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Abstract
The present study aimed to detect the level of faculty members’ attitudes at public universities towards the
performance appraisal process and its relationship with some variables (gender, college, scientific rank,
university, teaching experience, and age). The study sample consisted of (320) faculty members of both sexes in
three public universities in northern Jordan, namely (Al Yarmouk University, Jordan University of Science and
Technology, Al-Balqa Applied University). The results showed that the attitudes of faculty members towards the
performance appraisal process was moderate, and the results showed that there were no statistically significant
differences at the significance level (α = 0.05) in the degree of attitudes of faculty members towards the
performance appraisal process in the public universities due to gender, college, scientific rank, teaching
experience, and age. As for the university variable, the differences between the averages were not statistically
significant.
Keywords: faculty members’ attitudes, public universities, performance appraisal process
1. Introduction
Universities play a vital role in all parts of the world by participating actively in establishing the knowledge of
societies, which ultimately leads to the rapid economic growth, and that the universities in any country working
on human capital development (students) to contribute to the best in the various professions and the society as a
whole. Universities are responsible for the development and success of open and democratic civil society, which
gives students insight and reflect the theme of knowledge as well as to provide social skills of communication
and interaction, to prove that it is a model of a modern civil society and a good place for education.
Moreover, the universities share work between the faculty member and administration together, but the primary
responsibility for the development of students professionally comes at the hands of a faculty member. Perhaps
the achievement of global standards and effective management, and the good performance of the faculty
members constitute a major concern in any university. The sustainable process of performance evaluation of
faculty members at universities should be poured into its main interest that operate in turn to enhance the
performance of students and improve education and training for them as the next human capital. The blossoming
of learning and enrich the academic and intellectual knowledge to students in the university environment as a
whole and the quality of higher education in universities cannot be achieved without evaluate and continuously
improve the performance of the teacher (Ibrahimi, 2013).
The performance of the faculty member related to the society around him such as spreading culture, counseling
and conduct studies and research that address the problems of the society as well as to strengthen the relationship
of the university community institutions and activating the role of government and private institutions in the
University Student Service (Kubaisi, 2010).
The university professors’ tasks are achieved through the development of students to participate actively in the
tremendous knowledge management theory and relevant context, and this matrix of tasks for university
professors make them more practical and renewal. Professional development for university professors requires a
system for assessing the effective performance during their careers (Aslam, 2011).
Stronge (2006) explains different types of methods of assessment such as assessment of institutions or students
or assessment by peers, but all these methods aim to identify the gap between performance and provide
opportunities to overcome these gaps in the colleges of higher education (Sheikh, 2007). We must encourage
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faculty members to perform evaluation because of its convenient positive results, and improve effective teaching
process on a larger scale, where it leads ultimately to increased insight to those responsible for the university to
prioritize on the learning environment and create an atmosphere better education for students (Reddy, 2006).
The performance evaluation process is seen as the teacher’s guide in order to improve his ability to teach in order
to give the best of what he has, and faculty members need more accurate and valid data for self-improvement in
weak points, when the evaluation based on facts faculty members will have better measures of positive
improvement. This means that the performance of faculty evaluation system must transfer teachers to improve
teaching methods and bring about the desired change and increase productivity by improving the weaknesses
pointed out by the results (Aslam, 2011).
Peterson (2000) confirms that there is compulsory and multi-tasks as an idea of accountability to ensure that the
teacher offer the services according to the requirements of the enterprise, and improving performance leads to
professional growth and improve the performance of teachers. Stronge (1995) also confirms that the
accountability and performance improvement is supportive interests are inevitable to develop and enhance the
delivery of educational services, and there must be cohesion between the various tasks and evaluate teacher
performance. This multi-tasking is one of the evaluation processes, and the improvement in this aspect is not
limited to the teacher only, but to improve the university as a whole, and that the goal of performance in
universities evaluate is to reach decisions on personnel such as promotion, decisions to get performance bonuses,
and guidance in hiring decisions or termination.
There are many methods for evaluating the faculty members such as Likert Scale in the questionnaires which is
designed to evaluate the performance, then extract the means and use it as an indicator of performance.
Formative evaluation or summative through collecting assessments and express it as a percentage of the general
classification, then ask questions for students to evaluate the overall performance (Davies, Hirschberg, Lye,
Johnston, & McDonald, 2007).
Ways and methods of performance evaluation
There are many methods and techniques used in the performance evaluation of faculty members and the most
important of these methods and techniques include:
First: traditional way
1)

Gradient graphic way: It is a measure consists of several estimates begin with low-grade and end high
estimate, as if the estimates (low, moderate, good, very good, excellent) and expressed in numbers, and then
those estimates are combined and the total is a representative of the level of the screened individual.

2)

Sort method: The personnel order the subjects belonging to him in a descending order from best to worst in
the way. The basis for the ranking is the overall performance of the work and not the characteristics or
certain qualities, this method can be learned and applied more easily in the case as the number of faculty
members are few and does not exceed twenty individuals (Shawish, 2005).

3)

Forced distribution method: to compel the administrator or department head on the distribution of faculty
members on the ratings are determined by the university, which is called the normal distribution. Since the
majority of faculty members are taking an intermediate degree of assessment, the proportion of members is
taken whenever a departure from this intermediate class either rise or fall (Maher, 1999).

4)

Evaluating method through freedom of expression: This method relies on what is he doing, in charge of
writing his impressions about the faculty member. Not using tables and there are not specific lists or any
other means, and these impressions can be arranged as headings subset, such as: the nature of the
assessment of the task, recipes of faculty member, things that need to be developed and others (Shawish,
2005).

5)

Dual comparison between the workers: the administrator compares the performance of each faculty
member with the other members, and by dividing the members of their departments into pairs. This method
provides dramatic objective. It is a complex process in the case of large numbers and weaknesses and
shortcomings appear in the performance of a faculty member.

6)

Checklists: This method is based on studying each type of jobs, and selecting the questions that include
descriptive phrases which describe good performance. There is no specific number, but the number depends
on the job and its nature, the official answer to the questions “yes” or “no” according to what applies to a
faculty member to be evaluating his performance. Then combining grades obtained by the faculty member
after the completion of the answer and turn it into a descriptive value to reflect his performance (Abu
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Sheikha, 2000).
Second, modern methods of performance evaluation
The traditional way of evaluation was criticized because of its reliance on the personal characteristics of the
officials and heads of departments and prejudices rather than reliance on the objectives to be measured for
performance, so thinking to develop better ways to assess the performance of faculty members has been started
(Abdelbaki, 2000), and these methods include:
1)

Critical incidents method: This method relies on the collection of facts affecting the performance of a
faculty member, and then the administrator observing the performance to know exactly what the facts that
happened to carry out his duties and responsibilities of the job, and after the performance is evaluated based
on the number of incidents that have occurred in the performance

2)

Compulsory selection method: This method to choose the president in charge of ferries two phrases from
four phrases describe a faculty member, and one to be the best he has had and the other will be far from the
description, and this way is characterized with objectivity in the evaluation, and is characterized by forcing
resident to study the performance accurately and analyze phrases to find out the extent of overlap between
the behavior and characteristics of a faculty member (Abu Sheikha, 2000)

3)

The way of field research: it depends mainly on the active participation of the management of faculty
members in the performance appraisal process. And it is based on an oral procedure during the interview
and is then formulating answers and a written description, and the members are assessed on the basis of the
order of one estimate (excellent, good, acceptable, unacceptable).

4)

Collective assessment method: The Members performance evaluation by the Commission, one of its
members have a direct head of a faculty member, and after the meeting, some things will be discussed as
standards of performance, and the completion of the same group and private business to improve its
performance in the future.

5)

Evaluation based on results: based on the idea of the progress made by the faculty member from the results
as a basis for evaluating performance, and focusing on specific safeguards provide them with objectivity in
the assessment, develop a spirit of cooperation between the President and his subordinates.

6)

Style of management by objectives: This method is based on the idea of the involvement of faculty
members with their boss in setting goals and achieving and completing them, and this method has become
commonly used in recent years (Shawish, 2005).

The evaluation of effective comprehensive teaching must be fundamentally conducted on certain principles to
reach the designed goal of the foundation and the evaluation must be the best possible measure and an essential
part of the educational process. Collecting data for scientific assessment should be clear and accepted by both
students and teachers. it is a must for every student to give a fair and realistic reaction to teacher performance
inside the teaching hall, and here is the responsibility of the teacher to make efforts for a better learning
environment and improve himself for effective teaching (Reddy, 2006). It must be considered that both the
students, colleagues, administrators, and the teachers themselves are key elements in the collective judgment of
the performance of teaching. Actually, the students are always able to provide the correct information about
teachers’ performance, and effectiveness in teaching, and the co-teachers in the same job for them positive
evaluation process contributions. The teacher’s evaluation of himself also is instrumental if conducted properly
and in a constructive way to be an inherent part of the evaluation and effective information to improve
performance (Seldin, 1980).
1.1 The Problem of the Study and Its Questions
Universities in various countries are seeking to gain access to advanced ranks in the classification of
international universities, the evaluation process is used as one of the things for organizational restructuring to
access advanced mattresses. Public universities’ administrations in Jordan assess performance of faculty
members periodically, it is semi-routine process that is not used in achieving the desired goals, and the university
departments do not benefit from the evaluation process to take appropriate decisions as a contract training
courses inside or outside the university, or the granting of physical or moral bonuses and rewards. This makes the
evaluation process has no role in the work of faculty members. Some parties may do this process also subject to
prejudices and personal relationships, and the assessment of teachers randomly. Hence, the problem of the study
appeared which is the attitudes of faculty members about the performance appraisal process in the public
universities, the study attempts to answer the following questions:
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1)

What is the degree of the attitudes of faculty members about the performance appraisal process in public
universities?

2)

Are there significant differences at the significance level (α = 0.05) in the attitudes of faculty members
according to gender?

3)

Are there significant differences at the significance level (α = 0.05) in the attitudes of faculty members
depending on the college variable?

4)

Is there a statistically significant differences at the significance level (α = 0.05) in the attitudes of faculty
members depending on the variables of scientific rank, university, teaching experience, or age?

1.2 Significance of the Study
The importance of the study from the theoretical aspect appeared by identifying the degree of attitudes of the
faculty members about the evaluation process in universities in northern Jordan, and its implications on the
professional status of workers in these universities, and its role in stimulating or not to stimulate the performance
process of the faculty member. From the practical side, the study is working to provide the managers of these
universities and the Ministry of Higher Education with the results. This will help them to shape the future plans
of these universities and develop to reach the advanced levels at the level of higher education institutions, as this
study provides important data to improve the performance of faculty members and the progress they have of
their better performance.
1.3 The Objectives of the Study
This study seeks to achieve the following objectives:
1)

To detect the level of the attitudes of faculty members in governmental universities towards the
performance appraisal process

2)

To identify the differences between the attitudes of faculty members according to gender

3)

To identify the differences between the attitudes of faculty members depending on the college variable

4)

To identify the differences between the attitudes of faculty members depending on the variables of
scientific rank, the university, teaching experience, and age.

1.4 Procedural Definition of Terms
Attitudes: it is a state of psychological readiness and be a guideline or a dynamic effect on the individual for all
subjects and situations that evoke this response (O’Keefe, 2002). Moreover, it is defined procedurally through
grade the obtained from the questionnaire prepared for measuring faculty members attitudes.
Faculty members: they are qualified and efficient personnel to carry out the educational process within the
college within the framework of his university, and are working on a follow-up study plans for programs and
disciplines and development, which is in charge of supervising the students.
Performance: The evaluation of a system designed to measure the performance and behavior of individuals while
working through continuous and systematic observation to get an estimate of the effort, activity, and behavior,
and the efficiency of each individual separately, so that it is all done objectively to determine the strength and
promotion points and vulnerabilities and encountered the (Sabah, 1997)
Public universities: it is one of the public universities of the Jordanian Ministry of Higher Education, which are
located within the province of Irbid in northern Jordan.
The limits of the study
1)

This study was limited to public universities in Irbid Governorate and did not include the rest of the public
universities in Jordan, so the generalization of findings should be limited to this category of universities.

2)

This study was limited to faculty members in public universities at Irbid Governorate and did not include
the faculty members at private universities of the same province.

3)

This study was implemented during the second semester of the academic year 2015/2016.

2. Literature Review
Jaffery (2002) conducted a study, which aimed at identifying the views of graduate students about the teaching
performance of faculty members at the University of Umm Al-Qura. The researcher used a questionnaire from
her preparation, she applied it over a sample of (298) female students in the Master stage in six colleges at the
University of Umm al-Qura: (Education, social Science, Applied Science, Arabic, law, advocacy). The results of
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the study indicated that there were no statistically significant differences between the mean of the responses of
the students about the teaching performance of faculty members, male and female in different colleges, except
Arabic language and advocacy colleges. Results also indicates the absence of significant differences between
those averages about teaching performance for faculty female faculty members is due to the colleges’ differences,
with no statistically significant differences between the arithmetic mean of the responses of the study sample on
the performance of the male faculty member is due to the different colleges.
The study of Hassan and El-Khouly (2003) aimed at recognizing different estimates of the students of the
performance of faculty members at the University of Qatar according to the variables: the gender of the student
and the cumulative GPA and the college where he studies, the type of the course he registered in. The study
sample consisted of (2590) students and 632 faculty members. The results indicated that there were statistically
significant differences in the estimates of students about the performance of the faculty members in the
theoretical courses due to the gender variable in favor of male students. On the other hand, there were no
statistically significant differences between the averages of estimates of students for the performance of the
faculty members in the process courses due to the gender of the student. The results also found that there were
statistically significant differences between the estimates of the students about the performance of faculty
members in the theoretical courses, and it was attributable to the different colleges and for the benefit of both
colleges: College of Education and the College of Management and Economics. There were also statistically
significant differences between the means of estimates of students about the performance of the faculty members
on the theoretical and practical courses due to the different colleges in favor of the colleges of education,
engineering and science. While there were no differences between the students’ assessments of the performance
of the faculty members in the practical courses are attributable to the differences in colleges with the exception
of the faculty of Engineering and the average student estimates came to perform smaller than the rest of the
college.
Nono (2004) held a study that aimed to assess the evaluation of the performance of faculty members in public
higher education institutions in the Gaza Strip policies, the study sample consisted of (140) Researched. Results
showed that there was:
1)

The system is a lack of scientific and objective criteria derived from accurate job descriptions,

2)

Lack of the system to a variety of means to gather the necessary evaluation process information,

3)

Process performance rests with the direct head assess located only without the participation of any other
parties,

4)

There is a weakness in the level of staff efficiency based on the evaluation process,

5)

Feedback on the assessment results are not available, leading to ignorance of the employee’s level of
performance,

6)

Do not rely on the assessment results in personnel decisions, such as training and motivation.

The aim of Khoury (2004) study is to determine the obstacles faced by the application of performance appraisal
process of full-time faculty members in the Palestinian universities in the West Bank. The study has reached the
following conclusions:
1)

Performance evaluation for instructors in the university system is a traditional routine system with a slow
mechanism,

2)

Performance appraisal process does not have a strong impact on the teachers because there is no feedback
system,

3)

There was considerable support for the idea that the evaluation process of applying a better way leads to
improved performance of academics.

The aim of Razek (2006) study was to detect the attitudes of faculty members of the College of Education, King
Saud University, about the methods and ways to evaluate the performance of a faculty member, The study was
conducted on a sample of (93) faculty members of the Faculty of Education, King Saud University. The results
showed the agreement of the study sample on the importance and vitality of methods and ways to evaluate the
performance of a faculty member. The order of the methods from the viewpoint of the respondents was as
follows: evaluation of the heads of departments method 80%, self-evaluation method 72%, the way students
evaluate faculty members 53%; evaluating colleagues method 49%. The results also indicated that there were no
statistically significant differences between the attitudes of faculty members about the ways and methods of
evaluation between males and females, but in the students evaluate faculty member method there were
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differences in favor of females.
The Filimban’s (2007) study was aimed to know the positive and negative aspects of the academic file to
evaluate the performance of the faculty members at King Abdul-Aziz University, the study sample consisted of
(71) of the administrative leaders and 90 faculty members who have scientific ranks of Assistant Professor,
Associate Professor, and Professor. The results showed that the evaluation played by the Vice Dean and Dean of
the faculty member is not considered enough to judge the adequacy of competency and there are differences
between the responses of academic leaders and faculty members in key aspects of the performance. Moreover,
that some file items do not apply to the actual reality and the potential for the performance of academic
profession.
The study dealt with Ajlouni (2011) tackled the attitudes of faculty members at the University of Science and
Technology about the process of student assessment of their performance and the factors influencing these trends,
the study sample consisted of 200 faculty members. The results showed that the personal relationships and the
difficulty of Article are influencing factors in the evaluation of students’ performance of faculty members. and
not for the life-time of a faculty member or academic rank the impact of the trends, and the results showed no
differences in these trends are attributed to the University of graduate faculty member, and did not there were
differences in experience and age, academic rank variables, and that those who hold the doctorate degree more
positive.
Islam (2011) study aimed to explore the performance gaps in public and private universities in Pakistan and
focus on the performance of faculty members and evaluate it, the sample consisted of (100) researched divided
between three layers are the deans, heads of departments, and faculty members. The personal interviews and
questionnaire were used to obtain the data. The results showed that the decline in motivation to evaluate and less
share in decision-making, culture and organizational competitiveness and standards of the classroom system are
of the most important factors and challenges faced by universities in the performance assessment. And that the
methods of performance evaluation become old and outdated decade, and the lack of training of the person is a
resident of the performance hurdles for the effective performance evaluation of the system in Pakistani
universities.
Moreno-Murcia, Torregrosa, and Pedreno (2015) held a study aimed to design and verify the validity of the
measuring tool for evaluating the performance of teachers in the education process; the sample consisted of
(1297) university students. The appropriate statistics and internal consistency have been made, and the link
between each paragraph of the paragraphs. The results showed up with a suitable structure for the questionnaire
consisting of three dimensions which are the planning, development, and the result, and that the tool is valid and
honest in its construction to evaluate the performance of a university faculty member.
3. The Methods and Procedures
3.1 Research Methodology
In the research, the descriptive analytical method was used to determine the degree of trends of faculty members
at public universities about the performance appraisal process and its relationship with some variables; where a
questionnaire designed by the researcher was used to see the degree of faculty members’ attitudes.
3.2 Population of the Study
The population of this study consisted of faculty members at Yarmouk University, The university of Science and
Technology of Jordan, and Al Balqa Applied University in Irbid Governorate during the second semester of the
academic year 2015/2016 and who form (1819) faculty members.
3.3 Sample of the Study
The study sample consisted of 320 faculty members, was chosen purposely and according to different variables
of the study, and Table 1 shows the distribution of the sample according to these variables.

140

ies.ccsenet.org

International Education Studies

Vol. 10, No. 6; 2017

Table 1. The study sample distribution according to independent variables
Variable
Gender
College

Academic rank

Teaching experience

Age

University

Level

N.

Percentage

Male

160

50%

Female

160

50%

Humanitarian

160

50%

Scientific

160

50%

Professor

58

18%

Associate professor

92

29%

Assistant professor

103

32%

Lecturer

67

21%

1-5 years

44

13.8%

5-10 years

167

52.2%

10 years and above

109

34%

Less than 35 years

87

27.2%

36-45 years

172

53.8%

More than 45 years

61

19%

Al Yarmouk

110

34.4%

Jordan university of Science and Technology

110

34.4%

Al-Balqa Applied university

100

31.3%

3.4 Variables of the Study
The study included the following variables:
First: Independent variables
-

Gender: It has two categories (male, female).

-

College: It has two categories (humanitarian, scientific).

-

Academic Rank: It has four categories (professor, associate professor, assistant professor, and lecturer).

University: It has three categories (Yarmouk University, The University of Science and Technology of
Jordan, Al Balqa Applied University).
-

Teaching experience: It has three categories (less than 5 years, 5-10 years, 10 years and over).

-

Age: It has three categories (less than 35 years, from 36-45 years old, more than 45 years).

Second: The dependent variables
-

The performance appraisal process

3.5 The Study Tool
The study tool was built by reference to the literature and previous studies on the subject of performance
evaluation of faculty members such as Ajlouni (2011) study, the study of Shaheen (2010), the study of the Abu
Madi (2007), and the study of Nono (2004). Then this tool was built according to a sliding scale as follows:
(1 = Strongly Disagree, 2 = Strongly Agree, 3 = neutral, 4 =Agree, 5 = strongly agree). The study tool included
two parts: the first part, regards information about the independent variables of the study, namely, (gender,
academic rank, university, teaching experience, age, college). Part II contained passages study tool, which has
been drafted (15) paragraphs describing trends of faculty member about the performance appraisal process.
3.5.1 The Tool Validity and Reliability
The researcher gave the study tool to a group of arbitrators’ jurisdiction who are holders of PhDs in educational
research and educational supervision, to ensure its validity. They were asked to give their views on the tool, and
to add what they see fit, and they were asked to express their views in the following: the extent of the paragraph
clarity, and the extent of the possible presence of paragraph in the evaluation system, and the availability of
important paragraphs in the evaluation process. Some items have been deleted and some paragraphs added based
on the opinion of the arbitrators, it has been taken into account when finalizing the study tool, so check the
internal validity of this tool. As the researcher extracted the construction validity of the scale applied on a
prospective sample of 47 faculty members, and then calculated the correlation coefficients debugger paragraphs
with the measure as whole values, as shown in Table 2.
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Table 2. The values of correlation coefficients (debugger) to items of the study tool
Item number

Correlation coefficient

Item number

Correlation coefficient

1

0.68

9

0.84

2

0.57

10

0.52

3

0.54

11

0.59

4

0.61

12

0.75

5

0.52

13

0.66

6

0.48

14

0.68

7

0.43

15

0.42

8

0.62

Notes from the data in Table 2 that the link to the paragraphs of the study tool transaction values ranged between
(0.43 - 0.84), all of which are statistically significant values. The researcher has adopted a standard for accepting
paragraph that at least linked dimension and a whole list coefficient (0.30). As the researcher calculates the
reliability of study tool as a whole using Cronbach’s alpha coefficient, reaching (0.87) which is suitable for the
use of the tool value for the purposes of the present study also as the researcher sees.
3.6 Data Analysis
After collecting the data of the study, the study questions were examined through the following statistical tests:
1)

The arithmetic means and standard deviations were used for each paragraph of the study tool, and
extraction of the total performance score.

2)

To answer the gender differences in college, T-Test was used to these differences.

3)

To answer the differences in degrees of trends of faculty members, contrast Four Way ANOVA was used,
also (Scheffe-Test) for posterior comparisons was used.

4)

The paragraphs of the tool were corrected by giving the paragraphs the following responses grades: (1 =
Strongly Disagree, 2 = Strongly Agree, 3 = neutral, 4= Agree, 5 = strongly agree). Where the grade
increases with the arithmetic mean and less class, the less the arithmetic mean, and to judge the degree to
which in the light of results and their interpretation, the adoption of three levels as follows: the arithmetic
mean (3.75 and above) refers to a high degree. The arithmetic mean (2.50 to less than 3.74) indicates a
moderate degree. The arithmetic mean (2.49 or less) refers to a weaker class.

4. The Results of the Study
Results related to the first question: “What is the degree of attitudes of faculty members about the process of
performance evaluation of public universities?”
To answer this question averages were extracted, standard deviations, and assess the degree of paragraphs that
measure the degree of the attitudes of faculty members, and Table 3 show the results.
Table 3. Means, standard deviations, and the degree of attitudes of faculty members through the tool items
Ranking
1
2
3
4
5

Item

Standard

The degree of

deviation

performance

3.74

0.81

Moderate

3.71

0.89

Moderate

3.68

0.78

Moderate

3.67

0.92

Moderate

3.66

1.01

Moderate

3.64

0.99

Moderate

Mean

The evaluation of the faculty member for himself (self-assessment) in the
performance appraisal process is taken into consideration.
Personal factors of the faculty member and his attributes take part from the
performance appraisal process.
The tendency to randomness and lack of seriousness by the students in the
performance appraisal process
the evaluation process provides feedback for a faculty member to review teaching
methods
the performance appraisal process is Characterized by flexibility to face the
changes in teaching
The University is reviewing the terms of performance evaluation and its

6

amendments based on the latest developments and the requirements of the present
time
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Research and scientific papers and participation take part of the performance
appraisal process
The university benefit from the performance appraisal process in making
appropriate decisions
The performance appraisal process of the faculty member has positive results on
the university.
There is an ad hoc committee to evaluate the performance of a faculty member and
be within his specialty
Students have the ability to evaluate a faculty member in the hall assess teaching
The university takes into account when choosing performance standards the job
description for the faculty member
performance evaluation process is conducted in regular periodic times (each
semester)
The performance evaluation system helps the user to know the strengths and
weaknesses in the performance of a faculty member
The performance evaluation system helps the user to develop and improve the
performance of a faculty member.

3.64

0.82

Moderate

3.61

0.68

Moderate

3.58

0.71

Moderate

3.55

0.84

Moderate

3.54

0.90

Moderate

3.51

0.69

Moderate

3.49

0.60

Moderate

3.47

0.87

Moderate

3.45

0.66

Moderate

3.60

0.68

Moderate

* Maximum score (5).
Table 3 shows that the degree faculty members’ attitudes were moderate; where the instrument as a whole and all
its clauses got responses indicate a medium degree.
Results for the second question: “Is there any statistically significant differences at the significance level (α =
0.05) in the attitudes of faculty members depending on the gender variable?”
To see if there were differences between the sexes on the attitudes of the faculty members on the tool, (t-test)
was used. Table 4 means and standard deviations and the results of the (T) test.
Table 4. T-Test results of the differences between the mean scores of both sexes the tool of attitudes of faculty
members
Tool
Attitudes

Gender

Mean

Standard deviation

Male

1.85

0.65

Female

1.97

0.52

T value

Sig

2.63

0.009

Table 4 shows that the value of (T) reached (2.63) with a statistical significance (P <0.01), it is evident from the
table that the average female degrees higher than the average male degrees.
Results related to the third question: “Is there any statistically significant differences at the significance level (α=
0.05) in the attitudes of faculty members depending on the college variable?”
To see if there were differences between the college on the attitudes of the faculty members’ tool, (t-test) was
used. Table (5) shows means and standard deviations and the results of the (T) test.
Table 5. (T) Test results of the differences between the mean total scores on the tool of attitudes of faculty
members
Tool
Attitudes

College

Mean

Standard deviation

Scientific

2.35

1.27

Humanitarian

1.82

0.97

T value

Sig

6.35

0.000**

Table 5 shows that the value of (T) reached (2.63) with a statistical significance (P <0.01), it is evident from the
table that the means of scientific college degrees higher than the mean humanitarian college degrees.
Results related to the fourth question: “Is there any statistically significant differences at the significance level (α
= 0.05) in the attitudes of faculty members depending on the variables of scientific rank, or university, or
teaching experience, or age?”
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To answer this question arithmetic means and standard deviations of the estimated faculty member attitudes on
the tool items of the study as a whole were extracted, according to the variables (faculty members, Academic
Rank, university, teaching experience, age), and Table 6 shows that.
Table 6. Means, standard deviations of the estimated attitudes of faculty members on the tool items on the study
as a whole, according to the variables (Academic Rank, university, teaching experience, age)
Variable

Academic rank

University

Level/category

N.

Mean

Standard deviation

Professor

58

2.66

0.70

Associate professor

92

2.84

0.80

Assistant professor

103

2.92

0.57

Lecturer

67

2.87

0.80

Al Yarmouk

110

2.88

0.64

110

2.89

0.66

Jordan university of Science and
Technology

Teaching
experience

Age

Al Balqa Applied University

100

2.83

0.62

1-5 years

44

3.63

0.54

5-10 years

167

2.94

0.62

10 years and above

109

2.82

0.63

Less than 35 years

87

2.88

0.63

From 36-45 years

172

2.79

0.61

More than 45 years

61

2.29

0.51

It is clear from the Table 6 that there are morphological differences between the estimated means of attitudes of
faculty members on the study tool as a whole according to the variables of (Academic Rank, University,
Teaching experience, age). To find out the statistical significance of those differences Contrast quartet analysis
was used (Four Way ANOVA), and Table 7 shows that.
Table 7. Results of contrast quartet analysis of the estimated attitudes of faculty members on the tool items as a
whole, according to the of variables (Academic Rank, university, teaching experience, age)
Source of variance

Sum of squares

Df

Academic rank

0.806

3

University

2.606

2

Teaching experience

2.633

Mean of

F value

Sig

0.269

8.116

*0.000

1.303

2.034

0.155

2

1.317

8.398

*0.000

2.835

*0.000

squares

Age

2.585

2

1.293

Error

84.758

310

0.273

Total

93.388

319

* Statistically significant at the significance level (0.05 = α).
As seen from Table 7 there are no statistically significant differences at the level of significance (0.05 = α) in the
average of estimated attitudes of faculty members on the study tool as a whole according to the study variables
except the variable of “university” where it did not show any differences in it.
The table showed no statistically significant differences at the level of significance (0.05 = α) in the average of
estimated attitudes of faculty members on the study tool as a whole due to the variable “scientific rank”, as the
value of (P = 8.116), with a statistical value of (0.000). To find out for the benefit of whom those differences was
(Scheffe) test for posterior comparisons was used, and Table 8 shows that.
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Table 8. Results of (Scheffe) test of posterior comparisons of the estimated attitudes of the faculty members on
the tool items as a whole, according to “scientific rank” variable
Academic rank
Associate

Professor
Academic rank

Mean

Professor

2.66

Associate

2.66

2.84

professor

professor

Assistant professor

Lecturer

2.92

2.87

2.84

0.31

Assistant professor

2.92

01.00

0.30

Lecturer

2.87

*0.47

0.16

0.63

* Statistically significant at the level of statistical significance α = 0.05).
It is clear in Table 8 that there is a statistically significant difference at the level of statistical significance (α =
0.05) between the means of estimated attitudes of faculty members with scientific rank (professor) on the one
hand and with Academic Rank (lecturer) on the other hand, for the benefit of faculty members with Academic
Rank (lecturer).
The table also showed no statistically significant differences at the level of significance (0.05 = α) in the means
estimated attitudes of faculty members on the study tool as a whole due to the variable Teaching experience, as
the value of (P = 8.398), with a statistical significance (0.000). To find out for the benefit of whom those
differences (Scheffe) test for posterior comparisons was used, and Table 9 shows that.
Table 9. Results of (Scheffe) test for posterior comparisons pf the estimated attitudes of faculty members on the
tool items as a whole, according to the teaching experience variable
Number of students in the class
Number of students in the class

1-5 years

5-10 years

10 years and more

3.36

2.94

2.82

Mean
1-5 years

3.36

5-10 years

2.94

0.10

10 years and more

2.82

*0. 70

0.09

Table 9 showed that there is a statistically significant difference at the level of (α = 0.05) between the mean of
estimated attitudes of faculty members whose teaching experience is (1-5 years) on the one hand, and those with
a teaching experience (10 years and over) on the other hand, and in favor of teaching experience (1-5 years).
The table also showed statistically significant differences at the level of significance (0.05 = α) in the average of
estimated attitudes of faculty members on the items of the study tool as a whole due to the age variable, as the
value (P = 2.835), with a statistical significance of (0.000). To find out for the benefit of whom those differences
(Scheffe) test for posterior comparisons was used, and a Table 10 shows that.
Table 10. Results of (Scheffe) test for posterior comparisons of the estimated attitudes of faculty members on the
tool items as a whole, according to the “Age” variable
Number of students in the class
Mean

Less than 35

From 35-45

More than 45

2.88

2.79

2.29

Less than 35

2.88

From 35-45

2.79

0.05

More than 45

2.29

*0.85

0.15

Table 10 showed that that there is a statistically significant difference at the level of (α= 0.05) between the mean
of faculty members’ attitudes on the study tool as a whole due to the Age variable from (less than 35 years old).
And with those of (more than 45 years) age on the other hand and in favor of those with age (less than 35 years
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old).
4.1 Discussion of the Results
The researcher attributed the result of the first question to the fact that the faculty members believe that the
performance evaluation is not objective. especially when it comes from the students because of the low level of
trust between them; and they cannot judge a faculty member as non-qualified and trained for the evaluation
process although they were closer to it through lectures and through their interaction and it faces them
academically, where it affects the personal relationships and supports the grades for subjects. The researcher also
attributed this result to the fact that universities do not take into account the positive and negative incentives after
the results of the performance appraisal process, and the performance appraisal process becomes annual routine
and loses its luster with the passage of days. Universities do not bother doing interviews after the performance
evaluation process to provide an opportunity for faculty members to discuss the evaluation results and determine
the future goals between the university and a member employed in it. This result is consistent with the study of
Razek (2006), which sees the student assessment and colleague came the last rank because of the lack of
attention to it.
The researcher believes that female faculty members are seeking to support the scientific status in the field of
specialization, which reflects a deep desire to prove oneself and have academic success. The difference between
the sexes arising from the reservation and females resulting from the difference in socialization exercised by
parents in the home and the educators at the school according to gender, since the childhood stage the parents’
demands from females to be reservation and compliance with social standards. Females are more disciplined in
the administrative matters relating to the process of improvement and development work, they are initiatives and
they look at things more deeply than males who may tend to indifference sometimes. This result is consistent
with the study of Razek (2006) that females are more interested in the evaluation process.
Regarding the attitudes of faculty members about performance evaluation which depends on the College variable,
the researcher attributed these differences to the fact that faculty members at scientific faculties have more
awareness and attention to the skills, and more teaching competencies from faculty members at other colleges.
The theoretical courses at the scientific colleges may be more difficult and more abstract from the courses of the
rest of the colleges. In addition, the use of English in the teaching of the courses at the faculties of science and
engineering which requires students from these colleges a larger effort to understand these courses. Compared to
the effort required of the humanitarian faculties, social sciences, which use the Arabic language in the teaching
of courses which are almost too abandoned the complex mathematical methods. this would lead to a
humanitarian college students estimated to be less than scientific college students estimates of the performance
of faculty members, as the researcher attributed these differences to the faculty the humanitarian faculties of
social Sciences members may not have the sufficient and serious process of valuation concerns. And the result of
this study differs from the study of Jeffry (2002), there are differences in the responses of the students and in
favor of humanitarian faculties.
The researcher believes that the lecturer got the difference because he is interested in assessing students, and
achieves his desires, and gain satisfaction of being at the beginning of his career within the university; which
reflected on the teaching methods and style of communication with students. Unlike the teachers who are at
higher academic rank such as Professor and associate professor who reach a level that cemented his status within
the university and they reject performance evaluation and its use in decision-making, to consider that students or
others are not qualified to assess those in their level. The lower degree of faculty members, the more favorable to
be assessed by others, the lecturer looks at the performance evaluation process with interest to see the
weaknesses of his development in order to keep the position he reached. The result of this study differs with the
study of Ajlouni (2011) that indicated no differences in academic rank.
For those with teaching experience less than 5 years, they gain a statistical significance who perceive the
evaluation process. The researcher attributed this it will provide them with the weaknesses and they need to
succeed and grow, excellence and speed of proving the presence, in addition to providing them with what is new
in the global, they are looking for help to raise their level and improve their needs and increase their
self-confidence. Faculty members with vast experience in their field do not look at performance appraisal
because they exceeded this stage years ago. While individuals with limited experience, who are less than 5 years,
still at work have less social interaction with old teachers. This makes them less consensus which reduces
preference for evaluating colleagues, and that with the experience and the passage of time the faculty members
acquire self-esteem and mastery of the art of scientific confidence and also there are no longer interested in
colleagues’ assessing. In addition, experienced teacher have good relations with co-workers, therefore, there is
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no fear from his evaluation. On the other hand, those teachers who are with long years of experience are familiar
with this type of assessment given that they are assessed through promotions committees that evaluated the
quantitative and qualitative aspects of the research and scientific activity when promoted to the rank of professor
or associate professor. The result of this study differs from the study of Ajlouni (2011), which pointed to the lack
of differences in the experience of teaching.
The researcher believes that teachers with younger age (less than 35) by virtue of their closeness to the students,
and form strong personal relationships with each other, care about performance evaluation by students more than
others older who are proud of their knowledge. Since and they see that there is no one better than their
experience, and that there is no benefit from this assessment, and that this process is a loss of prestige of the
faculty member. And the result of this study differs from the study of Ajlouni (2011) that indicated no differences
in age.
4.2 Recommendations
In light of the above findings, the researcher recommends:
1)

Departments of universities have to give courses and establish awareness meetings for faculty members
show the importance of students’ assessment of the faculty member and the university’s reliance on this
assessment.

2)

The assessment process must be in an orderly and generally accepted process in terms of target and time by
a faculty member.

3)

Not giving the student’ evaluate the bulk of the fate of the faculty member’s report, but the distribution of
the assessment on several things such as activities, research, and others.

4)

Keep types of assessment (peer-assessment, and management’s assessment, self-assessment) seriously.

5)

Conduct similar studies concerned with the process of performance assessment on other samples and
universities.
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