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ABSTRACT

Performance Appraisal helps to improve the orgatiiweal health; viability and growth through optimal
utilization of the nursing staff in the interesttbé organization. The ultimate goal of performaagpraisal is to ensure
safe, effective patient care. Therefore, perforneamgpraisal is a required process in healthcareasrgations to ensure
that the quality of care is met. This study wastiampt to develop a performance appraisal systeA8] for staff nurses.
The objectives of this research were: (1) assesscthrent performance appraisal system for staffsas at selected
(MOH) hospitals in EI-Minya governorate; (2) desigg a system for appraising performance of staffsaa and (3)
validation of the developed performance appraisgdtam and appraisal form. This study employed acisgve,
Methodological design. The participants were puipely selected from staff nurses and nurse admaigts, actors all
of the hospital units in a five main (MOH) hospstal EI-Minya governorate in Egypt 2014. Data weodlected using two
tools, the first tool “an Effective Characteristiosf Performance Appraisal System Questionnaire” assess the
performance appraisal system for staff nurses usedently at selected hospitals, the second toah ‘@ssessment of
developing a performance appraisal system for gstaffse questionnaire” to assess the validation lué tleveloped
performance appraisal system and the performangeagpal form by the jury group. The numbers of mapants were
141 staff nurses and 55 nurse administrators. Thdysresults indicated that the nursing staff imgel disagreement
with the statements of all dimensions of effectivaracteristics of performance appraisal systeme Tindings of this
study revealed that the PAS used currently at telelsospital ineffective and needed to develop Ra® for staff nurses
at these hospitals. Depending on these findingénthestigator developed a performance appraisalesydor staff nurses.
The developed performance appraisal system is ceedpof five parts: (1) manual performance appraisgbtem
instructions; (2) performance plan form; (3) penfeeince appraisal form (appraisal period & time, @il elements and
standards; summary performance levels; the summating); (4) performance improvement plan. (5) Eaqtion
criteria for performance standards. The investigagcommends a proposal for the researchers to attapresults of this

study and applied widely in the field of nursinglararious nursing specialties.
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INTRODUCTION

Organizations in the public and private sectorsuadothe world are struggling with their performance
measurement systems. In particular, they are fqndialifficult to develop cost effective, meaningfueasures that force
performance improvement without leading to undessitegative consequences. This can be made pobgil@esuring an
effective performance appraisal system (PAS) tlat gystematically increase employee commitmentnigyraving the
performance level of an individual as well as ofomganization (Agarwal, 2012). Performance assessimean important
aspect in the organization to evaluate the empleygerformance. It aids in understanding the emgédy work culture,
involvement and satisfaction. It helps also theaaigation in deciding employee’s promotion, transiiecentives and pay

increasgAgarwal, 2014).

Therefore, performance appraisal is an importaea amnder performance management that has beenywidel
researched and practiced continuously by almoskiall of organizations such as government and reegment
organizations (Igbal, 2012). Organizational perfipecoften define performance appraisal as a grougmployees’
behavior, traits and output are being evaluatetvicidally in a specified period of time usually ngiyearly assessment by
their managers (Esfahani et al., 2014; Ismail, Ragah & Mohd Hamran, 2014; Karimi, Malik & Hussaif011;
Rowland & Hall, 2013). Organizations practice pemfance evaluation as a method to identify empldystesngth and
weakness, provide reference to high performing eygas, hold back and evaluate human resource atateupuman
resource data system in short term period wheoagtierm period, it is employed to plan employeeseer development,
staff motivation programs, staff performance manag@ and staff attitudinal changéSsfahani et al., 2014; Ismalil,
Rozanariah & Osman, 2013; Ismail et al., 2014; Sdtiwa, Shafiga, Ismail, & Ishak,2015).

Performance appraisal as an innovative managernenept has drawn in a high level of attention frmanagers
and researchers and has become the source andsttece of nursing management. Nursing performappeigal not
only enhances management efficiency, but also helpses improve quality of care. Also, the incemtiunction of
performance appraisal has been lost as a resqlutien enthusiasm of nursing staff is greatly aBdcteventually
contributing to low working quality and overall aaater of nursing staff (Jack, 2012). Furthermdverodiya (2014)
mentioned that, to keep the nursing staff moradh hit is necessary to inform them, about their dewel of performance
in the organization. This can be done by adoptifgjrasystem of Performance Appraisal. So, perferoeaappraisal is an
important action of advanced health care managenaeat can be used to ensure safe and effectivenpatare and

enhance performance of health care providers avduptivity.

Nikpeyma, Abed_SaeediAzargashb, and Alavi_Majd (2014) mentioned that muese performance appraisal
system confronts various problems. Some of thesblgms are related to organizational context whike others are
concerned with structure, process and outcomeshefperformance appraisal system. UnfortunatelyJuatian and
judgments are often based on opinions, prefereranas,inaccurate or partial information. The subyectand biased
appraisal and poor communication between ratersamagers and employees creates unfavorable feétinysrses. To
achieve high quality patient care as the final goflperformance appraisal, it is necessary to makésions and

modifications in various dimensions of the apprasyatem.

In Egypt since the 1978, the Egyptian Civil Serviaa been operating a confidential (closed) PASafbstaff

categories working in several government ministeied departments, including the Ministry of HegMoH) personnel
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(nurses' staff). Under the closed system, staff beem were not informed in clear terms, at the b@gm of the
performance appraisal process, what they were emgloand paid to achieve (i.e. Individual perforn&nc
targets/objectives); and how their performance wdod measured (performance standards or evaluzitena). Pervious
Egyptian studies indicated that, there are manyplpros of the government employee appraisal systeBgypt can be
inferred from the psychoanalysis of the standadliemployee appraisal form used by all governmetatbéishments in
Egypt as per the civil service law no. 47, 1978 lieta 2011). But after passing a law (14) at yedd2fdr members of the
medical profession, there has been consideratdeesitin building up a new performance appraisstesy of members of

the medical professionals working in hospitals ey nursing staff.

SUBJECTS AND METHODS
Aim of the study

The aim of the present study was to develop andatal a relevant, feasible, and reliable perforreaaqgpraisal

system for staff nurses at selected Ministry of lHelaospitals in EI-Minya governorate in Egypt.
Research Objectives

» Assess the present performance appraisal systeratdffr nurses at selected (MOHP) hospitals in Efydi

governorate.

» Design a system for appraising performance of stafSes based on a literature review and job desmmi of

staff nurses.
» Assess the validity and applicability of the propdperformance appraisal form.
e Orient the nursing administrators and staff of stelé hospitals about the system.
Research Design
A descriptive, Methodological design was utilizedcairry out this study.
Setting

The study was conducted at five main hospitaldiatfid to Ministry of Health (MOH) in EI-Minya goveorate.
Which provided both inpatient and outpatient sexsicThey were ElI-Minya General Hospital, EI-MinyheSt Hospital,
El-Minya Fever Hospital, EI-Minya ophthalmology Hisl and EI-Minya psychiatric Hospital.

Sample
The study was included three samples as follows:

1 Sample: Was staff nurses were recruited in the currerdysta assess the performance appraisal system used

currently in selected hospitals. They were 141f stafses working at different units in the seledtedpitals.

2" Sample: Was nursing management and administration nursiaffs were recruited in the current study to
assess the performance appraisal system used ttyiirerselected hospitals. They were 55 nurses imgrloccupying

different administrative positions, as head nuesebdirect supervisors (45), assistant matronar{é)matrons (4).
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3 Sample: Was the jury group that experts in nursing serviege recruited in the current study to assess the
developed performance appraisal system.

Tools
Two tools for data collection were used:

1- The first instrument wa%n Effective Characteristics of Performance Apprasal System Questionnaire;'
it was developed by the study investigator, poirtigdhe literature (Performance Appraisal Handbddls. Department
of the Interior, 2010; Migiro & Taderera, 2011; Aerdon, 2011) to assess the performance apprais@nsyfor staff

nurses at selected hospitals by nurse adminissratatt staff nurses. This questionnaire was codsigtewo parts;

1* part: demographic data sheet: it included the aedpnts such as: gender, age, qualification, yeérs
experience in nursing and setting part: The second part consisted of eight dimeissishich consist of a set of fifty
eight questions selected to measure the level o$imy staff an agreement about performance appraigstem

characteristics at their hospitals.

2- The second instrument wé&m assessment of developing a performance appraissystem for staff nurses
guestionnaire”, developed by the study investigator and was usexss$ess the validation of the developed performance
appraisal system and the performance appraisal figrithe jury. This questionnaire was consisted ft@ms. The tool

had a list of items on the essential charactesistfan effective performance appraisal system.
Ethical Aspect

The official permission to conduct the study wasaoted from the ethical committee in Faculty of Blog —
Cairo University and the research ethics commiitethe ministry of health. Informed consent wasaiie¢d from the
nursing staff to participate in the study. All nesswere informed that their participation will beluntary. In addition, an
official permission was obtained from the direabbithe health directorate in EI-Minya governorateh® directors of the
hospitals and of the nursing department. Also, flicial permission was obtained from all memberstiod jury expert
group to participate in the study.

PROCEDURES

To fulfill the aim of the study an official permiss was obtained from the directors of the hospitald directors
of nursing. Then a meeting was conducted with tivsing directors at every hospital to explain theppse of the study to
seek their cooperation.

Phases of Developing Performance Appraisal Systerrfthe Staff Nurses

Before beginning assessment phase the investigkteeloped "an Effective Characteristics of Perfarcea
Appraisal System Questionnaire”, to assess th@padnce appraisal system for staff nurses at selduispitals by nurse
administrators and staff nurses. This Questionmairsisted of eight dimensions which consist offifte eight questions.
It was handed to the study advisers to assess dherage, the relevancy and clarity of the itemssdglaon their
recommendation, some changes were made in the mngordi the questionnaire and the final questionnaites
constructed.
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1% Phase: Assessment Phase

To find out the available characteristics of thefgenance appraisal system for staff nurses cugrarged in
selected hospitals as reported by the nursing, steffresearcher obtained the work schedule oftinses from the nurse
director and plan the time for meeting with thenfilicdhe questionnaire. The researcher met nuesther individually or
in groups during their morning and afternoon skifher during break time or during the end of thi#tsThe researcher
explained to the nursing staff either individuadlyin a small group 2-3 nurses and nurse adminissathe nature, the
significance of the study and how to fill the qimshaire. Respondents were requested to fill thestionnaire through
choosing yes or no word for each question. Respuadeere provided clear instructions to fill theegtionnaire and it
was made clear to them that (yes) word mean tligttiaracteristic present in their hospital perfange appraisal system
and (no) word vice versa. The questionnaire digtedd, completed and collected at the same timea Paitection lasted

for five months, from beginning of February to theginning of July / 2014.
2" Phase: Design Phase

The investigator was design the performance apgraigstem for staff nurses as well as the perfooman
appraisal form which then will be tested for valdand applicability. The performance appraisatesyscontain of five
parts: (1) manual performance appraisal systemuictsvns; (2) performance plan forms; (3) perforcaappraisal form
(appraisal period & time, critical elements andndtrds; summary performance levels; the summarngiat (4)

performance improvement plan.; (5) explanatioreciat for performance standards.

After the development of the performance apprassatem for nurses, it was submitted to a jury gréap
assessing its relevancy, validity and applicahilthey used the checklist questionnaire developedhb researcher to
assess the effective characteristics of the dewraqgperformance appraisal system and appraisal formtaff nurses. The

jury group composed of five Nurse Matrons, sevesigtant Matrons, eight Nurse Supervisors and fiftdead Nurses.

Also, asked them to use the performance appraigal on some staff nurses in their hospitals foe¢hmonths to
assess the reliability of form. To assess the pedoce appraisal form reliability used; (1) Crorbacalpha to assess
internal consistency, the Cronbach’s alpha score W83, indicated a high level of internal consiste (2) Intraclass
correlation coefficient (ICC) to assess inter-rateiability, as well as agreement between ratifeZ€; value was 0.92,
indicated a high level of inter-rater reliabilitpéd agreement. After that the proposed system beeamtable in its final

format.
3 Phase: Orientation Phase

After the development of the performance appragalem for staff nurses, the researcher met tifienstises, the
head nurses and the nurse supervisors at seleaspitdis to introduce the final format to them. Thsearcher explained
to them the main divisions of the appraisal system the components of each division, and how totheseerformance
appraisal form. Then the researcher, distributgulesoof the performance appraisal system for eaeld Imurse and nurse

supervisor in the form of booklets.
Statistical Design

The collected data were tabulated scored, analygad) a convenient statistical package for the 8&ctiences
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(SPSS) for Windows version 20.0. Data were preseasing a descriptive statistical analysis in thef of a frequency,
distribution, percentages and relative weight. Thenbach's alpha and Intraclass correlation caefftqtwo way random
model) were used to assess internal consistencying@drater reliability of performance appraisatrh, as well as the

agreement between the raters.
RESULTS

Table 1: Demographic Details

Staff Nurses | Nurse Administrators

No % No %
Gender
Male 45 | 31.9 10 18.2
Female 96 | 68.1 45 81.8
Age
20 : 29 years 51 | 36.2 17 30.9
30:39 63 | 44.7 19 34.5
40 :49 19 | 135 13 23.6
50 — 60 years 8 5.7 6 10.9
Educational background | 115| 816 | 14 255
Technical Nursing Institution
Bachelor's degree 13 9.2 38 69.1
13 9.2 2 3.6

Technical Nursing Institution + specialty
Master's degree

0 0 1 1.8
Experience by years
1-5 34 | 241 21 38.2
6-10 57 | 404 15 27.3
11-15 34 | 241 7 12.7
16 and more 16 | 11.3 12 21.8
Total 141 | 100.0 55 100.0

The demographic detail of respondents shown in él'dblindicated that majority of staff nurses andseur
administrators were female (68.1% - 81.8%). AltHoubeir age range was 20- 60 years, the modal age30 — 39
(44.7% - 34.5%).as regards the educational backgroeighty one per cent of the staff nurse respatsdeere diploma
nurses, 9.2% were Bachelor nurses. While (69.1%hehurse administrators had a Bachelor's degidke wne (1.8%)
had a Master’s degree. (64%) of the staff nursesthal5 years of experience while (61.8%) of thesa administrators
had 6 to more than 16 years and longer experienpeadessional nurses.

Table 2: Assessment of the Current Performance Apg@isal System
(N= Staff Nurses: 141 — Nurse Administrators: 55)

. . : : Relative Weight %

No Questionnaire Dimensions Noey s Staff Nurses| Nurse Administrators
1. | Performance Appraisal System objectives 7 69.4 75.4
2. | Performance standards 12 62.8 61.2
3. | Performance planning 4 56.6 59.7
4. | Performance appraisal process 7 64.9 63.8
5. | Performance appraisal feedback 6 63.1 63.7
6. | Performance appraisal incentives 6 58.3 54.3
7. | Performance appraisal errors 10 59.2 62.7
8. | Utilizing performance appraisal outcomes 5 61.7 760.

Total 57 62.1 63.6
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Table (2): shown that, the nurse administratorsewasgutral in their opinion towards performance ajgat
system objectives while staff nurses were disaggeabout that which indicated by relative weightuea respectively
(75.4% - 69.4%). While the staff nurses and nudsministrators disagreed about the following iterfistlee performance
standards, the performance planning, the performaagpraisal process, the performance appraisalbdée&d the
performance appraisal incentives, the performappeadsal errors and the utilizing performance ajgatautcomes which
indicated by the relative weight values respecyiystaff nurses: 62.8%, 56.6%, 64.9%, 63.1%, 58.89@% and 61.7%)
and ( nurse administrators: 61.2%, 59.7%, 63.8%/(%354.3%, 62.7% and 60.7%). While the relativégivis of the
entire factors were (62.1% - 63.6%) which indicatieat the employees in general disagreement wélstatements of all
dimensions.

Table 3: The Jury Responses Regarding Relevancy, ity and Applicability of Developed Performance
Appraisal System and Performance Appraisal Form (N=35 Nurses Administrators)

No Questionnaire No of Items | Relative Weight %

1 | performance appraisal systgm 9 99.5

2 | performance appraisal form 14 98.8
Total | 23 99..0

Table (3) shown that the majority of the jury agrabat all effective characteristics of performamqgpraisal
system and performance appraisal form were availalihe developed performance appraisal systerstddirnurses. This

indicated by the relative weight values, respebyiy@9.5 — 98.8)
DISCUSSIONS

Findings are presented to the specific objectivieth® study. In order to present the fulfillmenttbe research
objectives of the present study, this chapter &esgatically arranged in subsections; the firstseabon represented the
personal characteristics of respondents and arthlyeefirst research objective; which was the assest of the current
performance appraisal system for staff nurseslattsel (MOH) hospitals in EI-Minya governorate; gexond subsection
design a system for appraising performance of stafes. The third subsection validation of theettgyed performance

appraisal system and appraisal form.

Nursing is generally seen as being a female-domsihptofession and the findings of this study cooraked this,
with 96 (68.1%) of staff nurses and 45 (81.8%) wfse administrators were female participants. Tindirfg indicated that
the age ranged from 30 to 60 years constitute anbigber of both staff nurses and nurse adminissatioat were
respectively (63.8% - 69.1%) who were mature amd l;m the service. This allowed inflow of varyingews about a
performance appraisal system to both nurse admwatiss and staff nurses and their experience \Wwithajppraisal system
and its effectiveness had great contribution. Tregonity of staff nurses (81.6%) had a diploma afhtgical Nursing
Institution as their highest qualification While reathan two third (69.1%) of the nurse administratioad a Bachelor’s
degree. This result indicates that the majoritghmise in administrative positions in nursing havieaghelor's degree in
nursing, which is the lowest, qualifies for themhe®e findings reflected that the nurse administsatoave a
comprehensive knowledge of the performance apprsystem because they use it to assess nursesriparice. Also,
the findings indicated that, more than half of bethff nurses and nurse administrators had 6 teEssyof nursing
experience at their hospitals. Therefore, the lexygerience of nurses can have a forceful influerrcéow they perceive

Performance Appraisal, and hence credible enougbrdeide information in this study. Nurses who haree year of
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experience may be have a different view of PAS tlihase have more than 15 years of experience betheng have only

one appraisal report.

The study results indicated that the majority ofhbstaff nurses and nurse administrators agreddttibee is a
PAS at their hospitals, but the staff nurses sawtte hospital objectives and priorities relatedhis system not clear to
them and supervisors did not tell them about tlodgectives and priorities clearly. In contrast, seiadministrators’ view
that the hospital objectives and priorities relatedthe appraisal system clear and the hospitalnvamicated these
objectives and priorities to them. It can be codelli that the PAS objectives at the hospitals atects@r and not

communicated it to all hospital employees as welicastaff nurses.

Therefore, the hospital administration must expkail communicate the appraisal system to their @yepk.
Maher (2011) recommended that; the governmentarozgtions in Egypt must identify and clarify PABjexctives,
specific standards for measuring the employee’®paance and involve employees in the design amlementation of
the appraisal system. Also, Fletcher (2008) empbdsthat, the objectives of the PAS should be deterd before the
system is designed in detail. The objectives wilatlarge extent dictate the methods and perforenariteria for appraisal
so they should be discussed with employees and gea¢o obtain their views and commitment. The nuddjectives of
PAS are usually to review performance, identifyinirlg needs and career planning needs. Accordinglitohell and
Gamlem (2012) and Doanis (2012), appraisal systmseffective when the design and conduct of thgragal “align
with the vision, mission and strategic objectivdstiee organization because ‘each organization igjue and their

processes should reflect their unique™.

Furthermore, the study findings indicated that mhejority of both staff nurses and nurse adminietsatvere
disagreeing about the clarity of performance eldsjenlarity and comprehension of performance stalgjatheir
responsibility about achieving results in work, theus on the standards of current performancefatute performance
requirements. Also, they are disagreeing aboutopmdnce standards dependence on job descriptiofmprpance
standards relatedness to nature of the job, chgrihéperformance standards, according to workitiond, objectivity of
performance standards and distinction of employgesformance dependence on these standards. Femrévious
results, it could be elicited that the performastandards in MOH hospitals are not clear, enoughcamprehensive as
perceived by nurses. These results could be dtiettact that MOH hospitals used annual confidéngiport form for all

employees and did not have specific performancedatas for nursing personnel.

Maher (2011), confirmed these results when anafyZiine standardized employee appraisal used by all
government organizations in Egypt as the civil menfaw no. 47, 1978. She indicated that therepaoblems related to
form design and process such as vague criterizeievaluation forms, the similarity of the evalaatcriteria for different
jobs and problems related to the evaluation catstich as subjectivity of the performance critedigo, the results of the
study of Nikpeyma, et al (2014indicated that the accomplishment of the PAS amif difficulties such as disharmony
between nursing standards and nursing duties asddhses tension in nurse performance. Indeedutees™ duties and

responsibilities are not well defined

Also, the results of the study indicated that thegarity of both staff nurses and nurse administsateere agreed
that; there was no a pre performance plan befae#nformance appraisal process in hospital. Téfleats the hospitals

need to developed performance plan form for theipleyees and depends on their job description artbpnance
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standards. Daniel (2009) mentioned that the pedioga plan is important to establish an objectivaesisbfor determining
annual performance to provide systemic planningllywing the manager to identify critical job elem® and standards.
Reiterate the important role goal-setting playsobef during and after the appraisal. Also, Davelf0Ostudy results
indicated that, there is a need to go to the impmmant in the performance Appraisal system of nurseget the best
outcome. Involvement of nurses for their appraisi@n will make the appraisal systems more effectiwasy and

meaningful because it will help the hospitals @etéxpected results in minimum time.

Furthermore, the study findings indicated thatdtadf nurses were neutral in their opinion towardsg a special
form for the appraisal process, while the nurseiagtnators were agreed about that. It can be aidit that, the staff
nurses did not report about the appraisal form tisexbsess them while the nurse administrators tse@ppraisal form
to assess their staff. This reflects that the hakpadministration and nursing directors needxigaen and communicate
this appraisal form to their employee. Also, thgarity of staff nurses and nurse administratorsdated that there are no
different forms for appraising different jobs, apisal methods used does not depend on approptigetively forms
consistent with the nature of work in the hospifelss finding indicates that the performance apgalaprocesses in the
hospitals need to restructure and to develop @iffeappraisal forms for each job. Although sevarathods of appraising
employees are available; however, the commonly usébe governmental organizations in Egypt was dlose ended
appraisal system, and used the same appraisal rffwwdsl jobs. This finding was supported by mamydses, Pathania &
Nag.Pathak (2011), and Seniwoliba (2014), whicloregal that the most common appraisal methods usgavarnmental

organizations are the close ended systems suamnédential report.

The majority of staff nurses and nurse administetndicated that performance appraisal is don¢heir
hospitals annually. It is usually, performance ajgal in the government service sectors is to belwoted annually in
accordance with established practice. This resultdnfirmed by Abdel Motleb (2010). Accordingly,etmursing
evaluation is performed annually by the nursingectior at the hospital. Also, according to Maher1@0) there is a
problem with the appraisal period, since the agatais conducted once per year, it does not achiegepurpose of

providing continuous assessment and guidance fengioyee’s performance.

The majority of staff nurses and nurse administeaiadicated that they did not receive any feedbfiokn
supervisors about their performance and there areonstructive suggestions to improve their jobfgremance, did not
know their weaknesses and strengths of performandetheir performance appraisal is unfair. The ltesaodicated that
staff nurses are unsatisfied about the currenbpmdnce appraisal system due to the unfairnedseofytistem and lack of
performance appraisal feedback. The importanceesfopnance appraisal feedback is mitigating negatmpact of
performance appraisals finds. According to, Zeif1) and Lunenburg (2012), who observed that enggleyneed
feedback after the performance appraisal procesgayyof providing specific information regardingethationale behind
the ratings. Blitz and Mayzlin (2010) reported thdiscussing the appraisal results provided an dppity for the

employee to give opinions and possible solutioretidormance weaknesses.

Also, the majority of both staff nurses and nurdenmistrators indicated that the nurses are notarded for
providing high quality services; this indicated tthewards distribution did not depend on good pentnce. Both staff
nurses and nurse administrators were unsatisfiedtdbe incentives provided to them in relationstiigloing a good job.

This finding is consistent with the existing rewaryktem of government as it is not tied to the grenfince appraisal of
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employees, but is fixed and it grants to all empksyat each institution. On the other hddaoanis (201 indicated that
the appraisal system has brought about both pesithd negative impacts on the employees' performalrarther, the
respondents identified some major gaps in the implgation of the appraisal system: no appropraterds are given to

best employees.

Furthermore, the analysis of both staff nurses' mmde administrators' answers about performanpeasal
process errors, they said that the supervisoraaidcommitted rating mistake of employees withia thiddle or average
which is known as central tendency. The study figdiindicated that the supervisors do not rate #maployees in the
high or low end of the scale rate. This indicatkdttonly a few supervisors are easygoing with tleenployees. A
reasonable justification could be that supervisans rate employees in the higher scale rate haypeaade justification
in the report for this rating. Also, the majoritf/the respondents indicated that the rating of stipers is not affected by

general characteristics, relationship with the ajgae and the gender of ratees, thus no ratebagesl on sex is available.

These results indicate that the appraisal processticlear for the nurses to discover the eritwais dccur during
it. And the supervisors did not disclose their aksis in the evaluation process, so the result stgtiere are no errors in
the process of evaluation in the hospitals, and tigigates with the existing reality. Converselypliber et al. (2011),
mentioned that, the performance appraisal is don@emple who have emotions; there will always beelament of
subjectivity, personal likes and bias, which maguiein a negative influence on the evaluation pssc In addition,
Lunenburg (2012), mentioned that the performangeragal process is far from accurate and objectbametimes
resulting in rating errors. Common rating errordude strictness or leniency, central tendencyg béfect, and recency of

events.

Furthermore, at the last dimension of effectiverabgeristics of PAS the majority of both staff regsand nurse
administrators indicated that the performance aparaeport should provide the hospital administratwith feedback
about the poor performers in order to provide theith the appropriate training courses that coulgrione their
performance. The current appraisal report, as atedt by both staff nurses' and nurse administraamswvers, does not
assess the training needs of employees. This éastated that there are problems in both performampeaisal and
training. The performance appraisal report doegive the employees a real opportunity to improveirtiivork skills.

Therefore, the employee appraisal did not conteibatimprove overall performance of the hospital.

On the other hand, Chawla & Chawla (2010), mentiotiat performance appraisal in the organizatiovely
much associated with identifying the training amdelopment needs, which is in the interest of tigaization as well as
to benefit the employee. Further, Nikpeyma et 201¢) mentioned that, to achieve high quality patiemecas the final
goal of performance appraisal, it is necessary akenrevisions and modifications in various dimensiof the appraisal
system. The findings of the present study will helpse managers take action for solving the proslefrthe appraisal
system. A better way for solving these problemshinige nurses’ participation in finding, planningdamplementation of

proper solutions.

According to previous findings the implementatiohntlve Performance appraisal System in MOH hospitals
Egypt will necessitate some changes in these tadspinternal system, clear definition of these gitads’ goals and
objectives, specific standards for measuring th@leyee’s performance. In addition to that, the eystneeds to be

supported by creating a motivational work environimdor employees and involve employees in the degsig
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implementation of the system and train them on tmapply it through the support of HR specialists.

The second phase of the present study was aboghdesthe performance appraisal system for stafses as
well as the performance appraisal form which wadetk for validity and applicability. Therefore, thesearcher had
developed the performance appraisal system fofr stagées at MOH hospitals as well as the perforraappraisal form.
The performance appraisal system is composed efgdarts: (1) manual performance appraisal systestnuictions; (2)
performance plan form; (3) performance appraisahf@appraisal period & time, critical elements atandards; summary
performance levels; the summary rating); (4) penfamce improvement plan; (5) explanation criteria ferformance

standards.

Finally, the third section will be assessed releyawalidity and applicability of the developed PABd appraisal
form; were using the checklist questionnaire teasgthe effective characteristics of the developmdormance appraisal
system and appraisal form for staff nurses by ggngup. After the development of the performanceraispl system for
nurses, it was submitted to a jury group for asegses relevancy, validity and applicability; theysed the checkilist
guestionnaire developed by the researcher to afisessffective characteristics of the developingqgrenance appraisal
system and appraisal form for staff nurses. The guoup composed of five Nurse Matrons, seven AasidMatrons, eight
Nurse Supervisors and fifteen Head Nurses. The nhajof the jury group indicated that all effectiedaracteristics of
performance appraisal system and appraisal forne aeailable in the developed performance appragsiem and

appraisal form for staff nurses.

CONCLUSIONS

Performance appraisal is a process of how welf stakes performed their duties during a speciéiaqu. This
process includes assessing training needs, estallishe objectives, assessing the progress andaiapp the
performance. In order to achieve the performangeagal purposes, both organizational context gutaasal system
should be appropriate. The findings of this stuglyeal that the nurse performance appraisal syssem currently in the
selected hospitals ineffective and confronts variptoblems. Some of these problems are relateddpital context while
the others are concerned with structure, procedsoaitcomes of the performance appraisal systemachieve high
quality patient care as the final goal of perforeamppraisal, it is necessary to make revisions raadifications in

various dimensions of the appraisal system andldeed a new appraisal system for staff nurses atN@spitals.

RECOMMENDATIONS

« A proposal for the researchers to adopt the resiilthis study and applied widely in the field afiraing and
various nursing specialties, to emphasize on te®withat concerned an effective procedure of gpasal as

well as having complete manual of appraisal system.

« Animportance of this study to expand and spreadréiiable performance appraisal system to otlsphals to

take advantage of its results.
* There should be a constant innovation and revitadn in PAS.

» The goal of every appraisal system must be to alfow continuous communication between nursing

administrators and staff nurses about their joffoperance.
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Multiple sources and methods of performance apalratsould be encouraged in hospitals.
Upward feedback should be provided to nurses ta detter job.

Propose for the researchers in the near futureveldp a form that assesses the performance dfrstedfes for

each specialization in nursing.
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