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Abstract 
 

Balanced Scorecard (BSC) is a well-known performance measurement tools and some researchers have highlighted its relevance to Insti-

tutions of Higher Learning (IHL). In order to response to the globalization phenomenon today, IHL must adopt the most suitable tool such 

as Performance Measurement System (PMS) in assessing academicians’ performance. The adoption of Strategic Performance Measure-

ment System (SPMS), proven to realize significant cost saving, improve personal satisfactions and enhance organizational performances 

based on previous studies. Therefore, the objective of this paper is to determine the relationship between leadership, communication and 

academic qualification towards the adoption of BSC. Data were collected quantitatively through a survey questionnaire with the usable 

response rate of 78.57%. The descriptive results of this study revealed that the majority of academicians’ extensively agrees that the meas-

urement used in the BSC are effective in assessing academicians’ performances. This finding also reveals that leadership, communication 

and academic qualification were significantly influenced the adoption of BSC. The findings from this study have advanced the literature 

on BSC especially in the education sector. It also provides a better understanding of BSC as the performance measurement tool in assessing 

academicians’ performance. 
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1. Introduction 

Private institutions of higher learning (IHLs) are as important as the 

public ones to turn Malaysia into a regional higher education hub 

by 2020. Arokiasamy [1] indicated that the roles of private 

IHL are similar to the public IHL including teaching, research and 

publications and administration, and in fact they have to be innova-

tive in their programs, fee requirements and the ever-changing 

needs of students to generate their own revenues without compro-

mising its quality. Private IHLs’ are facing challenges to maintain 

the educational quality and the demand is increasing. To cater to the 

demand for educational quality, performance measurement system 

(PMS) and strategic mechanism through planning, monitoring and 

controlling in an educational environment to ensure it is successful 

is needed [1]. Hence, with the performance measurement indica-

tors, they able to further improve their weaknesses and ensure uni-

versity competitiveness [2]. 

Balanced Scorecard (BSC) is one of the most prominent Perfor-

mance Measurement System (PMS) in organizations because it 

stresses four important aspects of the organization’s strategies into 

a single and balanced framework [1]. Among all methods, BSC is 

chosen widely as an extensive and a comprehensive performance 

evaluation tool to adequately plan and control an organization 

aligning with their vision and goal [3]. Kaplan [4] indicated that the 

financial measure of a company’s performance be supplemented 

with other measures that will capture the intangible assets of the 

growth, were to complement financial ones to give a clear picture 

of the company’s performance. Prior literature revealed that there 

were limited studies that examined the adoption of BSC as a tool in 

measuring the performance in higher learning institutions (IHL) es-

pecially the perception among academicians. To our knowledge, no 

prior studies have examined the adoption of BSC in the education 

sector at individual level. Only studies that examined at unit, de-

partment and organization as a whole, but none at individual level. 

Therefore, this study aims to examine the extent of BSC adoption 

and investigate the factors that associated to the BSC adoption.  

2. Literature review 

2.1. The Concept of Balanced scorecard 

BSC was first developed by [4] as strategic performance measure-

ment model to translate an organization’s mission and vision into 

actual action (operational and strategic planning). BSC intends to 

combine the use of financial and non-financial measures such as 

customer, internal business process, and learning and growth so that 

managers are provided with more detailed information than finan-

cial measures alone [5]. Zain [6] mentioned that BSC specific indi-

cators, namely financial, customer, internal business process, and 

lastly, learning and growth performance work as a balance measure 

of four perspectives.  

Figure 1 presents the BSC structure developed by Kaplan and Nor-

ton which consists of four distinct measurement perspectives [5]. 

Gumport [7] revealed that, the combination both financial and non-
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financial perspectives within the four elements create a “balanced” 

approach to overcome the limitations of traditional PMS which re-

lies on financial perspective only. BSC mechanism is considered as 

an assessment and measurement tool that enables the higher man-

agement of an organization to monitor the improvements in all area 

of the organization [7]. It is also acts as a management system to 

capture breakthrough competitive performance and is most success-

ful when used to drive the process of change and recognition of that 

performance measurement should start from the organization's 

strategy [8,9]. Over the years, the BSC concept has evolved through 

a series of papers and books published by Kaplan and Norton 

transforming the scorecard concept from an innovative, but 

relatively simple performance measurement tool, to a complex 

PMS [5]. 

The integration of the four perspectives as shown in figure 1 creates 

a “balanced” approach to overcome the limitations of traditional 

PMS which relies on financial outcomes [10]. The financial per-

spective is important for shareholders and stakeholders, especially 

in regards to the key strategic business implementation and assess-

ment of organizations’ performance. To make the key strategy ef-

fective and reliable performance measures, Munir [11] suggested 

that the financial aspect has to be embedded into the organizations’ 

vision and mission statement and the transformation of financial is-

sues into sustainable goals and minimal cost. Good financial strate-

gic objectives and financial performance measures allow the organ-

ization to enhance long-term stakeholder values and expanding the 

market. Meanwhile, it can provide evidence of whether or not the 

company’s financial strategy is increased in profit and decreased in 

costs [12]. Customer forms another important perspective to 

strengthen the financial strategy. Kaplan & Norton [5] indicated 

that an organization needs to identify the two types of customers 

which the core measure group usually include customer satisfac-

tion, acquisition, profitability and retention including market share. 

The second strategy is how organization position the customer 

value that includes product quality and attributes, image and rela-

tionship. Kaplan & Norton [5] and Ittner, Lin, Yu, and Zhang, [13] 

suggested to organizations to include customer satisfaction indica-

tors in internal PMS and compensation plans.  

From the perspective of internal processes, organizations should 

continue to conduct dynamic innovation in products, services and 

more customer value [14]. The internal process can be referred as a 

business strategy to supply chain which develops services for cus-

tomers. Learning and growth are two important features that every 

organization’s strategy should incorporate with. Human, infor-

mation, and organization capital, culture, alignment, and teamwork 

are the important indicators and intangible assets that can be used 

to depict these features as indicated by [12]. Kaplan & Norton [5] 

argued that organizations’ capital, employees, and knowledge sys-

tems are important for this perspective. Meanwhile, organization’s 

employees, infrastructures, and environment, and reflects employee 

satisfaction, motivation, empowerment, and the capabilities of em-

ployees and information systems are urged to facilitate the perfor-

mance of the other three perspectives [14,15]. Kaplan & Norton [5] 

proved that learning and growth perspective are related to the or-

ganization’s internal skills and capabilities.  

2.2. Application of BSC in education 

Chen et al. [15] the introduction of the BSC in an educational insti-

tution requires faculty staff to work together and it begins with the 

top leader who carries the responsibility for policy making and ex-

ecution in a top-to-bottom hierarchy. Furthermore, implementing 

the PMS such as BSC would enable IHL to allocate resources in a 

well-planned manner thus, making this implementation rendered 

into an effective reorganization of daily operations such as staff 

daily tasks. Previous studies reported that almost more than 80% of 

the top 1000 corporations used BSC and the number keep increas-

ing [16]. This supported by [17], BSC continues to be the most fit 

management tools for measuring performance in meeting the needs 

of stakeholders in various sectors and is still being applied until to-

day.  

Previous research has indicated and addressed the suitability of 

BSC in commercial industry such as in public, manufacturing, hos-

pitality, health care, e-services and supply chain business [18]. In 

nature, IHL is a non-profit organization, but they may be driven by 

business objectives. Their vision and mission normally focuses 

more on student’s satisfaction rather than profitability concerns. Al-

Turki and Duffuaa [19] proposed a modified BSC in Hasanuddin 

University that is able to resolve problems encountered in managing 

the institution. This study proved that IHL needs to visualize pre-

cisely the strategy map according to its own characteristics and 

strategy. Besides strategy, Nejati, Farid, and Mirfakhredini [20] in-

dicated that IHLs are suggested to apply other non-financial per-

spectives such as community participation, innovation, strategic 

partnership and scientific research excellence in order to assess the 

performance of higher education institutions. 

IHL are one of the institution that also needs to apply PMS due to 

globalization competition. In the education sector, each school or 

faculty will need to establish their core competencies, subject to 

their vision and mission and they also need to consider their current 

available resources and state of competitiveness. Most of the exist-

ing studies refer to the application of the BSC in higher education 

institutions, either through case studies, or through custom method-

ologies [13]. 

 

 

Fig. 1: The Structure of Kaplan and Norton’s Balanced Scorecard (Schobel, 

2012) 
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partnership and scientific research excellence in order to assess the 

performance of higher education institutions. 

IHL are one of the institution that also needs to apply PMS due to 

globalization competition. In the education sector, each school or 

faculty will need to establish their core competencies, subject to 

their vision and mission and they also need to consider their current 

available resources and state of competitiveness. Most of the exist-

ing studies refer to the application of the BSC in higher education 

institutions, either through case studies, or through custom method-

ologies [13]. 

2.3. Performance Measurement System 

PMS has become the focus of discussion in recent years in response 

to the necessity for reforming IHL education system in line with the 

current needs and growing expectations from the community and 

business sector [21]. The awareness of the needs for PMS imple-

mentation has begun around the 1860s and 1870s, where it was 

based on a simple objective to monitor and maintain the organisa-

tional process [22]. Hassan, Amir, and Maelah, [23] in his working 

paper, “Conceptual Foundations of the Balanced Scorecard” he 

mentioned that his interest in the measurement in getting perfor-

mance improvements arose from a belief articulated more than a 

century earlier by a prominent British scientist, Lord Kelvin. 

I often say that when you can measure what you are speaking about, 

and express it in  numbers, you know something about it; but 

when you cannot measure it, when you cannot  express it in 

numbers, your knowledge is of a meagre and unsatisfactory kind. If 

you cannot  measure it, you cannot improve it. (Kaplan, 

2010, p.3). 

The outcome that is obtained from the measurement processes 

given to the upper management evaluation should be parallel ac-

cording to the desired business objectives and results in the future 

[7,24]. Globalization has made IHL to sustain and to achieve this 

sustainability IHL needs recognize a set of PMS as it will create a 

proper educational objective. A comprehensive and systematic sets 

of PMS in areas of the IHL’s administration will leads to competi-

tive advantage of IHL and such process ensures the quality of uni-

versity operation, and also improves any weaknesses found [19]. 

Franceschini & Turina [24], the initial main idea of IHL was to be 

a social institution, but the idea has transformed where IHL is cur-

rently perceived to be as a specific sector in which their goal is to 

cater to some of the workforce, economic development and perform 

research.  

This transformation began 25 years ago in the United States [14] 

and it is now becoming a global trend where it emphasizes the way 

how universities are managed. As an example, [21,22] recognised 

the implementation of PMS through the Baldrige Education Criteria 

for Performance Excellence that has adapted the concept of BSC in 

the education sector.  

2.4. Strategic Performance System 

The Strategic Performance System (SPS) is a new found dimension 

of PMS system where the function is to enhance the interactivity 

among the management and the employees that can lead to higher 

performance. Non-financial perspectives such as motivation, cus-

tomer service, satisfaction, time, quality, innovation, are proven as 

the strengths of SPS in assessing an organization’s achievement [4]. 

According to Chenhall [2], the strength of SPS non-financial fea-

tures, is to provide a way of translating strategy into a systematic 

set of performance measures. The non-financial measures have the 

following characteristics: an integration of financial and non-finan-

cial indicators; the presence of a forward-looking perspective; a 

combination of long-term and short-term horizons; internal and ex-

ternal viewpoints; the definition of causal relationships among the 

different measures and perspectives included in the system. This 

supported by Micheli & Manzoni [25], they claimed that SPS will 

determine the successful of company’s long-range plans. They re-

ported that previous studies as indicated in table 1 have found SPS 

is generally productive and helpful in improving organizational per-

formance and can benefit to the following areas [26]: 

• Formulation, implementation and review of organisational 

strategy  

• Communication of results achieved to stakeholders, thus 

strengthening the corporate brand and reputation  

• Motivation of employees at all levels, promotion of a perfor-

mance improvement culture, and fostering of organisational 

learning 

Table 1: Example of SPS Application in Various Industries 

Authors SPS Application 

(Bigliardi & Bottani, 2010) 

(Yilmaz & Bititci, 2006) 
(Gimbert et al., 2010) 

Food  

Curtright, Stolp-Smith, & Edell (2000), 

Lin, Yu, & Zhang (2014) 
(Greiling, 2010) 

Healthcare 

Ittner et al. (2003) 

(Hung, 2012)  
Rotchanakitumnuai, 2013) 

Financial Service  

2.5. Leadership 

Chenhall et. all., [2], mentioned that in their study, PMS effect the 

everyday individuals’ behavior. Rogers [27], reported that commu-

nication skills, long-term strategic thinking, integrity and ambition 

are needed to achieve higher leadership quality. In other words, the 

leadership processes may have embedded motivating, committing, 

and leading together and thus leadership style will affect the imple-

mentation of the PMS [28] but according to [29] there has been lim-

ited research that has specifically addressed the relationship be-

tween leadership behaviour and organisational performance. A 

leader in an organization takes responsibility in their daily duty to 

lead any organizational change initiatives in order to achieve organ-

izational objectives [13]. An organization needs an accountable 

leader to generate good outcome.  

Moreover, to enhance leadership accountability at all levels and as 

one of the management accounting tools for balanced control, BSC 

can become not only as a measurement system, but also as a strate-

gic performance management tool to achieve competitive ad-

vantage and sustain performance excellence [11,15]. As a success-

ful performance management system, BSC also provides a basis for 

leaders to manage change or execute strategy better [13,14] Never-

theless, a study on leadership styles and behaviors help the im-

provement of organizational performance [30]. The full application 

of an effective leadership framework may promote leadership ac-

countability for sustainable performance excellence in the public 

sector. 

Ukko, Tenhunen & Rantanen, [31] highlighted that it is significant 

to study the performance measurement from the dimension of a 

leadership. There are various management accounting mechanism 

such as BSC, Activity Based Costing (ABC), Target Costing, and 

Budgeting [30] that needs support from the leaders as an important 

contingency approach. This supported strongly by Munir [11], his 

studies showed that leadership support is very important in PMS 

design and implementation, and a major contributor to the effec-

tiveness of PMS is the willingness of a leader’s time to reflect on 

measures. Further to that, a study by [13] showed that PMS that 

focuses on the employees’ attention on issues that are important to 

the company linking key objectives to the employee’s jobs and con-

tinuous review. Therefore, from all the previous study it is possible 

to find a clear connection between leadership style and performance 

measurement system. Hence, it is hypothesized that H1: there is a 

significant relationship between leadership and BSC adoption in 

assessing academicians’ performance.  
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2.6. Communication 

Nowadays, communication is one of the most powerful activities in 

organizations’. Rajhans [32] indicated that the communication 

channel is the transmission of a message from a sender to a receiver, 

provided that the recipient of the sender's intended meaning of the 

message is created with the same meaning. He further explained 

that communication process can be linked to perform management 

functions such as planning, organizing, and controlling. This is sup-

ported by [33], they claimed that communication flow is one of the 

major interest of all organizations to increase the performance of 

their employees. Formation process and future survival of the or-

ganization crucially needs human communication for organiza-

tional operation. 

Communication channel initiates individuals and groups to coordi-

nate activities to achieve goals, and it is vital in socialization, deci-

sion-making, problem-solving and change-management processes 

[27]. Specifically, it reveals that management communication af-

fects performance mainly because it signals that the organization 

cares about the well-being and values the contributions of its em-

ployees [24]. The culture of communication is helping the organi-

zation in a crucial way by enhancing employee understanding, 

building trust, stimulating engagement and better performance in 

the changing scenario [27]. Motivated employees are the most val-

uable asset of any organization where their performance has an im-

pact on the whole organization. To improve organizational perfor-

mance, we have to consider more deeply on how to improve the 

employees’ performance [34]. 

If the employees feel that the management is communicating in an 

efficient manner, it motivates them to perform better and develop a 

team spirit which is vital for the smooth functioning of the organi-

zation where it promotes positive revenue growth [5,35]. Hence, to 

manage the existing performance of the employees and to motivate 

them to achieve better performance, efficient communication prac-

tices have become much more important in all organizations. Thus, 

it is hypothesized that H2: there is a significant relationship be-

tween communication and BSC adoption in assessing academi-

cians’ performance. 

2.7. Academic Qualification  

Narang  and  Dwivedi, [36], indicated in their studies that the big-

gest achievement in the education industry based on several factors 

such as opportunities, qualification of academician, review of cur-

riculum and development, communications of the institution with 

certified organizations and allocation of resources. Since quality as-

surance and compliance becomes an important issue in education 

area, IHL needs to ensure the performance of the academician to be 

measured and monitored because IHL achievement comes from the 

quality provided mainly by academicians [5]. In addition, high 

quality academician can help to mitigate any uncertainty and stim-

ulate the process creation through emphasizing organizational and 

individual learning, so that the school can maintain efficient activi-

ties [12]. A study done in Pakistan, found out that IHL in that coun-

try unsuccessfully meeting the international standard as one of the 

top 300 ranking universities in the world. This is due to insufficient 

of dedicated and qualified academicians where they need 7000 PhD 

holder but there are currently have only 1700 holders [18]. Another 

study in developing country Uganda, revealed that most complains 

come from the students about unqualified lecturers which do not 

have PhD and there are no professors teaching them. Hence, unsat-

isfactory students’ will be a major impact factor on the academi-

cians’ performance assessment thus later could affect their individ-

ual performance [5]. It is important to critically investigate whether 

the academicians’ qualification may influence the performance 

achievement. Thus, it is hypothesized that H3: there is a significant 

relationship between the importance of academic qualifications 

and BSC adoption in assessing academicians’ performance  

Figure 2 presents the conceptual framework for this study. The 

three independent variables are leadership support, importance of 

academic qualifications and communication channel. Whereas, the 

dependent variable of this study is the academicians’ performance 

being examine using BSC. The first independent variable is leader-

ship support. this variable is adopted in this study based on a study 

by [37]. Second variable is importance of academic qualifications, 

chosen based on a study by [38]. The third variable is communica-

tion channel variable which was based on a study conducted by 

[39]. 

The proposed framework in this research is as follows: 

 

 
Fig. 2: Conceptual framework 

2.8. Malaysian Institutions of Higher Learning 

Malaysian Institution of Higher Learning (IHL) is under the admin-

istration of the Ministry of Education Malaysia (MOE). Table 2 in-

dicates the total of Malaysian IHL. The Private university com-

prises 85% of the total IHL in Malaysia. The mission is to develop 

a higher education environment that will shape the development of 

academic and IHL [12]. Recently, Malaysian IHL has made a tre-

mendous achievement in terms of the number of graduates gener-

ated both in public and private institutions [31,40]. With the intense 

pressure for internationalization of IHL, the Malaysian Federal gov-

ernment has initiated the National Higher Education Action Plan 

2015-2025. This aims to reform the higher education quality in Ma-

laysia to become a world class educational hub in Southeast Asia 

region [31]. This is in line with the aim of the Malaysian govern-

ment to make Malaysia as the center of the educational hub and to 

internationalize Malaysian education.  

 
Table 2: Malaysian IHLs 

No Types of Institutions Total % 

1. Public University 20 15 

2. Private University/ University College 111 85 

Total 131  

3. Methodology 

3.1. Research Methodology and Design 

This study utilized survey questionnaire for data collection. The 

survey questionnaire was used to gather the perception of academi-

cian towards BSC as their PMS tools. The questionnaire is con-

structed into five sections namely; Section A (Demographic Infor-

mation), Section B (Academic Performance), Section C (Leader-

ship), Section D (Academic Qualification) and Section E (BSC 

adoption). Seven-point Likert scale was used for the respondents to 

indicate their level of agreement. The respondents consist of 200. 

From the 200 questionnaires distributed, 165 were returned. Out of 

the 165 returned questionnaires, 150 were usable while only 15 

were excluded due to incomplete response. The final sample con-

sists of 150 respondents which contributed to an overall usable re-

sponse rate of 91%. Some expert considered 25% to 36% response 

rate to be acceptable [5]. The Statistical Package for Social Science 

(SPSS) version 21 was used to provide the descriptive analysis of 

the respondents who have participated in the survey. 
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4. Finding  

4.1. Respondents’ Background 

Table 3 of respondents’ background covers in the terms of their 

gender, age, academic qualifications, job title, working experience 

and years of service. Overall, under respondents’ demographic in-

formation, the results illustrated that there are about almost equal 

distribution of female and male academicians in the university. As 

can be seen in Table 3 32% respondent’s age is between 25 to 35 

years old. The results also showed that a majority of academician 

qualification in the university have Masters’, followed by Doctoral 

and Bachelors’ qualification. This finding indicates that qualifica-

tion is one of the most important criteria in becoming an academi-

cian. With regards to the job title, it was revealed that a majority of 

respondents hold the Lecturer position instead of Senior Lecturer, 

Dean, Associate Professor and Professor. Furthermore, the results 

demonstrated that most a majority of the respondents’ working ex-

perience is within one to five years in the education sector. This 

revealed that most of the respondents are relatively new in the edu-

cation sector and perhaps it is also possible for them to acquire pre-

vious working experiences in other areas. The final section of de-

mographic information is ‘years of service’. The results showed that 

the majority of the respondents are still new in the university with 

one to five years of service. This might be explained that whether 

the respondents just started their career or perhaps the turnover of 

employee is high in private university. 

 
Table 3: Respondents’ Background 

 Frequency Percentage 

Gender   

Male 70 41.8% 

Female 75 58.2% 

Age   

Less than 25 years 7 4.7% 

25 – 35 years 48 32% 

36 – 45 years 35 23% 

46 – 55 years 31 21% 

More than 55 years 29 19% 

Academic Qualifications   

Bachelor’s 6 4% 

Master’s 97 65% 

Doctoral 47 31% 

Job Tittle   

Lecturer 63 42% 

Senior Lecturer 37 25% 

Dean 29 19% 

Associate Professor 13 8.7% 

Professor 8 5% 

Working experience as an academician 

1– 5 years 51 34% 

6 – 10 years 38 25% 

11 – 15 years 30 20% 

16 – 20 years 14 10% 

More than 20 years 17 11% 

4.2. Leadership  

This section aims to indicate their level of agreement on the im-

portance of leadership support for the performance of BSC adoption 

in assessing academicians’ performance. The scale used for this 

measurement ranged from 1 (strongly disagree) indicated that the 

academicians’ does not agree with the leadership support factor in 

enhancing their individual performance to 7 (strongly agree) which 

indicated that the academicians’ extensively agree with the leader-

ship support factor in enhancing their individual performance. The 

overall mean score for this variable is 4.28. The highest mean score 

is 4.67 (SD = 1.69) it seemed that “my leader in my department 

always recognizes staff's achievement with encouragement and 

support” suggesting that recognitions and rewards might influence 

the academicians’ performance. While, the lowest mean score is 

3.82 (SD = 1.66) indicates that respondents disagree with “my 

leader in my department seldom gives supports in activities involv-

ing the performance activities” (e.g. send to training, involvement 

in student activities). This result indicates that supports from leader 

were important in faculty activities in assessing academicians’ per-

formance. 

4.3. Academic Qualifications 

The overall mean score for this variable is 5.82. The highest mean 

score is 6.00 (SD = 0.79) and this shows that the academicians agree 

with the statement ‘I am aware that my academic qualification can 

help the faculty to achieve the target performance’. Whereas, the 

lowest mean score is 5.73 (SD = 1.16) suggesting that respondents 

disagree with ‘I am aware that different level of qualification will 

have different types of performance assessments’. This indicates 

that most respondents agree that academic qualifications play im-

portant roles in enhancing academicians’ performance and the uni-

versity. They too agree that a different performance measurement 

should be developed for the different level of qualification. This re-

sult supports the findings from [24] study, where they proved that 

qualification is one of the crucial factors in determining the success 

of universities’ performance besides other factors such as opportu-

nities, review of curriculum and communications channel. Further-

more, findings from a study by [41] revealed that the education sec-

tor had failed to meet the international standard which is one of top 

300 ranking universities due to the lack of qualified and knowledge-

able academicians. 

4.4. Communication 

The five items related to communication channel which ranged 

from 1 (strongly disagree) to 7 (strongly agree), within this con-

struct, the lowest scoring item is the item R2 “Effective communi-

cation between top management and an academicians’ signal that 

the organization does not care about their employees”. The mean is 

3.91 (std. dev= 1.65). The item with the highest score is R5 “Effec-

tive communication avoid any potential of miscommunication that 

could arise in the future time” with the mean is 4.96 (std. dev=1.23). 

This indicates that academicians agree that communication channel 

plays important role in the performance measurement process. 

Schobel [42] claimed that one of the major interests of all organi-

zations is to increase the performance of their employees through 

communication flow. 

4.5. BSC Measurement System 

The result indicates that most respondents extensively agree to a 

certain extent on BSC adoption in assessing the academicians’ per-

formance. This finding in line with the objective of this study is to 

examine the extent of BSC adoption and investigate the factors that 

associated with the BSC adoption in assessing academicians’ per-

formances in a private IHL. The highest mean score is 5.64 (SD = 

1.35) whereas the lowest mean score is 3.51 (SD = 1.56). Based on 

the results, “Meeting the dateline for teaching files, final exam pa-

pers and marks entry” activity was ranked the highest as a meas-

urement for their performance assessment. This result explained 

that the outcome of the teaching processes is considered as very 

important to be used as a performance measurement. Meanwhile, 

the lowest mean result showed that respondents disagree that “De-

crease the number of professionals’ membership” would enhance 

their performance measurement since, professionals’ membership 

and industrial certification is very crucial in the education sector. 

Leadership has a moderate relation with Balance Scorecard.  

4.6. Correlation Analysis 

The correlation indicates a significant relationship (r=.461, 

p<0.000), which shows that a change in leadership would affect sig-

nificant change in the balance scorecard. Communication has a 
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moderately strong relation with Balance Scorecard. The correlation 

indicates a significant relationship (r=.606, p<0.000), which shows 

that a change in communication would affect significant change in 

the balance scorecard. Academic Quality has a moderate relation 

with Balance Scorecard. The correlation indicates a significant re-

lationship (r=.436, p<0.000), which shows that a change in aca-

demic quality would affect significant change in the balance score-

card.   

4.7. Multiple Regression Analysis 

Based on the results of the hypotheses in table 4, it can be concluded 

that in overall, there are insignificant relationships between leader-

ship support and communication channel and BSC adoption in as-

sessing academicians’ performance in Malaysian private institution 

of higher learning, but there is a significant positive relationship 

between importance of academic qualifications and BSC adoption 

in assessing academicians’ performance Malaysian private institu-

tion of higher learning. The finding from hypothesis one, to inves-

tigate a relationship between leadership support and BSC adoption 

in assessing academicians’ performance is inconsistent with the 

findings from the study conducted by [43] in which the authors 

found the positive impacts of performance measurement and lead-

ership support and a study by [14] investigated the achievement of 

the redesign of BSC to fit the organization culture and they found 

leadership support was influential to the success of BSC implemen-

tation [13], a failure of leadership support in any organizations 

might due to lack of leadership focus to better manage change or 

execute strategy. This view is supported by [44]. The author re-

ported that to ensure the success of leadership support process in 

terms of emotion and financially should involve from the beginning 

of the leadership process. 

 
Table 4: Multiple Regressions 

Model Unstandardized Co-

efficients 

Standardized Co-

efficients 

t Si

g. 

B 

Std. Er-

ror Beta 

(Con-

stant) 
1.350 .374  3.6

07 

.00

0 

Lead-

ership 
.188 .055 .267 

3.4

39 

.00

1 

Com-

muni-

cation 

.253 .063 .337 
4.0
28 

.00
0 

Aca-

demic 

Quali-

fication 

.287 .063 .312 
4.5

62 

.00

0 

 

The second hypothesis was to test the relationship between the im-

portance of academic qualifications and BSC adoption in assessing 

academicians’ performance and the finding revealed a signifi-

cant positive relationship between both variables. The reason might 

be that according to the current BSC adoption in certain Malaysian 

private institutions of higher learning performance indicators used 

in assessing academicians’ performance are categorized based on 

the level of qualification of academicians. This indicates that im-

portance of academic qualifications is crucial in determining the 

successful of BSC adoption in assessing academicians’ perfor-

mance according to their level of education [5]. This result was also 

supported by [7] and he claimed that different academic qualifica-

tions should be measured with different performance indicators as 

it will provide accurate results based on different level of capability 

The third hypothesis, test the relationship between communication 

channel and BSC adoption to assess academicians’ performance at 

a Malaysian private institution of higher learning however, the hy-

pothesis was to be rejected. This result indicates that communica-

tion channel in organizations is unlikely will affect BSC adoption 

in assessing academicians’ performance. This finding is incon-

sistent with the study by [22,45] they claimed that one of the major 

interest of all organizations is to increase the performance of their 

employees through communication flow. 

Meanwhile, in order to measure the level of agreement using the 

BSC in assessing academicians’ performance, it was found that to 

a great extent of Malaysian private IHLs had adopted the BSC as a 

performance measurement tool. This can be further supported based 

on the results from the descriptive analysis of the BSC adoption, 

which revealed that most respondents extensively agree with the 

measurement used in assessing academicians’ performance. The re-

sult supported from a few studies conducted by [7,33,46] and where 

they revealed that BSC adoption is suitable to assess academic per-

formances at the individual level. The results indicate the awareness 

of respondents on BSC adoption in assessing their individual per-

formance. 

5. Conclusion 

This study aims to examine the extent of BSC adoption and inves-

tigate the factors that associated to the BSC in assessing academi-

cians’ performances in a private Malaysia’s IHL. Therefore, this 

study aims to examine the extent of BSC adoption and investigate 

the factors that associated with the BSC adoption. The concept of 

BSC has been widely adopted in the business sector, but the educa-

tion sector apparently has not embraced the BSC concept widely 

[1]. 

Therefore, this study was conducted to examine the adoption of 

BSC in assessing academician’ performance in selected Malay-

sian’s private IHL. The introduction of the BCS in the education 

sector revealed that financial and non-financial perspectives will in-

crease the effectiveness of employees’ performance, hence further 

increasing the reputation and economic condition of the IHL [19]. 

With regards to identifying factors that influence the adoption of 

BSC in assessing academicians’ performance, three hypotheses 

were constructed based on the literature review. This study hypoth-

esized that leadership supports, importance of academic qualifica-

tions and communication channel have significant relationship on 

BSC adoption in assessing academicians’ performance.  
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