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Effect of Faculty Development Model on University Teachers’
Performance: An Exploratory Study

Abdul Shakoor Rana*
and Shehzad Ahmad

University of Okara, Pakistan

, Muhammad Tahir Khan Faroogi's’, Khalid Saleem™/,

ABSTRACT The prosperity of a country largely depends upon the knowledge, skills,
expertise, and attitude of its human resources. These qualities can be accomplished by
developing effective human workforce development programs. Such development
programs aims to boost skills, knowledge, and overall human capabilities. These programs
offer a strategic process of imparting competencies like knowledge, skills, and values.
Many countries have achieved an economic miracle by developing their human resources.
Faculty development initiatives are crucial for improving the quality of higher education.
The purpose of this study is to investigate the impact of faculty development programs on
the faculty and institutional development. Moreover, it aims to solicit a faculty
development model for improvement in the existing level of faculty performance. The
sample of the study included, faculty members of social sciences departments, executive,
and administrative heads, and HR managers of six randomly selected universities from
both public and private sectors. Data was collected using an adapted and piloted
questionnaire (HRD-AS). The data was then analyzed using statistical software AMOS
version 24, and a faculty development model was proposed using structural equation
modeling. The statistical results of the study revealed that the suggested model would
significantly enhance faculty performance as well as institutional performance if applied
in true spirit.

INDEX TERMS faculty development,
universities, structural equation modeling

I. INTRODUCTION

Human resource development (HRD) is a

human resource development, Pakistani

that plays a decisive and citing part in
recognizing the concealed talent of the

systematic process wherein people are
trained in groups or individually to expand
their proficiency and to make them self-
reliant for the realization of organizational
goals. In the opinion of [1], HRD is a
framework that helps employees to develop
their skills, knowledge, abilities, leading to
organizational development. Similarly, [2]
conceptualized HRD as a progression
strategy that expands employee's work-
based  knowledge,  expertise, and
productivity. Similarly, [3] exemplified
HRD as a crucial activity and procedure

workforce of an organization. In the
opinion of [4], HRD is an incessant course
of action wherein organizational members
are offered the opportunities to gain
knowledge of the basic skills to meet short
and long-term organizational objectives.
Furthermore, [5] portrayed HRD as
planned learning activities to perk up
organizational performance and personal
growth. Likewise, [6] declared that HRD is
a logical and planned activity that
comprises  selection and  staffing,
orientation, employee training, mentoring,
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promotion practices, performance
appraisal, compensation and benefits,
career  development, and  working

environment. An organizational
development activity relates more to long-
term strategies aiming at the holistic
development of the organization [7]. New
technologies are required for organizational
development and a skilled workforce is
crucial to effectively to cover it up.

Similarly, [8], publicized that human
resources are the most valuable assets of an
organization which brings significant
change with their potential. According to
[9], HRD leverages talent and energies of
employees which are potential contributors
to the achievement of organizational goals.
Human resources development practices
are key components for dynamic and
growth-oriented organizations and can be
developed into a dynamic and progressive
model by promoting the key competencies
of their human resources [10].

A. SELECTION & RECRUITMENT

The vibrant inflow and outflow of the
populace within an organization needs to
match the necessities of an institute. The
performance of any firm mainly depends on
the usefulness of its human resources. In
various characteristics, human resources
HRs have the advantages over other
resources as other resources can be
employed, maintained, and discarded at any
time but human resources demand special
treatment. Recruiting and selecting talented
and experienced individuals is the first step
in building an effective workforce. In the
opinion of [11], recruitment and selection is
a process of searching an adequate number
of potential candidates to meet the
organizational needs. In other words,
selection means to choose an individual
amongst the prospective candidates to fill
the vacant position in an organization. An

School of Systems and Technology
Volume 6 Issue 1, Spring 2026

organizational development activity relates
more to long-term strategies aiming at its
holistic development. New technologies are
required for organizational development
and a skilled workforce is better to cover it
up. As stated by [12], selecting the right
people for the right job should be the
priority of management. Selecting and
staffing are parts of the recruitment process
in which outstanding candidates are
selected. Merit-based selection reduced the
training expenditures as a capable
individual has a higher- grasping potential.

B. ORIENTATION

After the selection and recruitment of
talented candidates, the organization needs
to guide them in the appropriate execution
of their roles. Orientation aims at informing
newly recruited personnel about their
expected role and helps them manage the
pressure of transition [13]. Orientation
might be in briefing shape or informal
introduction and induction training to
familiarize new recruiters with the rules,
regulations, hierarchical structure, policies,
and targets of the organization. Orientation
also intends to greet the recruits and make
them feel comfortable. The purpose of
these practices is to improve employee
performance and productivity [14]. Such
practices can play a significant role in
developing organizational commitment if
executed properly. In the opinion of [15],
every orientation program intends to
familiarize the newly inducted workforce
with organizational objectives, and policies
and introduce them to managers and co-
workers. Avoiding orientation may create
mystification in their minds and they may
take more time to perform their tasks. In the
opinion of [16], a successful orientation
enables new employees to feel comfortable
in the execution of their assigned duties and

socialize them into the working
environment. An organizational
UMT— 67
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development activity relates more to long-
term strategies aiming at the holistic
development of the organization. In an
educational setting, the newly selected
teachers/ faculty members also require
orientation. They require knowledge about
rules and regulations, goals and objectives,
mission statements, and the administrative
hierarchy of their organization.

C. PERFORMANCE APPRAISAL
PRACTICES

Performance appraisal practice is a central
component of an  organizational
performance management system. The
purpose of these practices is to improve
employee productivity and performance
[14]. Such practices can play a significant
role in developing  organizational
commitment if executed properly [17]. The
objectives of appraisal mechanisms are to
compare the current and past performance
to get better [18]. An ideal workplace is
characterized as where there is a low level
of stress and maximum job satisfaction and
job security. Job security is the most
important component of HR development
practices. In the opinion of [19] the working
environment is comprised of physical
setting,  organizational culture and
geographical surroundings. In simplest
words working environment is the
composition of job characteristics e.g.
workload, working hours, organizational
culture and history, facilities, opportunities
for promotion and career development,
market conditions, and local and labor
market [20]. A performance appraisal
system is an essential part of the human
resources development model which
includes observation and judgments [21].
Performance appraisal is a
multidimensional practice aiming at good
performance by removing shortcomings
and providing the guiding principle to
rationalize management decisions [22].

Similarly, [19], propagated  that
performance appraisal practice provides
opportunities to identify the skills they need
to acquire for organizational development.
It guarantees that the workforce stays
focused on efficient performance [23].
Performance appraisal practice and
monitoring improve the productivity and
performance of the workforce [14]. An
appropriate explanation and supervision of
performance lead to higher performance.
Employee productivity and commitment
can be improved by applying a
performance appraisal system. Keeping in
view its importance, it is indispensable to
carry out performance appraisals after
every six to twelve months [24].

D. ORGANIZATIONAL
DEVELOPMENT

Organizational development aims at

strengthening  harmonization ~ among
various groups, units, and all other
stakeholders.  Organizational ~ growth

demands long-term sustainable planning to
swell up overall production. From the
perspective of higher education institutions
(HEIs) of Pakistan, the faculty
development program of  Pakistani
universities lacks such sustainable planning
and strategies. The study of [25], revealed
that the faculties of Pakistani higher
education institutions are professionally
less proficient. This causes a reduction in
organizational output and  growth.
Correspondingly, [26] studied the impact of
the supportive role of organizational
atmosphere and employee prosperity.
Organizational development limelight the
performance of the organization as a whole
[9]. Similarly, [27] elaborated
organizational development as a long-term
exertion assisted by higher administration
to perk up organizational vision using
learning and problem-solving processes.
This can be possible through continuing,
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shared management of an organization that
improves the effectiveness and well-being
of the employees. An organizational
development activity relates more to long-
term strategies aiming at the holistic
development of the organization [7]. New
technologies are required for organizational
development and a skilled workforce is
better to cover it [28]. The ultimate goal of
HRD is to; increase the capabilities of
individuals, groups, teams, and the entire
organization.

E. WORKING ENVIRONMENT

The working surroundings of an
organization play a pivotal role in
magnetizing and engaging employees. If
the working conditions are conducive the
performance of the employees will improve
significantly [29]. An ideal workplace is
characterized as where there is a low level
of stress and maximum job satisfaction and
job security. Job security is the most
important component of HR development
practices. In the opinion of [30], the
working environment is comprised of a

physical setting, organizational culture
geographical surroundings. In simplest
words working environment is the

composition of job characteristics e.g.
workload, working hours, organizational
culture and history, facilities, opportunities
for promotion and career development,
market conditions, and local and labor
market [21]. The study of [31], indicated
that the working environment and
employee's job satisfaction significantly
influence  organizational performance.
According to [32], physical safety means
protecting employees from accidental
injuries that can be caused during duty. It is
a fact that environmental factors like health,
safety, and compensation  benefits
considerably influence the performance of
the employees [33]. Again [21], declared
that the working environment and worker's
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attitude and performance are correlated. As
far as higher education is concerned, there
is a serious lack of pragmatic practices to
probe the campuses environment and
employee’'s job  commitment.  The
coordination  between the  campus
environment and employee  job
commitment leads to a well-established
structure. According to [34], a supportive

HRD environment is crucial for
organizational development. Similarly,
[35], concludes that the working

environment and employee performance
are strongly correlated.

F. PURPOSE OF THE STUDY

This study aims to analyze the existing
faculty development practices being
executed in public and private sector
universities in Pakistan. Moreover, this
study will also investigate the relationship
between various HR  development
practices. Based on the statistical
estimation an appropriate and practicable
model would be suggested for faculty
developmental programs for Pakistani
universities. Due to various constraints, the
study is limited to the universities
functioning within the public and private
sectors in the Punjab province of Pakistan.

G. HYPOTHESES

The following hypotheses have been
formulated to assess the impact of various
HR development factors on organizational
development.

H1: There is a significant correlation
between selection and recruitment practices
and organizational development.

H2: There is a substantial relationship
between  orientation  practices and
organizational development.

H3: There is a significant relationship
between performance appraisal

i UMT— 69
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mechanisms and
development.

organizational

H4: There is a significant association
between organizational working conditions
and organizational development.

H5: Human resources development
practice significantly influences
organizational development.

Il. METHODOLOGY

To carry out the study data was collected
from faculty members, executive and
administrative heads of departments of
social sciences using a proportionate
sampling  technique.  An  adapted
questionnaire was used to gather the
opinions of the selected sample. A total of
750 questionnaires were administered but
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525 shared their responses showing a 70%
response rate. The data were analyzed using
by AMOS software version 24 and
structural equation modeling was employed
to develop the faculty development model.

A. SAMPLE OF THE STUDY

Using a random sampling technique, six
universities from both public and private
sectors on equal proportionate were
selected as a sample of the study. Data were
collected from 525 faculty members,
executive and administrative heads, and
HR managers of social sciences
departments of these universities.

Il. RESULTS

Results of the analysis and conclusion
drawn are presented below.
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FIGURE 1. Faculty development model for university teachers
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TABLE |
THRESHOLD OF MODEL FIT
Measures CMIN/DF CFlI RMR RMSEA PCLOSE
Terrible >5 <0.90 >0.10 >0.08 <0.01
Acceptable >3 <0.95 >0.08 >0.06 <0.05
Excellent >1 >0.95 <0.08 <0.06 >0.05

Source: [36], thresholds values of Fit Indexes Analysis: Conventional Criteria versus New

Alternatives")

TABLE I
MODEL FIT MEASURES OF THE STUDY
Measures CMIN df CMIN/ df CFlI RMR RMSEA p Close
Between
Threshold 1and 3 >0.95 <0.08 <0.06 >0.05
Estimate 756.227 430 1.759 0.935 .049 .038 1.000
interpretation  ----- ----  Excellent  Acceptable Excellent Excellent Excellent
TABLE I
CMIN (MINIMUM DISCREPANCY)
Model NPAR CMIN df p CMIN/ df
Default model 98 756.227 430 .000 1.759
Saturated model 528 .000 0
Independence model 32 5520.414 496 .000 11.130
Statistically, determining model fit model fit. The CMIN/DF value of the

measures revealed that there is no definite
threshold for a good model fit. The CMIN
value ought to be within 1 to 3 for a good

suggested model was 1.759. The produced
value revealed the recommended model as
a good fit (See Tables 1 & 3).

TABLE IV
BASELINE COMPARISON OF THE STRUCTURAL MODEL

NFI RFI IFI TLI
Model Deltal rhol Delta2 rho2 CFl
Default model .863 .842 .936 925 935
Saturated model 1.000 1.000 1.000
Independence model .000 .000 .000 .000  .000

Comparative Fit Index (CFI) reflects on the
whole perfection of the suggested model.
The cutoff CFI value for the adequacy of a
good model fit ought to be > 0.90. The
estimated value of the developed model
was .935 which epitomizes the goodness of

School of Systems and Technology
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the projected model. (See table 1 & 4).
Besides these indices, two other criteria
were also kept into account for establishing
the goodness of the developed model [37].
The criterion is reflected below.
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TABLE V
ROOT MEAN SQUARE ERROR OF APPROXIMATION
Model RMSEA LO90 HI90 P Close
Default model .038 .034 .042 1.000
Independence model 139 136 142 .000

Root Mean Square Error of approximation
approximates the degree of inexactness of
data by considering the complexity of the
model. An RMSEA value < .05 is measured
as a good model and <.08 represents the
adequacy of a good model fit [38]. The

maximume-likelihood technique was used to
calculate the goodness of the 6-factors
model. The calculated value of the
proposed model was .038 which
established the goodness of the developed
model (See Table 1 & 5).

TABLE VI
ROOT MEAN SQUARE (RMR) AND GFlI
Model RMR GFlI AGFI PGFI
Default model .049 918 .900 .748
Saturated model .000 1.000
Independence model 313 .307 .262 .288

The goodness of fit Index is an absolute
model fit index. A GFI is analogous to a
model R2 in multi-regression analysis. The
value for GFI 0.90 or above indicated the
adequacy of a model fit. The GFI, AGFI,

and PGFI values of the proposed model
were .918, .900, and .748 respectively
which established the goodness of the
suggested model (See Tables 1 & 6).

TABLE VII
PARAMETER SUMMARY
Weights ~ Covariances  Variances Means Intercepts  Total
Fixed 40 0 0 38 2 80
Labeled 31 29 38 0 0 98
Unlabeled 0 0 0 0 32 32
Total 71 29 38 38 34 210
TABLE VIII
CORRELATIONS OF VARIOUS FACTORS: (DEFAULT MODEL)
Factors Correlation Estimation Estimate
Recruit__ Selection <--> Performance_ Appraisal 731
Recruit__ Selection <--> Working__ Environment .668
Performance__ Appraisal <--> Working__ Environment .887
Orientation <--> Working__ Environment .705
Recruit__ Selection <--> Orientation 156
Orientation <--> Performance__ Appraisal 872
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TABLE IX
COVARIANCE: (DEFAULT MODEL)

Constructs Estimation SE C.R p Label Constructs
Recruit —Selection <--> Performance Appraisal 201 .029 7.050 ***  par_54
Recruit — Selection <--> Working Environment ~ .224 .030 7.435 ***  par_55
Perform — Appraisal <--> Working Environment 414 .044 9.329 ***  par_56
Orientation <--> Working Environment .329 .040 8.140 ***  par 57
Recruit- Selection <--> Orientation 207 .031 6.719 ***  par_58
Orientation <--> Performance Appraisal .333 .041 8.114 ***  par_59

IV. DISCUSSION

The study analyses the effect of different
human resource development practices on
organizational development. The progress
of a country mainly relies upon the
excellence of education, higher education
which is directly influenced by the
competence of its faculty members. The
standards of university teachers' teaching
need an instantaneous and concrete uplift.
Many faculty development models exist
globally, but given Pakistan's unique
educational and socio-economic context,
the study has proposed a tailored faculty
development model. The recommended
model stands on various human resource
development constructs viz selection and

recruitment,  orientation, performance
appraisal system, and working
environment. Human resource

development acts as a mediator in the
proposed faculty development model.

H1: The analysis endorsed that selection
recruitment and organizational
development were strongly correlated.
Merit-based recruitment and selection
significantly  drastically improve the
professional standard of university faculty.
The principle of selecting the right person
for the right job highly contributes to the
faculty development program. The findings
of the present paper are in line with the
study carried out by [16], who established

School of Systems and Technology
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that skilled and capable people can give
better results if recruited.

H2: The analysis of the second hypothesis
endorsed that job-specific orientation
improve the performance of newly inducted
faculty. The analysis of the study was
consistent with the findings of similar
research carried out by [15], in which they
affirmed that orientation and faculty
performance of employees were positively
and strongly interconnected.

H3: The analysis revealed that performance
appraisal practices and faculty
development programs are positively
correlated. A performance appraisal system
is a multi-dimensional tool that helps in
removing shortcomings and providing a
guiding principle to meet organizational set
standards. The results of this study are in
line with a similar study carried out by [22]
wherein the researchers claimed that
performance appraisal practices provide
opportunities to identify the skills needed to
achieve organizational objectives.

H4: The analysis also explored that
working environment and faculty job
satisfaction extensively contribute to
organizational development. If the working
conditions are conducive, the employee's
performance will improve considerably.
The study of [37], authenticated the
findings of the present study. Similarly, the
study of [21], also supported the results and

UMT — 73
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asserted that working environment,
employees’ attitude, and organizational
development are strongly correlated.

H5: HRD is a process that develops
employee's  work-based knowledge,
expertise, productivity, and satisfaction. It
is evident from the study of [39], that
human  resource  development and
organizational development are strongly
correlated. The hypothesis was tested and
results revealed that human resource
development and organizational
development are significantly and
positively interconnected. Similar findings
were drawn from the study of McLean and
McLean (2001), wherein the researchers
conceptualized human resource
development as a process that develops
employees' knowledge, expertise,
productivity, and resultantly organizational
development.

A. CONCLUSION

Itis globally accepted that the development
of any organization predominantly depends
on the development of its human capital.
The significance of HR development
practices and their appropriate
implementation  has  already  been
accredited by the university administration
which is taking adequate measures for
execution. Recognizing its importance, the
government of Pakistan in collaboration
with higher education has taken several
initiatives for faculty development. The
majority of the universities have instituted
HRD departments and are applying various
HR development practices. An
organizational development activity relates
more to long-term strategies aiming at the
holistic development of the organization.
New technologies are required for
organizational development and a skilled
workforce is better to cover it up. Despite
all this, much more needs to be done to

promote higher education and make it more
vibrant. HEI needs to institute a well-
designed and well-powered HR department
for faculty and ministerial staff
development to cope with future
challenges.

B. RECOMMENDATIONS

Based on the discussion above, the
following recommendations are proposed
made for faculty development.

1- Transparent and merit-based selection
and recruitment mechanisms should be
established and implemented in both
public and private sectors universities.

2- Orientation practices should be
inculcated before every event/ program
as it minimizes the chance of errors and
mistakes. Furthermore, participation in
the orientation sessions must be made
mandatory for new recruiters at all

levels.
3- A permanent and vigilant
performance appraisal mechanism

should be established at the university
level. The performance appraisal must
be unbiased and transparent.
Employees should be held accountable
for their performance. A good
performer should be rewarded and
poor performers should be treated
accordingly.

4- The working environment of every
institution/organization  should be
pleasant and employees friendly.
There should be arrangements for
health and physical security. Job,
physical, and psychological security
provides mental satisfaction to the
employees. Resultantly, they feel
motivated to devote themselves to
organizational development.
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