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Abstract: An investigation on the impact of TQM dimensions on the performance of universities is the core of this paper 
based on Lecturers' perception in Bahrain Private Universities. Also, to investigate the effect of Performance Measurement 
due to the demographic data of Lecturers in Bahrain Private Universities (Gender, Age, Experience, and Education Level). 
Correlational and quantitative methods were used in the study. The instrument for this research is the questionnaire that 
was developed to address all studied variables. The target population was 517 lecturers that work in the Bahrain private 
universities from 13 universities and with a sample size of 100 lecturers. The researchers used SPSS version 26 for all 
statistical analyses, and Descriptive analysis included mean and standard deviation computation. Meanwhile, Pearson 
correlation, regression analysis, T-test, and One Way ANOVA test were incorporated into the inferential analysis. The 
results show that Continuous Improvement, Education and Training, and Quality of Work Life significantly affect 
performance measurement, while Resources and Teamwork significantly not contributed to explaining performance 
measurement. Furthermore, there is no significant effect on Performance Measurement due to Gender and Education Level. 
Moreover, the results disclosed a significant effect on Performance Measurement due to Age and Experience. 
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1 Introduction  

The goals of Bahrain's Economic Vision 2030 are to 
trigger, boost, and promote the private sector as an engine 
for Bahrain’s development and empowerment as a 
workforce of choice in the labour market (Bahrain 
Economic Vision [1]. Higher education is critical to 
Bahrain's future economic, public-sector, and national 
development [2].  
By improving overall quality, skills, entrepreneurship, and 
technology, the sector plays a vital role in addressing 
tomorrow's skills needs and developing a knowledge 
economy [3]. To assess the quality and performance of 
these higher education institutions, focusing on private 
universities in Bahrain. The Education and Training Quality 
Authority [4] reports highlight unresolved issues 
concerning and performance. This paper examines the 
relationship between aspects of Total Quality Management 
(TQM) (Leadership, Continuous Improvement, Education 
& Training, Resources, Quality of Work Life, and 
Teamwork). Bahrain’s private universities target to attain 

excellence in teaching & learning, research, and community 
service, as well as their mission of continuous improvement 
in the areas of higher education. Additionally, they too 
concentrate on students, help the local community, and 
abide to the governance standards which cause the 
University to obtain a renowned place among universities 
globally based on The Education and Training Quality 
Authority [4].  
Practically, performance measurement is an operation or 
method of forming and defining goals to see how one is 
progressing toward them [3]. It also includes activities and 
tasks that efficiently and effectively achieve organizational 
goals [5]. The comprehensive goal of performance 
measurement is to ascertain that the institution and its sub-
areas (operations and management) are performing well to 
obtain the institution's expected goals [6]. Higher education 
is not different from other institutions as education needs to 
follow measurements for various reasons [5]. Some 
scholars define performance measurement as determining 
the effectiveness and efficiency of work such it is a 
preventative and diagnostic administrative control system 
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designed to assist directors in tracking the performance of 
administrative actions [7] and [8]. Its role is also that of an 
information provider, which is the first step toward creating 
effective management. TQM became a gateway to 
institutional change and development for most institutions, 
notably higher education. Therefore, most institutions 
consider overall quality to be an effective way to develop a 
quality administrative philosophy and involve all parties 
within the institution to counter dangers and threats [9]. 
According to [10], Bahraini private higher education 
institutions lack planning and governance. In this regard, 
the Education and Training Quality Authority (BQA) made 
a total of 88 recommendations. From the many identified 
problems which need action include weak governance and 
administrative, capabilities. The former may or may not be 
related to the day-to-day operations of the institution. The 
owner is not only the chairman of the Board of Directors, 
but also the president of the institution; lack of good 
corporate governance, where the board of trustees did not 
meet often or perform their duties; tentative strategic plans 
that have somewhat confused the institutions; and a lack of 
benchmarking activities in key areas of provision, as well 
as programs. There was also a lack of mechanisms and 
systems to support high-quality service delivery. According 
to the literature mentioned above review, some studies on 
performance recommended looking into TQM. However, 
later research revealed a disregard in measuring TQM 
dimensions in the performance investigation proposed 
adding the work-life variable and their impact on 
performance [11] and [12]. Furthermore, [13] and [14] 
advocated for the use of teamwork to assess performance. 
Another study by [15] investigated measuring higher 
education performance in TQM, including dimensions such 
as (fitness for purpose, value, transformation, place and 
accountability, delivery mechanism, tangible elements, and 
physical elements raising awareness. 
Now there is proof that other scholars did not cover the 
model dimensions of this study. Although (TQM) varies by 
country, situation, and peculiarity, its application is still a 
work in progress [11] and [12]. 
 
Higher Education in Bahrain 

Higher education plays a vital role in Bahrain's economic 
development, innovation, and investment. The Higher 
Education Board's vision is to establish Bahrain as a hub for 
higher education excellence, presenting skillfully and 
knowledgeable graduates that can compete in the 
international market. Along with the other Gulf Council 
Cooperation countries, Bahrain witnessed a rapid evolution 
in the higher education sector. In 2000, 13 private 
universities were established to serve approximately one 
million residents. Several establishments were based in the 
United States, while others collaborated with universities in 
other countries. 
In contrast to the 1990s, only three governmental 
universities served as higher education institutions. Figure 1 

shows the distribution of the student population of private 
and public higher education institutions in Bahrain. The 
main reason for choosing private universities is to show 
that there is a big difference between them and public ones 
and to seek the lack of staff performance and quality. 
 
Performance Measurement 

 [16] stated that managing higher education performance 
depends largely on one’s skills and abilities. A lot of factors 
affect abilities and competency, such as stimulus, values, 
experience, personal characteristics, mental abilities, 
passionate matters, and beliefs. What a person believes has 
a significant impact on their behaviour. Hence, [17] 
claimed that the differences between a perfect performer 
and another is a gap that often appears in attitudes or career 
outputs. 
For decades, measuring performance aspects has been 
widely recognized as a major issue in the management 
accounting literature. Most of these studies have followed 
the path of functionalism based on the perspective of 
measurement performance ascertained by pre-defined goals 
[18]. Nevertheless, there is a series of studies which include 
the perspective of performance as a socially constructed 
experience that is extremely part of determining the 
concepts of institutional goal formation and the meanings 
related to performance [19], [20] and [21]. 
The Contingency Theory of Performance Measurement 
[22] claimed that performance assessment has become a 
major issue and concern as the working environment has 
changed momentum in both the public and private sectors 
since the 1980s. As a result, the contingency theory 
assumes that no appropriate global criterion of performance 
gauge system is implemented uniformly across all 
institutions and in all conditions. According to [23], the 
contingency theory demonstrates how organizational 
characteristics are causally related. It demonstrates that no 
administration method is perfect in all situations, based on a 
set of variables in each situation. 
The present study examines the accidental relationship 
between two variants of TQM and the quality of work life 
and teamwork. 
 
Deming's TQM Theory 

TQM is described as continuous quality development being 
offered in establishments to boost patron valued and 
satisfaction even as attaining extremely good institutional 
overall performance and possess a multidimensional 
structure [24], [25], [26] and [27]. First is system 
appreciation, the rules, and objectives an organization 
operates, and adherence of all members; Second, 
Knowledge-based variation are areas where something or a 
process change and determines the particular attention 
needed for a particular task or department; three, Deming's 
theory requires knowledge for guiding practice, finally, 
knowledge of psychology [28] and [29]. Several 
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educational studies back up Deming's principle in this 
regard. Nevertheless, despite some educational support 
studies are compatible with education, others offer slightly 
dissimilar findings. For instance, [30], finds it challenging 
to frequently attribute the improvement of "performance 
excellence or exemplary quality assurance" to a simple 
adoption of Deming's principles [28]. 
 
TQM in Higher Education Institutions 

As stated by [31], a few steps need to be connected to 
performance to activate TQM and its roles at the 
universities. They emphasize on six elements of activating 
and adopting TQM. They are as follows: Determining 
stakeholders and knowing their needs, selecting gauges that 
meet the clients’ needs, standardizing practices and 
enhancing efficiency, creating a quality management 
system, the responsibility of the administration to come up 
with an organizational strategy, and providing authority to 
all institutional staff to improve quality. 
Furthermore, [32] suggests some factors for achieving 
educational TQM. These factors account for offering 
strategies to identify customer needs and determine quality 
throughout the education process. As [33] cited, the quality 
of education scheme should count in the quality of teaching 
methods, staff, learners, courses, and curriculum. In 
addition, the key competencies and quality of top 
management, the quality of law, and the quality of 
implementation assessments must be included. 
 
Dimensions for TQM 
 
The definition of TQM adopted by this research includes 
multidimensional dimensions like leadership, continuous 
improvement, education and training, resources, work-life 
balance, and Teamwork. TQM refers to the quality of 
practices used by higher education management in 
Bahrain's private universities. TQM will be measured using 
six dimensions in Bahrain's private universities. 
 
Leadership. 

Leadership is crucial in universities, as it is in other 
institutions, and it has become a self-justified action [34]. 
Since implementing the National Higher Education 
Strategic Plan in 2014, Bahraini higher education has 
undergone significant changes due to the sector's rapid 
expansion and rising community demand. In this current 
study, leadership encourages employees in Bahrain private 
universities to achieve desired objectives, so a human 
aspect binds the employees together and persuades them to 
work toward the goal. 
 
 
Continuous Improvement. 
 
Continuous improvement is a strategy for recognizing ways 
to simplify tasks and reduce waste. This practice evolved 

from the widespread adoption of Lean / Agile / Kaizen in 
the industry and at work, and today thousands of companies 
around the world are using it to determine cost-cutting 
opportunities. Several of these concepts and principles can 
be combined to produce productive outcomes. Continuous 
improvement is an important part of reducing university 
operating costs. 

Education and Training. 

Education and training in a TQM institution are critical for 
staff understanding what and why [35]. Furthermore, 
training and education are required to equip staff to 
overcome the obstacles that prevent institutional goals from 
being achieved. Furthermore, in a TQM institution, training 
and development is an ongoing process; it is a continuous 
operation that should incorporate a quality culture. Other 
researchers, such as [36], emphasize the importance of 
training, claiming that upper management implements 
TQM-based training programs.  
 
Resources. 

The term resources is in relation to how institutions manage 
their outbound partnerships and use resources successfully 
to attain the expected business performance [37]. Resources 
are assets or inputs to the organization that is managed by 
or temporary accessible to the organization [38]. 
Organizations need resources to address different 
organizational issues and inspire innovation. 
 
Quality of Work Life. 

"QWL encompasses the physical, technological, 
psychological, and social aspects of work that correspond 
to the ideals of a more humane and educational 
organization" [39]. Today, QWL is a significant concern, 
and numerous studies from various organizations covered 
this topic [40], [39], [41], [42] and [43].  
 
Teamwork. 

The researchers will use the following methodology for this 
study: [44] highlighted four components that describe and 
define a team. More than two people are needed, get in 
touch more often, participate in performance goals and 
commit to them. [45] defines a working team as a group 
whose members work hard to attain particular goals 
through great synergies, mutual accountability, and 
complementary skills. A team is distinguished from a 
working group by its members' mutual accountability. 

 
 
 2 Methodologies  
The method used in this study is quantitative approach 
(survey research design) to measure the effect of every 
independent variable on the dependent and explain the 
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relationships between the independent variables and the 
dependent variable by gathering numerical data. 

Population and Sample 

The study enrolls scholars working at private universities, 
including 13 universities in Bahrain with 517 faculty 
members. To create our sampling frame, the researchers 
will analyse first 100 questionnaires completed with a 
response of 83.3 %. The sample provided information by 
filling in a survey questionnaire which is considered the 
core of data for this paper. 

Research Hypothesis  

Hypothesis 1: There is no significant effect of TQM 
dimensions on Performance Measurement based on 
Lecturers' perception in Bahrain Private Universities. 

Hypothesis 2: There is no significant effect of Performance 
Measurement due to the demographic data of Lecturers in 
Bahrain Private Universities (Gender, Age, Experience, and 
Education Level). 

Instrumentations 

The instrument of this paper is the questionnaire with a 
five-point Likert adapted and adopted from existing 
literature. This study deals with six variables related to 
TQM: leadership, continuous improvement, education and 
training, resources, quality of work-life, and teamwork. 

A. Objective: To examine the impact of TQM dimensions 
on Performance Measurement according to the views of 
Lecturers in Bahrain Private Universities. And to determine 
the impact of Performance Measurement based on the 
demographic data of Lecturers in Bahrain Private 
Universities (Gender, Age, Experience, and Education 
Level). 

B. Description: The scale consists of (35) items distributed 
to (7) dimensions.  The items (1-5) represent the dimension 
of Performance Measurement, the items (6-10) represent 
the dimension of Leadership, the items (11-15) denote the 
dimension of Continuous Improvement, the items (16-20) 
represent the dimension of the Education & Training, the 
items (21-25) represent the dimension of Resources, the 
items (26-30) denote the dimension of Quality of Work life, 
and the items (31-35) represent the dimension of 
Teamwork. 

Table 1:  Reliability indicates to the consistency of an 
instrument [46]. The researchers used Cronbach’s α 
Statistic to measure the internal consistency of the 
questionnaire items. 

Cronbach’s α is the most employed test to ascertain the 
questionnaire’s internal consistency. The result of the 
Cronbach’s α contains a value between 0 and 1. The 
acceptable reliability factor is 0.7 or higher. 

Table 1 shows that the Cronbach’s α Coefficient is 0.978. 
This means that the questionnaire possesses internal 

consistency and highly correlated items. Furthermore, the 
same results can be achieved using the same methods 
(questionnaire) by another researcher. 

Table 1: Reliability Cronbach’s α 

Cronbach’s α Coefficient No. of Questionnaire Items 
0.978 35 

 

C. Assessment: Each item involves five responses based on 
Five Likert Scale (Strongly agree, Agree, Moderately agree, 
Disagree, and Strongly disagree) evaluated with the scores 
(5-4-3-2-1). 

 

3 Discussions  

This section is divided into two parts. First part includes the 
descriptive analysis like Mean and Std. Deviation for the 
7th constructs of the distributed research questionnaire. The 
second part reveals the test of research questions. 
 
Descriptive Analysis 

Descriptive analysis statistics are used to describe the basis 
characteristics of the sample and measure. The 
questionnaire respondents’ rate was 83.3 %, which is 
satisfactory regarding to the research population. 
As can be seen from the Table 9 the mean values ranged 
between (4.27- 4.45), which is considered as satisfied and 
most of respondents agree with the effect of TQM on 
Performance measurement. Moreover, Table 2 shows that 
highest mean was 4.45 of Continuous Improvement 
construct and the lowest mean was of Performance 
Measurement. 
 

Table 2: Descriptive Statistics of the Constructs 

Construct Mean Std. 
Deviation 

Performance Measurement 4.27 0.68 
Leadership 4.30 0.62 
Continuous Improvement 4.45 0.54 
Education and Training 4.40 0.55 
Resources 4.31 0.64 
Quality of Work Life 4.28 0.62 
Teamwork 4.31 0.60 

 
Testing Of Research Hypothesis 
Hypothesis 1. According to the views of Bahraini private 
university lecturers, there is no significant effect on the 
TQM dimensions’ significance level (α = 0.05) on 
Performance Measurement. To test hypothesis 1, the 
researchers used Multiple Regression Analysis using SPSS 
Software. 
A value of 0.99 (R) in Table 3 indicates a good level of 
prediction of Performance Measurement. As well the 
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results reveal that the independent variables (Leadership, 
Continuous Improvement, Education and Training, 
Resources, Quality of Work Life, and Teamwork) explain 
98.1% of dependent variable (Performance Measurement), 
and 1.9% of the variation is caused by factors other than the 
predictors included in this model. 
 

Table 3: Regression Model Summary 

Model R 𝑅	! Adjusted 
𝑅	! 

Std. Error 
of the 

Estimate 
1 0.990a  0.981 0.980 0.097 

a. Predictors: (Constant), Leadership, Continuous 
Improvement, Education and Training, Resources, Quality 
of Work Life, and Teamwork. 
 
The F- value in Table 4 reveals that the independent 
variables (Leadership, Continuous Improvement, Education 
and Training, Resources, Quality of Work Life, and 
Teamwork) significantly forecast statistically the dependent 
variable (Performance Measurement), F = 790.985, sig. 
(0.00) < 0.05 (i.e., the regression model is a good fit of the 
data). 
 

Table 4: Multiple Regression ANOVA 

Model Sum of 
Squares d.f Mean 

Square F Sig. 

Regression 44.540 6 7.423 790.985 0.00b 
Residual 0.873 93 0.009   
Total 45.412 99    

a. Dependent Variable: Performance Measurement 
b.(Constant), Leadership, Continuous Improvement, 
Education and Training, Resources, Quality of Work Life, 
and Teamwork. 
The usefulness of the coefficients tests of significance are 
to investigate if each variable needs to be in the model, 
given that the others are already there. The t- value and 
corresponding Sig. value in Table 5 reveal that Leadership 
Sig. (0.009) < 0.05, Continuous Improvement Sig. (0.00) < 
0.05, Education and Training Sig. (0.00) < 0.05, and 
Quality of Work Life Sig. (0.00) < 0.05 are significant, but 
Resources Sig. (0.78) > 0.05 and Teamwork Sig. (0.247) > 
0.05 are not significant. This means that the variables 
Resources and Teamwork are no more useful in the model 
when the other variables are already in the model. That is to 
say, Leadership, Continuous Improvement, Education and 
Training, and Quality of Work Life in the model, Resources 
and Teamwork no more significantly add contribution to 
explain Performance Measurement. According to 
standardized coefficients (beta weights), given in the Beta 
column, Quality of Work Life is the highest contribution 
(1.144) predictor to explain Performance Measurement, the 
next is Continuous Improvement (0.455), while the lowest 
contribution predictor is Leadership (-0.195). 
 

Table 5: Multiple Regression Coefficients 
Coefficients a 

Model 
Unstandardized 

Coefficients t Sig. 
B Std. Error 

(Constant) - 0.297 0.094 -3.157 0.002 
Leadership -0.213 0.080 -2.674 0.009 
Continuous 
Improvement 0.576 0.067 8.601 0.000 

Education 
and Training -0.426 0.067 -6.379 0.000 

Resources -0.019 0.067 -0.280 0.780 
Quality of 
Work Life 1.252 0.115 10.873 0.000 

Teamwork -0.112 0.096 -1.165 0.247 
a. Dependent Variable: Performance Measurement 
 
Hypothesis 2. There is no significant effect at the 
significance level (α= 0.05) of Performance Measurement 
due to the demographic data of Lecturers in Bahrain Private 
Universities (Gender, Age, Experience, and Education 
Level). 
To test research hypothesis 2, the researchers used 
Independent Sample T- Test and One-Way ANOVA 
through using SPSS Software as the following tables: There 
is no significant effect at the significance level (α= 0.05) of 
Performance Measurement due to Gender 
Table 6 shows that there are 75 males and 25 females, the 
mean of Performance Measurement for male is 4.23 (84.6% 
of agreement) and the mean of Performance Measurement 
for female is 4.41 (88.2% of agreement). 
 

Table 6: Group Statistics 
 

Gender N Mean Std. 
Deviation 

Std. 
Error 
Mean 

Performance 
Measurement 

Male 75 4.23 0.679 0.078 
Female 25 4.41 0.667 0.133 

 
From Table 7 the results present that there is no significant 
effect at the significance level (α= 0.05) of Performance 
Measurement due to Gender, whereas the Sig. value is 
greater than 0.05 (0.255>0.05) so the null hypothesis is 
accepted.  
 

Table 7: Independent Samples Test 

 
There is no significant effect at the significance level (α= 
0.05) of Performance Measurement due to Age, 
Experience, and Education Level. 
The ANOVA statistics from Table 8 give test values F= 
2.791, Sig. value=0.045; 6.899, Sig. value<0.05 and 0.926, 
Sig. value 0.338, for Age, Experience, and Education level, 
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respectively. So, both Age and Experience are needed to 
explain Performance Measurement. In other words, there is 
significant effect at the significance level (α= 0.05) of 
Performance Measurement due to Age and Experience, and 
no effect of Performance Measurement due to Education 
Level. 
 

Table 8: One- Way ANOVA Statistics 

D
em

og
ra

ph
ic

 
ch

ar
ac

te
ris

tic
s  

Type Mean Std. 
Deviation 

Test 
value- 

F 

Sig. 
value 

A
ge

 

Less than 
30 years 4.20 0.000 

2.791 0.045 

30-39 
years 4.15 0.654 

40- 49 
years 4.15 0.784 

More 
than 50 
years 

4.57 0.403 

Ex
pe

rie
nc

e 

Less than 
5 years 3.85 0.833 

6.899 0.000 

5- 9 years 4.23 0.433 
10- 14 
years 3.87 0.836 

More 
than 15 
years 

4.51 0.530 

Ed
uc

at
io

n 
 L

ev
el

 

Bachelor 
degree 4.07 1.277 

0.926 0.338 Graduate 
degree 4.29 0.596 

Diploma * * 
 
Recommendation 

The research recommends that the other researchers add 
another dimension of TQM to gauge performance based on 
their study requirements, the rationale, and the specific field 
they are studying. Future studies may also examine other 
factors that contribute to performance measurement. 
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