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Abstract
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Introduction

Performance evaluation can be defined as “systematically 
and regular evaluation of the work of individuals in relation 
to how they perform their tasks and determine their potential 
for growing and improving.”[1] To determine the merit and 
competency of employees, the evaluation system should be 
activated in each organization as evaluation is an integral 
part of management.[2] In other words, final control and 
evaluation as one of the general tasks of human resource 
management is a systematic effort to achieve standard goals.[3] 
The evaluation of the performance of the staff under topics 
of the system promotion, the determination of competence 
and performance evaluation, etc., is common in most state 
and private organizations and companies. Evaluation is 
an effective tool in the management of human resources 
by which organizations achieve their goals and employee 
benefits efficiently. During a performance evaluation, a 

manager evaluates employees’ work behaviors by measuring 
and comparing them with predetermined criteria, records the 
results, and informs them to the employees of the organization. 
Correct and accurate performance of the evaluation process 
is relatively difficult because evaluation process requires a 
judgment and referee about the behavior and performance of 
individuals; therefore, it is necessary to carry out a qualitative 
assessment and a method that has the least harmful effects.[4,5] 
The usual methods of evaluation are mental and qualitative. 
Sometimes, qualitative evaluation criteria are consciously 
or unconsciously biased by the support of specific staff and 
deviations from evaluation goals. If the staff of the organization 
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concludes that awarding and paying bonuses is not based on 
the performance criterion and is not based on real evaluation, 
it makes employees to be discouraged.[6] Hence, nowadays, an 
important part of managers’ time is just thinking about how to 
deal with the underemployed, which using the correct system 
of performance assessment, it can be somewhat overcome 
these problems and help the organization to achieve its goals 
and motivates more efforts in employees.[7] During studies 
conducted inside the country, it was found that the variables 
of motivation, feedback of performance  (evaluation), and 
organizational support are the factors that have the greatest 
impact on productivity. Staff evaluation is done in a variety 
of ways, many techniques, and methods are easy‑to‑use, and 
some require more effort, expertise, and training. Ultimately, 
the goal of all performance evaluation methods is highly 
efficiency. Among the latest studies conducted in Iran, Farhadi 
study entitled “The relationship between the content of general 
education training courses for employees of the National 
Iranian Oil Company with their performance assessment in 
2017” can be mentioned. The performance of the National 
Iranian Oil Products Distribution Company has been in line 
with the content of public in‑service courses at the time of 
employee evaluation.[8]

Azami and Dehghan in their study titled “Assessing the Role 
of the Officers’ Evaluation System on their Performance 
at NZAJA Headquarters in 2012” showed that the annual 
evaluation is effective on the effectiveness of officers and to 
improve their efficiency, attention should be paid to individual 
factors, capabilities, motivation, organizational commitment, 
and discipline, respectively. In addition, Mousavi et  al., in 
their investigation entitled “the viewpoints of professors 
of the dental university of Mashhad University of Medical 
Sciences, about the teacher evaluation system and the factors 
influencing their evaluation” showed that more than half of 
the professors believed that there was a moderate relation 
between the assessment score and the reality of the teaching 
method.[9] Among the reasons for the increase in the evaluation 
score from the viewpoints of the professors, the first priority 
was the ability and mastery on the content of the courses 
compared to other participants, and the least priority was given 
to the redefinition of teaching. Furthermore, to achieve better 
and more realistic results in evaluations, it is recommended 
to modify and to upgrade assessment tools and evaluation 
processes.[10] Kazimian et al. in their review of the relationship 
between job satisfaction and nursing staff performance in 
hospitals in Chaharmahal and Bakhtiari province showed that 
the job satisfaction of nursing staff was low although there 
was not a meaningful relationship between this finding and 
job performance.[11] Considering the importance of the issue 
and the lack of similar studies that helped to assess the quality 
of the study, we aimed to examine the attitudes of the staff 
of Kashan University of Medical Sciences about how they 
evaluate their annual performance. The aim of the study is, 
according to the results of this research to promote the level of 
performance of the employees, is promoted and to overcome 

the problems related to the performance assessment plan, 
all employees are evaluated by criteria and predetermined 
performance measurement criteria.

Materials and Methods

This research is a descriptive‑survey study. The statistical 
population of research was 714 staff of different units of 
university affiliated that selected in quota and randomly. In this 
study, census method was used. The data were collected through 
a questionnaire. The questionnaire consisted of 10 questions 
related to the personal and occupational characteristics of 
the staff and 25 questions about their attitude to the current 
evaluation, whose responses based on the Likert scale were 
completely agree, agree, fairly agree, disagree and completely 
disagree, and two questions were open. In this study, the view of 
completely agree and agree considered as the positive attitude 
and disagree and completely disagree considered as negative 
attitude. The validity of the questionnaire was prepared through 
content review and consultation with experts, as well as the 
use of various educational and managerial resources and 
modeling of similarly of similar plans. It was delivered to 
management experts, and its validity was confirmed. Then, in 
two stages, samples of 52 and 56 persons were taken and by 
two‑half method and calculating the homogeneity coefficient 
and the Cronbach’s coefficient alpha and Kuder‑Richardson 
coefficients in the second step get to the Cronbach’s coefficient 
alpha 93% that final validity was acceptable. Considering 
the accuracy of d = 0.04, the expected sample size with 95% 
confidence was calculated for the sample.

Results

Of 714 participants were studied, 148 persons (20.7%) 
were <30 years old, 320 (44.8%) between 30 and 39 years, 
312 (29.7%) between 40 and 49 years, and only 34 persons (4.3%) 
were over 50 years old  [Figure 1]. The mean and standard 
deviation of the employees were 37.16 ± 7.1 years and their 
working history was 12.4 ± 7.7  years. A  total of 111 were 
single  (15.5%) and 603  (84.5%) were married, 332 were 
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Figure 1: Frequency distribution of attitude to the evaluation of annual 
performance according to the age of the staff of Kashan University of 
Medical Sciences
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male  (46.5%), and 382 were female  (53.5%). A  total of 
41  cases  (5.7%) had MSc. degree and 442  cases  (61.9%) 
bachelor, 102 cases (96.3%) associate and 90 cases (12.6%) 
diplomas, and 39 cases (5.5%) under diploma [Figure 2]. Nearly 
343 cases (48%) were morning workers, 48 cases (6.7%) two 
times, 323 cases (45.3%) rotatory shifts [Figure 3]. 5.2% of the 
participants disagreed about evaluating the performance, 38.4% 
were relatively dissatisfied, 45.6% relatively agreed, and 7.8% 
agreed.(The sum of the two views of rather agree and agree was 
more than 50%). Nearly 66 participants (9.1%) of the employees 
had two jobs and the remaining 649  cases  (90.9%) did not 
have another jobs. Of the 714 staff who had the responsibility 
of evaluating, 608  cases  (85.2%) were direct supervisor, 
13 cases (1.8%) colleagues, 8 cases (1.1%) self‑assessment, and 
41 cases (5.7%) selected the evaluation committee. A total of 342 
subjects (47.9%) selected once a year as the most suitable period 
of the evaluation period, 180 subjects (25.2%) twice a year, 
113 subjects (15.8%) three times a year, 77 subjects (10.8%) 
daily, and 2 participants  (0.3%) 5  times a year. Type of 
employee assessment criterion, respectively, include 82 
participants  (11.5%) by visiting the office of registration of 
events at the separate office and 260 participants (36.4%) direct 
observation of the employee’s behavior by the supervisor, 78 
participants  (10.9%) comparison employee behavior with 
others, 225 participants  (31.5%) Supervisor’s personal tact 
and 69 participants  (9.7%) selected I do not know as their 
preferred option. Most employees (251 participants; 35.2%) 
are considered validation based on evidence and correct 
information more efficient, also, 42 participants (9.9%) never, 
121 participants  (16.9%) rarely, 258 participants  (36.1%) 
sometimes, and 42 participants  (5.9%) known the always 
evaluates based on evidence and information as the correct 
option. A  total of 105 participants  (14.7%) known the 
assessment completely confidential, 552 participants (77.3%) 
in the presence of the employee, 35 participants (4.9%) have 
no difference, and 22 participants  (1.3%) in the presence 
of others. A  total of 68 participants  (9.5%) known current 
evaluation of the performance as completely inappropriate, 
188 participants (26.3%) inappropriate, 303 subjects (42.4%) 

almost appropriate, 125 participants (17.5%) appropriate, and 
30 participants  (4.2%) completely appropriate. In addition, 
employees regarding positive and important points of the annual 
performance assessment referred to 312 points, some of which 
are suggestive, and the rest are important and positive points of 
evaluation of performance. Only 346 cases were noted for the 
weaknesses of the annual performance assessment.

Discussion

The findings of this research indicate that 47.9% of employees 
have a positive attitude toward the necessity of annual evaluation. 
In this regards, Ahmed et al. also stated in their research that 
40% of employees considered the evaluation necessary.[12] 
Most of the staff considered the evaluation necessary, but they 
did not have positive attitude toward the current evaluation 
or were indifferent. Perhaps, this kind of attitude comes from 
the methods, and criteria used in the evaluation. The most 
important component in improving the process of evaluating 
the performance of employees are familiarizing them with the 
mission and policy of the organization, clarifying the method, 
and objectives of evaluation and providing appropriate feedback 
from managers and supervisors. The study of Mirsepasi shows 
that 95% of all participants in the six periods of the management 
of the Center for Public Administration Education recognized 
the need for employee evaluation.[13] The difference in the 
results of this research can be due to the difference in the 
research community. In this sense, the research community in 
the above research was those who evaluated their employees, 
and the community under study in the present study was those 
who were themselves evaluated. On average, 70.28% of the 
employees had a positive attitude about doing the evaluation. 
In a study, Kaviani stated that almost half of studied nursing 
staff (57.7%) had a positive attitude in this regard. The average 
time of employee performance evaluation is, on average, 1 or 
2 times a year. If the interval time between two evaluations is 
high, many of the things that can be effective in evaluating may 
be forgotten, and on the other hand, if the time interval between 
overestimation is close, the process may be routineness.[14] The 
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results of our study indicate that 82.98% of employees have 
a positive attitude toward the self‑evaluation. Mohebi in his 
research also revealed that 34.3% of employees considered 
the necessary of self‑evaluation of employees very high, 44% 
high, 14.3% moderate, 4% low, and 3.3 very low. Findings 
of the present study show that 70.28% of employees agree 
that officials are focusing on weaknesses in their annual 
evaluation. In another study, Kaviani also said that 71.2% of 
employees agree with this view.[14] According to the results of 
this study, 45.4% of staff believe that the annual evaluation in 
the present method causes discrimination among colleagues. 
Moreover, Kaviani stated that from the perspective of 64% 
of nurses, the annual evaluation of the current method causes 
hatred and discrimination among colleagues. The results of 
this study indicate that 32.7% of employees believe that the 
annual evaluation increases individual motivation to overcome 
technical and special deficiencies. Another study in this field 
shows that 82% of employees believed that the current status 
of performance evaluation system was effective on employee 
motivation and efficiency. The results of that study are 
different from the findings of present study. The results of the 
present study showed that only 13.35% of employees have 
stated that after the completion of the evaluation, officials are 
discussing the results with them. The results of another study, 
conducted among 380 employees of Kerman University of 
Medical Sciences hospitals, showed that the current system of 
evaluation on the level of knowledge and technical knowledge 
of employees, had a little effect on increasing creativity of staff, 
increasing the level of employee participation, and improving 
organizational communication among employees.[15]

Performance assessment is important because of the importance 
of deciding and judging each employee and identifying their 
potential capabilities, ethical duties and ethical goals, and 
achieving the goals of the organization. Since the behavior of 
individuals in every participant necessary for their knowledge 
and good performance requires a rational attitude and belief 
that is due to the person’s focus on the participants, many 
studies have been done in evaluating the performance of the 
staff. Some of these studies have significant results and showed 
a satisfaction of employees regarding performance evaluation 
while in some cases, these results indicate poor performance 
of employees and have a significant negative impact on 
management and employees of the organization. In some cases, 
evaluations carried out by officials, both formal and informal, 
appear to have deficiencies and lack scientific aspects.[16‑19] In 
the present study 47.9% of the employees has a positive attitude 
about the annual evaluation of employees. While Torabi and 
Sotoudeh reported in their research, 70.28% of the surveyed 
staff had a positive attitude in this regard.[20] Kavanians also 
reported half of the nursing staff  (57.7%) had a positive 
attitude in this regard.[14] The results of these three studies do 
not match. In another study, 39.75% of the staff had negative 
attitude about the annual assessment.[21]

The findings of this study indicate that 35.8% (total of two 
views of completely inappropriate and appropriate) of staff 

in this field had a negative view. The results of these two 
studies are consistent. The results of this study showed 
that 41.9% of staff had positive attitude about the effect of 
performance evaluation on motivation and job satisfaction 
[Table 1]. Bandari also showed that 82% of staff believed 
that the current status of performance evaluation system was 
effective on motivation and work efficiency.[2] The results of 
these two studies are contradictory. The results of this study 
showed that 12.6% of the employees stated after completion 
of the evaluation, authorities are discussing the final interviews 
of the evaluation period to provide feedback to the employee, 
while the results of the other study showed that only 13.35% of 
the staff were interviewed in this regard.[22] The results of these 
two studies are very consistent. In the present study, 11.5% 
of the statistical population were agreed with the registration 
of the events by the supervisor in a separate office. However, 
Sharifian in his research stated that 20% of the medical records 
sections that subject to the evaluation method, agreed with 
daily notes.[23] In general, the most important component in 
improving the process of evaluation of performance is the 
familiarity of employees with the organization’s policies and 
clarifying of the method and objectives of the evaluation, as 
well as providing appropriate feedback from the managers 
and supervisors.[24‑26] The information obtained from this study 
shows that employees at different organizational levels with 
different perspectives pay attention to the negative and positive 
aspects of performance evaluation. In this regard, supervisors 
and managers of educational, medical, health, research, and 
administrative departments should use their full potential and 
knowledge and technical skills to address the deficiencies 
and to achieve the goals of the organization (promotes public 
health and education).[27]

Conclusion

The study suggests that the attitude of more than 50% of the 
staff was positive toward the evaluation method. There was no 
significant correlation between attitude and age, sex, marriage 
status, level of knowledge, job position, and work experiences 
(P > 0.05). While there was a significant correlation between 
attitude and shift of work and organizational position (P < 0.05). 
The efforts of healthcare enthusiasts are to increase the positive 
attitude of the staff and to show itself in their performance. By 
creating equal opportunities, officials provide the groundwork 
for innovation, creativity, and employee innovation and the 
ability of true observation, the ability to make decisions, 
the power of discussion, and logical conclusions without 
interfering of mistakes, such as generalization, attention 
to particular performance, the involvement of individual 
tendencies, beliefs toward some individuals, hastily evaluation, 
and throughout the evaluation period, the performance of each 
employee should be taken into account.

In this regard, necessary training should be given to 
supervisors, officials, and managers to achieve organizational 
goals by utilizing standards and performance criteria to 
evaluate the effectiveness and desirability and by developing 
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and implementing job training programs, to make changes in 
staff attitudes toward evaluate performance.
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Table 1: Frequency distribution of response to some questions related to staff attitudes toward performance assessment 
of employees of the University of Medical Sciences

Attitude status

Number 
questions

Questions Very high, 
n (%)

High, 
n (%)

Moderate, 
n (%)

Low, 
n (%)

Very low, 
n (%)

15 Awareness of their own evaluation 72 (10.1) 192 (26.9) 307 (43) 84 (11.8) 65 (9.1)
16 Consideration of performance criteria in the evaluation form 23 (3.2) 154 (21.6) 347 (48.6) 125 (17.5) 65 (9.1)
17 Considering the criteria for professional behavior in the 

evaluation form
19 (2.7) 132 (18.5) 367 (51.4) 32 (18.5) 64 (9)

18 Compliance with the ethical criteria in the evaluation form 43 (6) 186 (26.1) 321 (45) 109 (15.3) 55 (7.7)
19 Involvement of employees’ behavior and attitudes with clients 

and colleagues in the supervisor’s evaluation score
69 (9.7) 224 (31.4) 226 (37.3) 108 (15.1) 47 (6.6)

20 Including self‑study activities in the field of business and 
participating in training courses in evaluation assessment

44 (6.2) 273 (38.2) 279 (39.1) 81 (11.3) 37 (5.2)

21 The effect of a job training program on changing employee 
attitudes toward assessment

62 (8.7) 287 (40.2) 256 (35.9) 73 (10.2) 36 (5)

22 Encourage staff during the evaluation period to improve 
performance and career progression

236 (33.1) 315 (44.1) 113 (15.8) 26 (3.6) 24 (3.4)

23 Mention the strengths and weaknesses of employees at the end 
of the assessment period by supervisors to subordinates

38 (5.3) 161 (22.5) 256 (35.9) 175 (24.5) 84 (11.8)

25 Competency and skills required by evaluators to evaluate 
themselves

42 (5.9) 186 (26.1) 340 (47.6) 91 (12.7) 55 (77)

26 Matching assessment measures with their own behavioral 
behaviors

30 (4.2) 173 (24.2) 357 (50) 107 (15) 47 (6.6)

30 Possibility of reviewing your assessment in the event of a 
protest

15 (2.1) 99 (13.9) 247 (34.6) 216 (30.3) 137 (19.2)

31 Matching the evaluation method by describing your job 
assignments

31 (4.3) 143 (20) 385 (53.9) 117 (16.4) 38 (5.3)

32 Conduct the final interviews of the assessment period to provide 
feedback to the employee

8 (1.1) 82 (11.5) 242 (33.9) 237 (33.2) 145 (20.3)

33 The effect of performance evaluation on motivation and job 
satisfaction

97 (13.6) 202 (28.3) 215 (30.1) 118 (16.5) 82 (11.5)
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