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ABSTRACT

The study on an analysis of the process of performance appraisal of nurse staff in
Siriraj Hospital aims to study the performance appraisal process of Siriraj Hospital according
to the guidelines of result-based management concept of the Office of Civil Servant.
Research samples were 297 nurse staff. The research tool is a questionnaire, developed by the
researcher and the choices of answers were mention as correctly, partly correct, and incorrect.
Results and findings indicated as follows:

On aspect of performance appraisal process, the study found that understanding of
nurses about performance appraisal were partly correct. The areas giving correct answers the
most were the contents of understanding about performance standard, the collection of
performance data, and valuation of appraisal results. The areas giving correct answers were
setting appraisal objectives and valuating appraisal results. While on the aspect of input of
performance appraisal, findings showed that the process of appraisal input gave the answer as
correctly. Quantity appraisal index, quality appraisal index and timing appraisal index gave
partly correct answers. Worthwhile appraisal index also gave partly correct answers.
Satisfaction appraisal index gave answers as correctly. And regarding the outcome of
performance appraisal, the study found that survey about knowledge, understanding, and
attitude of personnel about process of performance appraisal were at a medium level (45
percent). Knowledge and understanding about process of performance appraisal were at
somewhat high level (32.8 percent). Also, meeting, training, or seminar on the topics relevant
to problems and needs of personnel I was also at somewhat high level (33.6 percent).

Recommendation: The unit being responsible for appraisal should establish a plan of
employees’ performance appraisal and set a meeting between appraisal committee and concerned
officers in order to gain ways to solve problems and obstacles in each unit. The central
administration should assign units to be responsible for performance appraisal because findings
indicate that appraiser and employee have a lack of knowledge and understanding about the
correct process of organization’s appraisal or have a lack of confident in following the procedure.
Conducting training needs survey before establishing training plan, so that training will be
consistent to needs and required development topics of employees.

KEY WORDS: ANALYSIS / PROCESS / PERFORMANCE APPRAISAL
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CHAPTER 1
INTRODUCTION

Background and Significance of the Problem

According to the Constitution of Thai Kingdom 1997, governmental
hospitals have ever changed their administration strategies to be consistent to the
Master Plan of the Distortion of Governmental Bureaucracy 1997-2001, especially the
human resource management in the organization (Tridecha, 2001). Hence, the
efficiency of mechanism of the human resource management becomes important to
the success of organization (Inthawadee, 1998). The performance appraisal becomes
an important process of the human resource management as the evaluation of the staff
in many aspects including the personnel performance and the other characteristics
affecting the performance (Meesutha, 1997). The used forms and the implemented
methods are the important components of the appraisal system. Additionally, these
components also include the application of the appraisal performance, the judge for
the base pay, the promotion, and the extension of the employment contract
(Rumakom, 1999). Due to the Master Plan of the Distortion of Governmental
Bureaucracy that emphasizes the work outcomes, it is necessary for the executives to
develop the form of the performance appraisal of the staffs (or employees) to meet

with the effectiveness of the appraisal objectives.

Siriraj Hospital currently employs more than ten thousands staffs (or
employees). In 1992, Siriraj Hospital had been introduced seriously the performance
appraisal by the Rating Scale Method (Chuenwattana, 2000). However, this appraisal
system was found that it became almost not supported to the success of the
organization (Chuangtakul, 1988). Chuenwattana (2000), who studied factors

affecting the performance appraisal behaviors of the head of nurse in Siriraj Hospital,
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found that the knowledge involving the performance appraisal and perception of the
norm of the performance appraisal become the element which influences the
performance appraisal behaviors. This result indicated the importance of the
perception of the concepts and objectives of the appraisal. Because the appraiser and
the employee could understand them, these persons would serve the success of the

performance appraisal of the organization.

After that, Siriraj Hospital received the accreditation certification from the
hospital accreditation institute in 2001. Many operational systems were improved and
changed to meet the standards including the human resource management. They were
developed to be consistent to the guideline of the Office of Civil Servant 1999 which
emphasizing the result-based management. Then, the forms of the performance
appraisal were developed and adapted for improving the effectiveness of organization.
According to the performance appraisal processes, the performance agreement firstly
held on the agreement between the appraiser and the employee, and also staff-
perceived agreement (Wattanapha, 2003). The current performance appraisal (which
bases on the outcomes) is used for planning the human resource management and
forming the succession plan of the organization. From the new process of the
performance appraisal is just applied recently in the Siriraj Hospital, the researcher of
this report, as an officer in the organization, this inspires to study the performance

appraisal used currently in the hospital.

In this research, the processes of the performance appraisals of nurses used
currently in Siriraj Hospital will be analyzed. Its results were expected to be very
useful to know how the efficiency of the performance appraisals of nurses is, and
what their faults or weakness that exist in any steps in the processes are. The
outcomes will be used as the guidance for improving the efficiency of the
performance appraisal system that leads to the success of the organization in the

future.
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The Research Question

How is the performance-appraisal processes of nurses in Siriraj Hospital?

Objectives of the Research

General objective
To analyze the process of performance appraisals for nurses staff used

currently in Siriraj Hospital.

Specific objectives
1. To study the processes of the performance appraisals of nurses in
Siriraj Hospital after following up the concept of the result-base management.
2. To evaluate the products and the outcomes of the processes of the
performance appraisals
3. To collect problems, obstacles, and suggestions on the matter in the

processes of the performance appraisals.

Research limitations

This research will be studied the performance-appraisal processes of nurses
in Nursing Division of Siriraj Hospital, Department of Medicine, Mahidol University
1) The research will be performed the analysis of the processes of the
performance appraisals of nurses in Nursing Division of Siriraj Hospital only
2) For this research, the populations consist of: the assessor groups
(the Head of Nursing Division, the Head of Nursing Department, supervisors, head

nurses and assessee groups (registered nurses, Nursing Division, Siriraj Hospital).
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The Definition of Terms

The performance appraisal system: The components of activities
involving the human resource management set systematically for evaluating how each
nurse works efficiently in the hospital. For this research, the system components

mainly consist of inputs, processes, outputs, and environments.

The inputs: The necessary objects for inputting the system and causing the
processes, for this research, they are:
1) The appraiser: the heads of the wards which is the primary master
2) The employee: the nurses of the Nursing Division, Siriraj Hospital
3) Forms of the appraisal: the documents formally set for collecting

the data involving the annual performance of the nurses.

The processes of the performance-appraisal: The steps and elements, for
evaluating formally how each nurse works efficiently, done by the master. In this
research, the frame of Mondy and Noe (1996) is followed. The Mondy and Noe’s
process consists of five steps as follows:

1) To set up objectives of processes of the performance appraisal: to
set objectives of the performance appraisal ensuring that the appraisal results will be
annually considered for the staff promotion and selection, the staff transfer, and the
staff requests for the staff training and developing. The results also can be used as the
feedback data to the nurses for improving their working behaviors.

2) To clarify the standards of the performance among concerning
persons: to explain about the duties and responsibilities, working characteristics and
levels (in the issues: quantity, quality, timing, and working behavior). The explanation
can be done by formally talking and documenting to everyone (nurse) in the
organization.

The standards: the standards, accepted and understood among the
executives of the nursing division and the nursing staffs, which indicate the
performance that how its - quality, quantity, timing and working behavior- should be.

The standards are used for leveling the performance of each person.
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3) To collect and check the information of the concurred performance
appraisals

4) To evaluate the valuation of the performance: to measure and
evaluate the performance by comparing with the standards set by the hospital
executives.

5) To announce formally and discuss on the performance appraisals of

each nursing staff by the executives or the ward heads.

The outputs: The appraising performance based on indexes indicating

working success in issues: quantity, quality, timing, and worthwhile.

The outcomes: Applying results of the performance appraisal to

organization by training and developing personnel.

The environment: The policy of the organization affecting the process of

the performance appraisal.

The heads of the ward: The masters in the ward who appraise the

performance of nursing staffs.

The nurses or the nursing staffs: The nurses as the appraiser who
received B.Sc. (Nursing) from the Nursing Department, Mahidol University, and have

worked actually not less than six months.

The performance agreement: The notice or the working-success indexes
accepted and agreed between the master (as appraiser) and the nurse (as employee)

since the start of each appraisal.

Conceptual Framework: The conceptual framework, for this research, is

based on the theory consists of the input, process and output as shown in Figure 1.
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Correctly answer: Answer is correct both information of technical and

information of organization.

Partly answer: Answer has correct part of information of technical or

information of organization.

Incorrectly answer: Answer is not correct information of technical and

information of organization.

Status being appraiser and employee: The head nurse who is appraiser to

employee and receive evaluate from supervisor.

Status being employee: The nurse who has to evaluate from head nurse.
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Identify specific
performance appraisal
goals

Establish job expectation
Collect the working data
Appraise performance
Discuss appraisal with
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performance appraisal in
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: Performance agreement
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(Manual personnel of
organization,2002)
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Output
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Outcome

Training and
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v

Obstacle

Method to solve the

problem

Figure 1. The Conceptual Framework
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CHAPTER 2
LITERATURE REVIEW

This chapter can be separated into three parts which are PART 1: the
concepts of the performance appraisal system, PART 2: the performance appraisal in
Siriraj Hospital, and PART 3: the concerning researches. Each part will be discussed

in detail as follows:

Part 1: The Concepts of the Performance Appraisal System

In the performance appraisal, it is necessary that the organization clearly
understand its concepts and principles in order to apply them practically in the real
situation (Chuangtakul, 1984). The concepts of the performance appraisal can be
classified into three kinds:

1) Unsystematic Performance Appraisal: this appraisal concept,
which becomes the performance appraisal in the starting period, is still unsystematic
and inconsistent. The appraisal is just the easy method by counting the personnel
performance for evaluating the compensation of each person. This appraisal mainly
depends on the judgment of each assessor (Thiengtham, 1987).

2) Systematic or Traditional Performance Appraisal: The traditional
appraisal emphasizes appraising the personnel traits and/or outcome in issues:
quantity and quality. This appraisal objective is to control the personnel performance
by measuring it with the criterions of the executive’s expected traits (Thiengtham,
1987).

3) Mutual Goal Setting Performance Appraisal: the appraisal is based
on the method of the behavior science. It is also called the “System Approach
Performance Appraisal”. Based on this concept, persons in the organization are

considered as a part of the organization (Sukhothai Thammathirat University, 1983).
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The success of the organization also concerns its staffs’ working, so that the
performance should be appraised among the appraiser and the employee, in the other
word, it should be compromised between personnel and organization objectives. The
“management by objective” will set up the objectives and goals of the works in the
starting period. The employee have to achieve their performances by following those

objectives (Thiengtham, 1986).

The meanings of the performance appraisal: In the past, many meanings
of the performance appraisal were defined from many researchers:

Sooknoi (1986) means that the performance appraisal is evaluating the
employee’s outcome and other characteristics valuable to the work in the planned
period. The method, for the performance appraisal done by the appraiser, is based on
the systematic approach. The practical criterions for the performance appraisal ensure

that the employee get the equity.

Santiwong (1987) means that the performance appraisal is the
activities of the human resource management involving the procedures used by the

nursing division to evaluate that how nurse staffs work efficiently.

Chuenwattana (2000) means that the performance appraisal is the

process for evaluating

In this research, Mondy and Noe’s concept (1996) as the analytical
framework proposed that the steps of the personnel performance-appraisal process
consist of five steps as follows:

1) To set up objectives of processes of the performance appraisal

2) To clarify the standards of the performance among concerning
persons

3) To collect and check the information of the concurred
performance appraisals

4) To evaluate the valuation of the performance
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5) To announce formally and discuss on the performance

appraisals among concerning persons.

Instruments of the personnel performance-appraisal process
The main instruments consist of the 4 kinds of documents as follows:
1) Job description
2) Performance standard
3) Performance appraisal form

4) Personnel procedure on performance appraisals

The components of the system
The components are all there activities that contribute to the realization
of the system’s objectives. The components of the system were studied by many
researches as follows:
Smith (1982) proposed the components of system as follows:

1. Inputs are materials, source which put into the system.

2. Process are steps how the system works, involving inputs.

3. Outputs mean that from the process of inputs such as materials
the outputs from as system can be used as the inputs for another system which link to
together.

4. Feedback means that the data from outputs which is used for
improving the components of input and processor to develop and improve the outputs
for their more quality.

5. Environment means that the existing outer and inner condition

of the system which affect the system working.

Lunenburg & Ornstein (1991) proposed five ideas of the components
of system as follows:
1. Inputs mean that the component of the system such as
materials, manpower, and the necessary things used in the production.
2. Transformation is taking the inputs, which processing for the

objectives of the systems.
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3. Outputs mean that the outputs of the organization with occurs
from the system.

4. Feedback is the giving the data from the outputs for improving
the origination’s components such as the inputs and process for their more quality.

5. Environment is the general condition of the organization, which

also affect the system.

Peter & Charles Schoderbek (1990) proposed the components of
system as follows:

1. Inputs mean that input to a system may be matter, energy,
human, or simply information. Inputs are that start up force that provides the system
with its operating necessities. System may have numerous inputs, which are the
output of other systems.

2. Process means that a process is that which transforms the input
in to an output. As such it may be a machine, an individual, a computer, a chemical,
or equipment, tasks performed by members of the organization, and so on.

3. Outputs. Outputs, like inputs, may take the form of products,
services, information such as a computer printout, or energy such as the output of a
hydroelectric plant outputs are the result of the operation of the process or
alternatively, The purpose for which the system exists.

4. Environment. Fach system has something internal and
something external to it. What is external to the system can pertain but to its

environment and not the system itself.
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Input Y Process Y Output

Feedback |¢— |

Environment

Figure 2. The components of the system
Reference: Schoderbeck et al. Management System: Concept Consideration Boston,

A: Richard D.Irnin, Inc, 1990 p.22

Many concepts of the performance appraisal are described by many
researches as follows: Sumet Wongbunyong (1981), Chumaphan Wichiankui
(1983), Chusak Thiengthong (1987) and Nursing Department (1988) Conclude the
performance appraisal process as follow:

1. Define the objectives and goals of the appraisal.

2. Define the organization and the staffs are responsible the appraisal.

3. Define the characteristic, the standards of task used for appraising
the performance.

4. Define the methods and the technique used for appraising the
performance which harmonizes with the tasks and organization request.

5. Define the hard copy form, which contains enough data for
supporting the performance appraisal.

6. Define the duration or frequency of the performance appraisal
properly such as once or twice a year.

7. Describe the related staffs in the organization to know it, including
training the appraiser about the boundary and the method appraisal.

8. Scoring and manual built for the performance appraisal.

9. Operating and controlling the system of the performance appraisal.

10. Identifying the employee based on their kinds.

11. Analyzing and announcing the results of performance.
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12. Applying the results of performance to the organization.

13. Monitoring the results.

Thongchai Santiwong (1994) mentions the performance appraisal process
as follow:

1. Define the policy involving the performance appraisal to the
guideline, which indicates clearly what time to do, how many times to do who
responsible and what criteria used in the appraisal, also what tool applied.

2. Define the time series for collecting the data involving the
performance appraisal.

3. Define the appraiser appraising the performance.

4. Discuss the appraisal results with the employee.

5. Conclude the performance appraisal result in to two systems:
formal and informal results. As the informal one, the appraiser has an opinion on their
works performance. By this way, the opinion is affected by their attitude and

relationship. So the organization.

In this thesis, the concept of Mondy and Noe (1996) which suggests five
steps of the performance appraisal, will appraisal these steps consist of:
Identify specific performance appraisal goals.
Establish job expectations (Job analysis)
Examine work performance.

Appraise performance.

MY &

Discuss appraisal with employee.
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Figure 3. The Performance Appraisal Process of Mondy & Noe (1996)
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Step 1 1dentify specific performance appraisal goals

In the performance appraisal of assesses in the organization, the
objective has to be defined clearly and practically. The results of performance
appraisal has to be identified what topic will be considered and applied. However the
performance appraisal may reflect: every objectives which the organization require,
so the most important and practical objective will be select as first. Different
organizations may emphasize different objectives of performance appraisal. The
performance appraisal of many organization were fail because their objectives had to

been defined clearly (Mondy & Noe, 1996)

Step 2 Establish job expectations (Job analysis)

After defining the objectives, the assessors have to describe about
the duty, job characteristics, job specific position, knowledge and job level to the
employee (Prapin Wirasit, 1993). The organization has to do the job analysis, develop
the job description and the job specification. These tools make the employee to
understand the duty and job specific position. After developing the job description,
the organization can set up the work standards which relate to the job description. The
job description indicated that what task to be done in the job, which the work
standards indicated that how many quantity of task to be done or how much quality of
task to be done (Prayom Wongsansri, 1991) Additionally, the work standard has to be
defined properly and harmony with job characteristic, for some job, the standard is in
quantity for other ones, it is in quality, so the employee should also participate in the

data collection process (Chusak Thiengthong, 1987)

Step 3 Collect the working data
The definition of the list has to be accepted from all parts in the
organization because it is the important component leads to the success of
performance appraisal. The defined list in the appraisal from has to be tight and easy
to understand that making each part in the organization feel good and want to
improving their working better. The list has to indicate the defective of the employee

so they can improve themselves (Wiriya Suknoi, 1988)
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Step 4 Appraise performance
After collecting the performance data, the appraiser will examine
the work performed. The examination of work performed consists of the measurement
and evaluation of performance appraisal. Some job can not be measured and the
evaluated directly but some of them cannot done that. For the master examine work

performed correctly, the measurement is separated in to two method as follows.

Step 5 Discuss appraisal with employee.

After the master appraising the performance in the defined
duration, the elements of appraisal has to transmitted to the employee. For to the
workers has power and motivation. Every the employee also have a right to know
where they are standing on the standard way. When they realize their weakness, they
will try to improve their weakness (Proyom Wongsansri, 1991). Discuss appraisal
with employee are the two way communication, so that it is the exchange of feedback
data together between the appraiser and the employee .Not only the appraiser will get
the feedback data from their employee, but the appraiser also get it from their assessor

too.

The Performance Appraisal Process

Identification of specific goals is the starting point for the performance
appraisal process (see Figure 3). An appraisal system probably will not be able to
serve every desired purpose effectively. Therefore, management should select the
specific appraisal goals it believes are most important and can be realistically
achieved. For example, some firms may want to stress employee development; other
organizations may want to focus on administrative decisions, such as pay adjustments.
Too many performance appraisal systems fail because management expects too much
from one method and does not determine specifically what it wants the system to

accomplish.
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After specific appraisal goals have been established, workers and
teams must understand what is expected from them in their tasks. This understanding

is greatly facilitated when the employees have had input into the established goals.

At the end of the appraisal period, the appraiser and the employee
together review work performance and evaluate it against established performance
standards. This review helps determines ho well employee have accomplished the
goals, determines reasons for deficient areas, and sets a plan to correct the problems.

The discussion also results in establishing goals for the next evaluation period.

Method for Appraisal Performance.

Performance can be appraised by a number method. In Figure 4 the
various methods are categorized into four groups. In this section, after describing each
method, the discussion considers combination and even within the same job when
appropriate. The different method raises the question of whether performance is
measured against a valid standard. An employee’s performance can be compared to
the duties spelled out in the job description or it can be compared to the performance
or result of others. Performance can also be rated against expected behaviors that

should be made known it advance.
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Approaches e Field Review.
e Management by
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Figure 4. Method for Appraisal Performance

Part 2 Performance Evaluation in Siriraj Hospital.

Siriraj Hospital initiated performance evaluation in 1992 by following
regulations and performance evaluation methods appointed by the Sub-committee of
Mahidol University Civil Servants (Mahidol University’s announcement on May gt
1992). In 1997, there were changes about objectives, regulations, and working
methods to be in line with regulations and methods of promoting civil servants in
opening system (Office of Permanent Secretary, Commission on Higher Education,
Official document No. 0201(2)/9339 on July 1* 1997), regulations and performance
evaluation of civil servants or under the frameworks of the Office of Civil Servant
(Office of Civil Servant, Official document No. 0708.1/10 on July 3™ 1995). The
changes were aimed to be tools for supervisors in improving and enhancing
performance efficiency. The evaluation’s outcomes would be considered promoting,
giving training and rewarding civil servants, and expelling civil servants from their
jobs. The appraisal methods composed of performance appraisal, both quantity and

quality of works, working characteristics evaluation, and personal characteristics
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which necessary for working.

In 2002, the concept of evaluating organization on top of evaluating
officers was initiated. This concept was related to outcome effectiveness evaluation
of the Office of Civil Servants and the strategic plan of developing the Thai
Bureaucratic System 2003-2007 in which the first strategy designated changes of
working procedure and improving outcome evaluation system. Officers and head of
the organization needed to discuss the performance agreement on annual working
outcomes which was set up to be relevant to strategic plans and working year plan.
Also, follow up and evaluation at the end of the year was set up and used as a
condition in rewarding bonus for the organizations (Public Sector Development

Commission (PDC), 2546).

Department of Medicines, Siriraj Hospital; therefore, improves the
performance appraisal form to be in line with the main objectives of appraisal which
is developing human resource. The hospital reviews problems existing in the current
appraisal system and advantages from using the new appraisal form. The major
change is that the assessors and evaluated persons had to agree upon working
agreement before the appraisal cycle and had to discuss the job indicators which need

to be in numeric or measurable (Department of Medicines, Siriraj Hospital, 2003).

Process of creating performance agreement (Performance Appraisal

Manual, Department of Medicines, Siriraj Hospital, 2002).

1) Assessors or evaluator and evaluated persons discussed the
performance agreement at the first stage of the appraisal cycle.

2) During the appraisal cycle, assessors had to monitor performance
of the evaluated persons

3) Assessors and evaluated persons needed to know about appraisal
outcomes in order to set up a plan of development / training for evaluated persons.

4) Assessors and evaluated persons needed to design a new agreement
for the next appraisal cycle in which the working agreement needed to cover the areas

required development.
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Details of creating a working agreement

1) Assessors and evaluated persons should work together in a
certain amount of time in order to gain an accurate appraisal. For example, they
should work together for at least 50 percent of the total amount of working time.

2) The agreement should be related to the job description of
evaluated persons. A new job or a special job was needed to be relevant to the
missions of the organization.

3) The new agreement was not necessary to cover all kind of
performances or the job description but cover the key performance of the person to be
evaluated.

4) The agreement should indicate the percentage of appraisal on
every procedure

5) The agreement should indicate indicators which are measurable
or in numbers as well as designate standard scores for each level. For example,
quality indicator was set the limit of operating mistake at less than 5 percent, so the
scoring procedure should be as following:

The percentage of operating mistake equals 0 =much higher
than standard

The percentage of operating mistake not over than 2.5 = higher than
standard

The percentage of operating mistake not over than 5 = standard

The percentage of operating mistake not over than 7.5 =below standard

The percentage of operating mistake not over 7.5 = very below
standard

6) If a new agreement was needed to be assigned to someone for
trial, the percentage of the job significant should be set up at a small level to

encourage development.



Fac. of Grad. Studies, Mahidol Univ. M.Sc.(Public Health) / 21

Part 3 Relevant Research

This study on analyzing the processes of performance appraisal, researcher
has reviewed literature and found studies relevant to this performance appraisal study

as following:

Studies on appraisal performance system

Foreign studies

Hughes (1991) studies appraisal performance system in law
enforcement offices in the United States by studying from 400 police stations, which
can be divided into sizes (big, medium, and small), depending on the numbers of
officers in each police station. The study finds that most of the police stations have
used the performance appraisal system for at least 5 years. The objectives are to give
feed backs to operating officers and to use it as a work motivation. The form which is
used for performance appraising mostly is scoring form of Graphic Rating Scale.
Factors about size, type, and area that police stations are locating in have no impact
on the designing the system of performance appraisal. Besides, it is found that police
stations which systematically analyzing their jobs have formal training for officers
who are in charge of apprising performance and use the performance appraisal form

by scoring according to Behaviorally Anchored Ratting Scale.

Ndirangu (1992) studies impacts from performance appraisal on
performance of employees in private and government sectors: comparative study
between private sector in Danny City and Fresno City in California. The study finds
that private sector and government sector have performance appraisal systems but the
outcomes are different, depending on the utilizing of performance appraisal system.
Outcomes form hypothesis testing confirm that

1) Performance appraisal is perceived that it has impact on
performance both in private and government sectors.

2) Result of perceiving performance appraisal is positive both in
private and government sectors; however, the performance appraisal in private sector

is more effective than government sector’s.
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3) In comparing, overall, private sector uses performance
appraisal to measure business accomplishment which is different from government

sector does.

Frerking (1993) studies performance appraisal on principals: Reports
on status across the country about form and effectiveness of appraisal perceived by
principals and assessors of principals’ performance. Researcher collected data from
principals of high schools, principals of primary schools, and assessors of principals’
performance from 682 county. The study finds that 46 percent has performance
appraisal system less than 5 years and 25 percent has performance appraisal system
more than 10 years. Also, correlation analysis indicates that size and economical
status of the area the school is locating has relationship with type of conditions and

effectiveness of the principals’ performance appraisal.

Domestic Research

Viriya Suknoi (1996) analyzes the process of performance
appraisal of nurses in Government’s hospitals. Findings indicate that government
hospitals in Bangkok have systematical performance appraisal and have 5 elements of
performance appraisal process. For instance, an objective of performance appraisal is
to feedback to nurses; most of head nurses collect working performance of nurses by
observing and taking note; mostly, head nurses will give performance feed backs and
discuss appraisal outcomes with nurses individually; the use of appraisal outcomes is

to be data for changing behaviors of nurses and for promotion, accordingly.

Prapin Weerasilpa (1992) studies system and problems of
performance appraisal of teachers in Catholic schools in Bangkok. Findings indicate
that Catholic schools in Bangkok are practicing on the 5 process, and some areas need
to be improved as follows:

1) Setting performance appraisal objectives by employees
from all groups
2) Setting a clearer performance standard

3) Setting methods and procedure of appraisal
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4) Giving feed backs to appraised teacher in a private place

Prakong Chuenwattana (2000) studies factors effecting behaviors
on performance appraisal: case study on head nurses, Siriraj Hospital. Finding
indicated that most of head nurses 59-36 percent have medium level on performance
appraisal, 29.03 percent, and 11.61 percent have performance appraisal levels in need
improving and good accordingly. Head nurses who have knowledge and
understanding about performance appraisal in high level will have behaviors of
appraising performance correctly than head nurses who have knowledge and
understanding of performance appraisal in medium and high levels. Head nurses who
have attitudes on performance appraisal in different levels have no different behaviors
of appraising performance. Head nurses who perceived norms of positive
performance appraisal appraise performance more correctly than head nurses who

perceive negative performance appraisal.

Rachanee Kosalwat (1999) studies performance appraisal of
professional nurses in Sawanpracharak Hospital, Nakornsawan Province. 153 samples
in the research are professional nurses in every field who have worked for at least 1
year but have never been in the head nurses position. Findings indicate that, 97.4
percent of nurses, on average are in the age of 32.4 years old. 19.6 percent graduates
in bachelor level. 40.5 percent has work experiences 1- 5 years. 63.4 percent has
never received extra nursing training. 57.5 percent works in a good level. 81 percent
performs jobs about taking care of patient in crisis in good level. The performance
that needs improvement the most is self development on profession aspect (21.1
percent) Nurses 84.3 percent values the profession in high level. Nurses, 77.1 percent
are satisfied with their jobs in medium level, and nurses are satisfied with persuading
factor and supporting factor in medium level, 68 and 76.5 percent accordingly.
Regarding the factor of persuading, nurses are satisfied with responsibility the most
(73.9 percent) but are satisfied the least on advancement (18.3 percent). Supporting
factor is satisfied on working relationship the most (71.9 percent) and least satisfied
on working conditions (22.9 percent). In terms of finding relationship, it is found that

age, work experience, satisfaction with persuading in all factors, satisfaction with
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supporting factor on working relationship, salary and welfare have positive

relationship with performance of professional nurses p < 0.05.

Sureerat Putei (1999) studies on performance appraisal of nurses of
Chest Hospital. The research samples are 304 nurses. Findings indicate that on
average nurses are 41 years old with 20 years experiences. Mostly nurses graduates
in nursing diploma level and Midwifery (55.8 percent). Overall of performance are
needed improvement (43.8 percent) and the areas needed improvement the most are
self-development, professional area, and leadership (60.2 percent all together).
Characteristics of jobs and persuading factors have significant relationship with
performance (p < 0.05). Statistically study on Regression Multiple Analysis indicated
that job identity and feed backs can explain variance of performance of nurses at 12.2

percent.

Wantana Leepitakpattana (1999) studies performance appraisal of
nurses of Chaoprayayommaraj Hospital, Supanburi Province. Samples are 156 nurses
of the hospital. Findings indicate that most of the nurses (30.8) are working in surgery
department. Nurses are ages 32 years with an average of 10-year experiences, and 50
percent is married. The performance of nurses, organization atmosphere, type of jobs,
and commitment are in good level, 90.4, 55.8, 74.4, and 59.6 accordingly.
Organization structure is quite good (50 percent). Process used is in good level (73.1
percent). Autonomy and feed backs are fair, 50 and 49.4 percent accordingly).
Besides, organization atmosphere, behaviors of leader, behavior of co-worker, job
diversity, identity, task significant, autonomy, feed backs, commitment, goals
accepting, and willingness have significant positive relationship (p < 0.05). But
atmosphere on the process using in the organization and commitment in terms of

maintaining organization have no relationship with performance.
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CHAPTER 3
RESEARCH METHODOLOGY

This study is an descriptive research study. The nurses in Siriraj Hospital
are selected as the population of the research. The study objective is to analyze the
processes of the performance appraisals of nurses in Siriraj Hospital by following up
the initiative frame of Mondy and Noe (1996). The structural questionnaire will be

used as a tool for the data collection.

Population and Sample

Population
The population studied in this research can be divided into two groups:
1) Executive group or evaluator groups which are consist of: the
Head of Nursing Division, all ten-branch head nurses (Pediatric Ward, Ear-Throat and
Nasal Ward, Out-patient Department, Operation, Special Ward, Radiation, Operation
Theater, Obstetric-Gynecology, Medicine, and Primary Care) (totally 416 persons)
2) Working group or evaluated person group which are the nurses

who working continuously not less than six months (totally 1984 persons).

Sample
In this research, the selection of sample groups can be done by the
method of the Simple Random Sampling by estimating P to within “d” percentage
points (Stanley et al., 1953) with its formula:

n=2%,.4, P(1-P)
&
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where n = the size of the sample group
Z = the critical ratio “c” obtained from the TABLE located
ata/2;7=1.96
P = the population proportion, for this research P is the
number of nurses who resign or transfer from the
organization per total population = 163/ 2400 = 0.068
d = the set equal to the desired precision, for this research

d=1003

Table 1 Number of the population and sample as categorized by branches of nurse

department in Siriraj hospital

Number of population Number of sample
Branches of nurse The The The The

appraiser employee appraiser employee
Back office 13 9 2 2
Pediatric 42 257 6 30
Ear-Throat and Nasal 15 72 2 9
Out-patient Department 44 133 6 17
Operation 48 208 6 20
Special 32 224 4 28
Radiation 18 53 3 6
Surgery 49 308 12 45
Obstetrics 73 259 13 33
Medicine 79 358 13 40
PCU. 3 13 1 2

Total 416 1984 68 232
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Research Instrument

Questionnaire Development
As the instrument for collecting the information in this research, the

questionnaires were self-developed by studying the documentation, concepts,
theories, and literature reviews related to the performance-appraisal processes of
nurses. The methods for developing the questionnaires can be described as follows:

1) Reviewing the related literatures and theories as the guidelines
for defining the question issues in the questionnaires

2) Studying the detail of the performance-appraisals and the
theories of the performance-appraisal processes

3) Defining the contents of the questions in the questionnaires

4) Forming the questionnaires

5) Testing the content validation by submitting the questionnaire
to 3 experts and the advisors for the correctness and the completeness of the

questionnaire.

Questionnaire Content
These questionnaires can be separated as follows:
The questionnaire has consists of 5 parts:
Part 1: the information of the personnel status
Part 2: the questions of the performance-appraisal processes (29
items)
Part 3: the questions of the products of the processes (7 items)
Part 4: the questions of the results of the processes (11 items)
Part 5: the questions of the obstacles and problem-solving

methods (5 items)

The criteria of the analysis were as follows:
Correct answer: Answer is correct both information of technical

and information of organization.
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Partly answer: Answer is correct part of information of
technical or information of organization.
Incorrect answer: Answer is not correct information of

technical and information of organization.

Data Collection

Steps taken for collecting the data are concluded as follows:

1) In the preparation phase, the formal letter will be requested from
the Faculty of Graduate Studies and sent it to the Director of Siriraj Hospital for
requesting the assistance in the data collection from the nurses (for all ten branches).
The supplementary document confirming the morality of the research in human will
be also packed in the approved letter for the data collection.

2) In the operational phase, the questionnaires reviewed by the experts
will be distributed onto the nurses. They are sent back to the researcher within 2

weeks (14 days).

Data Analysis

Analytical Steps
The conclusion of the main step can be separated into 3 steps as

follows:

1. Checking the sent-back questionnaires for their correctness.

2. Coding all questionnaires for the convenience in handling
them.

3. Entering the data into computer, the SPSS program will be
applied for analyzing the data. Post-processing the results as graphics and tables for

the easy-to-understand presentation.
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Statistics for Analysis
Two kinds of questionnaire data are managed and analyzed:

1) The general data of persons answering questionnaires will be
descriptively statistically analyzed, e.g. numbers and the percent.

2) The performance-appraisal process data, products and
outcomes of the processes, obstacles, and the problem-solving procedures will also be
descriptively statistically analyzed (number, the percent)

3) The data were analyzed by Statistical Package for Social and
Sciences (SPSS/PC) computer program for Windows.



Dowrung Sangchan Results / 30

CHAPTER 4
RESULTS

The results of the study are presented with tables and explanations, in the
following order:

Part 1: The analysis of performance appraisal for nurse staff in Siriraj
hospital which applied Mondy and Noe’s concept (1996) as the analytical framework:
Identify specific performance appraisal goals, Establish job expectation (Job
analysis), Collect the working data, Appraise performance, Discuss appraisal with
employee.

Part 2: The analysis output of performance appraisal process.

Part 3: The analysis outcome of performance appraisal process.

Part 1: The analysis of performance appraisal for nurse staff in

Siriraj hospital

1. Identify specific performance appraisal goals.

The analysis showed as follow:
1.1 The objective of performance appraisal: The analysis
showed that the major sample group (the appraiser 89.7% and the employee 81.7%)
gave the partly correct answer. The answer was that for the feedback data was
decision support data for the appraiser in the promotion of the employee, but some of
them still consider the change of behavior of nurse staff only, and the correct answer
of organization is for the data supporting the setting up of training program and

developing the nurse staff performance.
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1.2 The person who set up goals of performance: The analysis
showed that the major sample group (the appraiser 42.6% and the employee 55%)
gave the incorrect answer. The answer was that the executive level of the nurse
department and some of them gave unknown answer. The correct answer of
organization that the person who set up goals of performance is the committee of
performance appraisal.

1.3 The method of set up goal: The analysis showed that the
major sample group (the appraiser 42.6% and the employee 55.5%) gave the incorrect
answer. The correct answer of organization that the set up of goal method of the
performance appraisal was consider by the policy of organization.

1.4 The appraise performance method of the performance
appraisal: The analysis showed that the major sample group (the appraiser 58.8% and
the employee 59.8%) gave the incorrect answer. The answer was that the appraised
performance has to reveal in the policy of nurse department and some of them gave
unknown answer. The correct answer of organization that the appraised performance
has to reveal in the manual of staffing.

1.5 The goal of performance agreement: The analysis showed
that the major sample group (the appraiser 64.7% and the employee 69%) gave the
partly correct data. The data was that the planning consistent with administer policy of
organization and can change opinion of appraiser only. The correctly data of
organization that the data for decision making of executive for succession planning
and development of training program that related to weakness in performance person.

1.6 The division of work in performance agreement: The
analysis showed that the major sample group( the appraiser 89.7% and the employee
81.7%) gave the partly answer. The answer was that consider related to job
description and competency by performance agreement planning of the appraiser and
the employee.

The details showed in table 2 and 3.
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Table 2 Number and percentage of the nurse in appraiser status that gave the data of

identify specific performance appraisal goals.

Appraiser status (n = 68)

Identify specific performance
Correctly  Partly correct Incorrect
appraisal goals.

n % n % n %

—

. The objective of performance 4 59 61 89.7 3 4.4
appraisal

2. The person who set up goals of 22 32.4 17 25 29 42.6
performance

3. The goal set up method of the 15 22.1 24 353 29 42.6
performance appraisal

4. The appraise performance 12 17.6 16 23.5 40 58.8
method of the performance
appraisal

5. The goal of performance e 17.6 16. 23.5 40 58.8
agreement

6. The division of work in 2 2.9 61 89.7 5 7.4

performance agreement
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Table 3 Number and percentage of the nurse in employee status that gave the data of

identify specific performance appraisal goals.

Employee status (n = 229)
Identify specific performance

Correctly  Partly correct Incorrect
appraisal goals.

n % n % n %

1. The performance appraisal 28 12.2 18 81.7 14 6.1
goals

2. The person who set up goals of 70 30.6 6 14.4 126 55
performance

3. The goal set up method of the 49 214 53 23.1 127 555
performance appraisal

4. The appraise performance 63 27.5 29 12.7 137 59.8
method of the performance
appraisal

5. The goal of performance 25 10.9 158 69 46 20.1
agreement

6. The division of work in 16 7 187 81.7 26 11.

performance agreement

2. Establish job expectation (Job analysis)

The analysis showed as follow:

2.1 The person who to establish standard of practice for nurse
staff: The analysis showed that the major sample group (the appraiser 54.4 % and the
employee 52.8 %) gave the incorrect answer. The answer was that the person who to
establish standard of practice was the executive of nurse department. The true data of
organization that the technical of personnel, nurse opinion and audit document from
Thailand Nursing Council.

2.2 The method of set up standard practice for nurse staff: The
analysis showed that the major sample group (the appraiser 52.9 % and the employee

41.9 %) gave the partly correct answer. The answer was that set up by the job analysis
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from job description of nurse staff or to establish from technical and experience. The
correctly data of organization that compound of whole.

2.3 To reveal of standard practice for nurse staff: The analysis
showed that the major sample group (the appraiser 54.4 % and the employee 42.8 %)
gave the partly correct answer. The answer was that to reveal in session. The correctly
data of organization that to reveal in the manual of work instruction.

2.4 The time of standard practice planning session: The analysis
showed that the major sample group (the appraiser 91.2 % and the employee 88.2 %)
gave the incorrectly answer. The answer was that the session has one per month, one
per year or unknown data. The true data of organization that the session has one time
in 6 month.

The details showed in table 4 and 5.

Table 4 Number and percentage of the nurse in appraiser status that gave the data of

establish job expectation.

Appraiser status (n = 68)

Establish job expectation Correctly  Partly correct Incorrect
n % n % n %
1. The person who to establish 3 4.4 28 41.2 37 54.4

standard of practice

2. The method of set up standard 8 11.8 36 52.9 24 353
practice for nurse staff

3. Toreveal of standard practice or 15 22.1 37 54.4 16 23.5
nurse staff

4. The time of standard practice 5 7.4 1 1.5 62 91.2

planning session
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Table 5 Number and percentage of the nurse in employee status that gave the data of

establish job expectation.

Employee status (n = 229)

Establish job expectation Correctly  Partly correct Incorrect
n % n % n %
1. The person who to establish 10 4.4 98 42.8 12 52.8

standard of practice

2. The method of set up standard 57 24.9 96 41.9 76 33.2
practice for nurse staff

3. To reveal of standard practice 84 36.7 98 42.8 47 20.5
for nurse staff

4. The time of standard practice 2 10.9 1 0.4 20.2  88.2

planning session

3. Collect the working data

The analysis showed as follow:

3.1 The person who gave data of performance appraisal: The
analysis showed that the major sample group (the appraiser 39.7 % and the employee
48.5 %) gave the partly correct answer. The answer was that who was head nurse or
employee in office. The true data of organization that both of them.

3.2 The method of collect the working data: The analysis showed
that the major sample group (the appraiser 64.7 % and the employee 59.8 %) the
partly correct answer. The answer was that collect the working data from observe by
the appraiser. The true data of organization that collected data from head nurse and
same employee level.

3.3 The time of performance appraisal: The analysis showed that
the major sample group (the appraiser 89.7 % and the employee 84.7 %) gave the
correctly answer was that once in 6 month.

3.4 The person who to created appraisal form: The analysis

showed that the major sample group (the appraiser 69.1 % and the employee 53.7 %)
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gave the partly answer. The correctly answer that who was the committee of
performance appraisal in organization.

3.5 The character of appraisal form: The analysis showed that
the major sample group (the appraiser 64.7 % and the employee 64.6 %) gave the
incorrect answer. The correct data was that the compound of appraisal was consistent
with their work.

3.6 The meaning of performance agreement: The analysis
showed that the major sample group (the appraiser 77.9 % and the employee 65.9 %)
gave the correctly answer was that agreement between of the appraiser and the
employee. Each of compound to consider for performance and payment.

3.7 The suit of performance agreement process: The analysis
showed that the major sample group (the appraiser 55.9 % and the employee 49.3 %)
gave the partly answer that the correctly data was suit because the whole task have
to considered that payment and the worker had chance to planning with together.

The details showed in table 6 and 7.

Table 6 Number and percentage of the nurse in appraiser status that gave the data of

collect the working data.

Appraiser status (n = 68)

Collect the working data Correctly  Partly correct Incorrect

n % n % n %
1. The person who gave data 27 39.7 17 25 24 353
2. The method of collect the 5 7.4 44 64.7 19 27.9

working data

3. The time of performance 61 89.7 1 1.5 6 8.8
appraisal
4. The person who to created 1 1.5 47 69.1 20 29.4

appraisal form

5. The character of appraisal form 9 13.2 15 22.1 44 64.7
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Table 6 Number and percentage of the nurse in appraiser status that gave the data of

collect the working data (Cont.).

Appraiser status (n = 68)

Collect the working data Correctly  Partly correct Incorrect
n % n % n %
6. The meaning of performance 53 77.9 1 1.5 14 20.6
agreement
7. The suit of performance 2 2.9 1 0.4 38 55.9

agreement process

Table 7 Number and percentage of the nurse in employee status that gave the data of

collect the working data.

Employee status (n = 229)

Collect the working data Correctly  Partly correct Incorrect
n % n % n %
1. The person who gave data 111 48.5 39 17 79 34.5
2. The method of collect the 18 9 137 59.8 74 323
working data
3. The time of performance 194  84.7 2 0.9 33 14.4
appraisal
4. The person who to created 9 3.9 123 53.7 97 42.4
appraisal form
5. The character of appraisal form 41 17.9 40 17.5 148  64.6
6. The meaning of performance 151 659 6 2.6 72 31.4
agreement
7. The suit of performance 13 49.3 28 41.2 115 50.2

agreement process




Dowrung Sangchan Results / 38

4. Appraise performance

The analysis showed as follow:

4.1 The method of appraise performance: The analysis showed
that the major sample group (the appraiser 58.8 % and the employee 59.4 %) gave the
partly correct answer that appraise performance either of direct appraise and indirect
appraise. Data of performance has the basic standard of organization.

4.2 The important of appraise performance in parallel with
standard of practice: The analysis showed that the major sample group (the
appraiser 75 % and the employee 70.7 %) gave the partly correct answer that for basis
of appraise performance. The correct data of organization that compared with
standard.

4.3 The important separated of performance level after the
appraise: The analysis showed that the major sample group (the appraiser 51.5 % and
the employee 64.2 %) gave the incorrect answer that unknown answer.

The details showed in table 8 and 9.

Table 8 Number and percentage of the nurse in appraiser status that gave the data of

Appraise performance.

Appraiser status (n = 68)

Appraise performance Correctly  Partly correct Incorrect
n % n % n %
1. The method of appraise 3 4.4 40 58.8 25 36.8
performance
2. The important of appraise 14 20.6 3 4.4 51 75

performance in parallel with
standard of practice

3. The important separated of 10 14.7 23 33.8 35 51.5
performance level after the

appraise
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Table 9 Number and percentage of the nurse in appraiser status that gave the data of

Appraise performance.

Employee status (n = 229)

Appraise performance Correctly  Partly correct Incorrect
n % n % n %
1. The method of appraise 6 2.6 136 59.4 87 38
performance
2. The important of appraise 10 4.4 162 70.7 57 24.9

performance in parallel with
standard of practice

3. The important separated of 29 12.7 53 23.1 147  64.2
performance level after the

appraise

5. Discuss appraisal with employee.

The analysis showed as follow:

5.1 The objective of discuss appraisal with employee: The
analysis showed that the major sample group (the appraiser 39.7 % and the employee
46.3 %) gave the correctly answer that the way of communication or informing
employees to know about their performance including giving suggestion about things
that required improvement for a better performance.

5.2 The time of discuss appraisal with employee: The analysis
showed that the major sample group gave the data was 1-7 days.(64%), 8-14 days.
(17.7%), more than 1 month.(12.2%) and 15-28 days.(6.1%)

5.3 The interval of time for discuss appraisal with employee:
The analysis showed that the major sample group gave the data was 5-15 mins.
(76.1%), 15-30 mins.(14.7%), 30-60 mins.( 9.24%)

5.4 The place of discuss appraisal with employee by individual:
The analysis showed that the major sample group (the appraiser 66.2 % and the

employee 59.4 %) gave unknown answer because the organization has no the specific
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place for discuss appraisal with employee. The sample gave data of place such as
session room, table of head nurse (49.8%),no specific place (4.74%), session room of
nurse department (2.83%)

5.5 The method of discuss appraisal with employee: The
analysis showed that the major sample group (the appraiser 39.7 % and the employee
58.5 %) gave the partly correct answer that discuss appraisal with employee and try to
motivation for accept goodness and weakness of performance including of
concentrate for goal of working.

The details showed in table 10 and 11.

Table 10 Number and percentage of the nurse in appraiser status that gave the data of

discuss appraisal with employee.

Appraiser status (n = 68)

Discuss appraisal with employee Correctly  Partly correct Incorrect

n % n % n %

1. The objective of discuss Y 39.7 28 41.2 13 19.1
appraisal

2. The method of discuss appraisal 2.4  5.89 27 394 37 54.4

Table 11 Number and percentage of the nurse in employee status that gave the data of

discuss appraisal with employee.

Employee status (n =229)

Discuss appraisal with employee Correctly  Partly correct Incorrect

n % n % n %

1. The objective of discuss 106 46.3 71 31 52 22.7
appraisal

2. The method of discuss appraisal 9 3.9 134 58.5 86 37.6
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Part 2: The analysis output of performance appraisal process.

The analysis showed as follow:

e The method of output evaluated: The analysis showed that the
major sample group (the appraiser 82.4 % and the employee 78.2 %) gave the correct
answer that the evaluated is considering quantity and quality and comparing them to
the standard.

e The consider of quantity index: The analysis showed that the
major sample group (the appraiser 64.7 % and the employee 49.8 %) gave the partly
correct answer that is number of planning and project involving with delegation of
their job description.

e The consider of quality index: The analysis showed that the major
sample group (the appraiser 80.9 % and the employee 69.4%) gave the partly correct
answer that is having work plans and projects which can be run on the schedule
effectively.

e The consider of time index: The analysis showed that the major
sample group (the appraiser 67.6 % and the employee 54.6%) gave the partly correct
answer that can be run on the schedule.

e The consider of worthwhile index: The analysis showed that the
major sample group (the appraiser 75 % and the employee 69.4 %) gave the partly
correct answer that considering quantity and quality and comparing them to the
standard including level of job description.

e The consider of satisfy index: The analysis showed that the major
sample group (the appraiser 75 % and the employee 69.4 %) gave the correct answer
that level of satisfaction of customer and other employee in that office.

e The assign level of each index: The analysis showed that the major
sample group (the appraiser 55.9 % and the employee 63.8 %) gave the incorrect
answer that comparing of points in the equal level. The correct data of organization is
considering level of point by appraisal form.

The details showed in table 12 and 13.
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Table 12 Number and percentage of the nurse in appraiser status that gave the data of

output of performance appraisal process.

Appraiser status (n = 68)

Out put of appraisal process Correctly  Partly correct Incorrect

n % n % n %
1. Method of output evaluation 56 82.4 3 4.4 9 13.2
2. Quantity index 3 4.4 44 64.7 21 30.9
3. Quality index 1 S 55 80.9 12 17.6
4. Time index 7 10.3 46 67.6 15 22.1
5. Worthwhile index 5 7.4 51 75.0 12 17.6
6. Satisfy index 40 58.8 5 7.4 23 33.8
7. The assign level of each index 2 33.8 7 10.3 38 55.9

Table 13 Number and percentage of the nurse in employee status that gave the data of

output of performance appraisal process.

Employee status (n = 229)

Out put of appraisal process Correctly  Partly correct Incorrect

n % n % n %
1. Method of output evaluation 10 /8.2 8 3.5 42 18.3

2. Quantity index 21 9.2 114 49.8 94 41
3. Quality index 6 2.6 159 69.4 64 27.9
4. Time index 28 12.2 125 54.6 76 33.2
5. Worthwhile index 12 5.2 152 69.4 58 25.3
6. Satisfy index 135 59 28 12.2 66 28.8
7. The assign level of each index 60  26.2 22 9.6 145  63.8
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Part 3: The analysis outcome of performance appraisal process.

From the objective of performance appraisal that having for succession plan
and training program. The analysis showed as follow:

e Surveying knowledge, understanding, and attitudes of
employees on process of performance appraisal: Samples report that the
organization’s performance is in medium level (45%) and low level (3.5%)

e Surveying for training needs: Samples report that the
organization’s performance is in medium level (41%) and low level (2.2%)

¢ Building knowledge and understanding about performance
appraisal: Samples report that the organization’s performance is in rather high level
(41%) and low level (2.2%)

e Meeting, training or seminar on the topic relating to problems
and needs of employees: Samples report that the organization’s performance is in
high level (33.6%) and highest level (7.4%)

e Meeting, training or seminar about strengthening continuous
working skills: Samples report that the organization’s performance is in high level
(45.4%) and low level (1.3%)

e Satisfactory evaluation of participants of meeting, training, or
seminar: Samples report that the organization’s performance is in high level(38.4%)
and lowest level (4.8%)

e Evaluation and follow up meeting or seminar: Samples report
that the organization’s performance is in medium level (40.6%) and lowest level
(6.1%)

e Training and skill development is relevant to items required
development in the performance appraisal form: Samples report that the
organization’s performance is in high level (38.4%) and lowest level (4.4%)

The details showed in table 14.
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Table 14 Number and percentage of sample that gave the data of training need

performance appraisal process.

Data of training need program Number (n =297) percent

1. Surveying knowledge, understanding, and
attitudes of employees on process of

performance appraisal.

Lowest 20 8.7
Low 49 21.4
Medium 103 45
High 49 21.4
Highest 81 3.5
2. Surveying for training needs.
Lowest 5 2.2
Low 33 14.4
Medium 94 41
High 80 34.9
Highest 17 7.4

3. Building knowledge and understanding about

performance appraisal

Lowest 15 6.6
Low 46 20.1
Medium 73 31.9
High 75 32.8

Highest 20 8.7
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Table 14 Number and percentage of sample that gave the data of training need

performance appraisal process (Cont.).

Data of training need program

Number (n =297) percent

4. Meeting, training or seminar on the topic
relating to problems and needs of
employees.

Lowest
Low
Medium
High
Highest

5. Satisfactory evaluation of participants of

meeting, training, or seminar.
Lowest
Low
Medium
High
Highest

6. Evaluation and follow up meeting or

seminar.
Lowest
Low
Medium
High
Highest

10
31
94
77
17

11
21
71
88
33

14
28
93
79
15

4.4
13.5
41
33.6
7.4

4.8
9.6
33.2
38.4
14.4

6.1
12.2
40.6
345

6.6
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Table 14 Number and percentage of sample that gave the data of training need

performance appraisal process (Cont.).

Data of training need program Number (n =297) percent

7.  Training and skill development is relevant to
items required development in the

performance appraisal form.

Lowest 10 4.4

Low 42 18.3
Medium 74 32.3
High 88 38.4

Highest 15 6.6
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CHAPTER 5
DISCUSSION

The study on process of performance appraisal of nurses in Siriraj Hospital
reflects the process of performance appraisal for nurses, obstacles, and solutions as
follows:

The process of performance appraisal for nurses in Siriraj Hospital
applied Mondy and Noe’s concept (1996) as the analytical framework. Findings
indicate that overall the process of performance appraisal are ambiguous. The assessor
have a lack of understanding about principles and methods of the organization
appraisal because of inadequate training on performance appraisal. The evaluation on
the inputs of process of performance appraisal indicates the confusion among
assessors about how to valuate jobs in the performance valuation process because
there are no standards for considering each indicator. Also, assessors do not receive
training on how to appraise jobs under the regulations of the organization. On
personnel development aspects, the outcomes of the process of performance appraisal
find that evaluated persons do not have knowledge about performance appraisal.
Evaluated persons regularly received training about working skills development.
However, the contents of training neither fit their needs nor required improvement
items which are appraised on each appraisal cycle. The analysis of process of
performance appraisal can be viewed in each aspect as follows:

1. Identify specific performance appraisal goals: Regarding
the study, samples gave information which can be classified into status in process of
performance appraisal as follows:

- Status of being appraiser and employee person: Majority
of sample, 89.7 percent, gives the correct answers in some parts. The question on
who set up the objectives of appraisal is 32.4 percent correctly answered that the

performance appraisal committee of Siriraj Hospital or Human Resource Department



Dowrung Sangchan Discussion / 48

of the Department of Medicines. The part that is most answered incorrectly, 58.8
percent, is the content of informing the objectives of appraisal. Evaluated persons
answered that the objectives of appraisal are appeared in the policy of nursing
administration, in reality, they are in the personnel regulations of the hospital. This
finding relevant to Chusak Tiengtrong (1990) stating that the objectives of appraisal
should be in writing form so that everyone is able to review them. Sriwanna Tansiri
(1999) states that contents of the standard need monitoring in order to be able to
identify how much the standard, objectives and quality indicators are followed. Also,
the standard should be practicable and has documents in writing and is available for
verify.  With reference to the outcomes, organization should take the informing
nursing performance standard in writing into account so that employees are able to
review. Also, organization should announce to ensure that everyone known.

- Status of employee person: Samples 81.7 percent gave
the correct answer in some parts. The part that is answered equally is about objectives
of performance appraisal of the organization and assignment of jobs in the process of
making performance agreement. The matter of job assignment is considered
expertise, ability, scope of nurse jobs in each level as well as sharing opinions and
planning together between assessors and evaluated persons. Somchai Hirankitti
(1996) states that job analysis should be used in the process of job assignment process
to ensure complete assignment of duties. Regarding the outcomes of the study,
assessors should assign jobs under the scope of responsibility of each position. Also,
ability and expertise of each employee should be considered after having a meeting
prior to the appraisal cycle. Many of the samples answered incorrectly about the
content of establishment of appraisal objectives. 55.5 percent answered considering
the policy of Nursing Division but the correct answer is considering the hospital
administration policy and applying to job characteristics of each field. Hunt and Other
(1991) states that objectives of appraisal have to comply with the policy of
organization in order to support the achievement of the policy. According to the
study, employees did not receive information about objective of performance
appraisal. This resulted in cooperation and attitudes toward appraisal. Bean and
Thanpson (1991) states about administration of organizations focusing on outputs that

organizations must have clear vision about goals and missions which are
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communicated to all employees and defined the group of beneficiaries, types of
benefits, and expected results. The outcomes from the study showed that assessors
and evaluated persons revealed that they did not attend the meeting of targets
planning and the meeting on objectives of performance appraisal of the organization,
79.5 percent and 73.5 percent accordingly. Such findings reflected that employees at
all levels had a lack of information about setting up performance objectives of the
organization and performed their jobs inconsistent with the organization’s objectives.
Bhusita Intaraprasong (1999) states that a meeting for a new job or orientation is
useful for employees to seek inquiries and to have an understanding at the same path.
Besides, it helps to reduce resistant and employees accept and perceive importance of
appraisal. The study also finds that knowledge and understanding about performance
appraisal has positive relationship with acceptance and perception on importance of

appraisal.

2. Establish job expectation: Regarding the study, samples gave
information which can be classified into status in process of performance appraisal as
follows:

- Status of being appraiser and employee person: Mostly,
samples, 91.2 percent do not report correct answers about the meeting on performance
standard planning. They answer ‘do not know’ explaining that the organization do
not have exact schedule of the meeting. However, the correct answer regarding
educational information and the organization’s information is that the organization
should have a meeting on performance standard in every 6 months. Sriwanna Tansiri
(1999) states that the schedule of meeting about standard, whether or not it has
developed according to the goals, should be no less than once a year. The answers
which are correct in some parts are informing performance standard (54.4 percent)
and the methods of setting up performance standard of nurses (52.9 percent). The part
that is answered incorrectly is the standard is set up from comparing similar
organizations. These findings can be the results of no disseminating of the contents of
organization’s standard. Therefore, employees did not have much knowledge about
standard. Rachanee Sujichantrarat (1999) states that standard should be established

by analyzing outputs to ensure that the standard is relevant to the jobs. Establishing
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standard of nursing is the responsible of every personnel in nursing profession and
every department. The performance standard should be monitored to be able to
identify how many standard, objectives and quality indicators are followed. Also,
reliable appraisal should be concrete and had documents in writing which is available
for verify. With reference to the outcomes, organization should take the informing
nursing performance standard in writing into account, so that employees are able to
review. Also, organization should make an announcement to ensure that everyone
known.

- Status of employee person: Primarily, 88.2 percent of
samples report incorrect information about the meeting of performance standard
planning by stating that there is a meeting once a year and some report that they did
not know. Samples answer correctly in some parts such as the part about the creators
of performance standard (41.2 percent), the methods of setting performance standard
(52.9 percent), and the reporting of performance standard (54.4 percent). The part
that is answered correctly is that performance standard is established by technical
department, brainstorming of nurses in operational level, and checking information
from Thailand Nursing Council. The part that is answered incorrectly answering that
the builder of performance standard is administrative personnel of Nursing Division,
the methods of setting up the performance standard is from comparing to similar
organizations, and are informing the performance standard from the nursing
administrator, and some answered do not know. Waramporn Chantararangsi (1999)
states that nursing standard in hospital level or department is the standard which is
assigned by administrators and working teams on controlling and developing quality
of each department. The formation of standard in these levels must be consistent to
national standard, standard in institutional level, and missions of each place and the

standard is expected to be followed by employees.

3. Collect the working data : Regarding the study, samples give
information which can be classified into status in process of performance appraisal as
follows:

- Status of being appraiser and employee person: Mostly

samples gave correct answers in some parts such as data collection, 64.7 percent. The
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correct part is data collecting which is from opinions of appraiser and co-workers, and
incorrect part is about recording incident. Another part, the builder of appraisal
provided information, is answered 69.1 percent. The correct answer is the committee
appraises the performance and from the Office of Civil Servant, and the incorrect part
is answering that the appraisal formulators are the hospital administrators and the
Division of Nurse administrators. The area of the appropriation of having
performance agreement is answered 55.9 percent. The correct answers are the entire
job assignments are perceived as duty and payment and evaluated persons got a
chance to express their views and set a plan with assessors. The part that incorrectly
answered is about the improper of having performance agreement in which
responsibilities of each employee is not equal and resulted in unequally appraise
performance. Pusadee Rumakom (1999: 251) states that an agreement would be
valued when it is reviewed performance standard from the past, present, and the
future. Likert (1961) talks about participation management that supervisors need to
listen to opinions and suggestions of supervisees, allow supervisees to debate with
supervisors, and allow supervisees to participate in making decision and set targets of
performance.

- Status of employee persons: Most of the samples gave
correct answers in some parts; for example, the process of data collecting (59.8
percent), the formulators of appraisal form (53.7 percent), and the least correct answer
is the area of characteristics of the appraisal form (64.6 percent). Samples mentioned
that messages of the form are ambiguous and difficult to understand. The correct
information is the component applied for appraisal which is relevant to job
characteristic because each component is considered by taking entire jobs to estimate
outputs and payment to employees. In analyzing organization’s performance appraisal
form, the details of scoring mechanism in each characteristic is unclear, so appraisal
relied upon thoughts, attitudes, and values of assessors. These impacted the reliability
of appraisal, and evaluated persons themselves do not know how they should perform

to be appraised in a good order.

4. Appraise performance: Regarding the study, samples give

information which can be classified into status in process of performance appraisal as
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follows:

- Status of being appraiser and employee person: Most
sample gave correct information in some parts about methods of valuing jobs (58.8
percent) in which they answer correctly on measuring and valuing jobs direct and
indirectly and formulating standard to be procedure of measurement and appraisal.
The aspect that answered incorrectly are estimating and valuing jobs directly only.
The area of the importance of values together with standard (75 percent) in which the
correct answer is to be a procedure of measuring performances and to compare with
the standard to observe difference and apprise outputs. The area which answered
incorrectly is necessity of consideration with the standard because performance
standard is created by collecting everyone’s knowledge which is not the point of
valuation. The correct principle is measuring performance outputs by comparing
them to the performance standard to see differences. If the differences are not
appeared, it reflects that one’s performance met the standard; however, if there are
differences in which outputs is lower than standard, this meant one’s performance is
under the standard. Therefore, organization should educate their employees about
process of performance appraisal in compare to the organization’s performance
standard.

- Status of employee persons: Samples gave correct
information in some parts such as the importance of valuation together with the
standard (70.7 percent). The correct answers are to be procedure of performance
appraisal and to be compared to the standard to see differences and valued outputs.
The part that is answered incorrectly is the necessary of consideration with the
performance standard because the standard is created by collecting everyone’s
knowledge which is not the point of consideration. The part that most answered
incorrectly (64.2 percent) is the necessary of ranking performance appraisal after
appraising outcomes in which Samples answer that to be guideline for self-
development of evaluated persons. But it is not the point of appraisal and some
samples answered they do not know. The correct answer is to appraise outputs of
evaluated persons into concrete form. Regarding the study, assessors do not have

knowledge about the process of performance appraisal.
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5. Discuss appraisal with employee: Regarding the study,
samples gave information which can be classified into status in process of
performance appraisal as follows:

- Status of being appraiser and employee persons: Many
of samples (54.4 percent) give incorrect information about giving feed backs and
discussion the outcomes by answering giving feed backs to evaluated persons in order
that evaluated persons can express their feelings to supervisors. But this is not the
point of giving feed backs and discussion. In fact, feed backs and discussion are
given to evaluated persons in order to influence them to accept their good and weak
points and focus on their working goals. Assessors would give advice and help when
evaluated persons are facing difficulties in working. Therefore, in the process of
giving feed backs and discussion, assessors should explain about performance of
evaluated persons during the entire year and recommend methods to increase
performance effectiveness. Feed backs should be relevant to the working goals of the
appraisal cycle and suggestions to evaluated persons should be constructive. The part
answered correctly in some part is about objective of appraisal performance (41.2
percent). What is answered correctly is that the performance feedback is for
evaluated persons to know about their performance, to receive suggestions and advice
for self development. The incorrect answer is that feedback is for building
understanding between assessors and evaluated persons, which is not the main
objective of performance feedback and discussion. The concept of performance
management states that performance feedback and discussion should concern about
methods that evaluate persons can improve their performance. Also, training should
be established to help develop professional abilities of evaluated persons if their
performance is lower than standard. Chuchai Smithikrai (1999) states that
performance feedback is a way of communication or informing employees to know
about their performance including giving suggestion about things that required
improvement for a better performance.

- Status of employee persons: Samples gave correct
information in some parts about feedback and discussion (58.5 percent). The part that
answer correctly is giving feed backs to evaluated persons and influencing them to

accept their good and weak points and to focus on working targets. Assessors will be
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advisor to assist when needed. The part answered incorrectly is giving feed backs to
evaluated persons and listening to them expressing their feelings. Also, findings
indicate that understanding of nurses about performance appraisal is partly correct.
The areas giving correct answer the most are the contents of understanding building
about performance standard, the collection of performance data, and valuation of
appraisal results, accordingly. The area giving the least correct answer are setting
appraisal objectives and valuating appraisal results, accordingly. In regard to
findings, it could be said that employees have a lack of knowledge about performance
appraisal. Therefore, organization should establish training plan for employee in
every level. If assessors and evaluated persons have a correct understanding, it will

impact the performance efficiency as a whole.

Outputs of process of performance appraisal

Findings can be classified into process of performance appraisal as follows:
- Status of being appraiser and employee persons: Samples gave
correct information in some parts, 80.9 percent answered considering quality appraisal
index. The part answered correctly is having work plans and projects which can be
run on the schedule effectively. Also, controlling, monitoring, and supervising are set
up systematically and assigned jobs are completed, comparing to the standard. The
part that is answered incorrectly is because samples considered particularly on one
aspect. Considering appraisal index on worthwhile, the correct answer is considering
quantity and quality and comparing them to the standard, positions, responsibilities of
evaluated persons. Incorrect answer is considering only one aspect.
- Status of employee persons: Samples answered correctly in some
parts and the item of quality appraisal index and item worthwhile appraisal are 69.4
percent reported, but some reported they did not know. Jiraporn Danket (2004) states
that quality of services relies upon five factors: 1) Design or service design or quality
improvement, which is about reasonable spending, economical, and matched
characteristics of services; 2) Equipment, which is about ability in preparing

equipment, tools; 3) Materials are fit the needs and utilization; 4) Scheduling, plan of
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operation must be clear and followed the scheduling of performance standard; and 5)
Performance, employees must have skills and work incentive which impact quality
performance. Bhusita Intaraprasong (1999) states that performance appraisal on
quality has process or performance outcomes which is consistent to guidelines for
performing activities and needed to be meet objectives on the worth of jobs. Jernigan
(1988:289) states that working for the achievement of outputs should concern about
reducing resources and utilize all kinds of resources in the most effective way.
Employees must have ability in utilizing resources at the most favorable

(Bain,1982:14).

Outcomes of process of performance appraisal

According to the study, samples give information in each aspect of the
questionnaire as follows:

1. Surveying knowledge, understanding, and attitudes of
employees on process of performance appraisal

Samples report that the organization’s performance is in medium
level (45 percent) which is contradict with the study on knowledge and understanding
about performance appraisal of employees of the Department of Medicines, Siriraj
Hospital on the outcomes management guidelines (Human Resource Department,
2004) which find that employees (84.33 percent) understood about the principle and
process of performance appraisal. Chaitawee Senawong (2004) states that attitude
survey is the process of setting a survey frame to gain employees’ opinions toward
organization and identify solutions to solve employees’ problems in long term.

2. Surveying for training needs: Samples give information that
organization’s performance is in medium level (41 percent). Odiorne (1970) studies
about training needs by collecting data from observing performance behaviors and
surveying opinions and needs of employees. Outcomes from the study are analyzed
and ranked the training needs for conducting trainings in the future. Nadler, L &
Nadler, Z (1989) states that the first process of training is identifying the
organization’s necessity about training. Rachanee Sujichantrarat (2003: 129-130)

states that training can be set in different ways depending on the training needs,
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topics, and the number of attendants. Therefore, executives should ensure that
trainings matched the training needs; otherwise, organization would waste the money
or provide inadequate training courses. Nitaya Sriyanluck (2002: 206) states that the
developing of nursing personnel in terms of training should assess training needs and
continuous education of nursing personnel in all levels.

3. Building knowledge and understanding about performance
appraisal: Samples answer that the organization’s performance is in somewhat high
level and in medium level, 32.8 and 31.9 percent accordingly. Organization offered
workshops for nurses whom themselves are assessors but nurses in evaluated level do
not receive training. The study on performance appraisal of employees attending the
workshop about appraisal of the Department of Medicines, Siriraj Hospital finds that
employees know about principle and process of appraisal but they are not confident in
bringing knowledge into practice (Human Resource Department, 2004:8). Regarding
outcomes administration concept of Winstanley and Stuart-Smith (1996),
understanding between organization and employees about vision, missions, and goals
should be created. Sunanta Trisayaluck (1999) states the significant of performance
appraisal on employees that without performance appraisal employees would not get a
picture of their performance about what they need to keep doing and what they should
improve. The study of Fisher, Schoenfeldt, & Shaw (1999: 390) on the 30™ most
popular training courses for employee found that training on performance appraisal is
the 3" most popular (79 percent).

4. Meeting, training or seminar on the topic relating to problems
and needs of employees: Samples, 33.6 percent, report the organization practiced in
somewhat high. It is relevant to organization development which stating that training
is a process of enhancing organization’s efficiency by using techniques and
knowledge from behavior science to make change to the organization and focus on
promoting human progressiveness to meet needs and goals of organization. With
reference to this concept, organization should conduct needs of development survey
by interviewing or using questionnaire to assess information.

5. Meeting, training or seminar about strengthening continuous
working skills: Sample, 45.4 percent, report the organization conducted such

activities in high level. Somyos Navykan (2538: 462) states that skillful employees
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still need training to increase their performance efficiency. The study of Kanokwan
Malanit (1999) finds that extra training in nursing area is relate to nursing
performance in which nurses who received extra training gain self confident. Skills
enhancement about nursing increases skillfulness and benefited nursing operation
(Nitaya Sriyanluck: 2002: 207).

6. Satisfactory evaluation of participants of meeting, training, or
seminar: Samples, 38.4 percent, report that organization conduct satisfactory
evaluation in the highest level. Kirkpatrick (1976) mention about reaction which is a
type of evaluation and following up trainings. Reaction in this concept is assessing
what participants think about or how they satisfy with the training by 1) evaluating
attitudes toward knowledge from training and 2) evaluating expectation of bringing
knowledge and skills into practice.

7. Evaluation and follow up meeting or seminar: Samples report that
the organization conducts evaluation and followed up in medium level (40.6 percent).
So, organization should pay more attention to training evaluation to see whether the
outcomes meet organization’s objectives. Training organizers should follow up the
progress of participants, attitudes and opinion, and performance. The outcomes from
evaluation and follow up would be useful for improving the next training course.

8. Training and skill development is relevant to items required
development in the performance appraisal form: Sample 38.4 percent reported
practicing in some what high level. So, organization should have a training plan and
should have information about the area that employees had a lack of knowledge and
things that they know and things that they need to learn more. Training organizers
should collaborate with head of each department to get information about things that
need to develop from performance appraisal and summarize topics of training. In this
planning process, interest and objectives of employees should take into consideration.
Also, training plan of the organization should be established in advance before
appraisal cycle by ranking the importance of training topics relating to job

responsibilities.
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Analyzing information on attending meetings about setting goals and
objectives of performance appraisal:

Finding indicate that administrators give information on never (73.5
percent), not often (14.7 percent), and always (11.8 percent) accordingly. These imply
that assessors do not understand the correct process of performance appraisal and get
confused about scoring. Operation level reports never (79.5 percent), not often (13.1
percent), and always (7.4 percent) accordingly. The study on nurses (assessor level
16.73 percent and evaluated level 32.01 percent accordingly) of Nursing Division on
knowledge and understanding about performance appraisal of personnel in the
Department of Medicines, Siriraj Hospital finds that assessors and evaluated persons
do not recognize the importance of performance appraisal and can not set a working
plan in each appraisal cycle. Findings indicate that personnel had inadequate
appraisal skills, so organization should provide training on performance appraisal
(Designing Training; Bernadin & Buckley, cited in Pusadee Rumakom: 1998: 170)
for assessors and evaluated persons. Training can help reducing mistakes in
performance appraisal and successful performance appraisal should emphasis on

participation of concerned personnel (Chaitawee Senawong, 2002).
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CHAPTER 6
CONCLUSION AND RECOMMENDATIONS

The study on the process of performance appraisal of nurses in Siriraj
Hospital aims to analyze the process of performance appraisal of nurses, identifying
problems and obstacles and find out solutions. This study follows the concept of
Mondy and Noe (1996) in Identify specific performance appraisal goals, Establish job
expectation (Job analysis),Collect the working data, Appraise performance, Discuss
appraisal with employee.

This study collects data by using questionnaires and analyzing documents
about organization performance appraisal. Research samples are 300 nurses but the
study can collect data from 297 nurses (99 percent). Data are analyzing by SPSS/W

program to calculate frequency, percentage, mean, and standard deviation.

Research Summary

Characteristics of Samples
Samples of this study are 297 nurses who can be classified into two
groups:
68 appraiser (22.9 percent); and 2) 229 employee (77.10 percent).
The process of performance appraisal
Findings indicate that overall the process of performance
appraisal are ambiguous. The appraiser or evaluators have a lack of understanding
about principles and methods of the organization appraisal because of inadequate
training on performance appraisal. The outcomes evaluation of appraisal process
indicates the confusion among appraiser about how to valuate jobs in the performance
valuation process because there are no standards for considering each indicator. Also,

appraiser do not receive training on how to appraise jobs under the regulations of the
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organization. On personnel development aspects, which are the outcomes of the
process of performance appraisal, find that employee do not have knowledge about
performance appraisal. Employee regularly receive trainings about working skills
development. However, the contents of trainings neither fit their needs nor required
improvement items which are evaluated on each appraisal cycle. The analysis of
process of performance appraisal can be viewed in each aspect as follows:

1. Identify specific performance appraisal goals:
Regarding the study outcomes, 89.7 percent of samples in administrative level and
81.7 percent of sample in operating level answer the question about objectives
correctly in some parts, to be performance feed backs and to be information for
administrators for promotion. However, some think only about changing behaviors of
nurses. The question on who sets the performance appraisal objectives is answered
incorrectly by samples in administrative level (42.6 percent) and operating level (55
percent), and some directors or administrators of Nursing Division answer they do not
know. The question on how to set performance appraisal objectives, 42.5 percent of
administrators and 55.5 percent of operators give the wrong answer by answering the
policy of Nursing Division. Besides, some of the samples state they do not know. On
the question on informing performance appraisal process, administrator samples, 58.8
percent, and operator samples, 59.8 percent incorrectly answer that the objectives are
declared in the policy of nursing administration. Besides, some samples answer they
do not know. The question about objectives of having performance agreement,
administrative samples (64.7 percent) and operating samples (69 percent) correctly
answer in some parts which are the agreement is corresponding to the organizational
policy and opinion exchanging only with administrators. The question about
assigning jobs in the process of making performance agreement is answered by
administrative samples (89.7 percent) and operating samples (81.7 percent) that it
needs to consider scopes of jobs and competency of each personnel and plan together
between assessors and evaluated persons. But some samples answer that it needs to
consider responsibilities on each personnel only.

2. Establish job expectation (Job analysis) : The study
reveals that 54.4 percent of administrative samples and 52.8 percent of operating

samples report incorrect answer about the creators of standard of nursing performance
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by answering that the administrators of Nursing Division. On the aspect of setting
standard of nursing performance, 52.9 percent of administrative samples and 41.9
percent of operative samples answer that the standard is setting by analyzing nursing
job characteristics or searching from technical knowledge and experience. On the
aspect of informing performance standard to nurses found that 54.4 percent of
administrative samples and 42.8 percent of operating samples answer that
administrators of Nursing Division inform in the meeting. Lastly, on the meeting
period about performance standard, administrative samples (91.2 percent) and
operating samples (88.2 percent) answer once a month and once a year which are
incorrect, and some answer they do not know.

3. Collect the working data: Findings show that 39.7
percent of administrative samples and 48.5 percent of operating samples correctly
answer that head nurses and co-workers are those who inform about nursing
performance. On the methods of collecting nursing performance data, administrative
samples (64.7 percent) and operating samples (59.8 percent) answer correctly in some
part which is collecting data from opinions of either assessors or co-workers. On the
frequency of performance appraisal, administrative samples (89.7 percent) and
operating samples (84.7 percent) correctly answer that the performance appraisal is
conducted twice a year. The aspect of the creators of form of performance appraisal
appears that 69.1 percent of administrative samples and 53.7 percent of operating
samples answer correctly in some part which is hospital executives and committees of
hospital evaluation. On the aspect of characteristics of performance appraisal, 64.7 of
administrative samples and 64.6 percent of operating samples answer that they do not
know. Regarding the meaning of making performance agreement, 77.9 percent of
administrative samples and 65.9 percent of operating samples give the correct answer
which is appraisal agreement is made before the appraisal occurs and it needs to be
agreed upon between assessors and evaluated persons. The appropriation of making
performance agreement, administrative sample (55.9 percent) and operating samples
(49.3 percent) answer correctly in some parts. They answer ‘appropriate’ because
appraiser and employee have opportunities to express their opinions and make a plan
together and ‘inappropriate’ because there is no standard on job valuating and this

causes confusion in valuating jobs of employee.
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4. Appraise performance: Findings indicate as follows:
On the methods of valuing jobs, administrative samples (58.8 percent) and operating
samples (59.4 percent) answer correctly in some parts that measuring and valuating
job directly and indirectly. The aspect of significance of valuating along with the
standard, administrative samples (75 percent) and operating samples (70.7 percent)
answer correctly in some part which is to be a frame of measuring performance. The
necessity of ranking performance after appraising outcomes, administrative samples
(51.5 percent) and operating samples (64.2 percent) answer they do not know.

5. Discuss appraisal with employee : Findings indicate as
follows: The aspect of objectives of performance feed backs and discussion,
administrative samples (39.7 percent) and operating samples (46.3 percent) answer
correctly that to make operating nurses know about their performance, suggestion,
and methods of self-performance. Regarding time frame of giving feed backs,
samples answer 1-7 days (64 percent), 8-14 days (17.7 percent), more than 1 month
(12.2 percent) and 15-28 days (6.1 percent) accordingly. The lengths of time of
giving feed backs are 5-15 minutes (76.1 percent), 15-30 minutes (14.7 percent), and
30-60 minutes (9.24 percent) accordingly. Regarding places for giving feed backs,
administrative samples (66.2 percent) and operating samples (59.4 percent) answer
that they do not know. The organization does not have a certain place for giving feed
backs; however, places that usually used for giving feed backs are meeting
rooms/ward/head nurses’ table (49.8 percent), no specific places (47.4 percent), and
meeting rooms of Nursing Division (2.83 percent) accordingly. The methods of
performance feed backs and discussion, administrative samples (39.7 percent) and
operating samples (58.5 percent) answer that giving feed backs to evaluated persons
and attempting to influence them to accept their good and weak points and focus on
work goals. And appraiser will give advice and suggestion on the methods to
improve performance outcomes to evaluated persons. However, some samples answer
that performance feedback is for employee to express their feelings.

6. Outputs of the processes: Findings show that most of
the samples (administrative samples, 82.4 percent, and operating samples, 78.2

persons) answer correctly that appraising on the quality and quantity of performance.
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Problems/obstacles and solutions
Finings indicate problems/obstacles and solutions of the process of
performance appraisal of nurses in Siriraj Hospital as follow:

1. Identify specific performance appraisal goals: Samples
report the problems on setting objectives (22.8 percent) and non priority setting of
objectives (5.7 percent) accordingly. These problems can be solved by arranging
objectives in order, following the organization’s objectives. Samples (37.5 percent)
report none understanding about the performance agreement which is established
between assessors and evaluated persons. This problem can be solved by planning
together between assessors and evaluated persons on objectives of appraisal. In order
to set the performance appraisal objectives, performance development of employees
should be focused on as it 1s organization’s main point. Samples (34 percent) report
the problem on unclear objectives of each appraisal cycle. This problem can be solved
by setting clear objectives of appraisal such as evaluating for merit consideration or
promotion because activities are different in each appraisal objective.

2. Establish job expectation (Job analysis): Findings indicate
that samples (91.2 percent of administrative samples and 88.2 percent of operating
samples) do not know much about the standard of nursing performance in several
points as follows: creators of the standard, creating methods, standard informing,
contents of the standard, and scheduling of standard improving. These problems can
be solved by the following: educating appraiser and employee about the importance of
appraisal by comparing with the performance standards; setting direction of creating a
standard by analyzing outcomes to ensure that the standard is relating to jobs as much
as possible; creating concrete index for measuring achievement of appraisal; setting
standards to appraise all employees; and providing trainings for assessors to ensure
the utilization of the standard of performance appraisal.

3. Collect the working data: Samples, 20.8 percent state that the
topics of appraisal are not acceptable. This problem can be solved by having a
meeting which consists of executives, appraiser, and employee to discuss topics to be
appraised. Moreover, samples 39.6 percent report that appraisal topics in the appraisal
form are difficult to understand, and 39.6 percent report that the appraisal methods are

not changeable. These problems can be solved by setting factors to be used in
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appraisal as follows: 1) Factors directly about outcomes such as quantity of works,
quality of works, and work speed; 2) In-directional factors or behavioral factor such
as punctuality and diligence; and 3) Potential factor which is the factor used for
measuring potential of employees. After settings factors, the next step is weighting
each factor.

4. Appraise performance: Samples indicate that there is no
standard (32.5 percent) and assessors do not understand the procedure of valuating
performance appraisal process (37.3 percent). Theses problems can be solved by
adding concrete appraisal index in the organization’s appraisal form. The problem
about assessors and evaluated person confused about valuating performance outcomes
into scores are report by 24.4 percent of samples. This problem can be solved by
providing training and workshops for appraiser and employee about procedure of
valuating appraisal index.

5. Discuss appraisal with employee: Samples, 44.7 percent
report communication problems. This can be solved by the following: 1) Appraiser
have to review duties, responsibilities, knowledge, ability, skills, goals, and appraisal
index of each employee; 2) Collecting information of employee in the past appraisal
cycles; 3) Summarizing performance overview of evaluated persons in the
organization’s appraisal form; 4) Consulting with higher level supervisor; 5)
Preparing for the performance review with evaluated persons; 6) Preparing the
contents of conversation and scheduling performance feed backs and discussion; 7)
Giving performance feed backs to employee by telling their achievement first; 8)
Listening and explaining properly during the conversation with employee; 9) Ending
the conversation with understanding; and 10) Scheduling for discussion and
performance planning for the next time. Sample, 55.3 percent state that present’s
communication problem is one-way communication. Appraiser give feed backs to
employee but they rarely participate in the discussion. This problem can be solved by
appraiser should prepare themselves before giving feed backs by collecting
information and making an appointment with employee . Employee can also prepare
themselves to explain about their performance, discuss, and share their opinions to

improve their performance efficiently.
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Outcomes of process of performance appraisal

Findings can be classified in to the following: The status of being
appraiser and employee persons, samples provide correct answer in some parts such
as the aspect of considering quality appraisal index (80.9 percent). The items that
correctly answer are having plans/projects which can be performed, controlled,
monitored, and supervised systematically. The part that answers incorrectly is samples
consider only a specific area. The area of reviewing index for worthwhile appraisal
(75 percent) the correct answer is considering both quality and quantity comparing the
standard. Under the status of being evaluated persons, samples answer correctly in
some parts and the items of reviewing index of quality evaluation and reviewing

worthwhile measurement (69.4 percent) and answer do not know in some part.

Outcomes of the process of performance appraisal

Regarding findings and results, it can be analyzed along the contents of
questionnaire as follows: Survey on knowledge, understanding, and attitudes of
personnel on the process of appraisal performance, samples indicated that the
organization performs in the medium level, (45 percent); Survey on personnel
development needs, samples indicate that organization performs in medium level (41
percent); Knowledge and understanding building about performance appraisal, sample
indicated that organization’s performance is in somewhat high level (32.8 percent).
The organization conducts workshops for nurses in the status of assessors but nurses
in evaluated level do not widely receive training; Meeting/training or seminar on the
topic involving with personnel’s problems and needs, samples indicated the practice
in somewhat high level (33.6 percent); Meeting or seminar on promoting performance
skills continuously, samples report the practice in somewhat high level (45.4 percent);
Satisfaction evaluation of training/seminar, samples report the most practice in
somewhat high level (38.4 percent); Following up evaluation on meeting or seminar,
samples report the most practice in medium level (40.6 percent); Receiving training
and skills development relating to items to be developed in the performance appraisal

form, sample report the most practice in somewhat high level (38.4 percent).
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Recommendations

1. The unit being responsible for appraisal should establish a plan of
employees’ performance appraisal and set a meeting between appraisal committee and
concerned officers in order to gain ways to solve problems and obstacles in each unit.
It can start from analyzing duty/burden of each profession, giving training and
listening to opinions of concerned personnel, and instilling the value of fair appraisal
system to all staff. Also, the performance appraisal form has to be accurate, reliable,
and acceptable to concerned personnel. Appraisal procedure has to be understandable,
clear, and practical. Factors to be appraised must be relevant to outcomes and
appraisal system has to be able to distinguish persons who have good performance
and bad performance.

2. The central administration should assign units to be responsible for
performance appraisal because findings indicate that appraiser and employee have a
lack of knowledge and understanding about the correct process of organization’s
appraisal or have a lack of confident in following the procedure. Therefore, each
department should have a unit with trained officers to be chaperones in giving advice
and conducting workshops for appraiser and employee in that unit. Also, organization
should set outline of indicators for making practical and fair performance agreement
for employees. Appraiser should spent time with employees in setting goals,
indicators, ability and skills needed for working setting plan for development and
assisting when employees are having problems and difficulties in working, and
discussing growth in career path of employees.

3. Conducting training needs survey before establishing training plan, so
that training will be consistent to needs and required development topics of
employees.

4. Organization should have a report on performance progression which
shows accomplishment in the level of project outcomes and accomplishment of the
objectives of work plan to stakeholder outside the organization to encourage

participating of the outcomes administration.
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Recommendation for future study

1. Study about analyzing process of performance appraisal in hospitals
under the Ministry of Public Health or in private hospitals

2. Study about analyzing process of performance appraisal of officers in

other departments of Siriraj Hospital.
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