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ABSTRACT

The study aims to describe the relationship between trainings and devel-
opment of business educators and their performance in one of the state
universities in Zamboanga Peninsula. Data mining technique was used in
determining the profile of business educators, the number of seminars
and trainings attended, and performance rating. Business instructors in-
cluded the part-time, temporary and permanent faculty members. Re-
sults of the study revealed that faculty received more trainings related to
instructions but very few in research, extension and production. Business
educator’s performance were mostly very satisfactory across the four
core functions despite the limited number of trainings received on some
functions particularly to the new and young faculty. Further, there is a
significant difference on the performance rating based on their employ-
ment status. However, study reveals that trainings and development
have no significant relationship with performance. The study provides
significant managerial implications on the evaluation of faculty perfor-
mance and highlights the need to develop a framework for training and
development. Moreover, the study recommends the need for the admin-
istration to revise its performance evaluation tool to obtain a more con-
crete and objective analysis in gauging how well the university performs
in achieving its goals and targets.
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Background

citizen that would create wealth for human de-

Business education as a discipline is ex-
pected to inculcate in its recipient’s attitudes,
knowledge, skills, and values required in a di-
verse and fast changing environment of the
business world (Salome, 2012). This is a means
of producing a healthy, literate self-reliant
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velopment, when they become self-employed,
thereby resulting to sustainable nation’s devel-
opment at large. Thus, business educators play
an important role in the development of
student’s mental and social capabilities that
will help them achieve their goals in life.
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The excellence of a university is the excel-
lence of its faculty” (Smith, 1978, p.1). For a
university to achieve a competitive advantage,
each faculty and staff in every department must
perform excellently. The talent, training, vital-
ity, and social conscience of the faculty are crit-
ical for quality teaching in each college or uni-
versity (Abouelenein, 2016). Considering that
employees are the most valuable asset of every
organization, they can make or break the uni-
versity’s reputation and can adversely affect
profitability. Faculty often are responsible for
the great bulk of necessary work to be done as
well as customer satisfaction and the quality of
products and events. Without proper training,
faculty both new and current do not receive the
information and develop the skill sets neces-
sary for accomplishing their tasks at their max-
imum potential. Faculty who undergo proper
training tend to keep their jobs longer than
those who do not (Elnaga and Emram, 2013).

Training and development can be sold as
key influence to improving the performance of
individuals (Sila, 2014)). Effective training pro-
grams which aims at motivating, strengthening
commitment and developing the desired
knowledge, skills, and abilities of the employ-
ees are necessary for the faculty to perform
well on the job (Elnaga & Imran, 2018). To pre-
pare faculty in doing the mandated tasks in the
university, management provides training in
order to optimize employee’s potential. Im-
proved capabilities, knowledge and skills of the
talented workforce proved to be a major source
of competitive advantage in a global market
(Samwel, 2018).

Business educators are mandated to per-
form four core functions of instruction, re-
search, extension and production. These four
key areas are the primary means of the univer-
sity to achieve its vision, mission, goals and ob-
jectives. Further, these are also the measures in
evaluating the performance of its faculty as
well as the basis of promotion or achieving
higher academic rank.

The College of Business and Accountancy
(CBA) is the largest college in terms of student
population but second largest college in terms
of the number of faculty. As observed, faculty
members (new or old) are recipient of the

many in-service trainings, seminars and devel-
opment programs given by the university.
However, it can also be observed that faculty
have hard time juggling up their time to per-
form the key mandated tasks. Although one day
(out of 5 working days in a week) is allocated
solely for research and extension activities but
this has not been strictly followed and imple-
mented. In the extent of literature reviewed, it
has been found out that there is a lack of empir-
ical evidence in analyzing the relationship be-
tween training and development among busi-
ness educators. Thus, this study is conducted to
investigate the seminars and trainings ac-
quired by the business educators in relation to
its performance. Moreover, it aimed to deter-
mine if there is a significant difference on the
faculty performance when analyzed by employ-
ment status, educational qualification and aca-
demic rank.

The purpose of the study is to determine
the trainings and seminars attended by the fac-
ulty (in terms of instruction, research, exten-
sion and production) and their performance.
Further, itaimed to analyse the relationship be-
tween trainings and seminars attended and
performance and examine if there is significant
difference in the performance rating when an-
alyzed according to employment status, educa-
tional qualification, and academic rank.

Review of Related Literature

Several research studies have been carried
out on the importance of training and develop-
ment and its crucial roles in the organizations.
The only thing, which distinguished the organ-
ization from the competitors, is the Human re-
source, because human assets are more im-
portant than the financial assets (Ahmed et al,,
2016). Amongst the important function of hu-
man resource management, one of the crucial
function is faculty development through
proper in-service trainings, seminars and de-
velopment programs. Faculty development re-
fers to the capacity and capability building on a
faculty, and thus as of whole organization, to
meet the standard performance level (Ezeani,
2012). More the developed faculty, more they
are satisfied with their job, hence increasing
the university’s productivity and profitability
(Champathes, 2006).
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Organizations who really takes care of their
faculty and provide the necessary training,
skills and expertise are the only ones who can
lead and takes the advantage in the competi-
tion (Ahmed & Ahmad, 2015). It is very much
evident and proven that employees are the only
factors who made all the great organizations,
and still those are organizations are having
great competitive advantages who spend enor-
mous amount on their training and develop-
ment and make them really a great asset for the
organization (Joyce & Showers, 2002). Only the
best employee can produce the best results for
their organizations.

According to Adejare, et al,, (2020) the em-
ployees are the backbone for any organization,
human asset is much more important as com-
pared to the financial asset. Investing money on
training and development can produce human
capital. Employees should be provided exten-
sive technical and skills knowledge and make
them asset for the organization and in this way
the organization must achieve the competitive
advantage in the market as compared to its
competitors. Skills development and proper
training and development are the most im-
portant function for any Human resource de-
partment of any organization including educa-
tional institutes and universities. The HRM de-
partments of the organizations are to arrange
the training sessions to impart required skills
and knowledge in order to compete other or-
ganizations in competitors’ environment (Tsai
& Tai, 2003). Similarly, professional and train-
ing development is equally important for the
employees of academic institutions and these
factors have a vital role in employees’ perfor-
mance (Veerasamy, Sambasivan, & Kumar,
2013).

Moreover, there are many benefits of
proper training and professional development
such as: it enhances the competency of a fac-
ulty, the skills of the faculty horn further, there
is contribution of extra knowledge, also in-
crease the teacher’s capability to monitor the
students in the classrooms, and so in this way
better feedback and output could be achieved
from students (NCMST, 2000). Several studies
identified that actually training and develop-
ment and professional development is the most
important factor for employees’ motivation

and eventually it leads towards the job satisfac-
tion for a faculty in any university (Boerebach,
Lombarts, Scherpbier, & Arah (2013); Ashford,
Lee, Bobko, 1989).

Rahman and Parveen (2006) argued that
faculty showed dissatisfaction and lack of per-
formance if they would not be given relevant
training and professional development, there-
fore, they reported training and skills building
are the key factors in Bangladeshi universities.
Schmalenberg and Kramer (2008) concluded
and established a significant positive associa-
tion between training and development and
faculty’s performance, they further concluded
that proper training and professional develop-
ment significantly reduce the high turnover
and minimize the job stress among the univer-
sities employees (Rahman & Parveen, 2006);
Schmalenberg & Kramer, 2008). The previous
literature had shown the importance training
and development and how it helped in the de-
velopment of faculty and its impact on overall
performance of institutions and organizations.
Therefore, based upon previous literature it is
concluded that training and development are
the two most important aspects for the perfor-
mance faculty among business educators.

Methodology

The study employed a descriptive method
utilizing quantitative and qualitative ap-
proaches in analyzing the relationship between
trainings and development and performance
among business instructors. Trainings and de-
velopment were measured through the four
mandated functions of the university; instruc-
tion, research, extension and production. While
performance was measured using the Perfor-
mance Appraisal System for Instructors and
Professors (PASIP) in the university adopted
from QCE for NBC 461 instrument for instruc-
tion. It is important to note that one of the lim-
itations of the study is that only performance
appraisal results was used where other perfor-
mance measures could also be utilized such as
research and extension outputs. Thus, future
studies could also look into other variables of
performance in examining relationships with
training and development.

Secondary data was used and extracted
from the human resource management office
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such as faculty profile, number of seminars and
trainings attended, and faculty performance. A
semi-structured interview was also conducted
with the HRM Officer and the Dean of the col-
lege concerned to obtain in-depth understand-
ing of the performance appraisal system for

Results and Discussion

Frequency

(=]
[
N

instructors and professors of the university.
There were a total of 34 business instructors
including part-time, temporary and permanent
faculty members, all of which are respondents
of the study

50-59yearsold W40-49vyearsold MW30-39yearsold mW20-29yearsold

Figure 1. Frequency Distribution of Faculty in terms of Age

Figure 1 shows the profile of the faculty in
terms of age. It shows that majority of the busi-
ness faculty are young adults which belonged
to the age group of 20-29 years old with a total
of 13 faculty. The second highest age group

[

belonged to 40-49 years old having a total of
11. While there are only few faculty whose age
range is between 30-39 years old and 50-59
years old. This would indicate that most of the
business faculty are young and fresh graduates.

Figure 2. Frequency Distribution of Faculty in terms of Sex

Figure 3 presents the distribution of faculty
in terms of employment status. There are a to-
tal of 15 permanent faculty, 11 temporary and
8 part-time faculty. Faculty who have perma-
nent employment status are those who handle
major roles in the college such as dean, assis-
tant deans, program chairs, organization advis-
ers and regular business faculty of the college.

Temporary faculty are those whose employ-
ment contract are renewable annually as they
have not yet fully complied to the minimum ac-
ademic requirements of the university. Most of
them currently pursuing graduate studies and
are enjoying the opportunity to teach not more
than 24 units as support to their educational
development. While part-time faculty are the
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new entrants in teaching positions and are still
on probationary status. The College of Business
and Accountancy is the second largest college
in the university reason with a population of
more or less one thousand three hundred
(1,300) students. Having a high number of tem-
porary and part-time faculty can be a factor

L T = = T+ <]

Part-time

Employment Status  ~

Permanent

affecting the quality of faculty performance.
Sila (2014) posit that employees who have a
positive affective orientation towards employ-
ment are more motivated and satisfied with
their jobs. Employees who are happy and satis-
fied performs their jobs better (Elnaga and
Emra, 2013).

Temporary

Figure 3. Frequency Distribution of Faculty in terms of Employment Status

Figure 4 shows the frequency distribution
of business educators in terms of educational
qualification. It can be observed from the pie
chart that majority of the faculty are baccalau-
reate degree holders with a number of 16 fac-
ulty, while master’s degree holder has a total of

12 and only 6 doctorate degree holders. Cur-
rently, the college is highly supporting a num-
ber of faculty who pursue graduate and post
studies in order to which will certainly enhance
the college performance in all of its mandated
functions.

0 5 10 15

20 25 30 35

W Doctorate M Master's M Baccalaureate

Figure 4. Distribution of Faculty in terms of Educational Qualification

Figure 5 below presents the frequency dis-
tribution of faculty in terms of academic rank.
Looking at the bars, the highest number of
faculty belongs to Instructor 1 as it is the entry
position for any teacher in the university and

considering that most of them are still young
and fresh graduates. Some instructor hold a
permanent employment while others are tem-
porary. The highest academic rank belongs to
the dean and assistant dean of the college
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having professor 5 and professor 3 academic
ranks respectively. Associate and assistant pro-
fessors are regular faculty who have already
rendered services a minimum of ten years in
the university. NBC 461 is the basis for the pro-
motional rank of faculty which conducts faculty

Professor 5
Professor 3
Associate Professor 3
Associate Professor 2
Associate Professor 1
Assistant Professor 4
Assistant Professor 2
Instructor 3
Instructor 1

Part-time Instructor

evaluation every three years. One of the major
areas for promotion is the number of seminar
and trainings attended. This implies that busi-
ness faculty who have higher academic rank
have longer years of service which enables
them to attended more seminars and trainings

Figure 5. Frequency Distribution of Faculty in terms of Academic rank

Table 1 presents the frequency distribution
of seminars and trainings attended by business
instructors for the last three years (2015-
2017) in relation to the function performed.
Faculty has four mandated functions of instruc-
tion, research, extension, and production. Aside
from the core functions, they also perform
other administrative tasks. It can be observed
that business faculty received more trainings
during 2016 but very few on 2015. In 2017,
fewer trainings were attended by business ed-
ucators since they focused more on their edu-
cational development and the college submit-
ted its programs for evaluation of quality assur-
ance and internal audits.

Table 1. Trainings and Seminars Attended

Further, it can be observed that among the
four major functions, instruction received the
highest number in order to enhance faculty
teaching competencies especially on the devel-
opment of instructional materials. However,
extension and production receives the lowest
number of trainings as the university only
sends the faculty concerned to trainings and re-
echo what has been learned to the faculty for
implementation. This implies that research, ex-
tension and production are mandated areas
performed by every faculty but limited semi-
nars and trainings are given.

Trainings and Seminars 2017 2016 2015 Total
Instruction 75 74 9 158
Research 9 14 2 25
Extension 0 1 0 1
Production 1 1 0 2
Others 13 24 1 38
Total 98 114 12 224
[JMABER 512 Volume 3 | Number 4 | April | 2022
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Table 2 presents the average performance
rating of business educators for the period
2016-2017. It can be observed that for the last
three semesters, the college had consistently
gained a satisfactory performance rating. This
goes to show that business educators had satis-
factorily performed their functions across four
mandated areas. They had met the standards
required by their stakeholders and was able to
address issues and concerns related to the core
functions of the university. Evidently, the col-
lege has obtained high number of passers dur-
ing the CPA licensure examinations of and
gained a 100% passing rate during the TESDA
skills assessment for HRM and Tourism pro-
grams. This finding is supported by Mwangi
(2011) states that the purpose of training and
development is to raise competence and per-
formance of the organization. Training is the
crucial path of motivating employees and in-
creasing productivity in the business. (Mcclel-
land 2002, 7). Hoffman & Bateson (2010) ar-
gues that service firms need to constantly train
all employees concerning the details of what
the service product can and cannot provide.

However, the researcher would like to note
that performance result was based on the per-
formance appraisal system for instructors and
professors in the university. The instrument
was adapted from the National Budget Circular
(NBC 461) faculty performance evaluation tool
of State Universities and Colleges which is an
integral and effective component of total qual-
ity assurance in public tertiary education. The
instrument has four categories which includes
commitment, knowledge of the subjects, teach-
ing for independent learning and management
of learning. As observed, items on the instru-
ment was more focused on instruction related
functions and there are only two items related
to research and extension, and no item con-
nected to production. But this has instrument
has been the main tool used in the university in
evaluating faculty performance. During inter-
view, the HRM Officer has mentioned that the
top management has now the move to revise
the instrument aligned to the current objec-
tives of the university.

Table 2. Average Performance Rating of Business Educators

Period

2016 1stSem 2016 2nd Sem

2017 1st Sem Remark

Average Performance Rating 3.38

3.28 3.38 Satisfactory

The table 3 shows the test of relationship
between seminars and trainings attended by
the faculty along instruction, research, exten-
sion, production and their performance. As per
instruction, the result on the table showed a
computed r-value of 0.317 which is interpreted
as low correlation. In research, the computed
r-value is .213 which is still interpreted as low
correlation. While extension has a computed r-
value of .101 taken as very low or negligible
correlation and production has a computed r-
value is -0.289 understood as low correlation.
Other seminars has a computed r-value of -
0.272 taken as low correlation. This goes to
show that there is a low correlation between
seminars attended by the faculty in instruction,
research, extension, production and other ad-
ministrative related function and faculty per-
formance. Further, the probability coefficient

of 0.068 is greater than 0.05 which shows that
it failed to reject the hypothesis.

The result implies that instructors can per-
form their job even without getting trained rel-
ative to lesson delivery, production of research,
conduct of community extension activities and
production of income generating projects in the
university. Further, it could also be said that
the university is not falling short of their KASH
(Knowledge, Abilities, Skills and Habits) along
the four mandated functions. But these findings
are contrary to the human resource theory
which states that there is a strong positive rela-
tionship between human resource manage-
ment practices and organizational perfor-
mance (Elnaga & Emran, 2013; Hodgson &
Wilkerson, 2014; Ahmed & Ahmad, 2016; Bilal,
Guraya & Chen, 2017). Sila (2014) has con-
firmed that training has a big influence on
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performance with. Schmalenberg and Kramer
(2008) concluded and established a significant
positive association between training and de-
velopment and faculty’s performance. They
further concluded that proper training and pro-
fessional development significantly reduce the
high turnover and minimize the job stress
among the universities employees (Parveen,
2006). Employees referred as the rare, non-im-
itable and valuable resource of the firm and the
success or failure of any business mainly relies

on its employees performance. Effective train-
ing is considered to be a key factor for im-
proved performance; as it can enhance the level
of employee and firm competency (Elnaga &
Emran, 2013).

As shown in table 4, the performance of fac-
ulty showed a computed p-value of 0.031 that
is lesser than the significance level of 0.05.
Hence, there is a significant difference on the
performance of the faculty when analyzed by
employment status and thus, the H, is rejected.

Table 3. Test of Relationship Between Seminars and Trainings per Faculty Performance on the

mandated functions
Variables r-computed p-value Interpretation Decision
Instruction 0.317 0.068 Low Correlation HO Not Rejected
Performance
Variables r-computed p-value Interpretation Decision
Research 0.213 0.226 Low Correlation HO Not Rejected
Performance
Variables r-computed p-value Interpretation Decision
Extension 0.101 0.570 Very Low/Negligible HO Not Rejected
Performance Correlation
Variables r-computed p-value Interpretation Decision
Production -0.289 0.097 Low Correlation HO Not Rejected
Performance
Other Seminars -0.272 0.120 Low Correlation HO Not Rejected
Performance

Table 4. One-Way Analysis of Variance on the Performance of the Faculty when Analyzed by Employ-

ment Status

Analysis of Variance for Performance

Source DF SS MS F P
Status 2 28.37 14.19 3.89 0.031
Error 31 113.20 3.65
Total 33 141.57
Significant

Moreover, table 4 shows the performance
of faculty which has a computed p-value of
0.143 that is greater than the significance level
of 0.05. Thus, there is no significant difference

on the performance of the faculty when ana-
lyzed by educational qualification which failed
to accept the Ho,

Table 5. One-Way Analysis of Variance on the Performance of the Faculty when Analyzed by Educa-

tional Qualification

Analysis of Variance for Performance

Source DF SS MS F P
EQ 2 16.69 8.34 2.07 0.143
Error 31 124.89 4.03
Total 33 141.57
[JMABER 514 Volume 3 | Number 4 | April | 2022
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Table 6. One-Way Analysis of Variance on the Performance of the Faculty when Analyzed by Aca-

demic Rank

Analysis of Variance for Performance

Source DF SS MS F P
Acad Ran 10 37.60 3.76 0,83 0.604
Error 23 103.98 4.52
Total 33 141.57

Table 6 indicates the performance of faculty ~References
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Conclusion
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ing how well the university performs in achiev-
ing its goals and targets.
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