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Abstract:

Background: COVID-19 creates a negative impact across healthcare sectors and performance
appraisal is one of the most areas in nursing management which is significantly affected. Aim of
the study: This study aimed to explore effect of educational program about nurse managers'
performance appraisal during COVID19 on staff nurses' satisfaction and motivation. Subjects
and method: Quasi experimental research design was utilized. The study was conducted in all
departments at cardiology center at EI Mehallah El Kobra city. All (n =30) nurse managers and
all (n=183) staff nurses worked in the same setting are involved in the study. Four tools were
used to gather the data: nurse managers' role in managing performance appraisal during COVID
19 self- reporting questionnaire, nurse managers performance appraisal knowledge
questionnaire, staff nurses’ satisfaction with performance appraisal scale and staff nurses’ job
motivation scale. Results: All nurse managers had low level in their role in managing
performance appraisal during COVID- 19 and in total level of knowledge preprogram compared
to the majority and nearly two-thirds had high level post program in role and knowledge,
respectively. Statistically significant improvement was found in levels of staff nurses' satisfaction
with performance appraisal and motivation post program implementation. Conclusion:
Educational program for nurse managers on performance appraisal during COVID 19 plays a
vital role in increasing staff nurses’ satisfaction and motivation. Recommendation: Prime
importance to modify performance appraisal forms to adapt to any changing that occurs in
environment and receives continuous feedback from staff nurses about their satisfaction with

present performance appraisal system.
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Introduction

COVID-19 pandemic created a negative
impact across all healthcare sectors. Nurse
managers found themselves in big
challenges. They had to adapt to novel
situations, make critical decision, and
ensure safe delivery of care. Also, they are
responsible for engagement of their staff
nurses that struggle to cope with the new
working environment especially staff
nurses taking new tasks and roles that not
done before. Nurse managers found that
most of the components of performance
reviews have been discarded and
unsuitable during the coronavirus crisis.
So, how performance appraisal done in
current situation of COVID 19 becomes a
critical issue that have to be considered in
the present time of crises ¢,

Nurse managers tend to restructure the
appraisal process structure refocusing on
staff nurses' role in achieving the new
objectives and retain a balance between
the staff nurses' safety and wellbeing, as
well as their efficiency and productivity
during the pandemic . Staff nurses'
performance appraisal at the time of
COVID-19 crises is not only an
opportunity to evaluate current work, but
it is also an opportunity to reset priorities
and emphasis on what needs to be
achieved in the coming months of the

pandemic. Without guidance on staff

nurses' new key priorities, they can be left
demotivated and unengaged, which
negatively impacts their satisfaction and
output ©.

Performance appraisal as a formally
planned system is a continuous process
that measure inputs and outcomes of staff
nurses directing on their strengths,
weaknesses and discovering how the staff
nurses performing in their job. It includes
organizational ~ processes  such  as

performance  measurement,  objective
formation, and reward management®.
Review of performance is an important
career development tool for the managers
and staff nurses in which the managers
guide staff nurses on the track to corporate
advancement, and staff nurses get a clearer
understanding of what is expected from
their daily job duties goals . The
information  obtained  through  the
assessment  provides foundations for
training and growth of existing staff, as
well as motivating and upholding a quality
workforce by adequately and accurately
rewarding their performance®.

Managing performance appraisal
effectively during COVIDE 19 requires
the managers to create  positive
environment and plan for appraisal
accurately. Nurse managers enhance
positive environment through avoiding
criticism,

staff  nurses continuing
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conversations and discussions with staff
nurses what is expected from them, what
is need to improve, and what support
might be needed to help achieve their new
role. Then creating a comprehensive plan
for staff nurses' development and giving
nurses' achievements to strive for will
inspire a higher level of competence. Once
staff nurses' performance is measured
against the set goals and objectives, a need
can be identified about the future
strategies of staff nurses' motivation 19,
Motivation is the process that empowers
staff nurses and pushes them to achieve
their goals. Performance appraisal that
designed appropriately have a strong
effect on success of organization (. The
management has to pay more attention to
the level of staff nurses' satisfaction with
the performance appraisal process to
achieve motivation which in turn leads to
better performance and proficiency™V.

Staff nurses' performance appraisal also
can act as incentive to improve their
efficiency. When staff nurses see their
goals evidently defined, their performance
challenges  identified and  career
enrichment solutions in place to help
advance their role in treating COVID
patients, the effect is to inspire the staff

nurses to achieve those goals”. If

managers use the appraisal

inappropriately, cause disastrous effects
@2 In this period of slowdown and
uncertainty the role of manager becomes
quite essential to provide guidance, build
strategy and implement support to the staff
nurses' work®. Therefore, educational
program become urgent for helping nurse
managers to be aware about new
approaches and strategies for performance
evaluation to promote nurses'
performance, productivity, and motivation.
Significance of the study

COVID-19 significantly impacted hospital
cardiology services in different ways and
posed new challenges in staff nurses'
role™. Unanticipated stress on the cardiac
staff nurses' role performance, systems of
nursing care, and critical resource supplies
are presented ™. The lack of satisfaction
with the performance appraisal process in
organizations is considered as one of the
symptoms of the organizational diseases
18 S0, improving the performance
evaluation process for  motivating,
reassuring, and satisfying staff nurses
come to be imperative to enhance their job
performance and productivity. Because of
the complexity ever changing and
challenging nature of the evaluation

methods, the educational program for
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nurses managers help them to manage
appraisal at this changing time, increase
their responsiveness to overcome the
appraisal problems of subjectivity and
unfairness, inappropriate feedback.

Aim of the study

This study aimed to explore effect of
educational ~ program  about  nurse
managers' performance appraisal during
COVID19 on staff nurses’ satisfaction and
motivation

Research hypothesis

After implementing educational program,
it is expected that managing performance
appraisal during COVID 19 by nurse
managers will be improved.

Nurses' motivation and satisfaction level
will be improved.

Subjects and Method:

Study design: Quasi experimental
research design was utilized.

Study Setting: Study was conducted in
all departments at Cardiology Center at El
Mehallah El Kobra city with capacity of
140 beds. The setting is one from Ministry

of Health and Population sectors that

provides combination of profit and
nonprofit services. Units understudy
included CCU, open heart surgery,

emergency, cardiac catheterization, and

inpatient wards.

Subjects: All (N =30) nurse managers and
all (N=183) staff nurses worked in the
above-mentioned hospital.

Tools: four tools were exploited to gather

the study data.

Tool (1): Nurse Managers Role in
Managing  Performance  Appraisal
during COVID 19 Self- reporting

Questionnaire

This tool developed by the researchers
guided by Deligiannis (2020)®, Alvear
and David (2006)*” to assess nurse
managers role in managing performance
appraisal during time of covid 19. It
included three subscales: creating positive
environment for appraisals during covid
19 (6 items), planning the performance
appraisal during covid 19 (9 items), and
performance review during covid 19 (10
items) besides, seven items related to
nurse manager' personal characteristics.
The subjects’ response were on 3-points
Likert scaling varying from 1 (never done)
to 3 (always done). Levels of nurse
managers role in managing performance
appraisal statistically represented based on
the cut of value into three levels; >75% as
high level; <75%-60% as moderate level,

<60% as low role level.
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Tool (1): Nurse

Performance Appraisal

Managers’
Knowledge
Questionnaire
This tool was developed by the researcher
guided by Deligiannis (2020) © , Moradi
et al (2017) *®  Saeedi et al (2014)"?
Aggarwal and Thakur (2013) @ to
assess nurse managers' knowledge about
performance appraisal. It consisted of 25
multiple choice and true and false
questions  covering the  following:
performance appraisal basic concepts (4
items), purpose of performance appraisal
(4 items), principles of performance
appraisal (4 items), methods of
performance appraisal (4 items)
Strategies used to appraise staff during
COVID 19 (5 items), and limitation to
effective performance appraisal during
COVID 19 (4 items). The scoring system
for the questionnaire sheet consisted of
score one for correct answer and zero for
wrong answer. The scoring levels were
statistically arranged at cut point as > 75%
for high level of knowledge, moderate
level 60-75% and low level of knowledge
<60%.

Tool (IIT): Staff Nurses’ Satisfaction
with Performance Appraisal scale.
The adopted performance appraisal

satisfaction scale was developed by

Bekele et al (2014) © contained 12 items
to assess staff nurses' satisfaction with
performance appraisal during COVID 19.
Staff nurses rated their responses by using
5 points Likert scale ranging from 1
(strongly disagree) to 5 (strongly agree).
Levels of satisfaction with performance
appraisal represented statistically
according to cut off point into; high level
>75%, moderate level 60-75% and low
level of satisfaction level <60%.

Tool (IV): Staff Nurses’ Job Motivation
Scale.

This tool developed by researcher based
on Warr and Clapperton (2010) ® and
Cameron and Pierce (1994) @2 |t
consisted of 12 items to assess staff nurses'
job  motivation. Nurses rated their
responses by using 5-point Likert scale
ranging from 1 (never) to 5 (always). Staff
nurses' job motivation levels statistically
represented based on the cut of value as >
75% high level; 60-75% as moderate
level; and <60%. as low motivation level.
Method

Official permission was obtained from the
authoritative personnel to conduct the

study.
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Ethical consideration

Informed consent was gotten from nurse

managers and staff nurses before data

gathering.

subjects’ anonymity was considered and

assured that the data is confidential and

used only for research purposes.

Validity and reliability

Panels of 5 experts in field of nursing

administration revise and check content

validity of tools. The necessary
modifications were done based on their
opinion through omitting and clarify some

items. A pilot study was conducted on 10

percent of the study sample (3 nurse

manager and 19 staff nurse). Cronbach

Coefficient Alpha test was used to

measure tools' reliability; it was 0.83 for

tool 1; 0.94 for tool II; 0.91 for tool Il

and; 0.86 for tool IV.

Field work

Data was collected in four phases.

1- Assessment phase:

- Tool I, Il were distributed by
researcher to assess nurse manager
role in
appraisal during COVID-19 and their

managing  performance
knowledge levels about performance
appraisal. Tool Il and tool 1V used to

assess staff nurse’s satisfaction with

performance appraisal and assess their
job motivation.

- The data collected during subjects’
morning shift. Researchers were
present during collection of data for
any needed guidance and clarification.

- The tools collected personally by
researcher immediately after
completed. The administration time
for filling the questionnaire sheet was
approximately 15-20 minutes for tool
(1, 1) and approximately 10 minutes
for (tool 111, IV).

2-Planning phase:

Program objectives, content and methods

of teaching were selected after careful

assessment of nurse managers' needs.

The teaching methods used were lecture,

group discussion and examples from life

and work situation with the aids of data
show and handout

3-Implementation phase:

All nurse managers divided into five

groups. Every group had one session every

day for 3 days, each session lasted an
hour.

The program cover points on performance

appraisal  basic  concepts,  purpose,

principles, methods, limitations and
strategies used to manage performance

appraisal at COVID-19.
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The program sessions were held in
conference room at the last hour in nurse
managers shift to be free after completed
their work. The program educational
sessions lasted two months from first of
June to end of July 2020.

Evaluation phase:

Tool 1l was utilized immediacy after the
program implementation to assess the
changes level of
knowledge. Tools (I,II1 and IV) utilized

one month  later  post

in nurse managers

program
implementation because the performance
appraisal officially done monthly in the
study setting (cardiology center) to assess
nurse managers role in managing appraisal
and levels of staff nurses' satisfaction with
performance appraisal and their job
motivation post program

Data analysis

Data were fed to the computer and
analyzed using IBM SPSS software
package version 20.0. (Armonk, NY: IBM
Corp). Qualitative data were described
using number and percent. Quantitative
data were described using mean, standard
deviation. Significance of the obtained
results was judged at the 5% level. Chi-
to determine

square test was used

differences between variables, and

Pearson coefficient test to correlate

between two normally distributed
quantitative variable.

Results:

Table (1) shows distribution of study
samples according to personal
characteristics. The table reveals that 80%
of nurse managers had more than forty
years with mean age 40.0 + 1.49. High
percent (70%) of them had years of
experience between 5-10 years with mean
763 + 2.109.

Moreover, all (100%) nurse managers

years of experience
were female and married. About quarter
(26.7%) of them worked
catheterization unit while the majority
(86.6%) had bachelor’s degree, and all
(100%) not attend any training programs

in cardiac

about performance appraisal.

For staff nurses, the majority (88%) were
in the age group 20-25 years with mean
age 25.45 + 2.99. Nearly half (49.2%) of
staff nurses had years of experience
between 5-10 years with mean years of
experience 5.57 + 2.38. Furthermore, the
majority (92.8%, 82.5%) of them were
married and female, respectively. Nearly
quarter (23.5%) of staff nurses worked in
cardiac care unit (CCU) and more than
one-third (37.7%) of them had bachelor’s
degree.

Figure (1) shows levels of nurse managers

overall role in managing performance
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appraisal during COVID- 19 pre and post
program implementation. All  nurse
managers had low level in their role in
managing performance appraisal
preprogram compared to the majority had
high level post program implementation.

Table (2) illustrates levels of nurse
managers role subscales in managing
performance appraisal during COVID- 19
pre and post program implementation.
There is  statistically  significant
improvement in all nurse managers' role in
management performance appraisal during
COVID- 19 post program implementation.
Pre- program, all (100%) nurse managers
had low level in all subscale of their role
in managing performance appraisal during
COVID- 19 compared to 80%, 76.7%,
66.7 had high level in performance review,
planning the performance appraisal and
creating positive environment for appraisal
respectively post program implementation.
Figure (2) shows nurse managers' total
knowledge levels about performance
appraisal pre and post program
implementation. The figure shows that all
nurse managers had low level of
knowledge about performance appraisal
CoVvID- 19

preprogram implementation compared to

management  during

nearly two third had high level post

program implementation.

Table (3) shows Nurse managers'
knowledge levels about performance
appraisal pre and post program
implementation.  The table  shows
statistically significant improvement in
nurse managers' levels of knowledge post
program implementation in all items of
performance  appraisal.  Preprogram,
knowledge level was low ranged from
93.3%- 100% in all items of performance
appraisal. However, post program high
percent (76.6%, 70%) of nurse managers
had high level of knowledge regarding
strategies to manage appraisal during
COVID -19 and methods, respectively.

Table (4) shows levels of staff nurses'
satisfaction and motivation pre and post
program implementation.  Statistically
significant  difference found between
levels of staff nurses' satisfaction with
performance appraisal and motivation pre
and  post

Preprogram, majority (90.7%, 81.96%) of

program  implementation.
staff nurses had low level of satisfaction
with performance  appraisal and
motivation, respectively while post-
program implementation of performance
appraisal around two-third (65.57%,
64.4%) of staff nurses had high level of
satisfaction with performance appraisal

and motivation respectively.
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Table (5) shows correlation between nurse
managers' knowledge and role with staff
nurses’ level of satisfaction and
motivation. There is significant correlation
between nurse managers' total level of
knowledge and role with total staff nurses’

level of satisfaction and motivation at (p <

0.05).
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Table (1): Distribution of study subjects according to their personal characteristics.

Nurse Staff
Variable managers nurses
(n=30) (n=183)
N % N %
Age
20-25 - - 161 88.0
30-35 6 20.0 22 12.0
>40 24 80.8 - -
Mean + SD 1.49+40.0 2.99+25.45
Years of experience
<5 0 0.0 79 43.1
5-10 21 70.0 90 49.2
>10 9 30.0 14 7.7
Mean + SD 2.19+7.63 2.38+5.57
Sex
Female 30 100 151 82.5
Male - - 32 17.5
Marital status
Married 30 100 170 92.8
Single - - 13 7.2
Others - - - -
Unit
CCu 6 20 43 23.5
Open heart surgery 7 23.3 29 15.8
Cardiac catheterization 8 26.7 37 20.2
Emergency 5 16.7 24 13.1
Inpatient 4 13.3 50 27.3
Qualification
Diploma 4 134 58 31.7
Associate degree - - 32 175
Bachelor 26 86.6 69 37.7
Master - - 8 4.4
Diploma degree - - 16 8.7
Attendance of training program about
performance appraisal
Not attend 30 100 - -
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Figure (1): Levels of nurse managers overall role in managing performance appraisal during
COVID- 19 pre and post program implementation.

Table (2): Levels of nurse managers role subscales in managing performance appraisal during
COVID- 19 pre and post program implementation (n = 30)

Levels of nurse managers' role in managing
performance appraisal )
Role subscal Test of sig
ole subscales Pro oot
High [Moderate | Low |High |Moderate | Low
Creating positive N - - 30 20 6 4
environment for appraisal 17.191
during COVID 19 % - - 100 | 66.7 20 13.3
<0.001*
Planning the performance N ) ) 30 23 7 -
. . 29.589
appraisal during COVID 19 % _ ) 100 | 76.7 233 i
<0.001*
N
Performance review during ) ) 30 24 5 1
COVID 19 39.091
% - - 100 80 16.7 3.3
<0.001*

*: Statistically significant at p < 0.05
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Figure (2): Nurse managers' total knowledge levels about performance appraisal pre and post
program implementation

Table (3): Nurse managers' knowledge levels about performance appraisal pre and post
program implementation (n=30)

Level of nurse managers' knowledge
Performance appraisal test
knowledge main items
Pre Post of sig
High |Moderate | Low [High |Moderate | Low
n - - 30 20 10 - X
Basic concepts 12.072
% - - 100 | 66.7 33.3 - X
p <0.001
n 1 - 29 19 6 5 X
Purpose 10.428
% | 3.3 - 96.7 | 63.3 20 16.6 X
p <0.001
n - - 30 19 11 - X
Principles 12.425
% - - 100 | 63.3 36.6 - X
p <0.001
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Level of nurse managers' knowledge
Performance appraisal test
knowledge main items
Pre Post of sig
High |Moderate | Low [High |Moderate | Low
28
n - 2 21 9 -
Methods 93.3 9.898"
% - 6.7 70 30 -
p <0.001"
Strategies to manage n - - 30 23 7 -
appraisal during COVID 19.507"
19 % - - 100 | 76.6 23.3 - X
p <0.001
n 1 - 29 20 10 - X
Limitation 12.775
% | 3.3 - 96.7 | 66.6 33.3 - X
p <0.001

Table (4): Levels of staff nurses' satisfaction and motivation pre and post program
implementation (n = 183)

Levels

Pre Post

High |Moderate| Low | High [Moderate| Low | Testof sig

N| 23 10 150 | 118 44 21 42.107
Staff nurses' motivation
% | 12.66 556 [81.96] 64.4 24.3 11.3 <0.001*

N| 11 6 166 | 120 30 33 20.894
Staff nurses' satisfaction

%| 6 3.3 90.7 | 65.57 16.39 18.04 | <0.001*
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Table (5): Correlation between nurse managers' knowledge and role with staff nurses’ level of
satisfaction and motivation

Staff nurses' level of satisfaction and motivation
Nurses' motivation I\_Iurseg Overall
satisfaction
BasiC concents R 0.232 0.311 0.258
i
s 5 0.218 0.094 0.169
Burbose R 0.513 0.391 0.539"
u * * *
S P P 0.004 0.033 0.002
= o R 0.092 0.120 0.155
&) Principle
§ P 0.629 0.529 0.413
“ R 0.464 0.532 0.505"
= Methods . N .
=2 P 0.010 0.002 0.004
é Strategies to manage appraisal R 0.527 0.501 0.419
@ duringCOVID 19 P 0.003" 0.005" 0.021"
S
> o R 0.125 0.238 0.128
Limitation
P 0.509 0.205 0.499
R 0.726 0.768 0.792"
Overall knowledge N . .
g P <0.001 <0.001 <0.001
Creating positive environment for R 0.435 0.430 0.597
§ appraisal during COVID 19  p 0.016* 0.018* 0.001*
» | Planning the performance appraisal R 0.206 0.182 0.138
% during COVID 19 p 0.275 0.336 0.467
& | Performance review duringCOVID R 0.286 0.327 0.311
S
o 19 p 0.125 0.078 0.095
5 R 414 0.474 0.406"
z Overall role 0 . . .
P 0.023 0.008 0.026

r: Pearson coefficient

*: Statistically significant at p < 0.05
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Discussion

The current realities of coronavirus
inspire all sectors to rethink on how to
evaluate performance of their staff
especially there is a need for new skills,
competences required from all staff to
steer today's changing workplace
priorities  ®®.  Performance appraisal
become a challenging task required from
nurse managers to identify staff nurses’
strengths, areas of improvement and
motivate them to perform to their full
potential ®¥. So, our study intended to
explore effect of educational program
about nurse managers' performance
appraisal during COVID19 on staff
nurses’ satisfaction and motivation
Awareness of nurse managers of
performance appraisal is very important
for improving quality of healthcare
service 9. But  preprogram
implementation, our result revealed that
all nurse managers had low level in their
role in managing performance appraisal
during COVID-19 and low level in total
knowledge. This is result can be
explained by that fact that none of nurse
managers attended any previous training
program about performance appraisal.
Nurse managers did not have sufficient

knowledge about basic concept, principle,

method, limitations, and strategies used to
appraise staff during COVIDE 19. This is
result agreed with Bigdeli, et al, (2019)
@5 who found that the major problems in
performance appraisal returned to
inadequate education of appraisers and
lack of appraisal guidelines. Also, King,
(2020) “® mentioned that appraisers need
to provide staff with appropriated
feedback about their performance.
Sippyand and Varma (2014) @7,
Nikpeyma et al (2014) ® and Najafi et
al, (2011) “  recommended about
importance of training program for the
appraiser to reach the optimal level of
performance.

Post program implementation the present
study result supported our first hypothesis
that after implementing educational
program, it is expected that managing
performance appraisal during COVID 19
by nurse managers will be improved. The
study result showed significance
improvement in nurse managers role and
knowledge post program implementation.
Nurse managers ability to review
performance, planning the performance
appraisal and creating positive
environment during COVID 19 for
performance appraisal increased. Also,

they had high level of knowledge
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especially for strategies used to manage
appraisal during COVID- 19 and methods
of appraisal. Celik, (2014) © result
disagreed with our result and found that
training program done for managers about
performance appraisal didn’t yield any
significant differences and rationalized
this when there is need to change
evaluation behavior, this require more
time and more experience.

Present study result revealed that
preprogram, majority of staff nurses had
low level of satisfaction with performance
appraisal and motivation. This result may
be due to nurse managers based on old
form of performance appraisal that is
present in hospital with no consideration
to any changing occurs during COVID-
19. Vidya and Kothai, (2020 © agreed
with our result and found that the used
performance appraisal system was
ineffective because the criteria used in
measuring performance not clearly
defined. Najafi et al, (2010) ©? result
indicated that appraisal methods in the
health care system are not effective and
do not have an influence on the appraisal
improvement. Also, Bultoand Markos,
(2017)® found poor implementation of
performance appraisal. Result supported
with Alyand El-Shanawany (2016) “®

who found that nurses’ dissatisfaction
with performance appraisal process and
less motivated in their work. Also, Aly et
al, (2020) ©®¥ and Saad, (2014)® found
that studied sample had low satisfaction
about performance appraisal. In contrast
Chaponda, (2014) ©® revealed that
respondents were satisfied and motivated
with appraisal system used.

Post program implementation, the result
showed that around two third of staff
nurses had high level of satisfaction with
performance appraisal and motivation that
supported the second hypothesis of our
study. This is because nurse managers
role in performance appraisal begin to be
improved especially their ability to
manage performance appraisal during
COVID 19 post acquired knowledge and
training during program. This agreed with
Kaushik and Arora (2020) ® who stated
that at time of COVID- 19 its necessary
for managers to redefine their
expectations about job done.
(2020)¢7

recommended about redesigning the

Christodoulou et al,

performance appraisal system to be more
effective..

Result of study revealed significant
correlation between total nurse managers'

level of knowledge and role with total
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staff nurses’ level of satisfaction and
motivation. This is because staff nurses
enjoy and exert effort in their work when
nurse managers create positive work
environment for appraisal. Managers
explain to staff nurses what is expected
from them and what should do to achieve
high performance. This agreed with Bulto
and Markos, (2017) ©¥ who found
positive and significant relationship
between performance appraisal system
and employee motivation. Abed and EL
Banan (2016) ©® found significant
correlation between quality of
performance appraisal process and job
satisfaction. Schub and Mennella (2018)
@9 mentioned that after conducting
performance appraisals, the nurse will
demonstrate motivation to maintain or
improve performance.

Conclusion

Educational program for nurse managers
on performance appraisal during COVID
19 play a vital role in increasing staff
nurses' satisfaction and motivation that
help in improving their performance , as
there is a statistically significant
correlation between total nurse managers'
total level of knowledge and role with
staff nurses’ level of satisfaction and

motivation.

Recommendation

For hospital administration

- Modify performance appraisal forms
to adapt to any changing that occurs
in environment or organization, to
maintain relevance and effectiveness.

- Provide educational programs for
nurse managers continuously on
performance appraisal and strategies
that motivate staff nurses

- Receive continuous feedback from
staff nurses about their satisfaction
with present performance appraisal
system.

For nurse manager

- Inform staff nurses about any
changing in appraisal form.

- Provide supportive environment by
avoiding criticism to staff
performance and encourage good
discussion and communication.

- Attend workshop or training
programs on performance appraisal.

Further research: effect of application

of performance appraisal at COVID 19 on

patient safety.
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