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Summary

Performance appraisal fairness is a precursor of staff nurse engagement in
health care organization. Perceived justice or fairness is especially relevant to one of
the central human resource tools which include appraisal system. Performance
appraisal system is the right instrument that plays a vital role directly or indirectly in
achieving organizational targets. PAs must be perceived as fair by the staff nurses in
order to help staff nurses to work and express themselves physically, emotionally and

cognitively during role performances (Kakkar e al., 2020).

The current study was carried out to assess the staff nurses' perception about
performance appraisal fairness and its relation to their work engagement at Beni Suef
University hospital.to fulfil the aim of the current study, a descriptive correlational
research design was used, a convenient sample of 250 of staff nurses who were
(male/female), had at least two years of experience in the study settings and agree to

participate in the study.

The data of the current study was collected by using performance appraisal
fairness questionnaire and work engagement scale. Performance appraisal fairness
questionnaire developed depending on previous literature of Thurston (2001) and
Jawahar, (2019). It consists of two parts: the first part contains personal data of

participant and second part includes four dimensions of performance appraisal fairness
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questionnaire;  distributive justice (12-items), procedural justice (16-items),

informational justice (17-items) and interpersonal justice (10-items). Utrecht Work
Engagement Scale was adopted from Abed and Elewa, 2016) and It consists of (17)
items covers three dimensions namely vigor (6 items), dedication (5 items) and

absorption (6 items).

The content validity of performance appraisal fairness perception questionnaire
examined by five experts from different faculties of nursing (four assistant professors
from Cairo university and one a assistant professor from Kafr ElI Sheikh University).
Utrecht Work Engagement Scale it is valid and it is recently used by Abed & and
Elewa, 2016) and others. According to reliability, the performance appraisal fairness
questionnaire was tasted and demonstrated good internal reliability by using

Cronbach's Alpha coefficient (0.95) for work engagement reliability was (0.88).

An official permission was obtained from manger of the selected hospital. All
participants were provided with information sheets detailing the aim of the study and
the study process, they have been given the opportunity to ask questions about the
research, and they were informed that they could withdraw from the study at any time
without any negative consequences. Each participant informed consent was obtained
prior to data collection. Anonymity and confidentiality of personal recorded data was
assured through coding of data. Participants were assured that their personal data was

used only for research purpose.
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Questionnaires were handled to each staff nurse to explain the purpose and aim

of the study and collected by the investigator at the end of the shift. This was done in
both morning and afternoon shift after referring to nurses’ scheduling. The
questionnaire sheets took from 20 to 30 minutes from each participant to answer. Data
collection activities consumed consecutive four months from November 2020 to

February 2021.

The present study highlighted that the main finding was as the following:

The highest percentage of staff nurses (56.4%) were females. Also, marital
status of them was equal in percentage (47.6 %) were single and married. more than
the half (55.2%) of staff nurses were in the age group less than 25years. The highest
percentage (59.6%) of staff nurse had experience years in nursing profession less than
5 years. about half (51.6) of staff nurses had Technical diploma degree in nursing and

around half (50.8%) of staff nurses work in intensive care units.

Concerning, the staff nurse's perceptions about performance appraisal fairness
or justice. The results illustrate that staff nurses highest mean score (86.2%, 82.9%,
81.6 % &79.4%) regarding, interpersonal justice, informational justice, procedural
justice and distributive justice domains respectively.  Concerning the work
engagement, the finding of the current study indicated that dedication as work
engagement domain had the highest mean scores (89.5%) and ranked as a first domain
of work engagement followed by vigor and absorption domain and more than two-

thirds of them (67.6%) had high level of work engagement.
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Concerning, the correlation between staff nurses' perception regarding

performance appraisal fairness and work engagement. The current study illustrates that
the correlation between staff nurses' perception regarding performance appraisal
fairness and work engagement domains. Using correlation coefficient, there was
statistically highly significant positive correlation between domains of performance

appraisal fairness and work engagement and between total (r: 0.37**0, p: 0.00)

Conclusion

The present study concluded to the staff nurses of Beni- Suef University
hospital highly perceived performance appraisal fairness. Also, they had high
perception of work engagement. Around two thirds of staff nurses had high level of
work engagement. There was statistically highly significant positive correlation
between staff nurses’ perception of performance appraisal fairness and their work

engagement.

Recommendations
Based on the study results the following recommendations were suggested:
e Hospital administrator should develop a plan for continuous improvement of
performance appraisal fairness.
e Continues training of head nurses regarding how to perform sound performance
appraisal.
e Regular revising and updating and disseminate performance appraisal forms.
e Hospital administrator should improve the head nurses’ abilities regarding PA

decisions.
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Assure regular, constructive feedback and give staff nurses chance to revise and
discuss the inaccurate rating

Suggest a plan to sustain high engagement level

Motivate staff to participate in performance appraisal planning to be more
engaged.

Further studies should be done at different health care sectors and replicate the

study on larger sample size through which results can be generalized.



