CHAPTER 5

CONCLUSION AND RECOMMENDATIONS

5.1 Introduction z l

This chapter presents the discussion and conclusion®ef thi he c@ter
N
highlights the background context of this stud@d by the cu&sidq"?)f the
4

ing. \'C%;oretical,

research objective, questions, and findings potheses
g
methodological and practical implicatiotws stuﬁ‘/ are discu in this study

followed by the limitation and the diM or future work. T@:onclusion of this

study is given in this chapter. % . >\y$ §
‘% X

!

¢

academic sta%t affects t Fﬁrftr-r}"nance and ranking of universities and the
N . : :

country. £ oi;-r se :h pe@mance, the academic staff are behind their

cotherErt In regional count@e universities in Jordan are also behind the rank

\egional universities. This mainly was related to issue of HRM practices in
reeguitment and selection, training and development, promotion, and performance
Qpraisal of academic staff. The issues were also related to the self-efficacy of the
academic staff. Nepotism in the country is critical and affecting the practice of HRM,
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self-efficacy, and the performance of academic staff. Based on this background, the
relevant theories such as resource-based view and social cognitive theory as?us
the self-efficacy model were deployed to understand the effect of the @:dent
variable (HRM practices and Self-efficacy) on the dependent variable @&mance of

academic staff). Based on this background, the study aimed to achiewe the following

objectives: \/

1. To identify the effects of HRM practices on pe ce of academic staff

in Jordan. ‘\d,
Y

C& N
2. To identify the effect of self-efficacy performance @fa dﬂ‘ﬁk staff
’ N~

in Jordan. Yv Y
\ T
3. To investigate the moderating wpoti
performance of academic stM dan.
4. To examine the mode a%ole g&\g&n
0
sta

@een self-efficacy and
5

performance of aca ff inJordany “ <8~'
S
In line with these_obj : the’stud |l %@answers the questions that are

related to the effect of Ee I,’ on th dﬂh.egmderating role of nepotism. Thus,
the study proposm Iowirlg questions ‘Q%

N
1. Wf%\w 7feets I—J&!M ﬁag'c}tices on performance of academic staff in

& .55

2.: at is the effect of(') -efficacy on the performance of academic staff in

E Jordan?
0 3. Does nepotism moderate the effect of HRM practices on performance of

academic staff in Jordan?
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4. Does nepotism moderate the effect of self-efficacy on performance of

academic staff in Jordan? Yv

Several gaps were identified in this study and by answering the %Ws and
fulfilling the objectives, the study managed to fill the gaps. Among the gaps of this

study is the notion that the performance of academic staff was inves%ated in a few

&

studies while the majority of previous studies focused performance of

erformance received

019 Owal., 18;

, : . d >
Sanchez-Barrioluengo & Benneworth, 2019; Tri Sanchez et al. g2013)..5

s b 4
y the ma@(ty focused

te h|§g performance

and research performance received less ntiow et iQOOQ; Turk, 2008;

Turk, 2010; Masron et al., 2012; vasif(i%, Jéi\\Previous studies also

k2]
neglected the role of nepotiS\ pite % pen‘g(u nce of academic staff in
developing countries compa ith the de ed \tries, the literature in general
N
elo

focuses on this topic in the K ieS.

Nepotism @Iy s@weno in developing countries, the role of

N
nepotism did eiv, a%?!\tteﬁrgﬁ)n from the literature. More importantly,

previous &'{end to describe th el of the variables or to conduct correlational

‘v7¢

studie the causa relatlo@ﬁo between the variables were examined in few
studies. For these above-ment%ed reasons, majority of previous studies deployed the
%ecause they did not include a complex model that includes intervening
diables such as moderator or mediator (e.g. Salau et al., 2018; Turk, 2010, 2008;

Kiruja, 2013; Ologunde et al., 2013; Victor & Babatunde, 2014; Emin Tiirkoglu et al.,

employees in private sector. Education institutions and the

less attention(Fernandez-Ldpez et al., 2018; Malik et al.

Further, among the studies that examine thefacademi

on the performance appraisal while the pérf nce 'rner

0
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2017; Victor & Babatunde, 2014; Dhillon et al., 2015) while few in the literature used
the SEM such as AMOS (e.g. LiLin, 2018; Ghabban et al., 2018; Tshuma

2017). The filling of these gaps is discussed in the implications of this stucﬁ}

5.3 Discussion of the Findings Vz

This study has developed four main hypotheses anwm-hypotheses. The
hypotheses are divided into direct hypotheses and mo@/p ses. This study
was conducted to affirm the status of the proposed hypoth stfng\Qhese
t.)

eses
hypotheses using regression analysis. ' -
’ N~
NV
thz resea \}ue

The hypotheses are tested to answer stiow fulfil the

objectives of this study. Hypothn%\!stu u\e ollow.iz
H1: HRM practices has a positive sig \mqt?ff t'és.the performance of

N
academic staff in i iverSities. Q(:)
% &
have a

q
Hla: Recruitment Ieclo ‘g'nAificant positive effect on

performar% demic'sta ?522&1
y N

ent ha%%}significant positive effect on the

ic s&@\]ordan

i Qél‘(at positive effect on the perfomance of

&
O
;Wld: Performance appraisal has a significant positive effect on the

performance of academic staff in Jordan.

I
[N
(]
2
™S
&
QD
wn
QD

0 H2: Self-efficacy affects positively the performance of academic staff in

Jordan.
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H2a: Past experience affects positively the performance of academic staff in

Jordan. T
H2b: Vicarious experience has a significant positive ez&)ﬂ\ the

performance of academic staff.

H2c: Verbal persuasion affects significantly and positi\wzperformance

of academic staff in Jordan.

H2d: Emotional cues has a signficnat positi r\uﬂance of

academic staff in Jordan. '
.\

H3: High nepotism will reduce the i i effec H Qr‘;it‘:‘tices on

performance of academic sta W ?T
H4: High nepotism will reaNa positive “effect @self-efﬁcacy on

performance of acade aff /\
N
[} 5

For better discussion of dlngs e resarch a‘t&tlves are listed, and their

A

fulfilment are discussed. N
c,)? , '§

s $ &
o @)
53.1 Objective R pr cllces d pe@nance of academic staff

\

The flr@}ch bjcti ‘ullm(e-}ﬁ')o identify the effect of the HRM practices

on the pz@&'ce o‘t D_}rl staffIn line with this objective, one main hypothesis

hypotheses Werecggweloped The main hypothesis predicted that the

—-9

f HRM practices on performance of academic staff is positive “H1: HRM
tices has a positive significant effect on the performance of academic staff in
bhc universities”. The findings of the hypotheses testing showed that the HRM

practices is a positive predictor of the performance of academic staff. The
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enhancement of the HRM practices lead to a positive impact on the performance of
academic staff. Accordingly, the first hypotheses H1 is supported. Yv

The positive impact of HRM practices on the performance of %c staff
could be related to the notion that management of the universities that.;naster the
processes of selecting, recruitment, training and development, promotion, and
performance appraisal will increase the satisfaction of the academig,staff, and this will

lead to positive impact on the performance of these staff. |

In line with this finding, the resource-based view suggested th

gdnizations
s
N

nchbaugh,

that can manage its capabilities are able to a a competitive ad e and

4
improve the individual and organizational pmn

2021: Hossain et al., 2021: S.-H. Le@/ Pl

deployed the RBV indicated that the ectiwg

21).<< earchers who

HRM“ can increase the

K'Y

performance of employees as wel,as Eae o(rig%’n (B %y et al., 2021; Dogru,
] %
-H%Lee, 2024; hart,gaz ).

N
Further, previou stugs sugg#ted at g HRM practices will have a
perf)n

positive impact on the a erﬁ‘iﬁgtaff (Leroy et al., 2018; Turk, 2008;

2021; Gerhart & Feng, 2021,

A,

Turk, 2010). Tht&jl gs ef previgus st agree with the findings of this study.

N
This leads tt@j clusioh Rl(bpractlces are important predictor of the
performzé&;'ﬁcao}e ic staff; a@(is fulfil the main part of the first research

s
objective. L 3
Y S

we first sub hypothesis of HRM practices proposed that the effect of
reeguitment and selection on the performance of academic staff is positive “Hla:
Qruitment and selection have a significant positive effect on performance of
academic staff in Jordan”. The findings of hypotheses testing showed that recruitment
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and selection are important practices of HRM, and it has a positive direct effect on the
performance of academic staff. Thus, it is concluded that the increase in the ST‘!

and recruitment of the university will have a positive impact on the per@ke of

academic staff. A

The positive link between selection and recruitment with zrformance of

academic staff could be related to the notion that when the ’s selection and

recruitment is objective and based on experience and ex n aolademic matters,

the academic performance of the staff will improve. In addigion, it ::o\ufdd;el to

N
the ability of universities to master the practices @ment d ct’onxcf’future
L 4

potential that possess the skills of research ching. | eemént with this

v
finding, previous studies also indicate thtwruit seIeG& of academic

staff is important and can play essential fole in i

ving@ performance of
academic staff (Allui & Sahni, 20 %g, Zoﬁi\v et
é

Lim & Ahmad, 2021; Mahmood" . " 43'

From Islamic point view; the seli:tion nl recr@}ment were critical in selecting
leaders and people Wh%ce avﬁbd,i;d(ig@the Islam and inviting new people
to convert to IsIa@xaQ be upon him selected Khalid Ibn Al-
Waleed to le Wl battles p}tle t@&}s conversion to Islam was late compared
with other@bu karfan Cﬁ-’ The selection was based on the capabilities

w

A
@016; Fitri et al., 2021
[

3
—ay
o
A
=
o
>
@D
—
o]

and th hip traits'(Musa, 2070). By this conclusion, the first sub part of the first
rc%z

resq& jective is fulfilled. ™

he second sub hypothesis that is associated with the first research objective, is
S

ted to the effect of the training and development on the performance of academic

staff “H1b: Training and development has a significant positive effect on the
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performance of academic staff in Jordan”. The findings of hypotheses testing showed
that training and development significantly affects the performance of academw.
Academic staff who receives adequate and proper training will affect posi Is or
her performance in term of teaching and research. In Jordaniaﬂ&text, the

performance of academic staff will increase if the training and devel@pment practices

increases. \,

The positive association between training and devel

and! performance of

nia uM@ this

N
- In additi he’un'\%/?rsities

academic staff in Jordan is related to the fact that the J
sample, has official and comprehensive training

i _ 4 i i
conduct training program for the new hires sta d thisstraining is

T
beneficial for the new academic staff to tw eir resea‘\a and teaching.

As a result, the training and development, of skills and pabil of the Jordanian

. A %) A _
academic staff helps in improvi resea e iﬁg performance. In line
6 e,

with the above findings, the iterature_agreed that g{gfraining and development

of academic staff is essenti e improv tin @formance of academic staff. It
J

o))

[
also agreed that trainir‘%c ange L}ie@/?. skills of academic staff and can
enhance their Iea@@my apd\ities (@énim-Boateng, 2021; Lim & Ahmad,

o

2021; Suwant = 1). |
EN . o (')
It is@ learning method supports the acquisition of new skills and
’
w i

capab:tl at helps proving the performance of academic staff (Guerci,
Radaelli,"Siletti, Cirella, &‘R(;?m Shani, 2015; Irshad & Afridi, 2011; Khan &

%d, 2015). Researchers found that effective training and development programs

01 policies can be a critical factor in improving the performance of employees

(Albloush et al., 2020; Malik et al., 2019; Olson et al., 2018; Twumasi, 2018).
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From Islamic perspective, training is critical. Clearly, the prophet stated that
“Allah will be pleased with those who do their work in a perfect way” (Hafldw
2006) indicating that Muslim have to be prepared and do perfect i \h job.
Accordingly, it can be concluded that training and development are |ﬂ;@nt for the
performance of academic staff in Jordan and the increase in tralnlngmevelopment
will lead to an increase in the performance of academic staff i Jor . This confirms
the that the hypothesis is true, and it fulfills the secon f trle first research

objective.

The third sub hypothesis that is related to st'research obj tlJe_xtaposed

that promotion has a significant effect on the p ic staff in Jordan

T
“H1c: Promotion has a signficnat posmvtw ‘EE}cademlc staff
in Jordan”. The results in this study SN

performance of academic staff n. P

é
performance of academic sta@:re int of promotion will affect
positively the performance l?ode staffd orda

The positive effect of promatiaft e# mance of academic staff in Jordan

_.:
2)’
—

o}
>
—
—
o
D
>
=
QD
>
(@]
@D
—
=
D

ﬂ

could be related t \wt tha‘ univ smes rdan utilize a fair promotion policies

that is based M Injadditio t le a |c promotion in Jordanian univeristies is
foIIowmg sdefined carger Jlad e&ﬂhd this promotion is associated with fiancial
4
rewar 4
\“7

mdmgs of previous studies agreed with the findings of this study. Job

@mame of academic staff is highly linked to the satisfaction with promotion

licies (Shahzad et al., 2008; Alfagira et al., 2017). Thus, when univeristies

implement a fair and merit base promotion, the performance of academic staff will
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increase (Ologunde et al., 2013). This finding fulfils the third part of the first research
objective and confirms that promotion is an important component of HRM WH&

that leads to better performance of academic staff in Jordan. (’}

The fourth sub-hypothesis in HRM practices proposed thﬁrormance
appraisal has a significant effect on the performance of a%' staff “H1d:

performance appraisal has a significant positive effect erformance of

©

ed that the effect is

pro in.g\tﬁedrjor nce

= =ea

academic staff in Jordan”. The findings of hypotheses testi

positive and significant. Performance appraisal is vital fo

_ _ _ _ >
of academic staff in Jordan and the increase in th |'of perform a!;pr.\cl%l will
lead to positive increase in the performance of ic ste.ﬂ’.'\ \/‘Z~

T
iSal and %erformance of

ap r@l in the Jordanian
RC

The positive relationship between fpe an

academic staff is related to the notion%e pe.foqn
universities focuses on the devel;;egea ofnt)%ai |tie§:§‘the academic staff. It

4 Cﬁ
appraisal that aims to assess fairly

also a result-based appraisal havio

the performance. Findi gsw stuiy IS lsi&e@ﬁx\mith the findings of previous
; ta

studies that examine relat\iﬂ i ubteﬁwen performance appraisal and

performance of 9@&0 s@ious 4»'@?es found that efficient performance
N
appraisal is efggﬂbgand positi y" alss%&éd with the performance of academic staff

(Jouda et In prder fo un'u&iity to improve the performance of academic
z N
staff, wive perfo ane'e appraisal must be applied (Turk, 2008; Turk, 2010).
Y

y identifying the effect of HRM practices and its components (selection and

‘%ment, training and development, promotion, and performance appraisal) on the

rformance of academic staff in Jordan, it can be concluded that the HRM practices

and its components have positive impact on the performance of academic staff in
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Jordan and the increase in these practices will result in a positive increase in teaching
and research performance. This has answered the first research questions and w

the first research objectives. It has also confirmed the H1, H1la, H1b, ch®d are

supported. A

5.3.2 Objective 2: Self-efficacy and performance of acade

The second research objective aimed at finding t ctof sglf‘\ef‘fgcy and its

components on the performance of academic staff . The re 'bQE{:tive
C;)
stated as “To identify the effect of self-efficacy perform ce aca ic staff

in Jordan”. In accordance with this research ob tive,

sub hypotheses were proposed. The fws(mai yp f:ﬁﬁis

self-efficacy on the performance of acade sta inJ

a1 hypot \fs and four
X

dict: {the effect of
§ &Qve and significant

“H2: Self-efficacy affects posit V% ;Ee )erf 'ch staff in Jordan”.
The findings of the hypo testin apteri‘sﬁowed that self-efficacy of

the academic staff is i tgt predlc#Jr of g p ance of these staff in Jordan.
High self-efficacy W II result’in r of academic staff, and it will lead

to better researcf&e ching per; man@lerefore the increase in self-efficacy

will Iead to a e thée p an f academic staff in Jordan.
T ve eﬁe t o;}h s |cacy can be related to the high verbal and
verbal su sion of the acade staff as well as their emotional cues. In line with

\
t \wdlng, previous studies found that self-efficacy is important for the
organizations as the high self-efficacy led to higher performance, which in turn
increases the organizational performance (Chung et al., 2021; Liberatore & Wagner,

2021). High self-efficacy improves the expectation of employees and increases their
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responsiveness as well as problem solving and decision making, which result in better
employee performance (Chung et al., 2021; Park et al., 2021). Other studies alsw
the important effect of the self-efficacy on employee performance (/@6\021;
Redifer et al., 2021). Bandura (1998) in his theory predicted that selfﬂky is vital
for the performance, motivation and satisfaction of employees with their works. This
has answered the second research objective and lead to a conclusion that the self-

efficacy of academic staff has a significant effect on th marlce of academic

staff in Jordan. .\d

The first sub-hypothesis of self- efflcacy@fed th ef’ecl\ca past

I 4
experience on the performance of academic s osw{ a: Pa@&.experlence

T
affects positively the performance of acatwaff in“%ord ) The%hngs indicate
f

&
that the effect of past experience on th
1 e@uce has a significant
C.)
0

demi ff is positive and
significant. Thus, the hypothesi Cf)cepte
relationship with the perform academic staff iff J 3@7
A

0
The significant fechast Xper e be related to the fact that
experience of academic staff in % dn‘ Ie, is based on their teaching of
subject and worl@ene@h sho@m the background that they have at
N

IeastworkingeMnce fmo r‘m_ah u%y@ars

T%%@s are in agreement.with the findings of previous studies. Previous
4
studi ﬁ t

ed that the past %) ience of academic staff is important not only for
formance of the staff khalso for the performance of the universities (Baron,

D

—h

; La|, 2012; Green, 2012; Haddad & Taleb, 2016). Researchers also found that

0 past experience is important for the performance of employees. In the study of

Spanjer and van Witteloostuijn (2017), past experience has affected the performance
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of employees. Teachers’ past experience affect the performance in the study of Rashid

(2011). Thus, it is concluded that past experience of Jordanian academic stawm

important predictor of their academic performance. \
The second sub-hypothesis of self-efficacy proposed thatt%wcanous

experience will have a significant effect on performance of a%& staff “ H2b:

Vicarious experience has a significant positive effect on the p?m nce of academic
S

staff”. The findings of data analysis showed that the hypo no' true. Vicarious

experience did not affect the performance of academic staffy Th ase ,QLthe
decrease in vicarious experience has no effect on rmance o adém.k&?taff in
Jordan.

A possible explanation of the |nS| |f eff ct of riou erlence could

be related to the fact that academic staff rda do r? cept@fallure or the fact
that some other academic staff to e ert h g or researching. The
insignificant effect of vicarlo e ience is\not ons W|th the previous studies.

I

individual as propose an ura’ )o‘ observing others like themselves

Vicarious experience hﬁs a rf act'on' th -@ ormance of organization and
y

perform tasks, i v S mzlke Ju gmen out their own capabilities (Holleb,

N
2016). Vicari er| ce in slad &)r(d/affected positively the self-efficacy and

performa acher (J|9e z §d la Fuente, 2016; Wagler, 2011; Haddad &

Taleb, Neverthe SS, reV| studies also showed that vicarious experience
ca:K ineffective predlcto?“ca self-efficacy and performance. For instance, in the

f Paton, Johnston, Bebbington, Lai and Houghton (2000), vicarious expeirence

0 not affect the self-efficacy or the performance. In a more rleated study to the

context of this study, the findings of the study of Looney (2003) showed that vicarious
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experience has insignificant effect on the performance of teachers. Thus, in the

context of this study, vicarious experience has insignificant effect on the perf:

Ow
of academic staff in Jordan and H2b is rejected. (’}

Social or verbal persuasion is the third components of self-efficacy and it
proposed to have a significant effect on the performance of academi %m Jordan
H2c: Verbal persuasion affects significantly and positiv performance of
academic staff in Jordan”. The findings of hypotheses testi vl at the effect of

social persuasion on performance of academic staff Jordan | ulvgz_and
significant indicating that the increase in the soci suasion will r, It'n.&"ﬁbsmve
increase in the performance of academic staff i |

This positive effect may it comes from b||| ft cad 5 staff to pursue

their students to be more involved anm anKth? f- e& y as well as their
@’(thls finding, previous

behavior and interest in the cours hex‘
studies showed that the verba ial perSwasio affe Q\-/eral aspects of employee

performance such as th teaWperfo’man ene@}ZOlG) the clarity of tasks and

the performance (Had a aleb, ad‘( QE?ICG (Lamarche et al., 2014) and it
improves the perf of @es (W@ et al., 2016). Thus, it is concluded in
this study tha c ic staff wi rig aI persuasion will have a better teaching
and resear n. \(J

J’

part of th secon pothe3|s in this study is related to the effect of the

nal cues as a component of self-efficacy on the performance of academic staff
ordan. The related hypothesis proposed a positive effect of emotional cues on the
formance of academic staff in Jordan “H2d: Emotional cues has a signficnat

positive effect on performance of academic staff in Jordan”. The findings of
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hypotheses testing showed that emotional cues is important indicators of the
performance of academic staff and it has a positive effect on the performance. i
is concluded in this study that the increase in the emotional cues of the a@staff

will result in a positive increase in the performnce of academic staff in

The possible explanation of the positive effect of emotional csz is due to the

so that it can be reflected on their performance in ter

Previous studies agreed with the findings of t@y.
4

Haddad and Taleb (2016) showed that emtio

h th'@!asut, the study has managed to

the performance of academ In Jardan.
. o PN | .
fulfill the second re bjectlxﬁ 30 confirms that self-efficacy and its
components verb& ocial pers\lt)n an otional cues only are the important
predictors of tEﬁ{fo n(‘:'e geml@ff in Jordan. Accordingly, H2, H2c, and
rt

H2d are su n thi§ study. @)
QE. NS
fv7/¢ $

A%
N
S
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5.3.3 Objective 3: Moderating Role of Nepotism between HRM Practices and

Performance of Academic Staff Yv
The third objective aimed to identify the moderating effect of nepStL?Neen

HRM practices and performance of academic staff. In line with this objective, the

hypothesis was stated as follows: Vz

H3: High nepotism will reduce the positive ef ectWM practices on

l

performance of academic staff. .\d
The findings of moderating testing of nepotis owed that ne iT] ‘rEgEFate
the effect of HRM practices on the performanc&deryic;ﬁ J@n. This
indicates that the increase in nepotism as a m&a.tor \I'ead to aydecrease in the
positive relationship between HRM pr. c@g pe Wm e of aCademic staff. The
significant negative effect could b hth iongtha H&/Qpractices is highly
affected by nepotism in ter‘n@ mc%nm an@elslection, training and
offmance

'] %
development, promotion, and isal. 'Iﬁ%egative moderating effect

N
is a normal result since %demic taff I]o § no influential networks and

relationship with the m e M,@ in degeion making will be affected by the

N,

nepotism in the Mty. §

| &0
Previou%s a ree‘% the f@; ings of this study in term of the moderating

o

effect of%k‘ m. For Dﬂge, in.thevstudy of Sulieman and Rjoub (2018), nepotism
: x

has &ga ive moderating &)ﬁect between selection and recruitment and job
@ame of employees. In addition, previous studies found that nepotism has a
negative direct effect on the organizational justice (Segilmis & Uysal, 2016). Other
deies also found that the effect of nepotism is negative on performance of employees

in Jordan (Abdalla et al., 2002). Thus, the third research objective is fulfilled, and

e

o
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nepotism is a negative moderator between HRM practices and performance of

g
A

5.3.4 Objective 4: Moderating Role of Nepotism between Self- E@and

Jordanian academic staff.

Performance of Academic Staff

The fourth objectives aimed to identify the mo atIR effect of nepotism

between self-efficacy and performance of academic Jorda ,n ling with this
objective, the fourth hypotheses also proposed that tism will neg eily rate
the effect of self-efficacy on the performance of ac ic st T

Y

H4: High nepotism will reduce th ve effe sel@lcy on the

performance of academic &H
The result of the hypothes ting shh\yg% a n&ﬁ}nsm has negatively

\
moderated the effect of self- ef‘%v t perfo ce cademlc staff. Thus, the

i [ i ator ﬁ lead to a decrease in the
relationship between s erfo “e\hcebacademlc staff in Jordan.
’ &

The p035|l e natioh

O,o

e significant moderating effect of nepotism
N
between self- @ a r]cea()_academic staff could be due to the wide
' 4

spread of ome on in the M@e East countries in general and in Jordan in

partlc de{pr ade g%%fference between those who perform well with

N
perform less. Tfm&)thls has made the academic staff not willing to

tlate themselves from other since their efforts are not being rewarded and their

Oﬂtlve behaviour is not recognized by the management.
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In line with the findings of this study, the study of Se¢ilmis and Uysal (2016)
indicated that nepotism moderated the effect of competence on organizational?ﬂce
Overall, it can be concluded that the high level of nepotism in Jordanfis ting
directly and negatively the performance of academic staff. It moderas;@ effect of
HRM practices and self-efficacy on the performance of the academiggstaff in Jordan.

Thus, H4 is accepted. This has fulfilled the fourth research OQIM To this end, all

Overall, this study has confirmed the hypotheses and¥ulfilled th c‘,tivg%To

. . L t.} .
summarize the result of the hypotheses testing he" causal re nsh n this

study, Figure 5.1 shows a summary of the hy;?!s aw tus i{r:;z;raphical

illustration. It can be seen that the eEW—IRM“Pra i¢es on':&rformance of

the research objectives were fulfilled.

academic staff is significant and H1 is d. Simila FigL@.l shows that the

. %) A .
effect of self-efficacy on perfor, of a taff s, accepted and H2 is
# S

accepted. For H3 which repr: e moderati e'ffeq@t’ nepotism between HRM
X
th

practices and performanc adetic staf e “Aypothesis is accepted. H4 is

I
accepted because the%r ting 'e

ect }r&, ism between self-efficacy and
performance of aK’ staf@‘rcant. é}
('} ,?'_l %(SQ
Q- jr) &
RN
<
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Recruitment and Selection

Training and Development
HRM Practices
Promotion
Performance Appraisal
Nepotism
Past Experience
Vicarious Experience
Self-Efficacy

Verbal Persuasion

Emotional Cues

present the summary“ef, the

f

( ¢
T X S@lpmary of the Study
AQ' N
Rese% Res < Hypothesis path Sig  Results
i

object guestio _Y'

To the  Whatare th%f)" HRM Practices>Performance of  0.000  Accepted
effects of HRM  effects of HR Academic Staff
es on practices on Recruitment and 0.000 Accepted
ance of  performance of Selection->Performance of
emic staff ~ academic staff Academic Staff
in Jordan. in Jordan? Training and Development 0.000 Accepted
—>Performance of Academic Staff
Promotion ->Performance of 0.000 Accepted

Academic Staff
Performance Appraisal 0.014 Accepted
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Research Research Hypothesis path Sig Results
objective guestion
—>Performance of Academic Staff
To identify the What is the Self-efficacy > Performance of

effect of self-
efficacy on the
performance of
academic staff
in Jordan.

To investigate
the moderating
role of nepotism
between HRM

practices and
performance of
academic staff

in Jordan.

To examine the
moderating role
of nepotism
between self-
efficacy and
performance of
academic staff
in Jordan.

effect of self-
efficacy on the
performance of
academic staff
in Jordan?

Does nepotism
moderate the
effect of HRM
practices on
performance of
academic staff
in Jordan?

Does nepotism
moderate the
effect of self-

efficacy on
performance of
academic staff

in Jordan?\

0.000 &%ted
Ojk ccepted

Academic Staff

Past Experience - Performance of
Academic Staff

Vicarious Experience = Rejected
Performance of Academic Staff ;
Verbal Persuasion = Performarw 12 Accepted
of Academic Staff

Emotional Cues - Performan 0.000 Accepted
Academic Staf
Nepotism*HRM Practi
Performance of Ac

d.016 Accepted

@

P% EO?XC af6<
NS

(') g
" &
I'ESJS\

deployed f ure researc

public L% ies ind
thr iC universities were @én in this study as the respondents. However, due to
t \)n that each university have different number of academic staff, the stratified
ampling is used to represent the universities well. Therefore, the findings can be

eneralized on public universities and academic staff in these universities.
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Despite the fact that the study collected data from specific university, which
includes three public universities out of which 248 responses were collecteym
findings of this study can be generalized to other universities that sha@‘?@ame
characteristic in Jordan and other countries. This is because the study;QQJoyed the

stratified random sampling technique which allows for generalizingythe findings of

this study. Nevertheless, for accuracy of the generalizati N study can be
igs. '

Therefore, the findings of this study are limite t qu the

N
respondents with the ability to generalize the fi@ other jpubli ur‘i\u{s' ies in

Jordan due to the use of stratified random sam ! ovm& indi%g:;(:annot be

generalized on private universities due Wlffer
% &
purpose of each university. \ O

Ny ) o
The study included va@chﬂ% prqc%i&pbs, self-efficacy, and
nepotism. The choice of the \% i h: is Q-that have been derived in
this study. HRM practices Weasu% \ $@}nensions namely, recruitment
and selection, training%velok niotion, and performance appraisal. Self-

O

efficacy also incl@r din{ensio namii%past experience, vicarious experience,
N

verbal persu 'Nd motional ‘_c:hes('%dr the performance of academic staff, it

included @in erfofm 03\ the research performance. Therefore, the

g
- 4 _ . _
findin study sh Id'Ge viéwed based on this information.
N
n)

or nepotism, the variable is deployed in this study as a moderator. The role of

replicated to allow for confirmation and comparison of the

ces_in the cture and the

-

is

o o

= <)
o

—

o

otism as a moderator was based on the notion that in Jordan, nepotism is high, and
N

variable has been researched in few studies in the context of HRM. The findings

of this study can be interpreted in the light of RBV and social cognitive theory as well
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as the self-efficacy model. These theories and model were deployed in this study to

g
%

This study has contributed to the body of knowledge and %; in relation to

explain the interrelationship among the variables.
5.5 Implications

the performance of academic staff. The theoretical and p actwmmications as well

ow"n\?ons. The
theoretical implications focus on the contribution of ghis study ta the y'WhiQrthe

R | | &
practical implication focuses on the practical st t can be taken by tf@demsmn
4

makers to enhance the performance of acadeRgﬁff Tm{ y alse%h'cludes the
methodological contribution which main(Mg‘s 0 !t“e odological implication

that this study has provided. \ O

DEN
S

as the methodological implications are discussed i

o

-
5.5.1 Theoretical implication AQ’
\ 2

This study confrib Zto the’ body of @W ledge and the literature of
:
performance of acaw: afi. tudy d

eployed the resource-based view in the

<

BV nown to explain the performance of

context of employ
\ P 1 O
organization w studies e de&f'o?ed the theory in the context of employee
perform ce% in ’a#r in t@performance of academic staff. However, the
s
RBV can b

linked to the resegcce that the organization are using to produce the
N

tional outcome which is the aggregate of the performance of organizational
b

ers. The study confirmed the applicability and the usability of the RBV in the

thext of the performance academic staff. The use of the RBV and social cognitive
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theory along with the self-efficacy has enabled the study to develop a model that can

be tested using the analytical tools. T
Further, the study also used the social cognitive theory which inEnCu} self-

efficacy as a core variable. Self-efficacy model was also derived from“the social
cognitive theory and the study has confirmed the applicability of hzheory and the

model in explaining the effect of self-efficacy on the performaYnL cademic staff.

In term of the gaps in the literature, the study ntribu c‘to the body of
knowledge by filling the gaps. Previous studies mainly focused on thege oﬂna@e of

employees in private and business sector while rformanc of adenﬂ')u\staff in

M as con ted to the
the &rs that affect

<<

ecej uch attention and

educational institutions received less attention. s, th

literature in this field. Previous studies @’e in

the performance appraisal while perfom itself d|d
a contribution has been made by thi | r N
C.)

The HRM practices anN |cac en reééfched by few studies in the

context of academic q prewo S st |eis @d on the link between HRM
al

practices and the organizati 6‘r ce. :F@/study examined the effect of HRM
By

practices and sel orma@f academic staff in Jordan. Thus, the

study estabh@ link bet 0 Hﬁ-rg'jpractlces and the individual level of
@,
perforng‘ this, t ;ﬂy aggﬂtributed to the knowledge and respond to the

call o ers to examine thg&éct of HRM practices on employee performance.

e study also contrlbuted to the literature of performance of academic staff in
ﬁl

oping countries as most of the previous studies were conducted in developed

Q ntries. The study also solved the contradiction in term of the findings of previous

studies. Some studies found that the components of self-efficacy could have either
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significant or insignificant effect. In this study, it is confirmed that some components
have positive significant effect while other has insignificant effect. Lastly, th?!y

examined the role of nepotism which is a new variable that is being inves@ the

context of HRM. A

Previous studies are either descriptive focusing on describinghe sample or
correlational that examine the univariate relationship the variables.

Multivariate analysis such as regression has been used in udies and this study

has contributed to the methodology by examining the Causal eleeQLeen

. . . Jo
HRM practices and self-efficacy as independent ble"and the a |c_\ié?f as a

S

dependent variable. The study also manage aming thereffect ‘of/ the main

T
variable such as the HRM practices and%Wmac s well as m&ﬁect of their
&

dimensions. \ O
\1 Y
Such analysis cannot be d g i t@%ominate the previous

)

eu
] Q—
studies. Previous studies use&n\ iveIL\%S}S vﬁgh is a first-generation data
analysis tool and cannat be?ﬁlﬁyed }ffec e yfé@mplex models which include
r:. Ih’

[
mediator and moderato stuw ga examining the causal relationship

and the moderati@&of nel)otis using S.

N
The st@tri te?l' ratﬁ-rg(')by also measuring the performance of
academi&ﬂsin% y andwresearch performance. Previous studies were

unidimensiomal and use a set of@s to measure the performance of academic staff.
I WOn, the study also mea\sured the variables of HRM practices and self-efficacy
Ong dimension and confirmed the relatedness of the dimension using EFA and CFA

alyses.
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5.5.2 Practical Implication

This study examined the effect of HRM practices and self-effica We
performance of academic staff. The findings showed that HRM pra i&) more
critical and important, in term of coefficient, than self-efficacy. Univers%’in Jordan
have to establish efficient and effective HRM that can support the pxaance of the

universities and improve their ranking and reputation. Am HRM practices,

IS IS because when

, the per meg_the

universities will increase. Accordingly, universiti dan are adyi d’to.&é'éct the

selection and recruitment is the most important practi

universities select the right candidate to be an academic

right candidate to fill the right position. recrui and r'c must™be based on

the capabilities and the skills of the candlfwer th%\w any bther i‘ﬂ%kvant criteria.

<<

Promotion is the second most |mpo tH M pi esi ecision makers in
est ir

the universities of Jordan have to g ! @nerlt based promotion

ir p@ance to be promoted. In

this case, the teaching d earch per an |II improve because staff will
é : [

compete between each otherito be liabl p&) ion. Training and development are

also critical and dgcCisio al@iwse stablish training based on the need of

policy so that the academic

the academic as rpg thl@') nguage and being knowledgeable about
the resear ations and’praces ublication is important and decision makers
can workshoRZJ edUQaie and train the academic staff in this area.
P e appraisal must b\zlr and objective. Decision makers are recommended

%\e a fair and objective as well as for-improvement performance appraisal. This

Qreases the job security of academic staff and leads to more productive staff.
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Self-efficacy is important for the staff to enhance their performance. The
findings showed that only social or verbal persuasion and emotional c
important for the performance of academic staff. Therefore, managel@}f the
universities are advised to enhance the emotional cues by conducti s control
workshops and training for the academic staff. The social persuasion 18falso important,
Mportance of the
nsu'ing that quality

and high productivity is a preferable trait in Islam. .\d

® \Y‘
Nepotism is unhealthy phenomenon and universities that See i!‘creé& their
A

ranks must avoid the nepotism in all the practic?ﬂ prone& epotism can bring

and management can deploy this type of persuasion to sho

academic staff from religious perspective. This can be d

e

the wrong staff to the right position. Thi erformance of
| N S
academic staff and overall performance\ tit a@has adverse effect
. : ~ |
on the new generation and the qu edu é&he graduates. Thus, in

all means, universities are st\ advised to use ractices based on merit,
skills, and capabilities rathe elatifn%j
", \"vj
56 The Recon@&ion@udy
N0 O
The @f th stud?llﬁw@ ggest some recommendations for decision
N

makers enefit from_ this’study h&creasing the performance of academic staff in

Jordan. It also provides directio@ér researchers to extend the findings of this study.
N

\?or decision makers, the performance of academic staff is important not only
d he university but also for the society and the students. Fair evaluation must be

conducted periodically to assess the capabilities of academic staff and suggest the

training that they need to enhance their skills and capabilities. For example, using the
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technology in teaching is important. Academic staff must be aware about the use of
Microsoft office, projectors, designing courses, and teaching online. Such skrlYem

to be assessed and intensive courses should be provided for the acadeﬁy}ff in

Jordan. A

Recruitment and selection are important for the performance ozcademrc staff.

Accordingly, decision makers are advised to follow a flercY@y of recruitment.
d

Only those who meet the job requirement should be I'] light of high
nepotism, this could be difficult for the management of universities. T ﬁvqeéj,the
external influence of others on the management, @ should tu Jnl.mf%RM
and the recruitment and selection should be po ed. ords‘t&e should
be criteria that need to be meet for the r t an 3\sel n. Tllé\ criteria must
be computer based without human mter O
3 A

The Electronic HRM (E capi ea;a role in reducing the

nepotism in all HRM pr from (e‘ntAQo selection, training and

development, promotion, a min lals us universities in Jordan are
advised to study the mo};e ahe -HR o‘
In term A@e rc@ ce\ e Ianguage of research is English.

Management @}nlv rsitie \Je'to ﬁegess the English capabilities of the staff and

suggest C ac}r_o ﬁate should be provided for the academic staff
to be and emp yed; Fo:\gastmg staff, intensive courses of English language
S be administrated so tha}the staff can start publishing in reputable journals. A

performance indicator for research alone should be practices. The university

uId put research publishing requirement and staff who cannot meet these
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requirements should be evaluated to understand the reasons for not meeting the

requirement. Based on the reasons, corrective actions should be taken. Yv

N\

For researchers, there are several directions for future work o%wd the
findings of this study. For future work, they are suggested to examine the pé@rformance
of academic staff in different countries. Middle East and developing ‘€ountries are in
need for more studies regarding the performance of academYa and the effect of
HRM, self-efficacy and nepotism. Thus, replicating this st Id ble a direction for
future work. Further studies are needed to examine the perferma ce\or’adqmi taff

o . . . 4 B
using different population such as the private rsities. Futuregstu es&cg?e also

. : & o
recommended to increase the sample size so thawqene za can nnsgr:)ve.

usi g questionnaire.

This study was quantitative in n(N? c

Future studies are recommended to cm qualitativ

dy ane“collect data using

interview or focus group. Additi factor Ii a direction for future work.
o
Further studies are recommeﬂe\ incl other v@s such as the leadership

styles, organizational 'ustw'ﬂust, ')rga licga.%e\ommitment to enhance the
he: peao i

- 177}

explanatory power of t rmancg taff.

Ol @
The modﬁ@ effeet’ of otis this study was significant. Further

N
studies are r@nd to 'r!e ﬂag('}nepotism in different settings such as to

examine &Utism in busine @qization. Lastly, it is recommended to examine
vt s
p

the ot ices of HRM and find their effect on the performance of academic staff.

S S
S
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5.7 Conclusion

This study was conducted in Jordan to examine the performance of acw
staff. There are issues with the performance of academic staff in term o &}\g and
publication. These issues are caused by HRM practices as well as self-%y and the
high nepotism in the country. Accordingly, this study develo ed¥et~of research
objectives and questions to understand the impact of ariables on the

performance of academic staff. |

Building on the RBV and social cognitive theory as wel a.s\g -efficac
g g y Reacy

_ _ | O
model, the study proposed that HRM practices elf-efficacy will ha direct
4 X~

effect on academic staff. This effect is promo e\neg ively @erated by
nepotism. In order to examine thes@es jn Ifil hg\objectives, a

questionnaire has been used to collemata rom nd& #The population is
three public universities in Jorc@ataﬂc% 30”%4 academic staff in the
three universities using stratifi mplwajel&validation and reliability
processes were condu edw the’field a Se@c\tion. The data analysis was

[
conducted using SPSS and/AMOSS ng’ \zalye as well as outliers, normality,

multicollinearity, &x;loratl)ry fagtors a@Sis were conducted using SPSS. The

NS
he rﬂéﬂhrement model and the structural model

CFA was condu Injadditi

Ay Tt

e

were also using AMOS

4%

' 4
E&Aings showed tﬁ’at he effect of HRM practices and its components i.e.,

ining and development, promotion, and performance

%y

S ion and recruitment, tr

o}

raisal are significant on the performance of academic staff. The findings also
O

wed that self-efficacy and its components past experience, social or verbal

persuasion and emotional cues have significant effect on the performance of academic
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staff. Vicarious experience has insignificant effect on the performance of academic
staff. The nepotism moderated the effect of HRM practices and self-efficacyw

performance of academic staff and it has a significant negative e@ the

performance of academic staff. .\

Based on the findings, decision makers are advised to e% he practice of
d

recruitment and selection. Recruitment and selection must on the skills,

capabilities, and competence of the candidate rather n the relationships.

Training must be provided to academic staff to strengthe ir skills a pabilities.

Decision makers are also advised to eliminate the tism in the u slly.a&@adopt
% If-e X

fair and just process of promotion and perfo apw fficacy of the

academic staff should be improved and ed tg\en ce the<performance of
&
S W

academic staff and the ranking of univN ell as the coun

174



