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ABSTRAK

Prestasi kakitangan akademik adalah penting untuk universiti dan nega |an
terdahulu mengenai prestasi akademik di kalangan negara membangu pada
kajian deskriptif atau korelasi sahaja. Justeru, kajian ini dibangunkan M ngkaji
aspek prestasi kakitangan akademik di Jordan mengikut teori pandangan Berasaskan
sumber, teori kognitif sosial serta model efikasi kendiri. Kajlan Tngandalkan
bahawa amalan pengurusan sumber manusia dan efikasi ke ra signifikan
mempengaruhi prestasi kakitangan akademik. Nepotisme di da| akan memberi
kesan sederhana negative dalam amalan pengurusan s Wanusm dan efikasi
kendiri terhadap prestasi kakitangan akademik. Populas |n|,terd|r| daripada
tiga universiti awam di Jordan. Menggunakan tek sampelan berstrata, 248
maklumbalas telah dikumpulkan daripada kakitangan ak
selidik sebagai alat pengumpulan data. Data dianalisis menggunakan Statistical
Package of Social Science (SPSS) dan Analysi

SPSS digunakan untuk menyampaikan ma
kebolehpercayaan dan Exploratory Factor Analysis OS pula digunakan

untuk menilai ukuran dan model strukt \t?unt ji hipetesis kajian ini.
% ng

Dapatan kajian menunjukkan bahaw pe m:ﬁnanusm (B=0.17,
P-value<0.001) dan komponennya bilan d pe an, latihan dan

njalankan ujian

pembangunan, kenaikan pangkat, pen|Ia| punyai kesan yang
signifikan terhadap prestasi kaki a kendlrl (B=0.73, P-
value<0.001) dan komponenn i pengala mlep ujukan lisan dan isyarat
emosi mempunyai kesan p yang signi adap prestasi kakitangan
akademik. Pengalaman w rlpa i ke tidak menjejaskan prestasi
kakitangan akademik. ini tu ut @ bahawa nepotisme memberi
kesan sederhana terha alan pengu an mber manusia dan efikasi kendiri
terhadap prestasi |tangan i (B—- P-value<0.05). Nepotisme juga
didapati mempunyai k an n gatlf ecar '%gsung terhadap prestasi kakitangan
akademik (B—-KarI ene ‘t}a kajian ini mencadangkan agar kriteria
pengambilan @j ilihar? di !;ka@kyn berdasarkan kemahiran, kecekapan, dan
keupayaa kan a pad perl@_bungan Efikasi kendiri dicadangkan untuk
dlpertl meI uh ursus latihan untuk kakitangan akademik.
Seterusn Jlan |n| aﬁatl Wa penghapusan nepotisme boleh meningkatkan
prestasi ‘kakitangan akademlk uga pangkat universiti di seluruh negara. Dapatan

kaﬁqn erhad kepada kakitanngan akademik di universiti awam di Jordan dan hanya
terkait dengan pembolehubah yang digunakan dalam kajian ini sahaja. Lebih banyak

Qlan diperlukan di universiti swasta di Jordan dan negara lain.



ABSTRACT

Performance of academic staff is important for universities and nationsﬁ%z;' us
studies on academic performance among developing countries are(l&%t d to
descriptive or correlational studies. Thus, this study investigates the M nce of
academic staff in Jordan according to the resource based view, social cognitive theory
as well as the self-efficacy model. This study proposes that Resource
Management (HRM) practices and self-efficacy significantly affect performance
of academic staff. Nepotism is proposed to negatively moderate effect of HRM
practices and self-efficacy on performance of academic staff. Whe population of this
study consists of three public universities in Jordan. TUSi strz*ified sampling
technique, 248 responses were collected from acade using ‘a questionnaire as
a data collection tool. The data was analysed using Statistic Mof ial
. SP a d to
test an Ioratc|>§~ Factor

present the descriptive information, conduct re
Analysis (EFA). AMOS was used to assess t rement ructural models,
and to examine the hypotheses of this study. The¥indin %cmed that, HRM practices

(B=0.17, P-value<0.001) and its compo M itment and selection, training and
development, promotion, and perfor %praisa 'vnﬁnt effect on the
performance of academic staff. Self-effi P- <0.001) and its

components such as past experiereeI verbal \E*aqs? motional cues have
rf

significant positive effects on a cadendie, “staff. The vicarious
experience from self-efficacy di rfor of academic staff. The

findings also showed that nepoti oderat eﬁ% HRM practices and self-

efficacy on the performan cad (B=-0:14, P-value<0.05). Nepotism
also found to have a dir€ct negative effect o

erf ce of academic staff (B=-0.11,
P-value<0.05). The findings of this gstud r@ogz;nended to enhance the criteria of

recruitment and selw tob \é'ecL ski Ié,_pompetency, and capabilities rather
than on relatiow'.1 Se@y suq%ed to be improved through the
establishment o% gc !)r ac{d}e ic staff. Further, it is found out the
elimination oﬁﬂ m a:;?@’u thﬁ-};erformance of academic staff as well as the
rank of thesuniversities, The, fidings(of this study are limited to academic staff in
public u '&Tles inﬂ#n et&riables that were included in this study. More
studie %ded in priya e diniversities in Jordan and other countries.
AN S

d
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