ in the university. 112(3]4
| o Aalic Aalal) 48y
The university follows merit base promotion. 11234
Dlanl oLy 48 5 daalal) o
53. Academic staff have a well-defined career ladder. 112(3|4
AM\@A‘J&A?&M?@-}&W)&“@ chbci
54. Employee receives also financial reward on promotion. 11234
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4. Performance of Academic Staff il dia sliaci ¢)ai

Teaching performance o Xl £13Y)

55. | attend my lessons according to the time-table.
e M Jsaalllads s )3 paal,

56. | enter my class at the right time.
liall i gl 8 a3

57. I give practical works to the students in every course | teach.
Lgas )3 a 58 3ale JS 8 COall dlae Yleef  ac|

58. | mark all the assignments given to students.
gMBM\Q@;\A\@Q&#;@M@eﬁi

59. I return all continuous assessment (CA) marked scripts
students.

—

commences.

60. | release the CA scores to students before examinati I

Sl i) U cililaial) s il sl gas il Ol

61. I read and correct students” project. 2 |

gM\@)L&A@Mﬁch\}ge}ﬁ\ ~
Research performance  sisill 133! -\

62. | attend at least one national confe Mnuall?\ =
- )

63. | attend at least one internationN
(3) years.

4

64. My conference papers are isheddn confe qnce ~

112
proceedings. 4&
el Sle)jal A o daalal)l @l e )l AN
65. | publish my resear ieles with i 1]2
or affiliated journals.
Led Aaill ol i A QIS i dagls :
66. My research articleshave been i 112
journal. \ |
Apial dlae Jd e chIBLIS) Vs, 58
67. | have M @) 1]2
Qs Cadly u—w% : f d : ‘(')
68. | hav@co ibute&ih})t s in.@edited book 1]2
o025 5 PNy il i AN
69 Wearch rticles have anﬂ published in a 11]2
wspaper/magazine.
have participated in sponsored national research. 1]2
a il g Cany 8 S L il
1. I have participated in sponsored international research 1]2

o RS g A S LS

PSR pSihg o o<t ) S

Thank you for your time and effort
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Appendix C: Boxplot of the Variables
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Appendix D: Normality
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(7.
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(7.

Emotional Cues
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(7.

Frequency
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Selection and Recuritment
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(7.

Frequency

Frequency

Performance Appraisal
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