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A B S T R A C T 

Objective: This study aims to investigate the present situation of performance of Jihad's University 
employees of North Khorasan and providing ultimate model. Methodology: This study is descriptive_ 
applied, the statistical population was 80 people whom all of them were chosen due to small number of 
people. In order to collect the data, the librarian and internet sources such as books were used. Results: 
Information and data collection needed to assess the research hypothesis, the researcher made 
questionnaire which has 71 items is used that the experts' opinions have been applied for reliability and 
the Cronbach’s coefficient test was used to confirm the validity of the questionnaire and the value was 
0.90. SPSS software was used to analyze the information. The single sample t-test and factorial analysis 
and the Freedman test were used in inferential statistics. Conclusion: The results showed that the present 
situation of Jihad's University has significant difference in regarding employees' ultimate performance and 
based on the results of the Freedman test and factorial analysis, in employees' opinions, the assessment 
indicators, use of assessment results, assessment goals, and performance standard are the best components 
and the assessment period has the least rate. 

 
 
 

1. Introduction 

Human resources are the most original and greatest asset of an organization and is mentioned as a strategic factor. Optimizing human resources implies 
the existence of a system to evaluate the performance of employees. Evaluating the performance is the functions of human resource management which is 
done with time and cost in organizations and its results are used in other human resource management functions, including payroll, educational needs and 
the promotion. Therefore, the establishment of a sound management system in any organization and creating basic facilities of logical tools for managers 
to monitor the quantity and quality of work in various areas are critical issues that are discussed in managing an organization as the foundation and 
infrastructure of each work. Performance evaluation, the process of measuring the current situation and determine how to achieve the desired status with 
specified criteria in a given period is with the aim of continuous improvement of organization’s performance. Element of change and instability and 
simultaneous expansion of the scope and diversity of communities has increased the scope of complexity and diversity of organizations as well as their 
environmental Interactions. The number and diversity of the organizations caused their survival has become a major challenge in today's changing world 
which higher education system in the country with regard to the extent of impact on different social processes and functions have not been excluded from 
this provision.  
In the current era that witnessed the expansion of the community expectations from universities and increasing environmental changes caused by the 
complexity and dynamics of our environment, universities require the establishment of monitoring and evaluation system because the lack of evaluation at 
the university means the lack of communication with internal and external environment of university. Therefore, institutionalizing continuous 
improvement thinking at the university through the use of continuous assessment, comparing their performance with others and emulating the successful 
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experiences of universities are the main purpose of university from the establishment of the Monitoring and Evaluation system (Zare, 2012). In the past 20 
years, two issues have been proposed in the top responsive higher education: the first issue is attention to increase in academic and other services and the 
other is responding, planning and appropriate performance evaluation. Without performance evaluation based on the components and key indicators, 
continuous improvement in the development and improving the quality of universities will not be realized. If the evaluation system is well designed and 
properly applied, it can be a suitable means to encourage, educate, reform and improve the performance of the staff. There has been much research in this 
field, including Capelo & Dias (2009) in a research entitled “a model to identify key performance indicators using the Balanced Scorecard and the 
dynamics of the system”, concluded that to identify indicators of performance evaluation, the strategic foundation of the organization should be fully 
understood. The main objective of any system of performance evaluation is evaluation of compliance of the current results with pre-determined goals. In 
organizations, goals are determined based on the organization's policy and strategy. So, without understanding the strategic foundations of the 
organization, organization’s needs were not well understood and may go wrong in the choice of performance indicators. In a study entitled providing a 
good model for evaluating the performance of the defense research centers, Russ-Eft & Preskill (2009) concluded that to determine the appropriate 
method for evaluating the performance of any organization, the features and goals of the organization should be considered. According to the conditions 
and characteristics of their organization to carry out its duties, Defense Research Centers need to have a performance evaluation system and methods for 
evaluation and accordingly the Balanced Scorecard as a template and an appropriate method for defensive centers are selected. 
In a study entitled staff performance evaluation system from the perspective of managers and staff: requirements of change, the level of satisfaction, 
injuries, Ahanchian (2010b) concluded that from the perspective of the subjects, changing in the evaluation criteria, implementation process, providing 
feedback and using the results are required, the consent of the directors and staff of the current system of performance appraisal is low and as a result there 
are some defects and anomalies in the evaluation of staff performance, personal growth and organizational development is delayed. These issues can be 
detected as the most important damages of the staff performance appraisal system.   
In a study entitled satisfaction and dissatisfaction with the directors and staff performance appraisal system, Vakola & Nikolaou (2005) also showed that 
staff and managers have a negative attitude toward the performance appraisal system and are not happy with it because of a poor and inefficient 
performance evaluation program.  
In a study entitled frustration of staff from evaluation system in universities affiliated to the Ministry of Science, Research and Technology, Gerhart 
(2005) showed that human resources of the university have not a positive view of employee performance evaluation and it is not satisfactory.  
In a study entitled satisfaction and dissatisfaction of the directors and staff of performance appraisal system, Ramsay et al. (2000) also showed that staff 
and managers have a negative attitude toward the performance appraisal system and are not happy with it and the reasons is the incomplete and poor 
communications between the evaluator and appraisee.  
In a study entitled effectiveness of the performance appraisal system, Lucas (2004) showed that factors have been effective in decreasing the effectiveness 
of this system of assessment were the absence of joint meetings between managers and staff to review the results and analyzing the data resulted from 
assessment.   
In a study entitled effectiveness of the performance appraisal system, Cook & Crossman (2004) showed that the factors have been effective in reducing 
the effectiveness of this system of assessment are lack of feedback from the results of the those being evaluated.   
In a study entitled effectiveness of the performance appraisal system, Roberts (2003) showed that factors reduce the effectiveness of this appraisal systems 
include the implementation of the assessment by assessors who have not previously been trained before the start of the evaluation. Like all organizations 
and educational centers, Jihad’s University need to have a suitable evaluation system to improve the performance of their employees that is commensurate 
with the objectives of the Jihad’s  
University. Evaluating the performance is a strategic action at the universities (Simmons, 2002). Sensitivity of training activities and complexity of the 
missions that are defined by the local community, institutions and community for the colleges increases the expectations to meet the responsiveness of 
these institutions and confirms two important conclusions: 1) evaluating the performance of employees at universities is a reasonable tool to ensure the 
preservation and promotion of human capital that the university is primarily able to meet and providing the requirements of stakeholders by relying on it, 
and 2) formal , written and documented assessment at the University cannot replace regular feedback on job performance. So, it can be identified as an 
important reason that shows the need to design and build a system of performance evaluation for higher education institutions (Ahanchian, 2010a).  
Performance evaluation is closely associated with the improvement of human resources and philosophy of this relationship is that it makes improvement 
targeted and purposeful. Therefore, it is important that organizations have a suitable evaluation system and make it work properly to obtain good results 
from.  
With all the importance that can be made for personnel evaluation scientifically and rationally, according to the indifferent attitude of the management 
measures in most organizations and institutions, not only evaluations are failed, but created some problems. So, it is necessary to solve these problems and 
take measures for a suitable evaluation system to evaluate the performance of employees to improve staff performance (Alhaviredi & Habibpour, 1989). 
Therefore, with respect to these issues, the current research seeks to answer the question of whether the status quo of Jihad’s University staff of North 
Khorasan has a significant difference with optimal situation. Hence, the present study aims to achieve the following objectives: Recognizing the status quo 
of employee performance of Jihad’s University of North Khorasan and presenting a  
desirable performance pattern. Secondary Objectives:  
1. Recognizing the status quo of Jihad’s University staffs’ performance at North Khorasan in terms of evaluation purposes;  
2. Recognizing the status quo of Jihad’s University staffs’ performance at North Khorasan in terms of performance standard;  
3. Recognizing the status quo of Jihad’s University staffs’ performance at North Khorasan in terms of appraisal periods;  
4. Recognizing the status quo of Jihad’s University staffs’ performance at North Khorasan in terms of evaluation indicators;  
5. Recognizing the status quo of Jihad’s University staffs’ performance at North Khorasan in terms of using the results of appraisal;  
6. Identifying the components of the desired pattern  
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7. Determining the priority of components of desired pattern 
 

2. Materials and methods  

This research is an applied, descriptive- survey research. The statistical population consisted of all employees of Jihad’s University of North Khorasan, the 
number was 80 and because of the limited number of populations, sampling method was census. Data collection tool was the library and field method. In 
the survey, data collection tool of researcher-made questionnaire of 71 questions was used that measures the status quo of performance that includes five 
components: standard performance, use of the results of the evaluation, performance indicators, periodic and objective and evaluation that is in four option 
response packages based on Likert scale. In order to confirm the validity, the experts’ opinions in the field were used and to determine its reliability, 
Cronbach’s test was used that its value was estimated as 0.90 that shows appropriate reliability of the tool. To analyze the data, descriptive statistics 
(frequency, percentage and mean) and inferential statistics, one-sample T-test and factor analysis and Friedman test, using SPSS 16software was used.   
 

3. Discussion and results  

Table 1. Descriptive indicators of variable of evaluation goals, performance standards, evaluation periods, assessment indicators and using the 
results of the assessment 

Variable 
  

Mean 
Standard 
deviation 

Evaluation purposes 98.26 56.7 
performance Standard evaluation 

periods 
75.211 51.6 
17.54 5.58 

Evaluation criteria 
Using the results of evaluation 

67.58 11.58 
27 8.08 

  
As Table 1 shows, the average and standard deviation and variable of evaluation purposes are 26.98 and 7.56, respectively and the mean and standard 
deviation of performance standard variable is 21.75 and 6.51, respectively and the mean and standard deviation of the variable of evaluation period is 
17.54 and 5.58, respectively and the mean and standard deviation of the variable of evaluation indicators are 58.67 and 11.58, respectively, and the mean 
and standard deviation of the variable of the results of evaluation are 27.00 and 8.08, respectively.  After describing the research variables, the data on 
these variables are inferred. Given that in the present study, an independent group in terms of the variable of evaluation objectives, performance standard, 
evaluation periods, evaluation indicators and using the results of evaluation are compared, first, the one-sample t-test was used and then to determine the 
components of optimal evaluation model as well as determining the priority of optimal model components, factor analysis was used which the results are 
presented in the following table:  
Hypothesis 1: There is a significant difference between the status quo of staffs’ performance in terms of performance evaluation purposes and desired 
situation. 
 

Table 2. Results of difference or no difference in the average and variable of evaluation purposes 
Variable t Degree of freedom Significance level Mean 

Evaluation purposes 29.62 68 0.00 26.98 
 
According to Table 2, it can be seen that t value obtained is equal to 29.62 which statistically significant at less than 0.05. Therefore, in terms of 
employees, there is a significant difference between the status quo of performance in terms of performance standard and an ideal situation. 
Hypothesis 2: There is a significant difference between the status quo of staffs’ performance in terms of performance evaluation period and the ideal 
situation. 
 

Table 3. The results of difference or no difference in average of performance standard variable 
Variable t Degree of freedom Significance level Mean 

Performance standard 27.95 69 0.00 21.78 
 
 
According to Table 3, it can be seen that t value obtained is equal to 27.95 which statistically significant at less than 0.05. Therefore, in terms of 
employees, there is a significant difference between the status quo of performance in terms of performance standard and an ideal situation. 
Hypothesis 3: There is a significant difference between the status quo of staffs’ performance in terms of performance evaluation period and the ideal 
situation. 
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Table 4. The results of difference or no difference in average of performance evaluation period 
Variable t Degree of freedom Significance level Mean 

evaluation period 25.52 69 0.00 17.04 
 
According to Table 4, it can be seen that t value obtained is equal to 25.52 which statistically significant at less than 0.05. Therefore, in terms of 
employees, there is a significant difference between the status quo of performance in terms of performance indicators and an ideal situation. 
Hypothesis 4: There is a significant difference between the status quo of staffs’ performance in terms of performance evaluation period and the ideal 
situation. 
 

Table 5. The results of difference or no difference in average of performance evaluation dictators 
Variable t Degree of freedom Significance level Mean 

evaluation dictators 42.36 69 0.00 27 
 
According to Table 4, it can be seen that t value obtained is equal to 42.36 which statistically significant at less than 0.05. Therefore, in terms of 
employees, there is a significant difference between the status quo of performance in terms of performance indicators and an ideal situation. 
Hypothesis 5: There is a significant difference between the status quo of staffs’ performance in terms of results of performance evaluation and the ideal 
situation. 
 

Table 6. The results of difference or no difference in average of results of performance evaluation 
Variable t Degree of freedom Significance level Mean 

results of performance evaluation  27.94 69 0.00 27 
 
According to Table 6, it can be seen that t value obtained is equal to 27.94 which is statistically significant at less than 0.05. Therefore, in terms of 
employees, there is a significant difference between the status quo of performance in terms of results of performance evaluation and an ideal situation. 
Hypothesis 6: determining the desired components in terms of employees using factor analysis test. 
 

Table 7. Results surveying variance of ideal evaluation pattern components 

 
Dimensions 

Components 

1 

Evaluation criteria 0.921 

Evaluation period 0.868 

performance Standard 0.975 

Using assessment results 0.965 

Evaluation purposes 0.959 

 
According to the results of finings in Table 7, the variance of all performance components obtained showed that of all the components, component of 
evaluation indices was chosen as the best components that has the highest correlation with standard components and the amount of variance components 
performance standard is 0.97 that has the highest variance among all components and factors. 
Hypothesis 7: determining the priority of desirable evaluation model components 
 

Table 8. The results of the variance rating of evaluation pattern components 

Dimensions 
Components 

1 

Performance Standard 0.221 

Using assessment results 0.219 

Evaluation purposes 0.218 

Evaluation criteria 0.209 

Evaluation period 0.197 

 
According to the findings in (Table 8), coefficient variance of all components of the performance evaluation obtained show that of all the components, 
variance rating coefficient of components performance standard is0.22 which has the highest coefficient of variance among all components. 
Therefore, it is the best component of evaluating the performance in terms of employees. 
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Table 9. Mean of rates of each variable 

 Mean of ratings 

Evaluation criteria Evaluation 
period 

performance Standard Using 
assessment results 

Evaluation purposes 

5.00 
1.14 
1.92 
3.53 
3.41 

 
 

Table 11. Main results of test 

Number 69 

Chi -٢  260.352 

Degree of freedom 4 

Significance level 0.000 

 
According to the results of Tables 10 and 11, the average rating of all components of optimal performance obtained show that of all components, rating 
average of evaluation indicators component equals 0.05 which has the highest rate in terms of average among all components. Then, using evaluation 
results and dimensions of purposes and performance standard have the highest rates and have a low rate in performance evaluation period. Since 
significance level is less than 0.05; therefore, in terms of employees, status quo of performance has a significant difference with the ideal situation. 
 

4. Conclusion  

According to the results of the one-sample t-test, the hypothesis of the study showed that the current situation of the employees of the Jihad’s University 
of North Khorasan has a significant difference with the desirable situation. It is therefore essential that the organization has an appropriate evaluation 
system and make it work properly to obtain good results from. According to the indifferent attitude of the management measures in most organizations 
and institutions, not only evaluations are failed, it has created some problems. Therefore, it is necessary to solve these problems and a suitable evaluation 
system to evaluate the performance of employees are created to improve performance. According to the first hypothesis, it can be concluded that in terms 
of staff, the status quo of performance is significant in terms of assessment objectives. The results of the study hypothesis are consistent with Azargar 
research. He reached the conclusion in his research that the current system of evaluation cannot meet the assessment objectives of staff. According to the 
second hypothesis, the status quo of staffs’ performance in terms of performance standard has a significant difference with desirable situation from the 
view of staff. So, it can be concluded that in terms of staff, the status quo has a significant difference with performance standard. The results of the study 
hypothesis correspond with the study of Alhaviredi & Habibpour (1989). He has been concluded in his research that the lack of standards in employee 
performance in evaluation caused the level of human resource improvement has been decreased. Therefore, after explaining the objectives, standards of 
staff performance based on job descriptions and duties should be determined. According to the third hypothesis, status quo of performance in terms of 
evaluating assessment period of performance has a significant difference with a desirable situation in terms of staff. The results of this hypothesis are 
consistent with the research results. He showed in his study that there is a significant difference between assessment periods in the status quo with the 
desirable condition. In the current assessment system, since assessment is done just once, it cannot influence the staffs’ performance improvement. 
According to the results of the fourth hypothesis, it can be concluded that status quo of performance in terms of performance assessment indicators has a 
significant difference with a desirable situation in terms of staff. So, it can be concluded that status quo of performance in terms of performance 
assessment indicators has a significant difference. The results of the study hypothesis correspond with the results of Capelo & Dias (2009). They 
concluded that to identify indicators of performance evaluation, the strategic foundations of organization should be fully understood. The main objective 
of any system of performance evaluation is evaluation of compliance of the current results with pre-determined goals. In organizations, goals are 
determined based on the organization's policy and strategy. So, without understanding the strategic foundations of the organization, organization’s needs 
were not well understood and may go wrong in the choice of performance indicators. According to fifth hypothesis, staffs’ performance in terms of using 
the results of performance evaluation has a significant difference with desirable situation in terms of staff. The results of the study hypothesis correspond 
with Bavali & Jokar (2014). They concluded in their research that new performance evaluation system of government personnel in connection with the use 
of the results of the assessment, which determining the payment system of staff is done based on it, is efficient and has paid a special attention to the 
rewards payment, salaries payment as well as benefits given the results of performance evaluation. 
Also, the current system of evaluating the performance is more effective than the previous system in terms of identifying employees whose place in the 
organization should be discounted, and using the results of the performance evaluation to system of punishment and rewards and ultimately identifying 
qualified individuals in the organization has been considered in an acceptable level. Sixth hypothesis indicates that variance of components performance 
standard is equal to 97%in terms of staff. Therefore, it has the highest amount of variance among all the components of performance. In determining 
priority of components of desired pattern, the best component for evaluating the performance in terms of the staff was Jihad’s University of North 
Khorasan. According to the research findings, it is concluded that the status quo of Jihad’s University in terms of staffs’ performance components has a 
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significant difference with desired situation. Thus, to increase efficiency and provide better service to employees, the authorities of Jihad’s University 
should use the results of evaluation to give promotions and bonuses for staff and officials of Jihad’s University assess their employees at the right time to 
improve the performance of employees. On the other hand, the proper performance evaluation system can increase the trust and confidence of employees 
regarding the accuracy of personnel decisions and will cause working motivations. Therefore, As Davis & Newstrom (1989) emphasize, the modern 
philosophy of performance evaluation is that its orientation is towards performance, insists on goals and objectives and determining objectives or targeting 
is done with bilateral consultation between leaders and employees. Optimal performance evaluation is very different from previous evaluation system in 
many aspects. Universities and higher education institutions play a main role as the highest center of thinking and the scientific community and with the 
presence of thoughtful thinkers, researchers, scholars and students in scientific advancement and to accelerate the movement of thought, belief, cultural 
and political community. Evaluation and performance measurement lead to system intelligence and motivate people towards an optimal behavior which is 
the main part 
 of formulation and implementation of organizational policies. Evaluation and performance measurement provide the feedback necessary in the following 
cases: 

 By keeping track of progress towards targets, it is clear whether the policies developed are to be successfully implemented? 
 By measuring the organizational expected results, as well as measuring employee satisfaction and customers, it is specified whether policies 

have been formulated correctly. In addition, the performance and management support systems provide to performance management incentive 
mechanism that enhance learning and organizational knowledge in the following ways: Providing organizational growth indicators, identifying 
points of improvement, staff development talents. 

An administration system requires performance measurement and learning to could contribute organizational advancement and identify organizational 
growth indicators, improving effectiveness and continuous improvements. 
Normally on the importance and impact of performance evaluation, the following cases can be mentioned: manpower planning, recruitment and selection, 
training and development of human resources, designing compensation system, determining the career path, recognizing the potential and manpower 
capabilities, motivation system design, determining the validity of employment examinations and creating an atmosphere of trust (Mayer & Davis, 1999; 
Murphy & Cleveland, 1995; Murphy, 2008). Such cases somehow show the expected results of performance evaluation of human resources. The 
performance evaluation thus requires effectiveness system to be able to design, direct and promotes appropriate designs of performance evaluation of 
human resources.   
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