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Original Article

Comparison of the Perceptions of Managers and Nursing Staff Toward

Performance Appraisal

Abstract

Background: Performance appraisal is an essential component of health care organizations for
the improvement in quality of patients’ care. Awareness of managers’ and employees’ perception
of performance appraisal can lead to improved performance appraisal quality. The purpose
of this study was to compare the perception of performance appraisal among managers and
nursing staff of hospitals affiliated to Isfahan University of Medical Sciences, Isfahan, Iran.
Materials and Methods: This descriptive-analytical and cross-sectional study was conducted
among 75 managers and 313 nurses in 2014. The participants were selected through a two-stage
quota-random sampling. Data were collected using two researcher-made questionnaires (nursing
managers and nurses’ questionnaires). Data were analyzed using descriptive and statistical tests using
the Software Package for the Social Sciences software. Results: The mean score of managers’ and
nurses’ perception of the current performance appraisal was 56.8 (14.2) and 51.4 (14.5), respectively.
A significant difference was observed between managers’ and nurses’ perception of performance
appraisal (P = 0.004). The participants’ perception was examined in terms of performance appraisal
method, the consequences of performance appraisal, and the necessity of performance appraisal. In
general, perception of managers was more positive than employees. Conclusions: The evaluation
of the perception of nurses revealed deficiencies in the process of performance appraisal. Moreover,
managers had a more positive perception than employees toward the current pattern of performance
appraisal. The results of this study can be effective on the decisions of authorities in this field.
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Introduction Given the importance and sensitivity
of the nursing profession, due to their
important role in promoting public health,
and in order to continue this role, the
existence of exact techniques to measure
the performance of nurses is essential.l®

Nursing managers in hospitals, compared

Performance appraisal is a formal process in
organizations that, based on objective tasks
with mental elements, compares performance
and expected performance.!! Performance
appraisal can include many organizational

processes such as performance b ofh 0 b ;
measurement, objective formation, Wllt .Ot e}f employees, ;we a;n 1mp ortan;
and reward management. Performance ¢ 10 the progress and performance o

the organization and improvement in the
quality of their services.”’ What is certain is
that the effectiveness of nursing managers’
performance in hospitals, the quality of care
provided to the patients, the satisfaction
of the patients and their families, and the
satisfaction of nurses can be evaluated.
Their actions are deemed effective when
these criteria are acceptable. In other
words, achieving these objectives in
nursing management is not possible unless
the nursing staff performance appraisal,
as one of the fundamental measures of
managers to achieve the abovementioned
goals, is correctly implemented. There is

appraisal analyzes the achievements and
shortcomings of employees and estimates
whether they deserve training or promotion
in the future.”) Since the early days of the
formation of management, the effort to
improve performance has been a sacrosanct
principle, which enters new areas every
day.’! The improvement in the efficiency
and effectiveness of staff, as the most
important organizational assets, is possible
through their performance appraisal.) Thus,
one of the main duties of managers in order
to achieve organizational goals and promote
the quality of services is the effective
evaluation of employees.)
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one problem in this case and that is the lack of a common
understanding of performance appraisal among managers
and nurses. Emamzadeh Ghasemi ef al. reported this
lack of consistency in the understanding of managers and
nurses, dissatisfaction of nurses with the performance
appraisal method, and the lack of measurable and objective
criteria in the evaluation.”

It can be noted that employees’ understanding of the
performance appraisal procedures has a significant
positive correlation with performance and organizational
commitment.” On the other hand, researchers found that, to
achieve an effective performance appraisal system, paying
attention to employees’ perceptions of the impartiality of
the performance appraisal system and their reactions to
this system are as important as the scores given by the
assessor because the belief of partiality of the evaluation
and dissatisfaction results in the failure of the evaluation
system.®] Therefore, for the success of any organization,
attention to its employees’ perceptions is important.
According to Akhtar and Khattak, a major challenge in the
performance appraisal system is its maximum acceptance
among employees. Their study showed that, in general, an
evaluation system can obtain a high level of acceptance and
employee satisfaction through an efficient appeal procedure,
combined purpose, and employee participation in its
design.”! The results of the study by Riham Mahmoud!”
showed that there was an agreement between managers
and employees regarding the importance of performance
appraisal. However, there were differences among them
regarding fairness of the scores, resolution of the tools, and
the actual use of results.['!

Research carried out in Iran in the field of performance
appraisal have shown that the current system of nurses’
performance appraisal does not have the required
objectivity, has general and nonspecialized criteria, and
there is little concordance between its criteria and the
realities of the administrative system. One of the main
reasons for the failure of the performance appraisal system
was reported to be its lack of appropriate implementation
due to the appraisers’ lack of knowledge of the execution
methods.'""! The results of another study showed that the
main drawback of the performance appraisal system of
hospital staff was its incorrect implementation due to a lack
of manager training.'? Thus, the employees’ satisfaction
with the new evaluation system was low.'”) Nikpeyma
et al. stated that, based on research related to the evaluation
of nurses, its structure and performance does not have the
required effectiveness.®! Some of these problems are related
to organizational structure whereas some others are related
to structure, process, and the results of the performance
appraisal system.[®

Reviewing the perception of managers and employees and
bringing the perception of these two groups closer together
could increase the effectiveness of the performance

appraisal as a tool to help improve performance.!'® Given
the role of managers and nursing staff, as the two main
elements in evaluating nursing performance, this descriptive
analytical study was conducted to compare the perception
of managers and nursing staff toward performance appraisal
in the hospitals of Isfahan University of Medical Sciences,
Iran.

Materials and Methods

This descriptive-analytical study was conducted in 2014.
The study population consisted of all the managers and
nursing staff who worked at 11 hospitals affiliated to the
Isfahan University of Medical Sciences and were evaluated
at least once during their service. The sample size was
calculated to be a minimum of 384 individuals. The
number of participants was determined for each hospital
through quota sampling, and then, the required number
of participants in each hospital was randomly selected.
The researcher prepared a list of the hospitals affiliated to
Isfahan University of Medical Sciences, and then, according
to the number of managers and nursing staff of each center,
the required sample size was determined (the number of
nurses per facility was divided by the total number of the
nurses of all the centers and multiplied by the sample size).
In each center, a list of managers and nursing staff of that
center was obtained from the human resources department,
and based on the number of managers and nursing staff, the
number of the participants to fit each group was determined
using sample software (S-Plus version 6.2, Insightful
Corporation, Seattle, WA, USA) via random sampling
method. It should be noted that, in certain centers, due
to lack of cooperation of managers and nursing staff, the
required number of samples was not obtained which was
compensated by other centers.

After obtaining written consent forms from the participants
in the study, 388 questionnaires were collected. The desired
data were collected through two questionnaires (staff
and nursing managers). These questionnaires reviewed
the participants’ perception in three dimensions, namely,
performance appraisal method (12 questions), the need for
performance appraisal (2 questions), and the outcomes of
performance appraisal (8 questions). The responses were
collected using a Likert scale; the perceptions of agree and
completely agree were considered as positive perceptions,
and disagree and completely disagree were considered as
negative perceptions.”® The validity of the questionnaires was
confirmed through content review, consultation with experts,
and by reviewing previous studies. Questionnaire reliability
was calculated using Cronbach’s alpha (Cronbach’s alpha
coefficient of managers’ questionnaire was 0.86 and that
of the nursing staff questionnaire was 0.94). Data were
analyzed using frequency distribution test, independent
t-test, and one-way analysis of variance using the Statistical
Package for the Social Sciences software (version 16, SPSS
Inc., Chicago, IL, USA).
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Ethical considerations

The Research Ethics Committee accreditation number
393480 was obtained from the Research Deputy of
Isfahan University of Medical Sciences. To conduct this
study, an informed written consent was obtained from
each participant, and the participants were assured of the
confidentiality of information obtained from them.

Results

In total, 313 nursing staff participated in this study. Results
showed that the mean and standard deviation of nursing
staff work experience was 8.76 £+ 5.92 years. In addition, 75
nursing managers were studied, and the mean and standard
deviation of their work experience was 18.8 + 5.5 years,
with management experience of 9.5 + 7.3 years. Table 1
shows the demographic characteristics of the participants in
the managers and nursing staff groups.

According to the findings of Table 2, a majority of the
managers had a positive perspective toward the studied
dimensions. More than half of the nursing staff had a
positive perspective toward dimensions of the outcomes
and the need for performance appraisal. However, less
than half of the nursing staff had a positive view toward
the method of performance appraisal. The details of the
respondents’ opinions regarding their perception toward the
current performance appraisal are presented in Table 3.

The mean score of nursing managers’ perception of the
current performance appraisal was 56.8 + 14.2 (maximum
score of 88 and a minimum score of 25), and the nursing
staff was 51.4 + 14.5 (maximum score of 88 and a minimum
score of 6). Independent #-test showed that this difference was
significant (¢ = 2.89) (P = 0.004). In other words, managers
had a more positive perception, compared to the nursing staff,
toward the current performance appraisal condition.

Discussion

It is believed that performance appraisal is an effective
tool in human resource management. Moreover, through
its appropriate implementation, not only are the goals and
missions of the organization are achieved with satisfaction
but the welfare of employees and the community are
also promoted." Knowledge regarding the different
perspectives in this area could resolve the issues related to
performance appraisal. This study showed that managers
had a more positive attitude toward performance appraisal.
It can be deduced that because the managers pursued the
policies of the organization and they were often involved
in planning and performance appraisal, they were more
satisfied with performance appraisal implementation. The
findings of Chuluunkhuu confirmed this result.'”] The
study by Keramati et al. in the Department of Education,
also showed that the managers, compared to the staff, had
a more positive attitude toward aims, methods, content,
criteria, and standards, as well as the competency of the

Table 1: Demographic characteristics of nursing staff
and nursing managers

Demographic  Frequency Nursing Nursing
variables mode staff (%) managers (%)
Age (years) Under 25 25 (8) 15 (20)

25-34 174 (55.6)

35-44 93 (29.7) 33 (44)

44 and higher 21 (6.7) 27 (36)
Total 313 (100) 75 (100)
Sex Males 36 (11.5) 14 (18.7)

Females 277 (88.5) 61 (81.3)
Total 313 (100) 75 (100)
Education Associate 13 (4.2) 1(1.3)

degree

Undergraduate 281 (89.8) 64 (85.4)

Graduate 17 (5.4) 10 (13.3)

Other 2 (0.6) -
Total 313 (100) 75 (100)
Employment Hired 58 (18.5) -

Contract 90 (28.8) -

employment

Quasi-contract 86 (27.5) -

employment

Contractual 48 (15.3) -

employment

Amendment 22 (7) -

employment

Corporation 9(2.9) -

employment
Total - 313 (100) -
Organizational ~ Head nurse - 53 (70)
post Supervisor - 15 (20)

Either head - 5(6.6)

nurse or

supervisor

Matron - 2(2.7)
Total - 75 (100)

evaluators and the use of evaluation results.'”) The results
of a previously reported study showed that top-ranking
corporate staff and evaluators, compared with the evaluated
staff, have a better perception toward the performance
appraisal system because they have more knowledge and
experience regarding the performance appraisal system.!®

In this study, the perception of the managers and nursing
staff regarding the three dimensions of outcomes, methods,
and the necessity of evaluating performance were examined,
and the findings are presented in the following section.

Dimension of the necessity of evaluating performance

In management, evaluation is important, necessary, and
continuous. The managers review the performance of
the employees, progress of the program, effectiveness of
the resources and facilities, organizational performance,
and the achievement of their objectives through this
performance evaluation.' It was found that 85.3% of
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Table 2: Nurses’ and managers’ perceptions toward performance appraisal

Dimensions Performance appraisal outcomes The method of performance Necessity of performance
appraisal appraisal
Manager, n (%) Nurse, n (%) Manager, n (%) Nurse, n (%) Manager, n (%) Nurse, n (%)
Agreed 49 (66.2) 181.5 (58) 44 (58.66) 146 (46.6) 60 (80) 220 (70.3)
Neutral 14 (18.3) 68.3 (21.8) 13 (16.78) 84 (26.9) 10 (13.35) 54.5(17.4)
Disagreed 12 (15.5) 63.2(20.2) 18 (24.56) 83 (26.5) 5(6.65) 38.5(12.3)
Total 75 (100) 313 (100) 75 (100) 313 (100) 75 (100) 313 (100)
Table 3: Nurse and managers’ perceptions of performance appraisal
Dimensions Agreed Neutral Disagreed Total t P
Manager, Nurse, Manager, Nurse, Manager, Nurse, Manager, Nurse,
n (%) n (%) n (%) n (%) n (%) n (%) n (%) n (%)
Performance appraisal outcomes
I have a better understanding 52 (69.3) 219 (70) 19(25.3) 61(19.4) 4(5.3) 33(10.6) 75(100) 313 (100) 1.250 0.210
of the manager’s expectations
Appraisal will allow me to 58(77.4) 207 (66.1) 8(10.6) 56(17.9) 9(12) 50 (16)  75(100) 313 (100) 2.130 0.330
gain further information about
my strengths and weaknesses
that will help me to plan to
improve my performance
The suggestions made canbe 52 (69.33) 188 (60) 16(21.3) 67 (21.4) 7(9.33) 58(18.5) 75(100) 313 (100) 1.960 0.050
applied for planning in relation
to the individual
It will allow me to recognize 54(72) 206(65.8) 7(9.3) 55(17.6) 14(18.7) 52(16.6) 75(100) 313 (100) 0.370 0.712
my current place
I have the opportunity to 46 (61.3) 160(51.1) 12(16) 71(22.7) 17(22.7) 82(26.2) 75(100) 313 (100) 0.031 0.980
discuss business problems and
opportunities
I have more motivation aftera 46 (61.3) 150(47.9) 15(20) 68 (21.7) 14(18.7) 95(30.4) 75(100) 313 (100) 2.004 0.046
performance appraisal
Performance appraisal 38(50.7) 138 (44.1) 20 (26.6) 95(30.4) 17(22.7) 80(25.5) 75(100) 313 (100) 1.060 0.290
improves the relationship
between me and the director
Performance appraisal 51(68) 184(58.8) 13(17.3) 73(23.6) 11(14.7) 55(17.6) 75(100) 313 (100) 0.690 0.820
improves my performance
The method of performance
appraisal
At the beginning of the year, 45(60) 151(483) 6(8)  63(20.1) 24(32) 99(31.6) 75(100) 313 (100) 0.699 0.480
performance appraisal criteria
are clearly determined for me
I received accurate feedback 43 (57.3) 172(55) 12(16) 74(23.6) 20(26.7) 67(21.4) 75(100) 313 (100) 0.520 0.590
on my past performance from
my manager
The final interview conducted 32 (42.6) 113 (36.1) 16(21.3) 75(24) 27(36) 125(39.9) 75(100) 313 (100) 0.570 0.560
for the appraisal of my
feedback
All information of the 36 (48) 142(45.4) 16(21.3) 91(29.1) 23(30.7) 80(25.5) 75(100) 313 (100) 1.750 0.810
performance appraisal is
confidential
My performance appraisal is 56 (74.7) 186(59.4) 10(13.3) 79(25.2) 9(12) 48(15.4) 75(100) 313(100) 1.310 0.190
continuously conducted during
the year
Appraisal is taken based 44 (58.7) 129(41.2) 12(16) 80(25.6) 19(25.3) 104(33.2) 75(100) 313 (100) 0.910 0.360

on evidence and correct
information on me
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Table 3: Contd...

Dimensions Agreed Neutral Disagreed Total t P
Manager, Nurse, Manager, Nurse, Manager, Nurse, Manager, Nurse,
n (%) n (%) n (%) n (%) n (%) n (%) n (%) n (%)

There is a possibility of 46 (61.3) 124(39.6) 13(17.3) 91(29.1) 16(21.4) 98(31.3) 75(100) 313 (100) 0.510 0.860
reviewing the outcome, If
you have an objection to the
appraisal result
I know how they appraise me 49 (65.3) 144 (46) 11 (14.7) 78(24.9) 15(20) 91(29.1) 75(100) 313 (100) 0.230 0.810
The performance appraisal 32(42.7) 185(39.9) 20(26.7) 92(29.4) 23(30.7) 96(30.7) 75(100) 313 (100) 0.540 0.580
process is very subjective and
lacks transparency
Job performance criteria are 47 (62.7) 152(48.6) 11(14.7) 109 (34.8) 17(22.7) 52(16.6) 75(100) 313 (100) 2.700 0.007
considered in the performance
appraisal form

Necessity of performance

appraisal
I know my performance 54(72)  172(55) 11(14.7) 85(27.1) 10(13.3) 56(17.9) 75(100) 313 (100) 1.570 0.115
standards
The current performance 44 (58.7) 140 (44.7) 13(17.3) 93(29.7) 18(24) 80(25.6) 75(100) 313 (100) 0.740 0.458
appraisal defines my
performance very well
Performance appraisal is 70(93.3) 267(85.3) 5(6.7) 28(8.9) 0 18 (5.8) 75(100) 313 (100) 0.310 0.749
critical in organizations
I feel that the time spent on 50(66.7) 173(55.3) 15(20) 81(25.9) 10(13.3) 59(18.8)* 75(100) 313 (100) 0.880 0.370

performance appraisal is
valuable

*The numbers in parentheses refer to percent

the staff and 93.3% of the nursing managers believed that
evaluation of staff performance was essential. This showed
that almost all of the participants stressed the importance
of performance appraisal. However, the next option which
was related to the time spent on performance appraisal
showed that individuals felt that there was wasting of time
in the evaluation, which should be noted. This perception
might be due to the unused results of the assessment. The
majority of managers also felt that there was a wasting of
time in performance appraisal. In this context, Torabi and
Setodeh stated that 69.32% of the staff had a positive view
regarding the need to conduct an annual evaluation. In
the study by Ghamari Zare et al., 83.5% of the nursing
staff stated that performance appraisal was essential.['”!

Dimension of performance appraisal method

An organization might apply a developed performance
appraisal system, however, if this system is not accepted
and supported by the staff, its effectiveness will be
limited.'® In the present study, the majority of the
managers and only less than half of the staff had a positive
perspective toward the current performance appraisal
method. In the study by Jahangiri, more than 67% of
employees of Ardebil University of Medical Sciences,
Iran, were not satisfied with the performance appraisal
method." The results of the study by Torabi and Setodeh
showed that only 41.34% of the staff had a positive
view regarding the implementation method of the current
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Less than half of the nursing staff stated that the
performance appraisal criteria were not determined for
them at the beginning of every year, while the personnel
must exactly know what is expected from them and how
much of the activity is considered optimum. Therefore, at
the beginning of their work, their duties and standards of
care should be explained to them.?” Marquis and Huston
have pointed out that, for an evaluation system to be
effective, employees must be aware of their duties and
standards.?!

Although the actual assessment results are important in the
evaluation, the results of this study showed that almost half
of the managers and nurses believed that the results of the
evaluation did not show their actual performance; the rest
of the participants were against this statement or had no
opinion. If the results do not show the actual performance
of employees, the management’s plans for reform based on
the evaluation results will be futile.

The results of this study showed that 42.6% of the managers
and 36% of the nursing staff supported the conducting of
a final interview session of the evaluation period to obtain
feedback on the evaluation. This indicated that, although
regular and consistent feedback on employee performance,
if it strengthens the staff, utilizes their maximum power and
results in their maximum participation in the organization is
of great value, less than half of the participants supported
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the feedback sessions.l*?! The findings of Ansari Tabar et al.
showed that 12.6% of the staff stated that upon completion
of the evaluation, the officials sat and talked with them at
the end of the interview sessions.'?! In the study by Torabi
and Setodeh, only 13.35% of the staff were interviewed in
this regard.®! Nikpeyma et al/. found that nurses believed
that, due to the lack of suitable feedback on the evaluation
results and identification of the strengths and weaknesses
of the subsequent performance, the importance of the
evaluation had decreased and individuals have become
indifferent to it.[!

Dimension of the

appraisal

consequences of performance

The mean score of the managers’ and nursing staff’s
perception of the consequences of performance appraisal
was positive. In a more detailed examination of the
items discussed in this dimension, it was observed
that the ultimate objective of the evaluation was to
promote staff performance and job motivation.®) The
results of the present study showed that there was a
significant difference in the motivation of managers and
nurses after performance appraisal. Less than half of
the nurses (47.9%) had adequate motivation after the
performance appraisal. The study by Hamidi et al. also
showed that the results of performance appraisal had little
impact on motivation.?¥ However, studies have shown
that the negative attitudes of nurses toward evaluation
played a role in the reduction of motivation and lack of
improvement in their performance.®

Conclusion

Performance appraisal is an importance process in an
organization to ensure that the organization achieves its
goals. Furthermore, consideration of the perceptions of
evaluators and those being evaluated was effective in the
improvement of the efficiency of the performance appraisal
system. Based on the results of this study, managers have
a more positive perception, compared to the nursing staff,
regarding the current performance appraisal; this difference
in perception is more pronounced in the method of
the performance appraisal. Therefore, it is suggested that,
in the process of performance appraisal, more attention
should be paid to the performance appraisal method and its
problems should be resolved.
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