CHAPTER 2

LITERATURE REVIEW A
2.1 Introduction z l

This chapter reviews the literature related to the pe ance o emic‘?mff.

N
The chapter consists of six sections. First sectior@ces the ch er‘fouoiﬂed by
$

the review of the performance of academic sta tlnm d fr%.mg*vorks are

discussed in the third section, and it inel he studi at h examined the
2’ n

performance. This is followed by the u

section. The fifth section presents Ccuss t %development followed
6 v,
es

by the conceptual framewor ixthwsection. ‘fhe@ section summarizes the
X
chapter. Yv ,é\

2.2 Performa@ade@

N
N o) r.%;’
The im ce of perf afce,is i creasing due to its ability to increase the
0

“—-—-
N
e,

O

effectiv%kd effic end:' izations. The high job performance enables
X

org@)n to achieve their\g@ectives and ensure that these organizations survive

a Ne. Due to the increasing competition among organizations, both educational
al

services, it has become imperative for the organizations to improve their

Qferformance and focus on their human component to ensure excellence and prosperity

(Alaarj et al., 2016).
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Employees’ job performance enables senior management to assess the
performance of the organization and to develop programs and frameworks tweun
help in improving the overall performance of the organization (Salau et al \7 The
job performance of employees is important in all organizations, buﬂ;quortance
increases in educational organizations in general and in universities in particular,
because the pivotal role played by the academic staff of th UMIIQS in creating
and nurturing future generations that are capable of ad Xh'e fountry and the
society. Thus, academic staff has important role and contributes to t t‘y in term

of teaching and conducting scientific research tha eases the ician@f the

university and society (Dhillon et al., 2015; Gh aIsZ\Jl .\,Y'
T

Given the importance of the peE of?cad ic st this study is
C

devoted to examining this variable a ademic

in ic universities in
Jordan. This section is devoted t %ssmg-a;ﬁvxw-
0

A
context of performance of ac IC staff., The ct‘fon@ discusses the definition

evious studies in the
and the measurement of per?aﬂce o’ aca c stz@

2.2.1 Definition @

There a ny d f|n|t| ﬁat ac@related to job performance. Jamal (2007)

defined @ce 2 bylc |on.éht an individual can successfully perform within

frame normal constrai s\and available resources”. Performance is defined as

omphshment executlon carrying out, working out of anything ordered or
rtaken leading to outputs/ outcomes (accomplishment) or achieving of results”

S :
rmstrong & Taylor, 2014).
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Other definition of performance was given by Hafeez and Akbar (2015) who
defined performance as “the achievement of specified tasks measured t
predetermined or identified standards of accuracy, completeness, cost and@ The
three above definitions refer to achieving the goals and objectives wit)Agspecified
framework, time, and cost. For instance, the definition of (Armstronmylor, 2014)
refers to the accomplishment of specific task that within a thime as the job
performance. Similarly, in the definition of Hafeez and am (2015), the authors
refer to the task achieved associated with cost, comp ess, nw‘his study

its the purp dftﬁ\@t?;dy.

ev%’ el o@falication
i ava aé;tr;sources of

il
)

| A _
léd as the teaching and
(.)

adopts the definition of Jamal (2007). This definitio

This is because academic staff have obligatio

and teaching within a specific period of

classes, projectors, databases, and seaW’ S.

In this study, performance %demi&\%s?
@
staff wi

research outcome of the aca ff within aJpétio one academic year. The

K\

he @& is the research performance

construct is measurement dimlnsio

which is the overall re%a tivitie;s

authoring books Qﬁ‘ti‘:ipa*“g\onfe@s locally and internationally. The
is

second dimen is the te erfarmiance which is related to the teachin

Eﬂ?\ PP C;()Ba 0

activities ethods that ed %_the academic staff to teach his or her students
cu

s
\A

[
fa a‘ea%zk staff in term of publication and

s@he measurement of performance of academic

%
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2.2.2 Measurement of Performance

The process of measuring the job performance of employees prowde@
to both the staff member and the organization. Rewards systems and mcir%can be

linked with the performance so that assessment systems become an¥incentive
instrument that benefits both the employee and the organiz tiomuke (2015)
suggests that performance evaluation represents the systemati scription of the
strengths and weaknesses associated with the job, both in Iy z‘nd collectively,
to serve two basic purposes in the organizations: to dev th per nce g_the

staff, and to provide managers and employees necessar f(’rn;mc'bn for

decision-making. Yv T
Performance of academic staff(vN]i eal und g studies as

unidimensional and multldlmensmnal Se I re earc ave LQ performance as a

K'Y

unidimensional such as in the studi en hrEQXZOM) who used three
questions to measure perfor C ;i!rﬁij f. Similarly, the study of Salau et
al. (2018) used perfor anwacadimlc aff a N dimension. Ali and Musah

[
(2012) also used one nsion. -ﬂp;@aches were followed in several

previous studies z%ah etlal 12; Kij @ 2013; Victor and Babatunde, 2014;
N
Hussain et al;MV ankha zll . éﬂ, Masa’deh et al., 2017; Igbinoba et al.,

2018; LiLi
d LT
udles have measu performance using two dimensions. For instance,
2

i study of Tirk (2008) performance was measured using teaching performance
‘%uahty publication. Similarly, in the study of Turk (2010) teaching and

Ilcatlon were used as dimension of performance of academic staff. Ali (2012) used

the teaching and research activities as dimensions of performance of academic staff.
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Dhillon et al. (2015) used the scholarly publication product as the dimension of

performance of academic staff. Cadez et al. (2017) measured performanc?!g
teaching quality and research productivity. (')
Three dimensions and more were used also in previous studie%sna et al.

(2009) has used teaching, scholarly endeavour, and service to the Ez'versity as the

dimensions of performance of academic staff. Zhou et al. (

rmance of academic

Ve € Q@me

N
dimensions of teaching, research, and services. ira‘et al. (201 Is‘) u\ce? three

teaching, research, and social service as the dimensions

staff. Similarly, Ologunde, Akindele and Akande (

N—r

dimensions namely, teaching, research, and

studies have used more than three dimcw

Mugizi (2018) where teaching, super\N

community services were used a: Q’mensi
é
Similarly, the study of Mas@.

research, publication, and c'?uation is th
staff. % \‘, 2
It can be&Nat drformance o&;ﬁ

N

construct, andc't to be meas (:lglus@g-different aspects that focuses on the tasks
ta ﬁ-ﬁ

se of one dimension might not accurately

and dutie@ academic
4 o
meas erformance. Afnongzrhe multi-dimensions, it can be seen that all the

N
mﬂ nts include the teaehing performance and research performance. Thus,

§wo dimensions are adopted in this study to measure the performance of

demic staff. This is also because the academic staff in Jordan mainly has two tasks
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that include the publication of articles and the teaching of students. Thus, this

selection suits the context of academic staff performance in Jordan. Y’
In the previous sections, a discussion of the theories rela%Erformance of

academic staff was conducted. In this section, the

2.3 Existing Frameworks of Performance

od at examined the

performance of academic staff are reviewed. To sele elated r'icles, eywords
such as HRM practice, performance of academic staff, self-efficacy, nep tiSm,‘gnd a
>

combination of these words were used to find arti elated to the topic of tﬁ‘re study.

?ISK d nonaﬁ\mjvlzsh, non-

ing@articles. The

t. Aswa’result, 22 articles

N

were excluded because they focused on iff'e‘r t@&tudy. A full review of
q

69 articles was conducted anﬂ r ZLgejxere uded. This made the total

articles 43. Figure 2.1 Efomproctjeln@\d selecting the articles of this

As a result, 209 articles were identified. Duplieated a

related articles were removed. This h%\s‘ed i

remaining articles of 91 was reviewed itle and

)
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Keywords: HRM practice, performance of academic staff, self-efficacy, nepotism L

‘, ,, LN

[ Web of Science ] Science direct & j

google scholar

v Y
_ Y
209 articles %}T |

First screening: related
articles, English,

v duplication
L 91 articles P ’ f ' —\
>

Second screening: title and

P
<

abstract
\
‘ 69 articles
J Third screening: full
readin
@ g

43 articles A
‘ Ny

& .-L}.-E§

Figure 2.1: Process of Refining the Articles

\

of t revie ed tﬁdies can be found in Appendix A. Previous

studie 4@ to fﬁi j‘actoQ. hat affect the performance of academic staff.
wlina and Raza (2009)~céiam|ned the performance of academic staff in Qatar

nd that teaching affects service performance while scholarly endeavour did not

ct the teaching or service performance. Turk (2008) in Estonia related the
performance of academic staff to the appraisal system and the compensation. The

findings indicated that compensation and performance appraisal has increase the
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performance of academic staff. Another study was also conducted by Turk (2010) in
Estonia found that Performance of staff must be evaluated annually, and quaw

quantity of the workload must be assessed as well as the publication in @pact

journals. A

Salau et al. (2018) in Nigeria also examined the effect of talent management

talent management improved the innovation performanc f wlwich resulted in

better organizational performance of universities. In Malaysia, Ali an sah (2012)

N
related the performance and job satisfaction of a@?stafft q y’:ult&?% The

results of their study showed that quality c and\j,é onentsyaffect the

performance and job satisfaction of acadeEM. °\

Victor and Babatunde (2014) in erlw at n@vation affect the

A
performance of academic staff. Iérda ) Mﬁl Chyet'al. @7) examined the effect

&

k2]
perf ce on the performance of

academic staff. The fiidinWWed
e

which in turn affected

(2018) also exa@he e*ect kno@ge sharing and computer mediated
N
communicati;Ne perform ‘gbf eédémic staff in Saudi Arabia. The findings

indicated nowledge / shari (Jand computer mediated communication
VA
signifi Whance re ard‘ produrctivity at Saudi universities.
N
N\ S

hou et al. (2010) discussed the evaluation and measurement of performance of
emic staff in China. The finding showed that performance of academic staff can
0 evaluated using three dimensions that are the teaching, research, and social

services. Researchers also examined the effect of certain variables on the performance
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of academic staff. For example, Dhillon et al. (2015) investigated the effect of
personal factors, environmental factors, and behavioural factors on the sw

publication production of academic staff in Malaysia.
The findings showed that personal, environmental, and behawmﬁtors have

significant effect on scholarly publication production. In Nigerlwgnde Akindele

and Akande (2013) investigated the effect of university er , moonlighting,
0

welfare, condition of work, attitude, promotion, and infras

of academic staff. The findings showed that the per an eM,wl{?_do

moonlighting (work for second job) is dlffg®m thase o'dckbn’ot do

moonlighting. Yv '\,‘Z~

n he performance

v

Nadarajah, Kadiresan, Kumar, Kanqw S f?‘\(z in %ﬁyma examined

the effect of HRM practices and career op ent o pe_r{ ance of academic
staff. The authors proposed that r Bex d to contribute to the
job performance and career d ent 0 | s L|L|n (2018) investigated
the effect of leadership styl nlzaional l mit t, and self-efficacy on the job
performance of academlc staff in hl.ﬂ ﬂh s indicated that leadership style as
well as organlz omnlltmen and efflcacy has strong effect on job

conceptua at the individual 4&-:-(ors which include job satisfaction and work

’ <>

stress: S the wo env'lronﬁQent factor which includes salary, rewards, training,

performance elc %I}IIC@')&/ Alfagria et al. (2017) proposed in a

N

u policy, promotion, ~fgejllltles work condition will have a significant effect

0%@

erformance of academic staff.
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HRM practices in business studies outperform the studies in academic
institutions. Olson et al. (2018) examined the effect of fit, selection, tW’
appraisal, and compensation on the organizational performance @ness
organization and found that the level of application of HRM practices‘!;hgp positive

changes in the organizational performance. HRM practices were alsoyfound to have a
significant effect on the financial and subjective performan Nnish companies
(Triguero-Sanchez et al., 2013). Triguero-Sanchez et al. ( tYli'ca e that the effect
of HRM practice is stronger on the subjective per ance Mﬁlude the

individual, group, and organizational performanc mpared wi tﬁe @ncial

performance. \" .\/T
T

Garg (2019) examined the effec eror nce_ work ctices on the
% &
organizational performance of compaN ndia incl g educational institutions.
A

The findings showed that perfo r‘@ WW@}S
é

organizational performance. | an, the.effectiof’ an@lEdge management on the

K\

(&significant effect on
c.)

knowledge management p?inance land ' per@nance of academic staff was
bk
investigated (Masa’de%, 2017)9 vh.ej:dirl%/ indicated that KM process affect
KM performance in turr| a e jobéﬁormance of academic staff. Hamid,
& _ o
Maheen, Chee d Yaseen 'foggd)hat the HRM practices has a significant
¢

effect on t@rga zational performan€e,

18) reviewed !ﬁe literature related to HRM practices and organizational
: S N

ou&q. he findings showehc:f}mt HRM results in several organizational outcome
‘és money and market performance, operational performance, and worker
Ospective and behaviour. Wang, Zhang, Tian and Zhang (2016)proposed that HRM
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and organizational culture will have significant effect on the organizational

performance. Yv

Saridakis, Lai and Cooper, (2017) conducted a meta-analysis stud &’ effect
of HRM and high-performance work practices on organizational performance. The
findings showed that there is a positive correlation between HRM andyHPWP as well

as organizational performance. Zhang, Edgar, Geare and O’K 6) examined the

entrepreneurial orientation (EO) and capability base or" organizational

performance of business organizations. The findings ed | that r;tereéllon

between entrepreneurial orientation and capab@sed r‘om)g ce is
4

positive. In addition, EO and HRM affected the izatienal p rmanb&/

he EL and market

nce. Q findings showed
-

that business strategies interac h H%st i
g @t P d\)‘l.
edeh,to

motivation which in turn wil\ morespro ctlvmﬁd improve the operating
performance as well as the Wand 4 |m5a§udy was conducted by Lerory

et al. (2018) to examine th effe% fni&;adershlp on employee’s outcome.

The study sugges am@RM n%the leadership and their interaction to

N
increase the e s utgomey | O
? (J")
Mo es were £0 uc{@ to examine the effect of HRM on the

enhance the skills,

& ol
organl tlo performance. Incth)\e%Yudy of Ali et al. (2018), the HRM has significant
N

on organlzatlonal performance and employee relation climates mediated the
ct of HRM on organizational performance. Rana and Malik (2017)examined the
ect of HRM practices on the organizational performance. The study also examined

the application of Islamic principles as a moderating variable.
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The findings of Rana and Malik (2017) showed that HRM practices such as

recruitment and selection, training and development, compensation and perfo

“q

appraisal has a significant effect on the performance of organization in istan. |

>

45

addition, application of Islamic principle moderated the effec RM o

>

performance.

{4

In the context of the performance of a university; us studies also

examined the performance of a university. For example, : dez-'.épez, Rodeiro-

Pazos, Calvo and Rodriguez-Gulias (2018) examine

(¢]

ect powledge
N
izatiopal si!;n.{c?i the

management, human capital acquisition, a

g
organisational performance of Spanish umver?ﬂhe% ndICY" that KM
has significant effect on performance thro Woluti&‘ as ediarsé\
S )
Sanchez-Barrioluengo Bennem(m%ei ine& e organizational
performance of UK universities res}]te% % tri &On to knowledge. The
'céa

findings showed that acade\

improve the regional aEd Weneu

o
rtlants.creates Ké@*’ engaged university and

1al parform of universities. In Colombia,

I
K Mﬁ(&}(ZOl?), examined the effect of
intellectual capitey@bperfolmanc of un&v/%ities in Colombia. Human capital and

N
relational ca 'Nwe as st fal @%Di’lal are critical for the performance and
rsiti O

p= =

Cricelli, Greco, Grimaldi, jand

—
o

%

innovatio mbiag uni eSA

b o
ing (2010) exa ine({ tc;he\?f?ect of HRM practices such as recruitment and
N

a ion, motivation mechanism, participation, and performance management on the

ching and research performance as well as the organizational performance of
inersities in China. Figure 2.4 shows the conceptual framework of Xing (2010).
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Staff
satisfaction

Staff
recruitment
and
allocation

Participation

Motivation
mechanism

<V , o,
Y_. \‘.‘o‘sz:e%};g (2010)

arch Performance

Rﬁallocation, motivation

The findings of the study showed that the:M

mechanism, participation, and E@ ce fana Tent t@significam effect on the
> ? &

performance of universitiesNe T mentand allocation, motivation

S
mechanism, participation, and, performanc mﬁr@nt affected the teaching and
'3 s
research performanw | "ehe\ T an(gdcial satisfaction and the financial

performance of @ersi '

&
§ l
The %ance f ac er{icet}af was also examined in few studies. In

O
S
Vietnar% fect Of ‘?yee p&cipation in decision making on the academic
L 9
perf ce of staff was exa@ﬂ’d. Findings showed that employee participation in
\m making has a positive effect on academic staff results. Organizational

earning moderates the effect of employee participation on academic performance.

he level of HRM practices in universities was examined in the study of Allui and
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Sahni (2016). The findings showed that the level of HRM in Saudi Arabia is low and

need more attention. T
Shahzad, Bashir and Ramay (2008) investigated the effect of HRSQ};S on

the performance of academic staff. Findings showed that compensation practices and
promotion practices have strong relationship with perceived e% performance.

Performance evaluation practice has insignificant relationﬂ'Yw

xan‘ne the effect of

the perceived

employee performance. Jouda, Ahmad and Dahleez (2016

HRM practices on employee performance. The findings ed thM’qneQé_and

N

selection, training and development, compen;@d incentiyves, !)er.er ance
: N P 4

appraisal has significant effect on employee per?ﬂ!nce. g

Few of the previous studies examirewfefﬁ a!a/ epotism in the context
of educational institution. Bandura (1mvelqud?y ciignitive theory and

included the self-efficacy as a ¢ oant ((‘)V%o
% a

q
indicated that the source of s&

ter research, Bandura

cy is'mast ex@ce, vicarious experience,

lar&-@leb (2016) examined the self-

he @s,t experience, vicarious experience,

elf-K
verbal persuasior@mti@. Con al framework developed by Haddad
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Independent Variable Dependent Variable
(Self-Efficacy) (Performance)

- Organization and
- Past Experience Clarity . . <
- Vicarious - Analytic Way of
. Teaching
- Ver hdl Persuasion - Synthetic Way of

- Emotional Cues Teaching
- Dynamism and
Enthusiasm
- Interactions with
Students

Mediation Variable
(Demographic
Variables)

Age
Income

Academic Rank

~

&
' H d@ and Taleb (2016)

&And Clarity

Figure 2.3: Effect of ca%/

The findings showed elf eilcac a o@ruct as well as its dimension

N
such as past experlence Vi rlous e e-‘a(q}lverbal persuasion have significant

effect on the perf of fz'culty emb?gthe Jordanian university. In addition,
A
the findings s tha ingo ai¢ @&Jcademic rank has insignificant effect on
the perfor facu member. ééj
I cacy as a edlat s examined in the study of Tshuma et al. (2017)

)

b w susceptibility, severity, barriers, and perceived benefits. Self-efficacy
lated the effect of susceptibility, severity, barriers, and benefits on behaviour. The

ect of self-efficacy on job satisfaction of teacher was examined in the study of
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Emin Tirkoglu, Cansoy and Parlar (2017) and they found that self-efficacy is

important predictor of job satisfaction. Yv
Little studies examine the nepotism in the context of educational is(’ﬁ}m. In

the study of Arasli, Bavik, and Ekiz (2006), the effect of nepotism, HRM, job
satisfaction, and quitting intention on word of mouth was ex% The findings

showed that nepotism affect HRM, job satisfaction, and quitti ntion as well as

word of mouth (Arasli et al., 2006). In a comparative st nduc#ed by Abdalla,

pot mM,eff t of

. - - A
HRM in Jordan and USA. The findings showed the perceptio R.h&?about

Maghrabi and Raggad (2002), the authors compared th

. : . 4 :
nepotism in Jordan and USA is less positive an?!&lo b&% . AdiSayOsabutey,

T
Gbadamosi, and Mordi (2017) conducted%f@loratow S to ids&fy the factors
&

that affect the employee selection. TM that @ta system policy,

favouritism, ethnicity, age, an er di 0 Qg well as corruption
significantly affect the selecti employees. " (8\'
X
X |3

Based on @e d@w of @ous studies that are related to the

N
performance %\mi staff,,i c'ar! bé-ega'e)n that the majority of the studies focused
on facto@é reI’at to ais the performance of academic staff (Hassna et
s
al., 203; , 2008; Turk, ZOC@asron et al., 2012; Yousif & Shaout, 2018) while
Ny

t é\@es that investigate the causal effect of certain variables on the performance of
e

mic staff are limited. In addition, most of the study conducted in western

Ountries and on business organization (Fernandez-Lo6pez et al., 2018; Malik et al.,
2019; Olson et al., 2018; Sanchez-Barrioluengo & Benneworth, 2019; Triguero-
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Sénchez et al., 2013) while studies pertaining to performance of academic staff in
developing countries are limited. Previous studies noted that the level o

practices and its impact of employee performance in developing countrle@v and

it needs more attention (Allui & Sahni, 2016). A

Studies also were interested in the organizational performa ze of business
organization or universities while the performance of an staff were not
investigated in previous studies. Most of previous studi useh the statistical

package of social science (SPSS), which considered the first.\q¢:xati

statistical tools to conduct the data analysis (e.g.
Kiruja, 2013; Ologunde et al., 2013; Victor & de,

v
2017; Victor & Babatunde, 2014; Dhil N ZOTF) ile the<use of advance
% &
t

statistical tools such as Analysis of mo ructure ( S) @artlal least square

(PLS) is limited in previous studl L| i 1h Ban et al., 2018; Tshuma
C.)
etal., 2017). 43'
X
The intensive use_ of In pr* tldl s@mates that these studies were
correlational or descrip Ive. n 0 er ; ﬂioj@ewous studies attempt to find the

mean score value th rlablle involve d|® study without determining the causal

N
effect betwee h rial es,? nlomgxdcorrelatlonal studies attempt to find only

the relatlo een the var %éh as in the study of Hamid, Maheen, Cheem

and 5 017) a nd hah'zad ‘@ashlr and Ramay (2008). Complex analyses that

mQ\
in previous studies. Furthermore, the focus on self-efficacy and HRM

Octlces and their effects on academic staff performance is limited as shown from

testing of higher aﬁ r variables as well as the moderating variable were



reviewing 43 articles. In addition, research on nepotism and its potential role as a

moderator are not well investigated in the literature. YV

Consequently, this study aims to examine the effect of a higher rcﬂyriable

such as HRM practices and self-efficacy, on the performance of a(;c;exﬁa staff in

Jordanian public universities. The study also aims to test the moderating role of
WY,

nepotism between HRM practices and self-efficacy and the p?@ ce of academic

staff. é |
\d‘ Y-

N
R | S
2.4 Underpinning Theories of Performance
N

Johnson and Christensen (2000) referrg to t\'ee.d of mining and
reviewing previous theories and fran@' un jan e findings of previous
een

e

studies and to support the link b iﬁ?l? IS _igalso to support the
% N

findings and the conclusion of t arch, In this’ studys-the resource-based view

tu&."The theory indicates that

Ny

organization can impgeve their perf(’vma lby using on their resources and
capability to create ohve H‘n arf.dé}&tter organizational performance. In
addition, the thez@sted@ capa{ﬁes and resource of the organization is
essential for i@?’ng e per Lc organizational member which will lead to
better or &Unal ‘pev(%n e. @Q(n'é with the RBV, the study deploys the social
cognit Zﬁ!gry and pays sp{eci@t.tention to the model of self-efficacy by Bandura

S

. In the next section, th&heory of Resource Based View (RBV) and the model

(
Qse -efficacy are discussed.

0 =

theory is deemed suitable for“the “Contex S
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2.4.1 Resource Based View

RBV attributes superior performance to organizational reso CW
capabilities (Bharadwaj, 2000; Collins, 2021). RBV views an organizati r‘%bundle
of resources and capabilities (Alexy et al., 2018; Estensoro et al., ZOApta et al.,
2018; Wernerfelt, 1984). Resources are defined as “stocks of availabléifactors that are
owned or controlled by an organization” (Alexy et al., 201?@ & Schoemaker,
1993; M.-J. Chen et al., 2021) and they consist of ta com')onents include
financial and physical assets such as property, plant an uipment, l,ptaq?ible
components like human capital, patent, technolo 0 how nd eI‘enl%)Of the
top management (Amit & Schoemaker, 199 eIo aI 21, S;:pbell &
Kubickova, 2020; Lai et al., 2010). On t‘%wﬁand,ﬁapa ities a‘lé\eﬁned as “the

ce to affeet a de@d end” (Amit &

S, _ .
Schoemaker, 1993; Campbell & ova, e @same as intermediate

é
goods generated using organi al proeesses &ov@%’enhanced productivity to

ability of an organization to use |

resources (Amit & Schoe 99l Collins, 2021)+ In addition, capabilities are
invisible assets, tangl% ntang.b 0 a‘mz&/g.al processes developed over a
period of time th Mt be 'éas

2020; Sukaat a@.,zo

ught; they must be built (Sony & Aithal,

4

RB tha?' tio Qw{/ill have different nature of resources and
Varylz: of capa 1tlé§ Ol’ia'mzatlons survival depends on their abilities to
crx

imitable to achieve competitive advantage (Arbelo et al., 2021; Estensoro et

resources, build oh&taelr capabilities platform, and make the capabilities

0 2021; Peteraf, 1993; Prahalad & Hamel, 1990). The RBV has been widely used in

the marketing, operations, and strategic management literature to understand the
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interaction between these functional capabilities and their effects on performance
improvement (Dogru, 2021; Sharma, 2021; Song et al., 2005). YV

The notion that the human resource policies and practices of the (r%’ation
have implications for the creation of competitive advantage by‘Nding the
organisation with a unique source of talent that is difficult to replicate has been
prevalent for many years (Ahammad et al., 2020; Lytras et al., 2008; Perez Lopez et
al., 2005; Widyanty et al., 2020). QV- '

However, interest in this notion has intensified aS%acade 'chtitioners

Ny
or exampl Billg@lg%)
d t% i atioan‘;gfforts to

to pxow a sou@‘competitive

advantage that cannot be easily replic y_gompetitorSsltiis al <ﬁ'gued that certain

HRM practices such as basic s&%aining, E’oh%g
N
compensation can affect such di ary &‘fort raugrzgée?r influence on employee

skills and provide employe \thhe T ciesgére needed to yield returns in
excess of any relevan%e et ali, ZbﬂbSerhart & Feng, 2021; Hiltrop,

i
Barne}/
1996; Lee, 2021). \ Q %CJQ
In this stt@theo 'oyed(ﬁé to the fact that the HRM practices are

¢
resources a pabilities of t Lﬁiveéi‘&/ through which the university can select,

have explored ways to put this notion into practi

argued that human talent is often ‘under-utili

elicit discretionary effort from employees

r;{ﬁtoring and incentive

NN
recruit, fraip, promotg’ frise ﬁu?performance of its human capital and capitalize
on uman capitals to im@é their organizational performance. Thus, the HRM
praectices of the academic staff can create a competitive advantage for the university

G gh which the performance academic staff and the universities can improve.
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2.4.2 Social Cognitive Theory

Social Cognitive Theory (SCT) developed by Bandura (1977, 1986) tathhat

people learn by observing and imitating others with positive reinforceTSWeo et

al., 2021). SCT also posits that behavioural change is affected not only by personal

factors and internal dispositions but also by environmental influencesy(Zalazar-Jaime

& Medrano, 2021). In this respect, behavioural change is no iform exercise but
rather a complex process influenced by internal and exter ors (‘Sandura, 1991).
Central to this theory is the question of academic self-effi . .\d,
Y
According to Bandura (1991; 1986) academic self-efficacy g thle né'ﬁ?ee or
strength of individual belief in their own cap andw ess tO\;‘c::ompllsh

T
have*@w expectation
&

ust be effective, valuable,

tasks and goals. Individuals with high aewsel

that outcomes or consequences of the

. . A, o
and beneficial to them and the r true actice, doademic self-efficacy is
%33 ) >

3un@' people who may have a

N

avio ashirian et al., 2021).

influenced by both individua abilit

positive or negative attitud s specifi

oSt
To date, researc?‘%/ widely be HﬁngQ T to address different aspect of
human functions a o’gagizatiornal iour tal as well as physical health, career
e R e
choice, and at &Q ndura; ?'; Ba@& Mhunpiew, 2012; Locke & Latham,
E ¢ z (—)
2002; Ron@%v , 2021). There are possible explanations for this experience. First, it
implie %earch{r ledgé-the fact that human development is a continuous
. N -
pr bject to reshape mcﬁ@duals from one tradition to another and from one
ro

another (DeAndrea et al., 2012; Zalazar-Jaime & Medrano, 2021). Second,

iversity in social practices is inclined to produce significant individual
transformations in the abilities that are refined and those that remain unused (Bandura,

1989).
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For that reason, SCT is extensively used by researchers interested in studying
motivation, classroom teaching and achievements (Hirshberg, 2020; Sch?ﬂ

DiBenedetto, 2020; Schunk & Usher, 2012; Stewart et al., 2020). Figure 2@5 the

social cognitive theory. The model is adopted from Bandura (1986).

Cognitive Factors
(Also called “Personal Factors)
e Knowledge
e Expectations
e Attitude

.

Determines
Human
Behavior

/Environmental Factors

e Social norms

e Accessin
Community

¢ Influence on others

(ability to change §
¥

own environment) \ O
> N Q s
N
e
&
N
N

0 he social cognitive theory has important implications for grounding this study

influential predictors of academic performance. This theory is employed because

Behavioral Factors
e Skills
e Practice
o Self-efficacy

)

Source: Bandura (1986)

of the theoretical appeal of the concept academic self-efficacy. This theory is
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employed because self-efficacy is one of its independent variables. The main idea is
that having high academic self-efficacy is one of key contributing factor w

academic staff to perform better research and teaching. (‘}

The theory of social cognitive theory fits in this study becauéh)ng other
things, it pays attention on role modelling, individual’s self-system az the dynamics

of self-regulation (Bashirian et al., 2021; Braungart & Braun 1). Besides, this

theory along its central theme of academic self-efficacy

(2014) calls as cognitive interactionist standpoints whichy ac oMindi;QQual

N
moral thought, affective self-restrictions, ethical@ and envin e’nta‘kf ctors.
: L 4
In essence, this theory presumes that peopvm, th%

f-regt~
regulatory processes, and consideration, t ise’significant I quen&R/er their own

dopt$ what Bandura

ion, self-

®)

As an extension of the soc; Cco iti\(/i an@)ca (2001) developed the
o
model of self-efficacy. In the tion t odel is ﬁw sed.

S
2.4.2.1 Model of Self-Efficaty _~_* f &
S Y ©

The Iite{ xpl ef&)&s of self-efficacy on performance is

|
established o rou s‘of e&oc&hognitive theory (Bandura, 1998). Bandura

(1994; % koon,c M tbé\t\he evidence across studies is consistent in

showing, that “perceived selfc%ﬁﬁcacy” contributes significantly to the level of
N

EMon and performance accomplishments (Bandura, 1994, 1998; Haddad &

outcomes as well as the environment.

@D

2016). Bandura (1978) proposed four main sources that people draw upon

Qen evaluating their levels of self-efficacy: performance accomplishment, vicarious

experience, verbal persuasion, and emotional arousal is generally held to be the
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strongest and most convincing source of individuals’ self-efficacy (Bandura, 1998).

Figure 2.5 shows the original source of self-efficacy by Bandura (1978). Y.

Source Mode of Induction ! q

_.——— Participant modelling
Performance accomplishments =<27 - Performance desensitiza

7=~ Performance exposure
- Self-Instructed Perfwe
___________________________ Living modell : l
Vicarious Experience ~=%7 = - Symboli ling ‘\d
o g

N
.- Suggestions ! _{‘J
I Exhortati
..... 4 \Y'

Verbal Persuasion FELEET - Se B
_____________%Eztivg\m\mentsg
. Qtribution

——

Emotional Arousal ~~===~=zz277 -

Performanc&) pli ,nent ac nent of self-efficacy is derived from
the person’s %nce nesu ll)cé?forming a behavior in the past, such as
exercisin %y, they will tend ~tg\*&ﬁlconfident that they can do so in the future. In
the cofte acader‘;i staf{ p{b,%hing a paper in a reputable journal will give the
acwc staff the confidence?mt they can publish more articles in different reputable

s. Similarly, if a person has repeatedly failed at performing a behavior in the

&t, e.g., writing an academic research, then his or her self-efficacy for future writing

will tend to be low.



Bandura (1998) also include the vicarious experience as a component of self-
efficacy, and which is defined as seeing another person performing the beha
influence on self-efficacy for that behavior will be strongest when the ot?@on is
seen as being similar in terms of salient features. In contrast, s*a person
successfully engaging with exercise is more likely to increase self-effigacy, where that

person is perceived as being similar in terms of levels of the, and gender
P;

especially where other personally salient barriers are sim suaslion is generally

held to be the least convincing source of information dura,j19 sisting of
ooy
under a p n's 6&01 or

messages designed to convince that the behavior is e

that the messages have the capability to perfor

ha%' , emotional cues
refer to the influence of internal sensory @k, e iona\ CUESy\0N ev@%:)ns of self-
efficacy. \) é
A
\r&ff caby

The social cognitive theo mon}ﬁ are used in previous
studies to explain the effect of efficac nn pe r%ar@('?or example, in the study
of Haddad and Taleb (201 \yed lh% _@%efficacy to explain the effect
of self-efficacy on the %\ nce. P’I br;élilg/gle to explain the peformance. In
this study, the mo Nng wth x)cial @'ﬁtive theory are deployed to explain
the effect of %Qf c cyP? | pe&)@ance of academic staff in Jordanian
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2.5 Hypotheses Development
This section discusses the hypotheses development of this study. The
hypotheses includes the direct effect along with the moderating effect of n@

A

2.5.1 HRM practices and Performance of Academic Staff Q

HRM practices in this study were operationalized tYW e selection and
recruitment, training and development, promotion, a orniance appraisal.

Previous studies that have examined the HRM practices d a positi IgbeQLeen

HRM and performance of employees. Leroy et reviewed I‘temg@e and
examined the effect of HRM practices on emp erf an d fom‘ic‘l‘q‘lat there

is a positive effect between the two varial N}he co busm‘é\orgamzatlons

several studies indicated that the effec t practice n emp@ee performance is
y . <
positive (Ismail et al., 2021; Lim ad, 2 ((\2021; Meijerink et al.,
&
2021). <3'

In educational coEtext, fthe’prev st d@\nave examine this association

between HRM practices andperf r at |c staff. For instance, Turk (2008)

and Turk (2010) mi the|effec fthe ponents of HRM on job performance

of academic f nd signif |dan ct In this study, it is proposed that the
r

effect of ctices on m of academic staff is positive and significant.
th “d \z'
esize
N

&
wl HRM practices ha\ s a positive significant effect on the performance of

0 emic staff in public universities.

.
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2.5.1.1 Recruitment and Selection and Performance of Academic Staff

Recruitment and selection are essential practices of HRM, and ,they can
determine the performance of the organization. For this reason, it is @ that
organizations spend 31% of their annual budget on the process of %&ment and
selection (Adisa et al., 2017). Previous studies in non-educationamxt found a

positive link between the recruitment and selection practiceYM organizational
and individual outcome (Bakhashwain & Javed, 2021@ 2021).

The effect of selection and recruitment on the performa eMemic:zstaff
o - | | &
was investigated in few studies. Allui and Sahni ) found that t recrun}nent and

4 N~
[ fo

selection process are low in Saudi universEs.I ) L@?’ that staff

recruitment and allocation has a signifi ef eachizg\and research

performance. Jouda et al. (2016) foumnif' ant bg@n recruitment and
selection and employee performa %orgiv%’t @ it is assumed that the
-

o
recruitment and selection pre& OM st@s a significant effect on
wmorda’ N

performance of academic st !
CJ N
Hla: recruitment and C‘ hétléja significant positive effect on
performance of @c staff in Jordan. %

N
\ ¢ ' (J
(s £
2) &
2512 % andsDeve }) en@hd Performance of Academic Staff

v

A‘\ing is defined as @/ process by which individuals change their skills,

k%\ﬂge, attitudes, and/or behaviour” (De Cenzo & Robbins, 1998; Twumasi,
018).

s

Q ). Based on this definition, training is designed to support the learning activities
0 achieve the desired performance by employees (Irshad & Afridi, 2011). In this

sense, researchers view training as an educational process through which employees
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learn and apply new information and practices and have the opportunity to apply their
knowledge and skills as well as to think about doing the work in different n?ﬁ!s
that can be more efficient and effective than previous methods s \thelr
performance can improve and achieve the organizational goals (GueAgal 2015;

Irshad & Afridi, 2011; Khan & Rasheed, 2015). ?

Researchers referred to the fact that organizations ained workforce

nizations that have

training program and train their employees has highgpro ucMnd Qe,tter

performance than those who do not have training @ This i§ be se’traiqc'hg isa

" 4
systematic planned process to increase the kno SNK om ét;;y of the
20 Alfaglra et al.,

employees so that they can improve their, cﬁ%«ﬁﬂpuﬁﬁp i
2017; Salau et al., 2018). O
A
itiy’s}%ffect of training and

Findings of previous studi red %{55
% @
%

loyeeS~Appiah ( 2&5{) pointed out that there are

mutual benefits for ezz nd cfganl nsv.:&\n training is conducted. The

outperform those without training. In other words, tho

development on performance

employee will be more s |sf|ed t.b‘l‘ provement in his or her skills,
knowledge, com@pand |W|II creas d}s or her performance. In turn, the
organizations wi efit from t ance of employees.

2(( e fin yf eééjof Singh and Mohanty (2012) indicated that
trainin ta

lly important fgrj\g?mployees and organizations. It is important for

es because it improves their productivity and performance which ultimately
reases the productivity and performance of the organizations. Jouda et al. (2016)
nd that training and development have significant effect on academic staff

performance. In Saudi universities, the level of training was low and it was highly
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associated with the performance of academic staff (Allui & Sahni, 2016). Alfagira et

. (2017) proposed training and development as important factor for

performance. Thus, this study assumes that an effective training and @ment

program will have a positive impact on the performance of academl in Jordan.
Thus, it is proposed: ?

H1lb: Training and development have significant itive effect on the
performance of academic staff in Jordan. il\d

2 \Y-
| |5
2.5.1.3 Promotion and Performance of Acade aff
s \,Y'

Satisfaction with promotion policies ang prac'\is ass%@'d with the
aléz\o 8) found that

performance of employees and org ni@ Sh ‘1
promotion of academic staff can ﬂ%e #(Tv ;&m to achieve better
performance. The author found positive’ link betwe pro@on and performance of

employees. Ologunde et al. ound t prm%ﬁlon of academic staff has
increased the self-imp@rtance of the staff lr@ in positive increase of their

performance. Alfagla\ei (2 \1)& sedr @V promotion of academic staff will
t

have a S|gn|f|can orm . Thus, in this study, it is proposed:

O

4%

@ | Ca
Hlc: tlon as @hflﬁg positive effect on the perfomance of
gh S
academ n Jopdan.
‘o T
N
O

2. %Xerformance Appraisal and Performance of Academic Staff

0 Previous studies focus more on the performance appraisal rather than the

performance of academic staff. Among the few studies that examines the impact of

performance appraisal on the performance of academic staff is the study of Jouda et
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al. (2016) who found that performance appraisal affects positively the employee
performance of academic staff. Hassna et al. (2009) found that fair appraisalv!m
has a significant effect on job performance of academic staff. This(%&ause
employees when they perceive that they have fair and just performan aisal will
tend to have better performance. Similar findings were derived in R;mdy of Turk
(2008) and Turk (2010) who indicate that the objective and formance-based
appraisal is critical for improving the performance of aca z:f. 'Accordingly, an

effective performance appraisal will have a positive impact o th.}«pgdmance of

Ny
academic staff in Jordan. Therefore, it is proposedth% ’ _\0}
'
e eﬂ‘@§~

H1d: performance appraisal has a ificant,_ po on the

T
performance of academic staff in Jord \) °\ é\
\3 ®)

NI

2.5.2 Self-Efficacy and Performance E>Ac(ai\ t c}
‘% Q-
Bandura (1998) defines\b&t mplo -effi@ as a collection of criteria
N
like efforts, intelligenticxpeance andjexpe se t@d to improve the performance

of employee to achiwgth rg niz@ oafg high productivity and efficiency.
S

Brazeel (2010) r&t at Lisi aker any organization focus on employee

N
self-efficacy Q&Jra e e%y‘ee's téoj(T:)hieve organization objectives. Employee
eIf-eﬁic@ﬁninﬁs he of abity, knowledge and skills that are required in

an em f \Q/T

\glf—efficacy has a significant effect on the performance of employees. Tshuma

et'al. (2017) found that self-efficacy affect the behavior of employees. Emin Tiirkoglu
a

I. (2017) found that self-efficacy affect the job satisfaction of teachers in Turkey.

f ]

LiLin (2018) found that self-efficacy affected the job performance of academic staff
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in China. Accordingly, this study proposed that self-efficacy will have a direct

significant effect on performance of academic staff in Jordan. Thus, it is hypoth?ec.

H2: Self-efficacy affects positively the performance of acadi ie"staff in

X

2.5.2.1 Past Experience and Performance of Academic taw~

Jordan.

Baron (2018) defines the past experience as revious knowledge and
@
experience in other organization in the same or différent filed that le tiie ea?‘ﬁyee
Y

further his skilled”. Bandura (1998) proposed that exper}en ei coonnents of
w
self-efficacy. Lai (2012) reveals that the past epoience 'Mtial for, thie benefits of

the organization. The organization iIG}ﬁ 0 Qlw e employee using past

experience especially when the or hn d T ngg&C% addition, Green

(2012) found that past experience e?igrﬁ%ct or($ductivity. Haddad and

Taleb (2016) indicated tha?\g& experi has ,s‘géi'gnificant effect on the
N

organizational performance. Q ’ ( §
: ) ’ 2
However, some,research |f M erent fesults. Spanjer and van Witteloostuijn

(2017), found lﬁag&e p \b
!

ience{i@ not always a positive predictor of
performance.%lndi s‘sh

ed ti&h(;t experience has negative effect on the

performance empp a 'd@ll) found that in educational institutions, the

pasteA%ege of teachers ha%hs;‘g:\ificant effect on their performance. In this study,

Nyerience is expected to have a significant effect on the performance of
6 emic staff and universities in Jordan. Accordingly, it is hypothesized:

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

Jordan.

9
e
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2.5.2.2 Vicarious Experience and Performance of Academic Staff

The second source of creating employee self-efficacy is through ob r\WI

experiences provided by social models the so-called vicarious experiea((q?ndura,

1998). By observing others like themselves perform tasks, individuals make

judgments about their own capabilities (Holleb, 2016). Few %g examined the
effect of vicarious experience on performance of academic YA study conducted

by Jiménez and de la Fuente (2016) found that vicarious e ce has increased the
performance of employees in Spanish companies ing OM.A udy
. . | B
conducted by Wagler (2011) found that vicarious riehce increasgd th eﬁ&c%\cy of
L 4

teachers. Haddad and Taleb (2016) found that 'ousw e haNEgnficant

effect on perofrmance and clarity. Other ers fgtmd that vicﬂ&ajs experience
ozmp

&
or ine, in the study of
A

Paton, Johnston, Bebbington, Lai a%ught@\v) , V céous expeirence did not
0 5
affect the self-efficacy or the rmance..In a mofe r@d study to the context of
X
of &L.gon

this study, the findings Y&Stud{ e¥§2003) showed that vicarious
|

experience has insigni% ect o;; he rjor %e of teachers.In this study, it is

expected that vica 'Mperiehchl‘aﬁec}éﬁtively the performance of academic

staff in Jordan ordingly, It
1

HZD@OUS exXperi
b g

perfo\&%of academic séic}, X

has insignificant effect on the performa

5)
<

@

@
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2.5.2.3 Social Persuasion and Performance

The third source of employee self-efficacy is through verbal persuas \Rals

known as social persuasion (Bandura, 1998). Essentially this involves incing

people that they have the ability to succeed at a particular task. Verba%&asmn has

affected several aspects of individual and organizational outcome. Wpersuasmn

affected the teaching (Hendel, 2016). In the study of Hadd aleb (2016), the
o

verbal persuasion was found to have significant effect on nc'a and clarity. In

(LanQr,che

addition, the verbal persuasion affected the task choice ameng emplo

et al., 2014). A study also found that verbal persuasi importan w‘pmi'ihg the
performance (Wright et al., 2016). Accordingly; i stud;,fq pectéd.that verbal

or social persuasion affect the perform ﬁw univ SI'[I shand demic staff in

Jordan. Thus, the following is hypothes

H2c: Verbal persuasion aécg%ni(f‘i%’i p@/ely the performance

of academic staff in Jordan. 40
X
\ Aj N
(1( N
2.5.2.4 Emotional Cues and Per Fﬁ "(%

<

Bandura fourth d&_} sion of self-efficacy is emotional cues,

f?

and it refers % act red dp %13’5 stress reactions and alter their negative
? N
emotlo V|t|e? :ISI te@étatlons of their physical states. The emotional

cues arsvery essential to encou) e the employees to cooperate between each other.

\lees examined the effect of emotional cues on performance. In the study of

ad and Taleb (2016), the author found that emtional cues has a significant effect
n

the organizational performance and clarity.
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Majority of previous studies focused on the effect of emotional cues on health
domain. A study found that emtional cues enhance the memory performance (w
al., 2018). In a meta analyssi study, it was found that emotional cues @ the
physical and mental activities of individual and lead to better memory ion as well
as performance and productivity (Hostler et al., 2018). Accordinme effect of
emotional cues on performance of academic staff and unive% expected to be

positive and significant. Thus, it is hypothesized:

H2d: Emotional cues have signficnat positive ct on p man&g of

N
academic staff in Jordan. é b)j ’ —f)
b 4 \/Y'

2.5.3 Nepotism as a Moderator (\’ u\
llowing r s.to work for the same
NS
otism Is a certain of conflict of interest.

employer (Mathis & Jackson, 201
] %

In heavily nepotism-orientem ses, | tism&%felt intensively, the HRM

practices cannot WortindQendentl . Dué fo § it is not possible to have
aniz A

meritocracy in the org on Ar&g\l 5@020; G. Chen et al., 2021). In the

presence of nep@ e |on ay r‘q%be sufficiently motivated. Whether the

N
e nhnagegh of oshanagerial work, i s very dif
employees u@s In&ge 2 rh)managerlal work, it is very difficult to
promote &'they
ﬁ%"g g
friendSWi i

2 Nepotism can also dkctly affect the level of satisfaction of employees.
ocause of this, it can also have effects on the behavioural intentions of employees

ch as quitting intention, performance, and negative word of mouth (Arasli et al.,

Nepotism is defined as practi

mpéte i@?e one who has a family member, relative or

2006; Arasli & Arici, 2020; Kabul & Momand, 2020). Arsali et al. (2006) found that
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nepotism affect negatively the HRM and the word of mouth. Abdalla et al. (2002)

found that the perception about nepotism in Jordan is negative and aff

performance of employees. (‘}

Few studies examined the moderating effect of nepotism in the “eontext of
educational institutions. A conceptual study was conducted by Suli%an and Rjoub

(2018)suggested that there is moderating effect of nepotis en selection and

recruitment and the job performance of academic staff an.'The study also

dM,A udy

N
conducted by Secilmis and Uysal (2016) examin oderating ct’of_t‘@otism

recommended to examine other variables such as promoti

>

between employment empowerment (comwme, s{ inaY~t1‘s.nY,~ impact

dimension) and organizational justice. T Wgs ism moderated

. Ne
(<

the effect of competence on organizati justice but did not rate the effect of

self-determination and impact di %‘1 on @\ﬁago
study found that nepotism ha %ve 'oe

studies also found that the \nepttis i
in Jordan (Abdalla et a%!g:hu?

examine the mod'ngeﬁect'of\olism bééen HRM practices and self-efficacy
&

&g{fo ance a}dem@aff on the other hand. Accordingly, it is
¢

2 9

hypothesithat' @)
E\
: h nepot \ﬁlll reduce the positive effect of HRM practices on

N

pe%ce of academic st&l‘(f?

%14: High nepotism will reduce the positive effect of self-efficacy on the

Orformance of academic staff.

a@on performance of employees
[
ased on @ck of studies, this study aims to

on one hand a
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2.6 Conceptual Framework

Based on the theory of resource-based view, social cognitive theory, arRe‘”—
efficacy model as embedded in the social cognitive theory as well as @w of
existing frameworks, this study proposes that HRM practices will heﬁ%ignificant
positive effect on the performance of academic staff. In addition, Mdy propose

that self-efficacy will have a direct positive effect on perfor academic staff.

Further, nepotism is proposed in this study as a moderat lable between HRM

practices and self-efficacy on one hand and performanceyef acade aff (Q,the
N
other hand. Figure 2.6 shows the conceptual mod his'study. ' .{"
— w , -~ Y'
HRM Practices
Recruitment and Selection(RES)
Training and Development (TD)
Promotion (PRO) °
Performance Appraisal (PA)
@ Performance of Academic Staff
_ Teaching Performance (TP)
Nepotism Research Performance (RP)

Self-Efficacy @

'\J’

T—
%\ Source: Self-developed
0 Figure 2.6: Conceptual Framework
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2.7 Conclusion

This chapter reviewed and discussed the literature related to perfog% of
academic staff. The chapter reviewed the definition of the performanc &, emic
per’b’m

staff and its measurement. Based on the established literature, the ance of
academic staff in this study is measured using the teaching and resemrformance.
Theories that link the variables of this study were discussed. Vwﬂce-based view
is reviewed to explain the relationship between HRM pr and lperformance of

academic staff. Further, the social cognitive theory an dMﬁ-ef icacy

S - beser
were reviewed to explain the effect of self-effic e perfor e ‘of.academic

4

Y-
staff. NV
IO
Existing frameworks in the Iiterau@” reviewed nderstand the findings

of previous studies and identify the gaps im the literat a&@w the theories and

the review of the literature, thi ;udD prgp%’a Hléli\practices will have a
q

significant effect on the per@of emic S@Jordan. In addition, the

study proposed that thE seWacy ill la e@ositively the performance of

academic staff. Nepotism in this_s is” pro d as a moderating variable. It is

expected to mogderate™the ehect f H practices and self-efficacy on the
_ N

performance le staff. Based o se hypotheses, the conceptual framework

4

that explai pochsyas r@J
b 4
A% &
%\

.

59



