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Design And Implementation Of Effective Work 
System To Enhance Productivity. 

 
Engr. Hammad Akbar, Dr. Usman Ghani, Dr. Tufail Habib. 

 
Abstract:- Greater number of issues are involved in developing countries in the development of different working system especially, policy and 
management areas globally. Service sector such as higher education is one of the key area is losing it confidence level, performance, and productivity. A 
public education sector is selected and analyzed as a case study to identify the bottlenecks of the work system and to provide suitable solution to the 
problems faced by the work system to enhance its productivity. To determine the overall work performance of the education sector two dimensions are 
selected that is education policy and management process of that organization. A quantitative analysis using regression analysis technique is focused on 
these two dimensions that is education policy and management process.  The first comprises three main factor that includes educational planning, 
support and rewards, and communications. The second addresses three key factors that is climate of organization, alumni network and industrial liaison, 
and teaching and learning process. 
 
Index Terms:- Work system, Regression, Productivity, Education sector, Policy, Management. 

———————————————————— 

 

1. INTRODUCTION. 
Effective work management for enhancing productivity in an 
enterprise is one of the approaches to reduced cost of the 
business process. This could be established by 
implementing the time standards, process reengineering 
and work mechanism. Each organization work mechanism 
needs its own tailored culture to accomplish the daily 
business goal. There are generic techniques to design an 
efficient work system, initially to study the current business 
process practices inside an organization and understand 
the bottlenecks of poor performance out of a routine 
business. Among other key performance indicators human 
resource department is one of the crucial elements of all 
organization that play a vital role in the development of an 
organization. Human resource planning and management 
plays an important role to keep the efficiency of manpower 
at sustainable level. Lacking of effective work system is one 
of the key aspects to restrict the vertical uplifting of 
organizations in underdeveloped countries.  For any 
organizational structures it is mandatory to have a proper 
work system based on some important factors to maintain 
organizational performance and meet the criteria set to 
achieve objectives. For small work groups, organizational 
structure is not important but for large organization a proper 
frame work is necessary to make a decisions about the 
performance of various tasks. There for an efficient work 
system is necessary to establish that allocate 
responsibilities for various tasks. Actually the organizational 
frame work is a graphical representation of the positions 
assigned to various individual work in the organization that 
―what they do‖ and ―who they report‖ in fact to the manager 
of the organization. There are factors that consequences in 
better organizational frame work includes the task 
performed, human resources, fund, and availability of 
facilities and range of its business. The main theme is to 
focus on the work system used for an organization. Work 
system is based on several important principles and factors 
that might needs to be measured accurately.  
 
 
 
 
 
 

But there might be a chance that some factors which are 
important for particular organizations are not implemented 
or incorporated in the design of work system for that 
particular organization, or there may be that factors were 
implemented but not utilizes due to certain causes. The 
organizational frame work is the facility for better 
communications and successful work processes. The 
problem arise in the organizational frame work is due to 
negligence in individual or various components of the 
organizational structure. In some cases general indicators 
for problems in the structure can be broadly covered in the 
following area. That is unequal workload, unclear 
communication, and low productivity lack of teamwork, slow 
decision making, and lack of innovation.  
 
1.1. Communication: 
One of the key parameter for the productivity of an 
organization is the communication and relationship system 
in that institute. Interpersonal communication with in work 
system are based on some of the conditions, principals and 
rules that policy maker should guarantee for system of 
better communication. One should know that collaborative 
planning is important as such as, collaborative working with 
in system. Decision and policies are not made on individual 
bases but, rather on collective basis. The involvement of 
staff member, student and community of organization is 
important for making perfect decision. Explicit coordination 
strategies must be established on the basis of decision 
made.  So, one should know their responsibilities, that have 
explicitly defined on the basis rules and regulations and to 
follow it without any interference. In education sector our 
focus is on the communication between the faculty and 
administration. The administration in education sector can 
be divide into two groups on internal basis that are (1). 
Academic administration and (2). Institutional 
administration. Both of these groups are in conflict with 
each other because of pending processes or slow process. 
Our objective is to find out the causes of the slow process 
structure. For examples is there any problem in the process 
structure policies or strategies or the lack of resources or 
funds etc. The enhancement of communication system can 
improve the productivity of an organization by spending on 
and implementation of Information and Communication 
Technology system (ICT) in that institute. Regardless of 

____________________________ 
 

 Engr. Hammad Akbar is currently pursuing Manufacturing and 
system engineering degree program in Dept. of Industrial 
engineering in University of Engineering and technology Peshawar, 

Pakistan, E-mail: Hamadakbar10@gmail.com 



INTERNATIONAL JOURNAL OF SCIENTIFIC & TECHNOLOGY RESEARCH VO`LUME 10, ISSUE 04, APRIL 2021  ISSN 2277-8616 

 
48 

IJSTR©2021 
www.ijstr.org 

advances in technologies they are not fully utilized due to 
which public organization loss it confidence level. And for 
the utilization of ICT technologies organization are required 
to train their employee by giving those skills development 
courses according to the technology enhancement. Skill is 
one of the major factor influencing the utilization of 
technology.  
 
1.2.  Support and reward for Teacher: 
An education sector is nothing without highly qualified and 
professional teaching staff. To attract and retain a quality 
staff, it is important that they should be rewarded on the 
basis of their performance. Most of the countries under 
Organization of Economic Co-operation Development 
(OECD) depend on the bonus pay policy for the faculty[1]. 
Motivation, Self-confidence and high self-esteem are 
enhanced and have positive effect on the Teaching faculty 
when they are acknowledged on the basis of their quality 
performance[2]. These factor provide motivation and 
promote further competition among them, which helps in 
the efficiency of organization. The quality and competence 
of teachers are the main factor for the success of whole 
education system. Academics primary duties are do 
teaching, research and to some extent administrative and 
management working. Better reward system in organization 
have impact on the performance of those who perform well 
and those who are satisfied from their job and show high 
ranked of job commitment [3]. According to OECD 
Implementation of ―result oriented culture‖ play a key role 
within public sector for enhancement of its performance [4]. 
Various reforms has been made from time to time for new 
public management on public sector but is still debated. 
The OECD itself pointed out and declares that the results of 
the reforms of the program remains unclear, identifying that 
―many important public management changes that has 
been presented as best practices later appeared  to 
develop undesired and unanticipated consequences‖ [5]. 
Different types of rewards schemes are available in an 
organization to motivate the employee such as extrinsic and 
intrinsic systems. In many organization the top performers 
are rewarded extrinsically such as bonus payment and 
ignoring the bottom line. It directly positively influences 
public behaviour. To pinpoint the motivational features for 
an employee within an institute various research has been 
perform like[6] [7]. The discoveries expressed that pay for 
execution is continuously an expensive motivation to 
embrace and some of the time adversely influence 
individual endeavors[8].  
 
1.3. Educational Planning: 
Academic enhancement depends upon the educational 
planning as it is essential factor of its efficiency[9]. 
Management can be simply defined as the utilization and 
optimization of all resources to efficaciously achieve the 
goal and planning is basic function of management. As 
Planning is social activity, it is necessary that all the stake 
holder should be effectively involved in it for better decision 
making. Most of the reforms in Education planning are short 
term planning but it is necessary to assure that these short 
term planning will contribute and incorporate to long term 
planning. It is well accepted that decreasing education 
funding and teacher quality have harmful effects. Previous 
studies specifies that education funding is one of the major 

factor that matter to enhance educational outcomes[10]. 
One of the most important variable in student’s 
accomplishment is teacher quality [11]. Developing 
countries having the economic issues hence, in these, it is 
state of greater threat that as the class size goes up the 
teacher quality goes down [12].  A mainstream of state 
courts have held that these lawful articles comprise an 
equity or quality component that compels the government to 
do more than just offer nominal basic services [13]. It is 
necessary to certify satisfactory education chances, and to 
provide supplementary funds on standard formula base 
system to encounter the needs of deprived students and 
certify the teacher’s quality as well as other requirement 
[14]. Education funding play an important role in 
performance and outcomes of education sector. A proper 
formula based education funding system is necessary to 
provide quality component and ensure quality teachers and 
to provide them more than just offer minimal services. To 
enhance, maintain and sustain the efficiency of an 
organization, the following parameters such as social, 
culture and economic plays a basic roles in its productivity 
if, they are targeted, and worked on them for making an 
effective policy and strategies. And then to utilize and 
implement these policy and managed it by it best mean 
then it will have great impact on the outcome of 
organization. Our focus here is on the economic, social and 
culture parameters of organization to prepare a 
standardized work system. 
 
1.4. Climate of an organization:  
The profitability of an organization mainly depends on the 
jobs performance [15] [16]. Performance is vital parameter 
on which the success of an organization is determined and 
performance is also a source of satisfaction for an individual 
when he successfully complete his task [17]. Multiple 
research studies has been made such as, [18], [19], [20], to 
find the correlation between job performance and work 
condition. To achieve the goal of an organization it is 
necessary that the staff are satisfied and happy from their 
job[21]. The capacity of any university to require off and 
accomplish its goals is a work of its capacity to draw in, 
retain and keep up competent and fulfilled staff into its 
work. Analysts in organizational behavior have long been 
fascinated by understanding employees’ recognition's of the 
work environment and how these discernment's impact 
individuals’ work- related demeanors and conduct. Early 
analysts suggested that the social climate or air created in a 
work environment had critical results employees’ 
discernments of the work context purportedly affected the 
degree to which people were fulfilled and perform up to 
their potential, which in turn, was predicted to impact 
organizational efficiency[22], [23]. The build of climate has 
been examined broadly and has proven useful in capturing 
recognitions of the work context[24], [24].  Climate can be 
describe as the work environment of an organization and 
the observation and perceptions of employees about the 
policies either formal or informal, procedures and practices 
in their organization[25]. A vital division has been made 
between mental and organizational climate. Individuals’ 
possess perceptions of the work environment constitute 
psychological climate at the person level of investigation, 
while organizational climate has been proposed as an 
organizational or unit-level develop. When employees 
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within a unit or organization concur on their perceptions of 
the work setting, unit-level or organizational climate is said 
to exist[26]. Various research studies has been conducted 
to verify the connections between organizational or unit 
climate and individual outcome for example satisfaction, 
commitment, performance, involvement and accidents[27]. 
Our focus here is to find the impact on performance of an 
education institute by relating two organizational unit such 
academics and administration with each other. For example 
for the productivity and better management of organization 
collaborative work system needed. And if there are some 
issues or problems with any one of these unit they will 
directly affect the efficiency of organizations. 
 
1.5. Alumni network and Industrial liaison: 
Strong alumni network plays a key role in the success of 
engineering education sector as they plays an important 
role in creating a network with industries. Universities and 
industrial alliance faces major challenges as well as both 
these organizations are driven by dissimilar incentive 
system. Educating and creating new knowledge are the 
primarily function of universities, however  private 
companies are concentrated on taking valuable 
understanding that can be leveraged for viable benefit. 
Strong university-industry relationships can enrich the basic 
research-innovation connection. Research-innovation 
linkage can be enhanced by strong university-industry 
relationship[28].  
 
1.6.  Teaching and learning process: 
Observed research finds that effective education leadership 
makes environments that support operative teaching and 
learning and builds capability for certified learning and 
change [29], [30]. While researchers have suggested 
significant discrepancies among terms such as distributed 
[31], shared [32], and collaborative [33] leadership, all three 
terms replicate a comparable concern for expansion the 
bases of education leadership. Our focus here is on 
collaborative leadership. The past studies recommend that 
collaborative leaderships focus on strategic education 
organization-wide activities focused toward organization 
improvement that is shared among the academic section 
(teachers), administrators and others. Collaborative 
leadership involved the use of organizational processes and 
governance structure that authorized staff and students, 
boost wide involvement in decision-making and raised 
mutual liability for student learning Enhancing the education 
organization ability for development signifies a significant 
objective of leadership hard work considered to influence 
teacher training and student learning [30].  
 

2. LITERATURE. 
University have very important role in the development and 
growth of any country and it can be done by the successive 
basic planning that are implemented on the university which 
have impact both on local and international community. The 
results are positive here so we have to follow the same plan 
but if situation come that want any change of plane follow 
the trend, and organize a proper frame work within which 
changes can be manage in a sensible way. [34] It is 
extremely essential to supervise and improve the quality of 
Public University through a proper Planning and that needs 

a planning concept that is how to plan such a planning 
process that cannot influence the sovereignty of Public 
University. [35] Human capital management is defined as 
the process of obtaining, managing, training, retaining 
employee to offer effectively in the processes of 
organization. Human capital is basically to utilize, identify 
and optimize for the enhancement and performance of an 
organization. HCM is more advance form of HRM. HCM 
rises the potential of human resources. HCM is an 
approach when the people in an organization are regarded 
as wealth and investment in the future, conveying profits. 
[36] Human resource management are strengthen with the 
help of Electronic Human Resource Management (E-HRM) 
and E-HRM are implemented to increase the effectiveness 
of a work system in a company. E-HRM improves the base 
of human resource management workplace and are 
facilitating the employees by providing automatic self-
service opportunity. E-HRM are the online application 
system utilized in planning and management of all 
processes, information provided and data collection for a 
human resource in a firm. E-HRM are tool easy to use, well 
efficient, less time consuming and are easily 
interchangeably accessible for a broad group in any 
organization. The execution of human resources planning, 
strategies, policies and practices are made easier with the 
help of technology based E-HRM. [37] Work System 
Method (WSM) is technique that can support system 
thinking by business or technical professional in situations 
involving operational system in an organizations. That is to 
identify and responds to the problem related to operational 
system in the organization and make optimal changes for 
fixing the system problems. This method is designed to be 
used without requiring knowledge of diagraming tools, 
statistics, or other techniques that are mainly in the 
kingdom of technical experts. WSM does not eliminate the 
need for advance approaches in completing the analysis or 
making changes needed to improve performance. WSM is 
used for clarification of problems and opportunities 
concerning different aspects of a work system and at least 
estimates of related measures of performance. The 
advantage of using WSM is that it leads business 
professionals to identify areas where accurate 
measurement and detailed analysis of data are necessary. 
WSM is reliable with much of the DMAIC (Design Measure 
Analyze Improve Control) process from Six Sigma. [38] 
Effort are necessary to increase production in an 
organization with a reduction in cost and time. [39] 
Enhancing the productivity of an organization on continuous 
basis can be performed by utilizing structure problem 
solving method. This technique can be used for solving the 
problems but first it is necessary to analyze the causes of 
the problems before giving any solutions. [40] HRM main 
purpose is to improve the productivity of an organization by 
optimizing the efficiency and effectiveness of their team. An 
intelligent framework is provided in this research paper to 
examine and evaluate the productivity of an organization. In 
this paper a case study has been made on petrochemical 
plant located in Iran considering and measuring different 
factors about Resilience Engineering (RE), Human safety 
environment and ergonomics (HSSE) and work motivational 
Factor (WMFs). This frame structure can be easily utilized 
considering other factors that have some impact on HRMs. 
The overall system productivity can be improved by 
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focusing on the result obtained from this framework and 
working on it future. [41] Education policies are reformed 
with time by focusing on the factors to improve it. One of 
the factor related to rewards and acknowledgment of 
teachers bonus pay policy, which has great influence on 
motivating employees and promoting competition among 
them with intern have positive and productive outcome for 
organization and play important role in its productivity. [1] 
Enhanced reward system in an organization play a vital role 
and effect those who are satisfied from their job and show 
job commitment. [3] For achieving high standard of 
education, development and refining of faculty and staff 
should be taken into account and investment on research 
and training should be made to improve its productivity. [42] 
Motivation factor plays a key roles in enhancement of 
organization and have great impact on the behaviour of the 
people. [8] [7] [6] To retain and keep up competent and 
fulfilled staff into its work, is one of the major ability of 
university to accomplish its goal. A large quantity of 
research has been conducted on organization behaviour for 
understanding employee recognitions of the work 
environment and how these refinement impact individual 
work- related conduct and behaviour. Early researcher 
suggested that the social climate in a work environment had 
critical results employees judgment of the work framework 
supposedly affected the degree to which people were 
fulfilled and perform up to their potential, which in turn, was 
forecasted to impact structural proficiency.[22] [23] 
According to the study conducted by [25] climate has been 
described as the work environment of an organization and 
the thought and views of employees about the policies 
either formal or informal, procedures and practices in their 
organization. Number of research studies has been 
conducted to verify the connections between organizational 
or unit climate and individual outcome for example 
performance, commitment, satisfaction, involvement and 
accidents[27].   The form of climate has been observed 
broadly and has proven useful in capturing recognitions of 
the work framework [24] [43]. Research-innovation relation 
can be enhanced by strong university-industry 
relationship[28]. According to Organization of Economic 
and Co-operation Development  (OECD) it is vital to 
implement ―result oriented culture‖ within public sector for 
enhancement of its performance[4]. Although different 
reforms has been made in the last few years regarding new 
public management for public sector but these are still 
controversial. The OECD itself figures out and declares that 
the results of the reforms of the program remains uncertain, 
identifying that ―many important public management 
changes that has been presented as best practices later 
appeared  to develop undesired and unanticipated 
consequences‖[44] [5]. Job performance is one of the key 
factor for the profitability of organization[15] [16] [20]. 
Individual satisfaction obtained by effective completion of 
his task is one of the major outcome of job performance 
and plays an important role in the productivity of 
organization[17]. Several research studies has been 
conducted such as [18] [19] [20] [45] to find the relationship 
between job performance and work condition. Education 
funding play an important role in performance and 
outcomes of education sector. A proper formula based 
education funding system is necessary to provide quality 
component and ensure quality teachers and do more than 

just offer minimal services[10] [12]. Effective education 
leadership makes environments that support operative 
teaching and learning and builds capability for certified 
learning and change[30] [46] [47]. Hierarchal structure of an 
organization consist of divided into three managing 
domains. That is the top management, middle management 
and the first line management and to determine the success 
of an organization depends on the front line management 
managing system. [48] It is necessary to utilize advance 
Information and communication technologies (ICT) in public 
sector to enhance it efficiency. [49] Necessary training 
courses should be provided to employees about new 
technology usage to polish their skills because skills play a 
vital role in the utilization of these technologies. [50]  
 

3. METHODOLOGY 

The service sector possess many challenges in context to 
its operations and its outcome. Following are the some of 
the process parameter such as, employee’s satisfaction, 
policies structure governing that specific sector and the 
smooth conduction of different processes that needs to be 
studied. When it comes to outcome it is the performance 
which the specific organization is presenting by the 
optimization of operations parameters. The work life 
balance has direct impact on the performance output of the 
service sector. Very little quantitative analysis has been 
conducted to measure the extent of this correlations for 
service sector in Pakistan. The lack of well define 
governance structure in developing country such as 
Pakistan tends to dilute the impact of work life balance on 
the performance outcome of service sector Due to its highly 
volatile nature. The prescribe method in Fig. 01, will be 
used to investigate the hypothesis. 

 

Selection of service sector

Identifying of correlation matrix 
(parameter) for individual sector

Data collection (Questionnaires)

Data conditioning (Transformation into Ratio or 
interval)

 Regression Analysis  using (STATA, MINITAB or 
SPSS.)

Discussion and Reflection on results
 

 
Fig. 3.1. Methodology. 

 
In public service sector specific organization is selected that 
is education institute on higher level as case study. As 
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public service sector are having better infrastructure but 
their output is not so much satisfactory. Work system will be 
improved by analyzing different operation parameter such 
as employer satisfaction, level of motivation, stress 
management, culture, design process management and 
research outcome. Which have massive impact on the 
productivity and outcome of the organization. The research 
development model in fig 3.2: Shows, that in every 
organization work system include front line and support line. 
And the productivity of that system depend on both the 
domain that is, frontline and support line by fulfilling their 
responsibilities on equity basis and supporting each other 
which should result in contributing to the development and 
productivity of that organization. In our model about 
education sector we have taken frontline as economic 
business revenue generation (EBRG) that includes 
teachers and students and the support line as support 
auxiliary system of business (SASB) includes the 
administration staff. The productivity of the system model 
depends upon the ratio output response from the academic 
staff to the input of administrative staff.  
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Fig. 3.2. Research and Development Model. 
 

 

Work System

Education Policy

3.) Support and 
Reward for teacher.

Design Management Process

Public Education Sector

2.) Educational 
Planning

1.) Communication 
System

3.) Teaching and 
Learning Process.

2.) Alumni network 
and Industrial liaison

1.) Climate of an 
organization.

Factors: 
Human health
Quality of life
Equity
Education
Community
Public participation
Resource efficiency
Funds
Cultural Diversity.
Group Affiliations
Prioritization
Motivation
Self confidence
Self esteem
Performance Evaluation

Factors: 
Community Participation
Collaborative work or
Team work
Self development or
Capacity building
Skill learning
Working atmosphere
Exchange of knowledge
Conferences
Workshops
Seminars
 Training Session
Exchange programs
Support intrinsic 
motivation culture

 
 

Figure 3.3:  Work system framework. 
 

Fig. 3.3: displays the main parameter relevant to ―Education 
Policy‖ and ―Management Process‖ and the factor that 
effect these parameter. 
 

 
 

4. FINDINGS AND RESELTS: 
Initially, a public sector education sector is selected and 
analyzed taking into account two main streams that is 1). 
Education policy and 2) management processes on the 
basis of which overall work performance is concluded.  
Three parameter from each category is targeted, the 
education policy include education planning, support and 
rewards, and communication whereas, and climate of an 
organization, alumni network and industrial liaison and 
teaching and learning process lies in the category of 
management process. Taking into consideration these 
parameter a questionnaires has been made and survey has 
been conducted to identify the bottlenecks within the work 
system, and to focus on them by making easy decision and 
provide a suitable solution to enhance overall productivity or 
work performance of public education sector. The data has 
been collected using google form, to interpret the data 
regression analysis has been performed by using the 
MINITAB. 
 
4.1. OVERALL-WORK PERFORMANCE. 

 

 
Graph 4.1: Overall work performance Vs Education Policy. 

 
In the Graph 4.1: along Y-axis 0 to 5 digit denotes 
―extremely dissatisfied‖ to ―strongly satisfied‖ and along X-
axis 0 to 5 digit represent ―Extremely Poor‖ to ―Perfect‖ in 
ascending order, respectively. The intercept is 0.5162 
which means when the education policy of public 
universities is zero, y = 0.5162. As the education policy 
increases by one unit, the overall work performance will 
increase by 0.8219 points. As P is equal to 0.000 which is 
less than 0.05 showing significant results. ―S‖ denotes the 
standard error of regression as that the standard distance 
between the observations and the regression line is 0.863 
% of education policy. As S is less 2.5% hence, our model 
is precise.  
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Graph 4.2: Overall work performance Vs Education 

Management Process. 
In the Graph 4.2: along Y-axis 0 to 5 digit denotes 
―extremely dissatisfied‖ to ―strongly satisfied‖ and along X-
axis 0 to 5 digit represent ―Extremely Poor‖ to ―Perfect‖ in 
ascending order, respectively. The intercept is 0.4804 
which means when the Overall work performance of public 
universities is zero, y = 0.4804. As the Overall work 
performance increases by one unit, the Education policy will 
increase by 0.7193 points. S denotes the standard error of 
regression as that the standard distance between the 
observations and the regression line is 0.65% of overall 
work performance. As S is less 2.5% so our model is 
precise. As, it is clear from the Graph 1.2: that education 
management process is also important and play a vital role 
to enhance productivity of education sector.   
 
4.2.  EDUCATION POLICY. 

 

 
Graph 4.2.1: Education Policy Vs Education Funds. 

 
In the Graph 4.2.1: along Y-axis 0 to 6 digit denotes 
―Extremely Poor‖ to ―Perfect‖ and along X-axis 0 to 3 digit 
represent ―low funds‖ to ―high funds‖ in ascending order, 
respectively. The Graph 4.2.1: shows that the intercept is 
1.778 which means when the education policy of public 
universities is zero, y = 1.778. As the education policy 
increases by one unit, the education funds will increase by 
0.3586 points. S denotes the standard error of regression 
as that the standard distance between the observations and 
the regression line is 1.22% of education policy. As S is 
less 2.5% so our model is precise. In education policy 
parameter one of the factor that is necessary to be focused 
and have impact on its productivity is education funds as 
clear from the above graph that, there is lack of funding to 
properly run the institution. Hence, it’s necessary to do 
some changes in funding policy, which will have a positive 
effect on the public education sector. 

 

 
Graph 4.2.2: Education Policy Vs Work monitoring. 

In the Graph 4.2.2: : along Y-axis 0 to 6 digit denotes 
―Extremely Poor‖ to ―Perfect‖ and along X-axis 0 to 5 digit 
represent ―low work monitoring‖ to ―high work monitoring‖ in 
ascending order, respectively. Graph 4.2.2: shows that the 
intercept is 0.1912 which means when the education policy 
of public universities is zero, y =0.1912. As the education 
policy increases by one unit, the overall work monitoring 
increases by 0.9286 points. The value of P = 0.000 is less 
than 0.05 showing significant results. S denotes the 
standard error of regression as that the standard distance 
between the observations and the regression line is 0.448% 
of education policy. As S is less 2.5% so our model is 
precise. It means that the presence of employees in the 
offices while providing their services is well monitored. 

 

 
Graph 4.2.3: Education Policy Vs Complaint system. 

 
In the Graph 4.2.3: along Y-axis 0 to 6 digit denotes 
―Extremely Poor‖ to ―Perfect‖ and along X-axis 0 to 5 digit 
represent ―Never‖ to ―Always‖ in ascending order, 
respectively. The Graph 4.2.3: shows that the intercept is 
1.296 which means when the education policy of public 
universities is zero, y = 1.296. As the education policy 
increases by one unit, the report a problem to head of 
department (HOD) about worker when they are not working 
will increase by 0.3317 points. The value of P = 0.002 is 
less than 0.05 showing significant results. S denotes the 
standard error of regression as that the standard distance 
between the observations and the regression line is 1.19% 
of education policy. As S is less 2.5% so our model is 
precise. It defines a good hierarchical complain structure 
and make it easy for higher authorities to monitor, evaluate, 
work and focus on that specific area to further enhance it 
productivity. 
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Graph 4.2.4: Education Policy Vs Performance base 

reward. 
In the Graph 4.2.4: along Y-axis 0 to 6 digit denotes 
―Extremely Poor‖ to ―Perfect‖ and along X-axis 0 to 5 digit 
represent ―Never‖ to ―Always‖ in ascending order, 
respectively. The Graph 4.2.4: the intercept is 1.282 which 
means when the education policy of public universities is 
zero, y = 1.282. As the education policy increases by one 
unit, the performance base reward will increase by 0.3963 
points. The value of P = 0.000 is less than 0.05 showing 
significant results. S denotes the standard error of 
regression as that the standard distance between the 
observations and the regression line is 1.15% of education 
policy. As S is less 2.5% so our model is precise. As, it 
clear from the above graph that reward on performance 
bases is one the main factor in the education policy to 
further enhance its productivity. As reward system is a 
factor of motivation and acknowledgement for an 
employees and it further encourage them to their best. So, 
it is necessary to focus and properly evaluate the 
performance of an employee’s according to the standard 
policy to further improve the efficiency of an education 
sector. 
 
4.3. EDUCATION MANAGEMANT. 

 

 
Graph 4.3.1: Education Management Process Vs Job 

Satisfaction. 
 

In the Graph 4.3.1: along Y-axis 0 to 5 digit denotes 
―Extremely Poor‖ to ―Perfect‖ and along X-axis 0 to 5 digit 
represent ―Highly dissatisfied‖ to ―Highly satisfied‖ in 
ascending order, respectively. The Graph 4.3.1: shows that 
the intercept is 0.6693 which means when the education 
management process of public universities is zero, y = 
0.6693. As the performance of education management 

process increases by one unit, the job satisfaction level will 
increases by 0.6267 points. P = 0.000 is less than 0.05 
showing significant results. S denotes the standard error of 
regression as that the standard distance between the 
observations and the regression line is 1.051% of education 
management process. As S is less 2.5% so our model is 
precise. The factor job satisfaction increases intrinsically 
when one perform his duty and is self-satisfied from his 
performance on individual basis. Greater number of job 
satisfaction is a good sign and a factor better climate of an 
institute. And as the education management process 
enhances, it will incline the job satisfaction and overall work 
performance of an organization. 

 
Graph 4.3.2: Education Management Process Vs Problem 

report without fear. 
 
In the Graph 4.3.2: along Y-axis 0 to 5 digit denotes 
―Extremely Poor‖ to ―Perfect‖ and along X-axis 0 to 5 digit 
represent ―Strongly Disagree‖ to ―Strongly agree‖ in 
ascending order, respectively. The Graph 4.3.2: shows that 
the intercept is 0.7469 which means when the education 
management process of public universities is zero, y = 
0.7469. As the education management process increases 
by one unit, the online management system problem 
reporting will increases by 0.6267 points as people will feel 
free to report problem to the management. P value is less 
than 0.05% showing significant results. S denotes the 
standard error of regression as that the standard distance 
between the observations and the regression line is 1.025% 
of education management process. As S is less than 2.5% 
so our model is precise. 

 

 
Graph 4.3.3: Education Management Process Vs Unethical 

behaviour. 
 

543210

6

5

4

3

2

1

0

S 1.15140

R-Sq 14.7%

R-Sq(adj) 13.9%

11) Performance base reward.

B
) 

E
d

u
c
a
ti

o
n

 P
o

li
c
y

Fitted Line Plot
B) Education Policy = 1.282 + 0.3963 11) Performance base reward.

543210

5

4

3

2

1

0

S 1.05176

R-Sq 25.4%

R-Sq(adj) 24.6%

1) Satisfied from job

C
) 

e
d

u
c
a
ti

o
n

 m
a
n

a
g

e
m

e
n

t 
p

ro
c
e
ss

Fitted Line Plot
C) education management process = 0.6693 + 0.6267 1) Satisfied from job

43210

5

4

3

2

1

0

S 1.02540

R-Sq 29.1%

R-Sq(adj) 28.4%

3) Report problem without fear

C
) 

e
d

u
c
a
ti

o
n

 m
a
n

a
g

e
m

e
n

t 
p

ro
c
e
ss

Fitted Line Plot
C) education management process = 0.7469 + 0.5399 3) Report problem without fear

43210

5

4

3

2

1

0

S 1.15547

R-Sq 9.9%

R-Sq(adj) 9.0%

5) Unprofessional or unethical

C
) 

e
d

u
c
a
ti

o
n

 m
a
n

a
g

e
m

e
n

t 
p

ro
c
e
ss

Fitted Line Plot
C) education management process = 2.507 - 0.3478 5) Unprofessional or unethical



INTERNATIONAL JOURNAL OF SCIENTIFIC & TECHNOLOGY RESEARCH VO`LUME 10, ISSUE 04, APRIL 2021  ISSN 2277-8616 

 
54 

IJSTR©2021 
www.ijstr.org 

In the Graph 4.3.3: along Y-axis 0 to 5 digit denotes 
―Extremely Poor‖ to ―Perfect‖ and along X-axis 0 to 5 digit 
represent ―Strongly Disagree‖ to ―Strongly agree‖ in 
ascending order, respectively. The Graph 4.3.3: the 
intercept is 2.507 which means when the education 
management process of public universities is zero, y = 
2.507. As the education management process increases by 
one unit, the unprofessional manner declines by 0.3478 
points. P value is equal to 0.001, which is less than 0.05 
showing significant results. S denotes the standard error of 
regression as that the standard distance between the 
observations and the regression line is 1.205% of education 
management process. As S is less 2.5% so our model is 
precise. Hence, in our case of study the focus should be 
made to overcome on the unprofessional behaviour of 
some employees because, that can highly affect the system 
of an organization and reveal it negative face. That why it is 
necessary to enhance the official commination between 
employees as well as to deal professionally with other. 

 

 
Graph 4.3.4: Education Management Process Vs 

Promotion process on inequity basis. 
 
In the Graph 4.3.4: along Y-axis 0 to 5 digit denotes 
―Extremely Poor‖ to ―Perfect‖ and along X-axis 0 to 5 digit 
represent ―Often‖ to ―Never‖ in ascending order, 
respectively. The Graph 4.3.4: the intercept is 2.645 which 
means when the education management process of public 
universities is zero, y = 2.645. As the education 
management process increases by one unit, the denial and 
delays of promotion due to invalid reason will decrease by 
0.4563 points. As the value of P is less than 0.05 that is 
0.000 showing significant results. S denotes the standard 
error of regression as that the standard distance between 
the observations and the regression line is 1.134% of 
education management process. As S is less 2.5% so our 
model is precise. 

 

 
Graph 4.3.5: Education Management Process Vs Taking 

credit of other work. 
 
In the Graph 4.3.5: along Y-axis 0 to 5 digit denotes 
―Extremely Poor‖ to ―Perfect‖ and along X-axis 0 to 5 digit 
represent ―Strongly Disagree‖ to ―Strongly agree‖ in 
ascending order, respectively. The Graph 4.3.5: the 
intercept is 2.753 which means when the education 
management process of public universities is zero, y = 
2.753. As the education management process increases by 
one unit, the taking credit of someone work will decrease by 
0.4359 points. S denotes the standard error of regression 
as that the standard distance between the observations and 
the regression line is 1.11% of education management 
process. As S is less 2.5% so our model is precise. Taking 
credit of other work is an important factor on which the 
education public sector has to focus to further enhance it 
efficiency because, taking credit of other work is a cause of 
disacknowledgement and demotivation for an employee. 
The results also shows that when every member are 
credited on the basis of their performance it will positively 
affect education management process while, on the 
contrary the education management process will decline. 

 

 
Graph 4.3.6: Education Management Process Vs 

Administration and academic relations. 
 
In the Graph 4.3.6: along Y-axis 0 to 5 digit denotes 
―Extremely Poor‖ to ―Perfect‖ and along X-axis 0 to 5 digit 
represent ―Very bad‖ to ―very good‖ in ascending order, 
respectively. The graph 4.3.6: the intercept is 1.041 which 
means when the education management process of public 
universities is zero, y = 1.041. As the education 
management process increases by one unit, the 
administration and academic relation will increases by 
0.3378 points. P = 0.002 less than 0.05 showing significant 
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results. S denotes the standard error of regression as that 
the standard distance between the observations and the 
regression line is 1.16% of education management process. 
As S is less 2.5% so our model is precise. The strong 
academic and administration communication system is one 
of key factor that’s plays a vital role in improving education 
management process. Although, administration and 
academics works as team in a system. But, administration 
work as a support team and provide their services to the 
academics group, which is a revenue generation group to 
enhance education management process. The results also 
show that to further enhance the education management 
process it is necessary to enhance the communication 
system between administration and education. 
 

5. CONCLUSION. 
The research studies shows that reforms made in education 
in last few years grown in the form control pressure 
between central control from administration and the 
autonomy of the university. It is globally considered that in 
educational reforms responsibility and accountability is a 
leading edge for observing and fostering university 
enhancement [51]. But, this responsibility culture and the 
systems that it has recognized have threatened the 
excellence and justice of universities, particularly when 
union tables, standards, and competition have grown in 
importance [52], [53]. It is clear from the previous research 
studies such as [54] [55]and the result gain here, that 
Education policy is one of the key pillar and have great 
impact on the overall work performance and productivity of 
the work system. The selected parameter about education 
policy that can enhance the comeback of Public educational 
institution are support and reward system on the basis of 
performance, capacity building, educational planning about 
providing supplementary funds, and communication 
system. These educational reforms will help and provide a 
path for the development of public university. The priority of 
an education is to utilize high quality system in an institute. 
The acknowledgement of education sector is required on 
the basis of their academic mission to differentiate 
themselves from other universities and to deliver and 
indorse satisfactory teaching and learning processes in a 
progressively challenging and multifaceted framework. 
From this study, some features of this excellence process 
can be highlighted. As supposed in the results, two factors 
regarding the dimensions of educational policies are 
significantly well valued: educational planning and support 
and reward on performance basis. Public universities can 
make real efforts to recommend these significant factors 
within their organization. Leaders and senior management 
teams can focus on planning regarding increase of funds 
and to implement performance base reward system in an 
organization. In addition the results highlights that proper 
work monitoring system should be made to further enhance 
the productivity of education sector. And to implement result 
oriented culture in an organization. Highlighted by several 
authors, that university whose initiative in planning process 
for enhancement targeted at encouraging students learning 
with efficacious teaching and management. For that 
purpose the establishment must first make clear their 
objective ―develop a widely shared set of beliefs and vision 
about student achievement and teacher and management 

performance [30]. This clear mission concentrate on overall 
work system performance including teaching staff, 
management and students and is supported by the 
institutional financial allocations, organizational structure 
and policies. Moreover, University policies, climate and 
cultures and operations can address and overcome 
inequalities. Another feature of this case as per results 
shows, that support and reward system for teachers as per 
there performance and capacity is necessary. Successful 
job performance is one of the factor that also provide 
intrinsic job satisfaction on individual basis. And the 
participant of this study show a greater number of individual 
satisfied from their job. For short term as well as long term 
milestones rewards system is clearly based on the 
performance goal. Acknowledgement of faculty is an 
external procedure that depends on several factors; and 
derived from models that are maintained and even funded 
by public administrations. The most vital aims for launching 
teaching and learning improvement rewards and 
encouraging academic staff for high-quality teaching, 
motivating innovation in teaching and learning activities, 
and refining official recognition and awareness about 
teaching and learning enrichment. Another feature of this 
case study about the public education sector and closely 
related to leadership whose aim is to enhance their 
educational system must focus and stress to develop and 
promote interpersonal communication particularly, among 
the university staff, management and students. As there is 
a collaborative and interconnected working processes with 
in educational organization hence, it is necessary to support 
each other and take their work as challenge and complete it 
with in due time of standard. And in this case study it is 
significant factor that the teacher are empowered and 
involved in decision making regarding the enhancement of 
the organization such as students learning process. And 
those education center which smooth these relation of 
education system provided with structure and authorities 
within and among their organization become autonomous 
learning societies. Finally in conclusion, the recent research 
emphasized the use of indication for educational planning, 
teaching and learning, support and reward system on the 
basis of performance, climate of organization regarding job 
performance and job satisfaction, and the interpersonal 
communication system among the organization. These 
feature are important measure to guarantee a certain level 
of accomplishment throughout the entire work procedure: 
suggesting standards (input), monitoring operation 
(process), and checking the generation of preferred results 
(output). Hence, in the results if only these selected factors 
are focused then on general basis the productivity of 
institution can be enhance up to 25-30%.  And it has a huge 
impact on the overall work performance of an organization. 
 

REFRENCES. 
[1]. Yeşilırmak, M., Bonus pay for teachers, spatial 

sorting, and student achievement. European 
Journal of Political Economy, 2019. 59: p. 129-158. 

[2]. Económico, O.p.l.C.y.e.D., Evaluación y 
reconocimiento de la calidad de los docentes. 
Prácticas internacionales. 2009, OCDE París. 

[3]. Nazir, T., et al., Impact of rewards and 
compensation on job satisfaction: Public and 



INTERNATIONAL JOURNAL OF SCIENTIFIC & TECHNOLOGY RESEARCH VO`LUME 10, ISSUE 04, APRIL 2021  ISSN 2277-8616 

 
56 

IJSTR©2021 
www.ijstr.org 

private universities of UK. Middle-East Journal of 
Scientific Research, 2013. 14(3): p. 394-403. 

[4]. Verbeeten, F.H. and R.F. Speklé, Management 
control, results-oriented culture and public sector 
performance: Empirical evidence on new public 
management. Organization studies, 2015. 36(7): p. 
953-978. 

[5]. Ketelaar, A., N. Manning, and E. Turkisch, 
Performance-based arrangements for senior civil 
servants OECD and other country experiences. 
2007. 

[6]. Frey, B.S. and R. Jegen, Motivation crowding 
theory. Journal of economic surveys, 2001. 15(5): 
p. 589-611. 

[7]. Pedersen, L.B., et al., Can external interventions 
crowd in intrinsic motivation? A cluster randomised 
field experiment on mandatory accreditation of 
general practice in Denmark. Social Science & 
Medicine, 2018. 211: p. 224-233. 

[8]. Weibel, A., K. Rost, and M. Osterloh, Pay for 
performance in the public sector—Benefits and 
(hidden) costs. Journal of public administration 
research and theory, 2010. 20(2): p. 387-412. 

[9]. Epstein, J.L., School, family, and community 
partnerships: Preparing educators and improving 
schools. 2018: Routledge. 

[10]. Baker, B.D., Does money matter in education? 
Albert Shanker Institute, 2016. 

[11]. Darling-Hammond, L., Teacher quality and student 
achievement. Education policy analysis archives, 
2000. 8: p. 1. 

[12]. Black, D.W., Averting educational crisis: Funding 
cuts, teacher shortages, and the dwindling 
commitment to public education. Wash. UL Rev., 
2016. 94: p. 423. 

[13]. Rebell, M.A., Poverty Meaningful Educational 
Opportunity, and the Necessary Role of the Courts. 
NCL Rev., 2006. 85: p. 1467. 

[14]. Jeffrey, R.S., Equal protection in state courts: the 
new economic equality rights. Law & Ineq., 1999. 
17: p. 239. 

[15]. Adenekan, T.E., INFORMATION CULTURE, 
COMPETITIVE ADVANTAGE AND 
OPERATIONAL EXCELLENCE AS CORRELATE 
OF JOB PERFORMANCE AMONG BRITISH 
AMERICAN TOBACCO COMPANY WORKERS, 
IBADAN, OYO STATE, NIGERIA. International 
Journal of Information, Business and Management, 
2019. 11(3): p. 235-249. 

[16]. Bevan, S., Good work, high performance and 
productivity. Work Foundation, 2012. 

[17]. Muchhal, D.S., HR practices and Job Performance. 
IOSR journal of humanities and social science 
(IOSR-JHSS), 2014. 19(4): p. 55-61. 

[18]. Chandrasekar, K., Workplace environment and its 
impact on organisational performance in public 
sector organisations. International journal of 
enterprise computing and business systems, 2011. 
1(1): p. 1-19. 

[19]. Gifford, R., Environmental psychology matters. 
Annual review of psychology, 2014. 65. 

[20]. Jayaweera, T., Impact of work environmental 
factors on job performance, mediating role of work 

motivation: A study of hotel sector in England. 
International journal of business and management, 
2015. 10(3): p. 271. 

[21]. Oshagbemi, T., Gender differences in the job 
satisfaction of university teachers. Women in 
Management review, 2000. 

[22]. GÜN, İ. and S. SÖYÜK, Organizational Climate: 
Turkey and Norway Comparison. Health Sciences 
Research in the Globalizing World, 2018: p. 1033. 

[23]. Murugesan, G., Organizational climate and job 
satisfaction: An analysis of paper industry. 
International Journal of Physical and Social 
Sciences, 2012. 2(3): p. 135-158. 

[24]. Omole, O., H. Oladundoye, and C. Oyetunji-
Alemede, Organisational climate: a review. IFE 
PsychologIA: An International Journal, 2019. 27(1): 
p. 51-60. 

[25]. Idrus, S., et al., Organizational climate and its 
influence on organizational commitment: Case in 
Jakarta. Humanities, Science and Engineering 
Research (SHUSER), 2012: p. 1445-1449. 

[26]. James and O.J.a. James, The Meaning of 
Organisations: The Role of Cognition and Values. 
Organisational Climate and Culture. SAGE, 2004. 
5(2): p. 40-84. 

[27]. Parker, C.P., et al., Relationships between 
psychological climate perceptions and work 
outcomes: a meta‐analytic review. Journal of 
Organizational Behavior: The International Journal 
of Industrial, Occupational and Organizational 
Psychology and Behavior, 2003. 24(4): p. 389-416. 

[28]. Bruneel, J., P. d’Este, and A. Salter, Investigating 
the factors that diminish the barriers to university–
industry collaboration. Research policy, 2010. 
39(7): p. 858-868. 

[29]. Hellriegel, D. and J.W. Slocum Jr, Organizational 
climate: Measures, research and contingencies. 
Academy of management Journal, 1974. 17(2): p. 
255-280. 

[30]. Leithwood, K., et al., School leaders’ influences on 
student learning: The four paths. The principles of 
educational leadership and management, 2010. 2: 
p. 13-30. 

[31]. Spillane, J.P., Distributed leadership. Vol. 4. 2012: 
John Wiley & Sons. 

[32]. Marks, H.M. and S.M. Printy, Principal leadership 
and school performance: An integration of 
transformational and instructional leadership. 
Educational administration quarterly, 2003. 39(3): 
p. 370-397. 

[33]. Hallinger, P. and R.H. Heck, Leadership for 
learning: Does collaborative leadership make a 
difference in school improvement? Educational 
management administration & leadership, 2010. 
38(6): p. 654-678. 

[34]. Uhbiyati, N., A competency-based model of the 
human resource development management of 
ustadz at salaf boarding school. International 
Journal of Educational Management, 2015. 

[35]. Llarena del Rosario, R. and F. Lara-Rosano, A 
Meta-planing Systemic Model for Mexican Public 
Universities. Journal of applied research and 
technology, 2013. 11(6): p. 851-856. 



INTERNATIONAL JOURNAL OF SCIENTIFIC & TECHNOLOGY RESEARCH VO`LUME 10, ISSUE 04, APRIL 2021  ISSN 2277-8616 

 
57 

IJSTR©2021 
www.ijstr.org 

[36]. Kucharþíková, A., E. Tokarþíková, and M. 
Blašková, Human capital management–aspect of 
the human capital efficiency in university 
education. Procedia-social and behavioral 
sciences, 2015. 177: p. 48-60. 

[37]. Fındıklı, M.A. and E. beyza Bayarçelik, Exploring 
the outcomes of Electronic Human Resource 
Management (E-HRM)? Procedia-Social and 
Behavioral Sciences, 2015. 207: p. 424-431. 

[38]. Ifould, P. and P. Joseph, User difficulties working 
with a business classification scheme: a case 
study. Records Management Journal, 2016. 26(1): 
p. 21-37. 

[39]. Duran, C., A. Cetindere, and Y.E. Aksu, 
Productivity improvement by work and time study 
technique for earth energy-glass manufacturing 
company. Procedia Economics and Finance, 2015. 
26: p. 109-113. 

[40]. Mentula, V., Project communications in two case 
organizations. 2015. 

[41]. Emrouznejad, A. and G.-l. Yang, A survey and 
analysis of the first 40 years of scholarly literature 
in DEA: 1978–2016. Socio-Economic Planning 
Sciences, 2018. 61: p. 4-8. 

[42]. Bandyopadhyay, J.K. and R. Lichtman, Six Sigma 
approach to quality and productivity improvement 
in an institution for higher education in the United 
States. International Journal of Management, 2007. 
24(4): p. 802. 

[43]. Zohar, D.M. and D.A. Hofmann, Organizational 
culture and climate. 2012. 

[44]. Bejerot, E. and H. Hasselbladh, Forms of 
intervention in public sector organizations: Generic 
traits in public sector reforms. Organization 
Studies, 2013. 34(9): p. 1357-1380. 

[45]. Naharuddin, N. and M. Sadegi, Factors of 
workplace environment that affect employees 
performance: A case study of Miyazu Malaysia. 
International journal of independent research and 
studies, 2013. 2(2): p. 66-78. 

[46]. Hallinger, P. and R.H. Heck, Collaborative 
leadership and school improvement: 
Understanding the impact on school capacity and 
student learning, in International handbook of 
leadership for learning. 2011, Springer. p. 469-485. 

[47]. Roby, D.E., Teacher leaders impacting school 
culture. Education, 2011. 131(4). 

[48]. Widhiastuti, H., The effectiveness of 
communications in hierarchical organizational 
structure. International Journal of Social Science 
and Humanity, 2012. 2(3): p. 185. 

[49]. Gyaase, P.O., A. Anokye-Sarfo, and Y. Bediako, 
The Adoption Of Information And Communication 
Technology In The Public Sector; A Study Of The 
Financial Management In The Ghana Education 
Service (GES). International Journal of Scientific & 
Technology Research, 2013. 12(2): p. 327-335. 

[50]. Coleman, S., The Trouble with Computers; 
Usefulness, Usability and Productivity. 2000, 
Cambridge: MIT Press. 

[51]. Yin, H., J.C.-K. Lee, and W. Wang, Dilemmas of 
leading national curriculum reform in a global era: 
A Chinese perspective. Educational Management 

Administration & Leadership, 2014. 42(2): p. 293-
311. 

[52]. Ainscow, M. and A. Hargreaves, Collaboration as a 
strategy for promoting equity in education: 
possibilities and barriers. Journal of Professional 
capital and community, 2016. 

[53]. Mosoge, M. and M. Pilane, Performance 
management: the neglected imperative of 
accountability systems in education. South African 
Journal of Education, 2014. 34(1). 

[54]. Aleksejeva, L., COUNTRY'S COMPETITIVENESS 
AND SUSTAINABILITY: HIGHER EDUCATION 
IMPACT. Journal of Security & Sustainability 
Issues, 2016. 5(3). 

[55]. Metcalfe, A.S. and T. Fenwick, Knowledge for 
whose society? Knowledge production, higher 
education, and federal policy in Canada. Higher 
Education, 2009. 57(2): p. 209-225. 

 


