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ABSTRACT

1. Introduction 

The main objective of this study was to determine the Effectiveness of Performance Appraisal System: 
Correlation of Job Satisfaction and Employee Retention to Workforce Performance in the healthcare sector 
in Saudi Arabia at Dr. Sulaiman Al Habib Hospital in Riyadh.
With the goals of determining how the performance appraisal system affects employee performance at Dr. 
Sulaiman Al Habib Hospital; determining how employee views of PAs can be improved to improve job 
satisfaction by investigating the impact of employee performance appraisal systems on job satisfaction 
within a healthcare organization as well as the healthcare sector at Dr. Sulaiman Al Habib Hospital in 
Riyadh, Kingdom of Saudi Arabia; and providing data that hospital administration can use.
The findings of this study will help firms establish successful performance measurement systems by 
allowing the company to discover and make recommendations that will enhance effective staff assessment 
and, therefore, staff performance. The study findings were beneficial to academics and researchers in laying 
the groundwork for future research on the subject and providing a critical appraisal of the profession. It 
founded on expectations theory and equity theory. A cross-sectional descriptive research approach was 
adopted for the investigation.
A sample of 50 staff from Dr. Sulaiman Al Habib Hospital in Riyadh. The primary data gathering 
instrument employed by the researcher was questionnaires.
Keywords: Performance Appraisal System, Job Satisfaction,  Employee Retention , and Workforce 
Performance 

Human resources are considered one of the most important organizational resources because employees are 
the most valuable asset in any organization, particularly in the medical industry today (Sadraei, 2019). In 
recent years, companies have been searching for methods to increase employee interest, improve the work 
environment, and encourage employees. Performance management is needed in order to appreciate these 
resources, most especially the performance appraisal system (Sadraei, 2019). A performance appraisal is a 
basic technique for routinely reviewing and improving the effectiveness of an organization's staff. 
Employee performance has traditionally been the focus of the HR Department of any organization. As a 
result, many performance evaluation methods have been developed over time to determine employee 
performance (Idowu, 2017).
Strong organizational performance is defined as employee performance. Employees' success does not 
happen by chance. Employee performance is influenced by managerial goals, skills and knowledge, 
commitment, and performance reviews.
Performance assessments have remained important part of human resource management (HRM). 
According to specialists, employees are dissatisfied part of human resource management (HRM). 
According to specialists, employees are dissatisfied with its level of impartiality (Kim & Holzer, 2016).
Performance evaluations are essential for measuring employee performance and assisting the organization 
in tracking progress toward the targeted goals and objectives (Ijbmr, 2012). Performance appraisal is now 
used as a strategic approach by organizations through combining human resource activities with policies. 
They are concentrating on it because it is a broad phrase that encompasses a variety of operations such as 
examining personnel, improving abilities, maintaining performance, or giving benefits (Fakharyan, 
Jailvand, and Dini, 2012).
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1.2   Statement of the Problem

1.3   Variables of the Study

1.4   Research Questions

In today's world, performance appraisal goes beyond employee performance evaluation to include aspects 
such as motivation and retention (Idowu, 2017).The purpose of this analysis knowing if the current 
performance appraisal system of Dr. Sulaiman Al Habib Medical Group demonstrates the existence of 
significant positive results as a motivational tool to increase worker's satisfaction and retention in the four 
branches of Dr. Sulaiman Al Habib Medical Group, one of the most well-known private sector hospitals in 
Riyadh, the kingdom of Saudi Arabia.
This research is significant because it may help to understand worker's attitudes towards PAs. It's providing 
a realistic structure for improving performance evaluation fairness views.

As such, job evaluation have survived  a an element of the human resource managerial serve  their imple-
mentation improves businesses greatly, as fairness evaluations In high-performing firms, job happiness may 
contribute to employee performance (Harrington & Lee, 2014; Kuranchie-Mensah & Amponsah-Tawiah, 
2016). Employees and supervisors, on the other hand, have expressed dissatisfaction with the method due 
to its ineffectiveness (Ekpe, Daniel, & Ekpe, 2013; Kim & Holzer, 2016). Despite being adopted globally 
(Monsur & Akkas, 2015), fairness evaluations pose a conundrum for experts (Kromrei, 2015; Stepanovich, 
2013).
 Only 6% of participants felt performance reviews were equal and effective, which would be inadequate to 
boost job satisfaction (Teckchandani & Pichler, 2015). According to Teckchandani and Pichler (2015), the 
procedure has frequently left both managers and staff unsatisfied, despite the fact that the major goal of PA 
is to provide feedback for improving performance and match staff performance with institution objectives. 
According to Goh (2012), despite empirical evidence that employee perspectives and management styles 
influence individual actions (Taneja, Srivastava, & Ravichandran, 2015), 70% of assessment efforts failed

 In the conceptual framework of the study, a method of quantitative research is employed to assess the influ-
ence of performance assessment on employee job satisfaction in at Dr. Sulaiman Al Habib Hospital in 
Riyadh, Kingdom of Saudi Arabia, where is the independent  variable is the performance appraisal and 
dependent variables are Employee performance, job satisfaction.

 The research aimed to provide answers the following research questions:

1.4.1 What is the level of Job Satisfaction of employees at Dr. Sulaiman Al Habib Hospital in Riyadh, 
Kingdom of Saudi Arabia hospital in terms of the following?

1.4.2 What is the level of employee retention of employees in terms of the following?

a. Engagement of Work 
b. Feeling as part of hospital
c. Working Condition 

a. Increased productivity
b. Experienced employees
c. Stronger corporate culture

d. Recruitment and training efficiency
e. Improved employee morale.

d. Working Environment 
e. Job Achievement  
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1.5  Research Objectives

1.6  Hypothesis of the Study 

1.7  Significance of the Study

1.8  Limitations of the Study 

1.4.3 What is the influence of performance appraisal on Employee’s   Retention to Workforce Perfor-
mance at Dr. Sulaiman Al Habib Hospital in Riyadh?

 The goal of this research is to create a model that connects performance appraisal to the job Satisfaction 
and Employee Retention to Workforce Performance at Dr. Sulaiman Al Habib Hospital in Riyadh, Kingdom 
of Saudi Arabia, Key insights derived from this study include:
The research aimed to answer the following research questions:
1.5.1 Determine the level of Job Satisfaction of employees at Dr. Sulaiman Al Habib Hospital in Riyadh, 
Kingdom of Saudi Arabia hospital in terms of the following: 
a. Engagement at work
b. Feeling as a part of hospital
c.  Working condition
d.  Working Environment
e.  Job Achievement
1.5.2 Analyze the level of employee retention of employees in terms of the following: 
a. Increased of self- productivity
b. Experienced employees
c. Stronger corporate culture
d. Recruitment and training efficiency
e. Improved employee morale
1.5.3 Analyze the influence of performance appraisal on   Employee’s   Retention to Workforce Perfor-
mance at Dr. Sulaiman Al Habib Hospital in Riyadh.

There is no significant relationship between job satisfaction and employment in relation on workforce 
performance.

The objective of this research was to look into how individuals' perceptions of PAs may be changed in order 
to increase job satisfaction by looking at the effectiveness of employee performance appraisal systems on 
job satisfaction within a healthcare organization.
This research techniques are design to provide more relevant information into the performance appraisal on 
employee performance of job processes on the levels of job satisfaction in the healthcare sector at Dr. 
Sulaiman Al Habib Hospital in Riyadh, Kingdom of Saudi Arabia, also to provide data that hospital admin-
istrators and workers might utilize to improve PA systems and increase job satisfaction as a vital perfor-
mance measure.

Every research has its own limitations, and they differ even when the topic is identical. The following are 
some of the several hurdles towards this investigation. First and foremost, time Breaking point: This job 
was given a set amount of time to complete or deploy. Furthermore, a deadline has been set for each of the 
sections discussed in this report. These time restrictions limited our ability to widen our investigation. 
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2.1  Performance Appraisal 

2.0 Review of Related Literature

Second, the COVID-19 epidemic and the importance of using internet data collection methods. Despite 
their availability at any time, they demand financial resources to get permission and authorization to use 
them. In other words, even if they are accessible, their availability is constrained. Third, there is a scarcity 
of secondary data on the performance appraisal system in Riyadh. This study is reliable because of model-
ing and investigations undertaken in various developed and developing nations throughout the country.

The effectiveness of any endeavor is determined by how these are   executed to maximize the  effectiveness  
of the organization as a whole. Employee development is the most important attitudes of a good perfor-
mance appraisal system.
Employment is one of the most important components of a person's life. Their employment has an impact 
on their way of life and social lives. As a result, every firm must have a happy staff. Nowadays, the health 
industry is critical to the economy and administration of Saudi Arabia.
Employee performance and achievements assessed together, also the organization's long-term success was 
acknowledged to be  the most significant human resource considerations strategies (Aleassa, 2014).
They not only provide excellent services but also provide employment opportunities to a big number  of 
people. Given the significance of the health sector to society and the role of work happiness in improving 
employee performance, the goal of this study is to learn about the efficacy of the Performance Appraisal 
System: Correlation of Job Satisfaction and Employee Retention to Workforce Performance.

"Performance evaluation is more than merely rating workers," writes Meenakshi (2012). Performance 
assessment is used by organizations to make executive choices such as promotion, monetary benefit distri-
bution, job enrichment, and identifying training needs. 
When staff are subjected to continuous performance appraisal, they become more committed to their orga-
nization, and this commitment, at least partially, drives them to exhibit appropriate role behavior, lowering 
employers' healthcare costs, increasing efficiency, and increasing productivity (Schuller, 2012).

D. B. Bagul (2014) defines performance evaluation as the process of monitoring employee behavior inside 
a company. First, from outside, supervisors may assess how staff are behaving in contrast to previous 
performances. It supports employers in properly developing and implementing a planning process. A fair 
appraisal system, on the other hand, improves employees' motivation and dedication while simultaneously 
attempting to do their productivity. Furthermore, if performance assessment is fair and open, it has a signifi-
cant psychological retention guarantee. Many researches have confirmed that performance appraisals have 
a major effective  on employee retention, particularly when they are communicated (badgul2013).
Performance evaluation is a systematic procedure that evaluates the inner features of all staff in order to 
evaluate their performance, dedication, efficiency, and performance. Employee engagement and perfor-
mance appraisal can be influenced by true equality, fairness in the evaluation process, job tasks, workload 
compensation, and motivation toward individual and professional development; performance appraisal 
through benefits and standing ovation; safety and security; remuneration; and reinforcements toward their 
work. Healthcare staff employees are much more successful, perform much better, and also have better 
health when their hospital structure cooperates with them (including provision of safety and security).
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2.2   Performance Appraisal System 
Performance evaluation assesses how effectively and how far employees do their tasks over a given period 
in order to enhance their human and organizational performance. 
Performance assessment is defined as a "control approach used by almost all businesses to identify the 
behaviors that employees must exhibit in order to accomplish organizational goals" (Ali MA, Opatha 
HH.2012). Furthermore, while different businesses use the term differently, most definitions of "perfor-
mance appraisal" are linked to the concept of improving employee performance. 
             Performance assessment systems, according to Yosuf (2013), are the processes and procedures 
involved in effective, directing, and communicating performance appraisal events. It is frequently a normal 
process that outlined in the personnel management policy.

                        Over the last several decades, there has been various research on performance evaluation 
(Bretz, Milkovich & Read, 1992; Fisher, 1989). 
                 74 to 89 percent of enterprises, including healthcare facilities, use performance appraisal systems 
(Murphy & Cleveland, 2015). Performance evaluation systems provide a variety of functions, including 
human resource decision making, assessment, and feedback (Cleveland, Murphy & Williams, 2018).
               The psychologist focused on employee reactions to performance reviews and exchanged thoughts 
on how performance reviews are handled (Levy, 2000; Levy & Williams, 2004). According to Nasud 
(1999), analyzing a range is a crucial technique for recouping the value of workers' performance. Perfor-
mance assessment establishes a compensation system that combines the efforts of leadership and employees 
to achieve their companies' joint goals (Cleveland, Murphy, & William, 2017). Entire company perfor-
mance evaluation is a vital component of human resource management in order to achieve high perfor-
mance targets. 
 
              The data obtained and the evaluation system serve as the basic  for recruiting and selection, training 
and development of existing staff, and retaining and motivating a quality human resource through timely , 
suitable performance reward (Lillian, Mathooko, & Sitati,2011).
              The psychologist focused on employee reactions to performance evaluations and discussed how 
performance reviews should be conducted (Levy, 2000; Levy & Williams, 2004). According to Nasud 
(1999), evaluating a band is a critical tool for recouping the value of workers' performance. Performance 
evaluation develops a pay system that combines the efforts of leadership and employees to meet the joint 
goals of their organizations (Cleveland, Murphy, & William, 2017). In order to reach high performance 
objectives, the entire business appraisal system is a important component of human resource administra-
tion.

            The collected data and the assessment system serve as the foundation for recruiting and selecting 
new employees; training and developing existing employees; and maintaining and motivating excellent 
human resources through timely and appropriate performance rewards (Lillian, Mathooko, & Sitati,2011) 
(Sharma, 2012).
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2.3   Performance Appraisal and Job Satisfaction

2.3.2 Effectiveness of Performance Appraisal and Job Satisfaction

Performance assessment in the workplace increases employee accountability and productivity (Halachmi, 
2012). Performance appraisals are widely regarded as an important HRM (HRM) technique used by 
businesses to monitor and manage performance (Radebe, 2015). Supervisors and executives use an assess-
ment system to motivate or inspire their employees to perform effectively by identifying and recognizing 
their achievements through promotions, increased pay, and awards (Park, 2014). Performance assessments 

2.3.1    Locke and Lathan (2011) describe job satisfaction as "a cheerful or excellent emotion stemming 
from an evaluation of one's employment or work experience." Employment satisfaction is measured by a 
person's assessment of how well their team works the factors that are important to them. Employment satis-
faction is defined by Vroom (1964) as people's choices and favorable attitudes towards the job duties they 
now have.
                       According to Mitchell and Lasan (2016), job satisfaction is the most significant and often 
researched attitude in the field of organizational performance. Job satisfaction has three significant 
elements, according to Luthan (2008). For starters, it is visible but must be believed because it is an emo-
tional reaction to a work environment. Second, it is characterized by how effectively the outcomes meet or 
exceed assumptions. Lastly, work satisfaction reflects long-term perspectives on the most important aspects 
of a job to which people respond positively.
                                               Employee happiness when Spector began to emphasize the significance of 
thinking abilities in influencing the future of many elements of their professions, the focus shifted away 
from standards. Working satisfaction is a measure of how much individuals appreciate or despise their work 
and its elements.(Spector, 1997). Nair (2010) applies a similar concept of satisfaction to one's attitude 
chosen based on the worker's employment environment. As a consequence, job satisfaction is more than 
simply feelings; it also represents one's evaluation.
                         It explains how a range of external and internal components must be identified and assessed 
in order to evaluate contentment. According to Locke (2016), work satisfaction is a good psychological 
response directed  by the perception to someone's work as helping in the satisfaction of significant values 
that are reachable on the job, all of the objectives are consistent with one's standards.
 
           According to Davis and Nestrom (2002), the degree to which expectancies and incentives are related 
influences whether a job is considered gratifying (Statt, 2014). Job satisfaction is a complicated set of 
linked psychosocial elements .The degree has an impact on a person's sentiments about work satisfaction 
level.
                      This, in fact, offers credence to the view that job satisfaction is a varied system of interrelated 
emotional actors to work performed (Hulin and Judge, 2013); these responses are associated with cognition, 
emotional, and behavioral elements. Its various definitions of this class, but this one lies in the middle 
(Wudarzewski, 2013).
  
            Organizational elements such as responsibilities and goals assigned to employees, according to Katz 
(1978), are critical.   According to Springer (2011), workers are more happy with their jobs.
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have long been used to assess work engagement, set work goals, and identify opportunities for employee 
career development and staff training. Staff responsibility and efficiency are both important. Employee 
accountability and productivity are increased via performance appraisal in the workplace (Halachmi, 2002). 
            Performance evaluations are widely regarded as an important human resource management (HRM) 
technique used by supervisors, to monitor and manage performance (Radebe, 2015). Supervisors and man-
agers using an assessment system to motivate or motivate their employees to perform effectively by recog-
nizing and awarding outstanding achievements through promotions, increased pay, and awards (Park, 
2014).
           Performance assessments have long been used to assess employee performance, set career objectives, 
and gain insights for employee career development and training staff. (Aleassa, 2014).

          Organizations use performance appraisal for a kind   purposes, such as forecasting staffing levels, 
advancements, and awards; terminating and reducing positions; protecting their company from work activi-
ties; and ensuring personnel are guided (Deepa & Kuppusamy, 2016; Deepa et al., 2014). 
           Administrators can utilize the assessment process to offer feedback on their employees' strengths and 
shortcomings, identify specific training requirements, detect performance differences, evaluate their super-
visor's effectiveness, and minimize the number of worker conflicts (Hauck, 2014). 
Workers' performance is routinely evaluated by supervisors, employees, or colleagues, as well as by the 
staff members themselves (Prasad, 2015). 
            Employee efficiency and satisfaction are assessed on a daily basis in accordance with company objec-
tives and pre-established criteria. Human resource managers may use performance evaluation data to make 
targeted decisions that promote employee happiness, job satisfaction, firm commitment, and efficiency.
          According to Radebe (2015), the evaluation phenomenon has been seen as an essential instrument in 
enhancing staff  and growth since it has a favorable impact on healthcare.
           Tsai and Wang (2013) discovered that workers' perceptions of assessments impact their performance, 
behavior. Effective supervisors, according to Akkas (2015), conduct daily performance reviews and offer 
feedback to their employees in order to identify problem areas and track their progress toward achieving 
their goals for improved performance. Employers must provide a structured methodology to guarantee that 
employee performance evaluations on job satisfaction are deemed fair. Human resources (HR) organiza-
tions have depended on performance reviews for years, but there are restrictions to how frequently they may 
enhance employee attitudes, attitudes, and motivation (Hosain, 2016). Regardless of the influence of 
performance appraisal on job performance and dedication, this assertion is founded on previous research 
(Budworth et al., 2014).

             Performance evaluations have been accused of undervaluing people's true worth and contributions 
to the company, despite the fact that they are often used to promote this value to employees (Neu Morén, 
2013). Job satisfaction impacts the fairness of job appraisal, which important to all engagement (Singh & 
Mishra, 2016).
            According to Shrivastava and Purang (2016), staff opinions of fairness affected employee evaluation 
outcomes more than the system's stated purpose and design, and job satisfaction has a positive relationship 
with job satisfaction with the appraisal. Despite the fact that the performance assessment technique has been 
recognized as a critical management tool for assisting in decision making, several organizations have failed 
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2.4.1  Employee Retention

2.4.2 Effectiveness of Performance Appraisal and Employees Retention

2.4   Performance Appraisal and Employees Retention

Employee retention refers to a organizations capacity to maintain its employees. It is straightforward to 
understand that an 80 percent retention rate indicates that a company keeps 80 percent of its employees. The 
purpose of retention is to develop in workers a sense of responsibility. Employee retention is important to 
the success of any firm (Gulzar, S., Advani, A., 2016).
 According to Abeysekera (2017), employee turnover is a critical concern for every business. However, 
organizations that have adopted good human resource management practices may minimize employee 
turnover and boost productivity because an organization can maintain its benefits by keeping workers.. 
According to Kok (2013), there are indeed sets of human resource practices inspired by the human resource 
profession that are referred to as quality standards and, if properly applied, would assure staff retention. 
There are several elements that impact HR practices, including both internal and external, and these differ 
from institution to institution (Ozutku 2009).
According to Narsimha (2000), firms can get a competitive advantage or a long-term or sustainable advan-
tage over their competitors by developing complete human resource procedures.
 Developing a competitive advantage Employers use a variety of business approaches, which are more 
effective when they are consistently coupled with human resource management methods. This means that 
firms may continue to improve their environments in order to make good human resource decisions (Tiwari 
2012). According to Capelli (2013), It was found that organizations that had put in place more dynamic 
human resource practices and reported a workplace environment climate that strongly valued engagement, 
energy, and responsibility tended to be better performing and thus able to compete, suggesting that staff 
were more likely to stay.

Mehta, Kerbelli, and Dhankar (2014) concentrated on performance evaluation, which is an essential tool for 
both employers and staff. Organizations can determine how well their staff are performing based on their 

to produce instant benefits.).
            According to several studies, contentment with the process is related to a decrease in work engage-
ment and an increase in the desire to quit (Dusterhoff et al., 2014). Also  job assessments are used, their 
ability to improve performance is increasingly being called into question.  It the  topic of conflict disagree-
ment in management theory and practice regarding the regularity with which workplace job  evaluations 
must be undertaken. Although performance appraisal methods are expensive to establish, several academics 
argue that resources would be better spent developing reliable and very good ways of assessing performance 
in order to represent job satisfaction (Vasset, 2014).
 As international initiatives rise, workers' perspectives on performance evaluations and the workplace may 
change. Assessments and the employment environment may vary. According to West and Berman (2011), 
Additional obligations alter workers' perceptions of their performance, resulting in a rise in job stress. 
Employers would be able to raise crucial job-related difficulties that would otherwise go unreported if 
performance assessments were effective. It is anticipated that a fair and objective assessment would result 
in pleasant and specific interactions for both managers and supervisors. in order to promote job satisfaction 
and performance by striving to solve present issues and overcome impediments. (Ali, 2016).
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2.4.3  Job Satisfaction and Employee Retention

 Job satisfaction is vital in retaining employees, according to a new study released by Showkat, S. (2013). 
A person who is satisfied with his or her employment is more loyal to the organization and so remains for a 
longer period of time.
           Furthermore, job satisfaction is something that staff want and is an important factor in keeping person-
nel. This can only be accomplished by making staff both physically and emotionally pleased. Retention is 
getting increasingly difficult as the skill pool gets more constrained.(Qadria Alkandari, 2009).
            Job satisfaction is also important for lowering turnover costs, or the costs incurred by a business in 
attracting and training new personnel. However, maintaining employees is more important in order to 
protect great workers from being poached. There are various factors that highlight the importance of staff 
retention. According to Elton Mayo (2013), employees are motivated not only by remuneration but also by 
having their social needs addressed while on the job.

historical performance. Employees' responsibilities in strategic planning design and implementation A fair 
evaluation system, on the other hand, not only increases staff's excitement and devotion but also offers them 
an opportunity to enhance their performance. Furthermore, a clear and honest performance assessment has 
a substantial influence on employee retention (2013).
When firms use this tool for staff counseling and risk allocation, according to Kossivi1.B, Xu1. M, and 
Kalgora. B. (2015). Although the link was validated, it was also revealed that the appraisal method would 
be more successful.
Employee attitude performance assessments stress the relevance of feedback and rewards (Shrivastav & 
Sapra, 2012). In their investigation of the effectiveness of assessment of employee retention, Gichuhi, 
Abaja, and Ochieng (2012), Shrivastav and Sapra (2012) discovered the importance of performance 
appraisal to institutions while also highlighting the significance of providing employees with information 
about the positive spillover effects it will have on their achievement. They say that offering feedback after 
an evaluation increases communication between employees and managers, and it may enhance job opportu-
nities. also underlines the significance of performance evaluations in inspiring people to strive both towards 
personal and professional goals.
Omboi Bernard Messah and Shadrack M. Kamencu (2011) proved the impact of performance assessment 
methods on staff at the Dr. Sulaiman Al Habib Hospital in Riyadh, Kingdom of Saudi Arabia. Employee 
training, goal setting, and performance-based compensation were identified as the most important factors 
influencing employee performance and earned high marks from respondents. This research also found that 
knowledge, assessment, and development had a minor influence on employee performance. Staff perfor-
mance and efficiency are substantially hurt since they report that their drive to complete their jobs is 
harmed. Workers' responses indicated they would prefer not to work longer hours. They will, however, be 
reticent to work beyond or beyond the hours for which they are compensated since they feel individuals 
really aren't related to additional pay.
Furthermore, because employee participation and shared goal clarity enhance job rating systems (Roberts 
& Reed, 1996), it may be favorably associated with loyalty, reinforcing the justification for declaring partic-
ular career objectives (Latham, 2013). Furthermore, development performance appraisal focuses on provid-
ing workers with a sense of connection as well as  appreciated by their teams and the organization, since it 
is important in boosting staff's emotional engagement with the company (Levy & Williams, 2015).
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2.5.1  Equity Theory 

2.5.2  Expectancy Theory 

2.5   Theoretical Framework  

          Furthermore, work satisfaction is a mix of good and bad thoughts about one's employment. Neverthe-
less, work satisfaction reflects the extent to which real benefits meet and surpass assumptions. Job satisfac-
tion is inextricably linked to an individual's conduct at work (Davis et al., 2011).

Motivation is one of the factors that influence performance. Motivation is a crucial factor in determining 
employee performance and willingness to perform at work (Bogicevic, Yang, Bilgihan, & Budisic, 2013; 
Herzberg, 195). 
             Psychologists have sought to understand how motivation is impacted. Several theories have made 
significant contributions to human psychology research in order to get a better knowledge of the influence 
motivation has on performance measurement (including Maslow, Herzberg, McGregor, and McClelland) 
(Herzberg, 1959; Worlu & Chidozie, 2012). 
            Managers or supervisors looking to boost staff productivity, performance, and motivation have put 
the results to the test. In today's corporate world, more current ideas of motivation are being used. 
Approaches such as John Stacy Adams' Equity Theory and Victor Vroom's Expectancy Theory can help us 
comprehend motivation in today‘s workplace. The purpose of this research is to give an examination of 
these two hypotheses in detail in order to consider the ramifications (Masum, Azad, & Beh, 2015).        
Motivational theories are invaluable in the explanation of performance appraisal. Examples of such theories 
are the Equity theory and the Expectancy theory. 

It is a hypothesis that explains human relationships' pleasure in terms of perceived fair or unequal resource 
allocation decisions (Rowland, 2013). Based on the theory's creator, John Stacey Adams (1963, 1965), 
workers feel fairness in having contributed to an organization and what they receive back from the organi-
zation, especially in relation to what they believe other workers' contributions are and what the organization 
provides in return to those staff members (Tseng & Kuo,2014). 
As a result , they will try to make up the difference by increasing or lowering their efforts. Equity theory is 
generally focused on maintaining justice in an organization's allocation. It is quantified by calculating the 
ratio of relationship associates' contributions to results (Folger, 2013).

In expectation theory, the desired rewards that a person intends to obtain if he begins or executes certain 
activities are examined. It describes how motivated a worker is to finish a job  (Montana, n.d).

Perfomance Ability EnvironmentMotivation

Figure 1: Performance Is a Function of the Interaction Between  An Employee's Motivation, Ability, And Environment
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2.6   Research Gaps 

2.7   Conceptual Framework
A theoretical framework  examines concepts that try to explains the research issue under consideration, with 
a focus on the specific variables sought in the study. One independent variable and one dependent variable 
comprise the conceptual framework.
According to DeNisi and Smith (2014), theoretical studies on performance appraisal systems are originally 
focused on validity. However, in the context of institutional jobs, the latest development is to start analyses 
aimed at improving employee productivity and empowering staff to improve performance.
Furthermore, performance appraisal methods are intended to increase job performance, as is the importance 
of focusing research on increasing job satisfaction. 
                Investigators focused on the importance of the employee performance evaluation framework and 

Performance appraisal provides a valuable chance to focus on objectives and work activities; to identify and 
fix current problems; and to stimulate future performance. As a result, leading businesses attempt to imple-
ment a value-based performance evaluation method that will assist them in setting agreed-upon perfor-
mance targets and achieving the required outcomes.
The effectiveness of performance appraisal factors and the efficacy of performance appraisal methods are 
investigated in this study at Dr. Sulaiman Al Habib Hospital in Riyadh, Saudi Arabia.
Several academics have also pointed out a lack in the consequences of performance evaluation, such as 
motivation, equity theory, expectation theory. According to Cheese and Cantrell (2005).

   Saratun (2017) establishes a relationship between performance assessment and employee performance, 
which leads to corporate sustainability but does not mention job engagement as an intermediary result of 
the relationship.
Nevertheless, development and research remain a gap that, if filled, might help firms to make the best 
choices, particularly in the area of human resources (Ahmad & Allen, 2015). Furthermore, as said before, 
there is a need for an empirical study on the advancement of staff performance as it could be highly valuable 
for both academics and professionals in this area. As a result, the present study concentrated on the health-
care sector at Dr. Sulaiman Al Habib Hospital.
Performance measures create data that is used to evaluate the plan of action and allow the organization to 
improve, regulate, and account for staff performance as outlined in the organizational objectives (Schleich-
er al..2019).
                   Much research on assessment systems has been undertaken in Saudi Arabia. (2007) conducted 
a study on employee performance appraisal.

Makawiti (2011) conducted research on perceptive hospital employees regarding the use of performance 
assessment data in training and skill choices. Kagendo (2012) did a similar study on factors that influence 
the performance evaluation of personnel in Riydah hospitals.
            Magutu (2017) conducted research on the efficiency of performance assessment systems in Saudi 
Arabia, specifically at Dr. Sulaiman Al Habib Hospital. According to the scholar, these local studies have 
investigated performance appraisal effects on employee performance in the health sector in Saudi. 
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Research Methodology

3.2   Research Design

3.2.1 Research Methodological Choice

3.2.2 Sampling procedures and Discussion on Respondents of the Study

identified contextual elements that impact the performance appraisal, which shed light on this topic. Maha-
pal, Dzimbiri, and Maphosa, 2015; Schleicher et al., 2019; Lutwama, Roos, and Dolamo, 2017). 

                The conceptual framework appears to be an analytical technique that can be used in a number of 
different categories and appears in a range of varieties and scenario
  A conceptual model was created in this study to investigate the influence of four independent factors: 
performance appraisal, on the dependent variable employee performance.
Based on the literature reviewed, the conceptual framework is as follows

This study titled “An Analysis on the Effectiveness of Performance Appraisal System: Correlation of Job 
Satisfaction and Employee Retention to Workforce Performance at Dr.Sulaiman Al Habib Hospital is 
conducted in Riyadh, Kingdom of Saudi Arabia.
 That gives details and important ideas on research ideology, methods, strategy, methodological selection, 
timescale, and data analysis.

A research approach is created to guide a study process.  A Study is viewed as a series of interconnected 
steps, the success of which is contingent on the performance of those that come before   (Sarantakos, 1993). 
It can be thought of as an the  approach that directs a project, data collecting and analysis and provides as 
the framework or design for a study (Churchill, 1995).

In this field, whether the study is quantitative or qualitative is determined by the research strategy. A quanti-
tative study, as an example, is utilized in conjunction with a positivist philosophy and a deductive 
technique. Variables are described visually and quantitatively within this type of investigation. 
 This necessitates a high level of generalization, such as crafting queries that are straightforward or under-
standable to everybody, with really no unreadable or complex terms.  In 2010, Ceu used the "survey 
method" as a survey strategy. 

This study focuses mostly on the staff members working at Dr. Sulaiman Al Habib Hospital in Riyadh; 
Kingdom of Saudi Arabia Hence, they provide the primary source of data for this study. The whole demo-
graphic in this study is (N= 50) workers working in Al Habib hospital. The target population consists of 
both male (27) and female (23) which includes junior staff, senior, management staff and other.

 TABLE 1 1  Frequency Percent Valid Percent 
Cumulative 
Percent 

Val
id 

Male 27 54.0 54.0 54.0 
Female 23 46.0 46.0 100.0 
Total 50 100.0 100.0  

Table 1: Gender
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3.2.3 Variables of the Study

3.2.4 Research Instruments and Data Gathering Procedures

3.2.5 Data Collection and Storage

a. Dependent Variable(X) 
Employee performance will be the dependent variable in this study. It must have been noted in the first 
section of the survey.
b. Independent Variable(Y)
Performance Appraisal will be the independent variable in this study.
Latham and Locke (1984) developed a 30- questions in survey aimed at measured analysis on the Effective-
ness of Performance Appraisal System: Correlation of Job Satisfaction and Employee Retention to Work-
force Performance related to central aspect of their theoretical framework. Lee et al. (1991) thoroughly 
analyzed and identified the survey.

As in specific investigation, survey method was used for collecting primary data from employees of   Dr. 
Sulaiman Al Habib Hospital in Riyadh, Kingdom of Saudi Arabia. A closed-ended question was utilized to 
obtain survey method.
The Questionnaire was divided into two parts. The first part of the questionnaire concentrated on partici-
pants' demographic data, while the second part covered essential aspects of performance rating in Riyadh. 
The usefulness of performance appraisal was evaluated on a scale of 1–5 in this article. An ego survey was 
undertaken with staff at Dr. Sulaiman Al Habib Hospital in Riyadh, Kingdom of Saudi Arabia, to gather 
information.
        Here, quantitative data analysis was investigate the empirical analysis of the research topic. 

In addition, statistical analysis was to determine the relationship between the study's variables.
The set of questions was designed in such a way that the participants' addresses and identification are keep 
private. Surveyors are the most common method of gathering numerical methods. Closed-ended question-
naires, in contrast to qualitative surveys, in which participants can provide as much detail as they like, 
compel respondents to respond to yes-or-no and/or multiple-choice items.

According to Denzin and Lincoln (2011), every investigator develops a relationship that allows him to tie 
the ideology selected, strategy, to the methodologies and tactics that he would utilize in the previous step of 
Blaikie's processes.
             To accomplish this, we must first plan and coordinate his work, and then establish the goals that he 
wants to attain. The sole data gathering method utilized in this project is an "online questionnaire" via the 
internet platform "Google Forms." Participants must answer 30 mandatory items separated into categories.
 The survey comprised demographics and basic question about the Effectiveness of Performance Appraisal 
System: Correlation of Job Satisfaction and Employee Retention to Workforce Performance. it’s intended 
for people who work in the hospital and see how it effectiveness. 
The questionnaire will be included in the appendix, and the findings will be included in chapter 4 when they 
have been evaluated. Employers and supervisors are among those who have working at Dr. Sulaiman Al 
Habib Hospital in Riyadh, located in Riyadh, Kingdom of Saudi Arabia geographic areas and their answers 
were analyzed in chapter 4.
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3.2.6 Data Analysis and Interpretation 
The outcomes of analyzing the Effectiveness of Performance Appraisal System: Correlation of Job Satis-
faction and Employee Retention to Workforce Performance at Dr.Sulaiman Al Habib Hospital in Riyadh, 
Kingdom of Saudi Arabia 
In Chapter 4, data will be displayed visually and quantitatively utilizing SPSS and Microsoft Excel.
             The study starts with my findings analysis and gathering with delivering the questionnaire to a prede-
termined group. It is a Google form survey that is distributed by email to those who this could touch. Then 
I downloaded the answers as excel files and began distributing them as numerical, integer, and scale ques-
tions. These responses were then carefully input as numerical information. After that, I separated the 
variables into dependent and independent components to make my task easier.

 

 

My current 
performanc
e appraisal 
system is 

very 
effective 

I have a 
good 

understandin
g of the 

appraisal 
criteria 

The 
appraisal 
system 

contributes 
to my overall 
organization

al 
effectiveness

. 

The 
appraisal 
criteria 

in which 
I am 

evaluate
d is fair 

An effective 
performance 

appraisal 
system is an 
important 

indicator of 
the 

effectivenes
s of 

employee 
performance 

 
My current 

performance 
appraisal 

system is very 
effective 

  1 .303* .067 .244 .206 
 Pearson 
Correlation  .033 .644 .087 .150 

 Sig. (2-
tailed) 50 50 50 50 50 

- I have a good 
understanding 
of the appraisal 

criteria 

 Pearson 
Correlatio

n 
.303* 1 .000 .377** .099 

 Sig. (2-
tailed) .033  1.000 .007 .496 

  50 50 50 50 50 
The appraisal 

system 
contributes to 

my overall 
organizational 
effectiveness. 

 Pearson 
Correlatio

n 
.067 .000 1 -.062- -.074- 

 Sig. (2-
tailed) .644 1.000  .669 .611 

  50 50 50 50 50 
The appraisal 

criteria in 
which I am 

evaluated is fair 

  .244 .377** -.062- 1 -.095- 
 Pearson 
Correlatio

n 
.087 .007 .669  .510 

 Sig. (2-
tailed) 50 50 50 50 50 

Table 2: Correlation 
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*. Correlation is significant at the 0.05 level (2-tailed).
**. Correlation is significant at the 0.01 level (2-tailed).

In Statistics, correlation is a way of establishing the relationship between variables. The formula for correla-
tion coefficient for population of N= 50

Using the above equation, we calculate the following   values.   As we see here in this table we have a Pear-
son correlation table with two tailed test 0.05 and 0.01.
First, Current performance appraisal system is very effective relation with   a good understanding of the 
appraisal criteria r=.033 also system contributes to my overall organizational effectiveness r=.067, the 
appraisal criteria   in which I am evaluated is fair r= .244 and an effective performance appraisal system is 
an important indicator of the effectiveness of employee performance=w .206.
Second, a good understanding of the appraisal criteria relation with   current performance appraisal system 
is very effective r=.303 while   with The appraisal system contributes to my overall organizational effective-
ness r=.000 then with   The appraisal criteria   in which I am evaluated is fair r= .377** and with effective 
performance appraisal system is an important indicator of the effectiveness of employee performance 
r=099.
Third, the appraisal system contributes to my overall organizational effectiveness with current performance 
appraisal system is very effective r= .067, a good understanding of the appraisal criteria r=000, The apprais-
al criteria in which I am evaluated is fair r=-.062-  and an effective performance appraisal system is an 
important indicator of the effectiveness of employee performance r=-.074-.
Fourth, the appraisal criteria in which I am evaluated is fair with   current performance appraisal system is 
very effective r=.244a good understanding of the appraisal criteria r= .377**, The appraisal system contrib-
utes to my overall organizational effectiveness r=-.062 and with effective performance appraisal system is 
an important indicator of the effectiveness of employee performance r=-.095-
Fifth, an effective performance appraisal system is an important indicator of the effectiveness of employee 
performance with current performance appraisal system is very effective r=.206. a good understanding of 
the appraisal criteria r=.099, The appraisal system contributes to my overall organizational effectiveness r= 
-.074- and The appraisal criteria in which I am evaluated is fair r=-.095.

  Pearson 
Correlatio

n 
.206 .099 -.074- -.095- 1 

 Sig. (2-
tailed) .150 .496 .611 .510  

  50 50 50 50 50 
 

Formula 
r= Pearson Correlation Coefficient
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Chapter 4
Interpretation and Analysis

4.2.1 Sample Profiling 

4.1   Introduction

4.2 Findings (Descriptive Statistics)

The questionnaire has 30 questions with a study population of 50. This survey was issued to Saudi Arabian 
employees ranging in age from 20 to 61. 

           Furthermore, the questionnaire that was administered or disseminated was separated into two 
sections. Now we input this information into SPSS to get a significant result about our issue and check if 
there is a relationship, whether it is positive or negative, and we get a response regarding the efficacy of the 
assessment method. Here is a table that contains a descriptive analysis for the full variables that we utilized 
and the levels of significance that we obtained utilizing SPSS.

Descriptive statistics are a series of brief descriptive coefficients that summarize a set of data. This 
approach is used in this study to characterize the frequency for each gender, age, and other variables.

Demographics are the different features of a population that characterize it, such as age, race, ethnicity, 
education, and so on. 

Table 3: Research Questions:

Research Questions  Participant 
Questionnaire 

Remarks  

    
1. What is the level of Job 

Satisfaction of employees 
at Dr. Sulaiman Al Habib 
Hospital in Riyadh, 
Kingdom of Saudi Arabia 
hospital in terms of the 
following? 

 

 1,2,3,4,5 Participant Profile 
 
 
6 to 10 Survey Questions 

Method used is Survey 
for this Quantitative 
Study. 
Questions are done in 
Likert Scale Model 
from 1 to 5. 

2. What is the level of employee 
retention of employees in terms 
of the following? 
 

 10 to 21 will answer 
Research Question 2 

 Questions are done in 
Likert Scale Model 
from 1 to 5. 

3. What is the influence of 
performance appraisal on 
Employee’s   Retention to 
Workforce Performance at Dr. 
Sulaiman Al Habib Hospital in 
Riyadh? 

 22 to 30 will answer 
Research Question 3 

 
Questions are done in 
Likert Scale Model 
from 1 to 5. 
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Descriptive statistics are a series of brief descriptive coefficients that summarize a set of data. This 
approach is used in this study to characterize the frequency for each gender, age, and other variables.

The Female valid percent is (46 %) and male valid percent is (52 %). The results show that females are 
higher than males.

Figure 6: Represents the gender of 50 Respondents

Figure 7: Educational level between High school, Graduate, Master and PhD Degree

Table 4: Descriptive Statistic for Gender 

 Frequency Percent Valid Percent Cumulative Percent 
Valid Male 27 54.0 54.0 54.0 

Female 23 46.0 46.0 100.0 
Total 50 100.0 100.0  
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The Master valid percent is (62 %), The Graduate valid percent is (18 %). The High school is (8%) and 
The PHD (12%). The results show that masters level is higher than.

It varies between more than strongly agree (42 %) and agree valid percent is (34 %). the neither agree nor 
disagree valid percent is (18%), and the disagree valid percent is (6%).The results show that strongly 
agree are higher

It varies between more than strongly agree (56 %) and agree valid percent is (36 %). the neither agree nor 
disagree valid percent is (6%), and the disagree valid percent is (2%).The results show that strongly agree 
are higher.

 

Figure 8: My Manager/ Supervisor Recognize Me When I Do a Good Job It Varies Between More Than Strongly Agree and Agree.

Figure 9: Performance Appraisal in my company is fair. 
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Motivation in doing work, it varies between more than strongly agree (90 %) and agree valid percent is 
(10 %). The results show that strongly agree are higher.

It varies between more than strongly agree (58 %) and agree valid percent is (16 %). the neither agree nor 
disagree valid percent is (26%), and the results show that strongly agree are higher.

Figure 11: Strong corporate culture leads to strong performance appraisal varies between strongly agree and agree

Figure 10: Motivation in Doing the Work Is Strongly Agree
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It varies between more than strongly agree (76 %) and agree valid percent is (24 %). The results show that 
strongly agree are higher.

It varies between more than strongly agree (80 %) and agree valid percent is (5 %). the neither agree nor 
disagree (15%) The results show that strongly agree are higher.

Figure 13: Performance Appraisal strongly agrees to be focused on development of employees.

Figure 12: Performance appraisal strongly agrees to be focused on development of employees.

The 
appraisal 
system 

contributes 
to my 
overall 

organizatio
nal 

effectivene

My 
current 

performa
nce 

appraisal 
system is 

very 

- I have a 
good 

understandi
ng of the 
appraisal 

The appraisal criteria 
in which I am 
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It varies between more than strongly agree (70 %) and agree valid percent is (26 %). the neither agree nor 
disagree valid percent is (2%), and the disagree valid percent is (2%).The results show that strongly agree 
are higher.

Figure 14: The Appraisal System Contributes to All Organizational Effectiveness Is Strongly Agree.

Figure 15: Performance Appraisal System is very effective 

Strongly Agree.
It varies between more than strongly agree (80 %) and agree valid percent is (20%). The results show that 
strongly agree are higher
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Figure 16: Good Understanding of Appraisal System. 

 Figure 17: Performance Appraisal Process Encourage Cooperation and Team Spirit.

It varies between more than strongly agree (58 %) and agree valid percent is (36 %). the neither agree nor 
disagree valid percent is (4%), and the disagree valid percent is (2%).The results show that strongly agree 
are higher.

It varies between more than strongly agree (58 %) and agree valid percent is (21 %). the neither agree nor 
disagree valid percent is (21%).The results show that strongly agree are higher
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Table 5: Descriptive for Positions 

Table 6: Descriptive of Years worked in the organization 

Table 7: Descriptive Statistics 

Table 2 represents the positions of the respondents in Saudi Arabia. Analysis of the data collected showed 
that the valid percent were (26%) for junior staff - for senior, (18%) for management staff, (42%) - and 
(14%) for other. The results show that highest respondents were management staff.

Table 3 represents the number of years worked in the organization. Analysis of the data collected showed 
that the valid percent were (34%). For less than 3 years, (24%) for 3-6 years - to more than 6 years, 
(42%). The results show that highest respondents were less than 3 years.

 
Frequency Percent Valid Percent 

Cumulative 
Percent 

Valid junior Staff 13 26.0 26.0 26.0 
senior 9 18.0 18.0 44.0 
Management  staff 

21 42.0 42.0 86.0 

Other 7 14.0 14.0 100.0 
Total 50 100.0 100.0  

 

 Frequency Percent Valid Percent 
Cumulative 
Percent 

Valid less than3 years 17 34.0 34.0 34.0 
3-6 years 12 24.0 24.0 58.0 
more than 6 years 

21 42.0 42.0 100.0 

Total 50 100.0 100.0  
 

 N Minimum Maximum Mean Std. Deviation 
-My manager/supervisor 
recognize me when I do a 
good job. 

50 1.00 4.00 1.8800 .91785 

-My manager/supervisor 
has reasonable 
expectations from my 
work. 

50 1.00 5.00 2.0800 1.20949 

-My job is fulfilling my 
needs 50 1.00 5.00 2.6600 1.58578 

-I feel proud to work for 
my company. 50 1.00 2.00 1.0600 .23990 

-I receive adequate training 
and information about the 
performance appraisal 
cycle before it starts 

50 1.00 5.00 2.9600 1.47025 

-Valid N (listwise) 50     
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4.3    Correlation Coefficient 

Table 5 illustrates the descriptive statistics for the five   variables of this research in relation to its questions 
that describe the effectiveness of Performance Appraisal System: Correlation of Job Satisfaction and 
Employee Retention to Workforce Performance at Dr. Sulaiman Al Habib Hospital in Riyadh, Kingdom of 
Saudi Arabia. Descriptive statistics for my manager/supervisor recognize me when I do a good job. Where 
1 represents strongly disagree and 4 represents strongly agree. Descriptive statistics for my manager/super-
visor has reasonable expectations from my work, where 1 represents strongly disagree and 5 represents 
strongly agree. Descriptive statistics for my job is fulfilling my needs where 1 represents strongly disagree 
and 4 represents strongly agree. Descriptive statistics for I feel proud to work for my company where 1 
represents strongly disagree and 2 represents strongly agree. Descriptive statistics for I receive adequate 
training and information about the performance appraisal cycle before it starts where 1 represents strongly 
disagree and 5represents strongly agree.

An ANOVA is a statistical approach used in research which breaks the total discrepancy seen in a database 
framework into two parts: systematic components and random factors. Such systematic elements influence 
the obtained data, while random factors do not. 
         The Cronbach’s alpha is utilized in a regression study to estimate the overall effect of independent 
variables on the dependent variable. Tambunan (2011).
The test statistic's F value is .215. The hypothesis of equal population means is rejected since the test statis-
tic is significantly greater than the significance level, and the researchers conclude that there is a (statistical-
ly significant) significant difference in population means. So it have a p-value of .645, indicating that it is 
statistically significant at that level.

Pearson's Correlation Coefficient Correlation is a statistical measure of the relationship between two 
variables. There might be a positive (as one rises, the other falls) or negative (as one rises, the other falls) 
link. Correlation strength can range from poor to strong. Pearson Product Moment Correlation, sometimes 
known as Pearson Correlation, is one of the most widely used correlation statistics (Emerson, 2015)The 
correlation coefficient r and sample size n must both be considered at the same time (Schober et al., 2018). 
These findings are given in a matrix, as seen in table -----, the correlations are replicated. The table presents 
the coefficient of correlation, the value of its significance and the size of the sample. What’s important in 
this table .The Pearson's r value, which ranges between +1 and -1, where +1 represents a perfect positive 
correlation and -1 represents a perfect negative relationship. If indeed the coefficient value is significant, it 
implies there is no corelation at all.

a. Dependent Variable: Employee performance
b. Predictors: (Constant), Performance appraisal.

Table 8: ANOVA

Model Sum of Squares df Mean Square F Sig. 

1 Regression .020 1 .020 .215 .645b 
Residual 4.480 48 .093   
Total 4.500 49    
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Table 9: Correlations

**. Correlation is significant at the 0.01 level (2-tailed).

 

My 
productivity 
and output 

My 
motivatio
n in doing 
my work 

The 
performanc
e appraisal 
system is 
designed to 
motivate 
employees 

My 
attitude 
towards 
assigne
d task 

My 
attitude 
towards 
doing my 
work 
beyond my 
time 

My productivity and 
output 

Pearson 
Correlat
ion 

1 -.070- .125 .220 .219 

Sig. (2-
tailed)  .631 .387 .124 .126 

N 50 50 50 50 50 
My motivation in 
doing my work 

Pearson 
Correlat
ion 

-.070- 1 .185 -.092- .492** 

Sig. (2-
tailed) .631  .199 .526 .000 

N 50 50 50 50 50 
The performance 
appraisal system is 
designed to motivate 
employees 

Pearson 
Correlat
ion 

.125 .185 1 -.096- .034 

Sig. (2-
tailed) .387 .199  .505 .814 

N 50 50 50 50 50 
My attitude towards 
assigned task 

Pearson 
Correlat
ion 

.220 -.092- -.096- 1 .031 

Sig. (2-
tailed) .124 .526 .505  .828 

N 50 50 50 50 50 
My attitude towards 
doing my work 
beyond my time 

Pearson 
Correlat
ion 

.219 .492** .034 .031 1 

Sig. (2-
tailed) .126 .000 .814 .828  

N 50 50 50 50 50 

As correlations (-0.070and -0.092) in table 9are negative, my motivation in doing my work, My productivi-
ty and output, My attitude towards assigned task. In this order, hypothesis H1 (There is not a significant 
relation between job performance and employment in relation on workforce performance) is accepted.
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Table 10: Correlations

**. Correlation is significant at the 0.01 level (2-tailed).

As correlations (-0.013and -0.173) in table 10 are negative, my job is fulfilling my needs, my manager/su-
pervisor recognize me when I do a good job, my manager/supervisor has reasonable expectations from my 
work. In this order, hypothesis H1 (There is not a significant relationship between job satisfaction and 
employment in relation on workforce performance) is accepted.

 

My 
manager/s
upervisor 
recognize 
me when I 
do a good 
job. 

My 
manager/s
upervisor 
has 
reasonable 
expectatio
ns from 
my work 

My job is 
fulfilling 
my needs 

I feel 
proud to 
work for 
my 
company 

Performan
ce 
manageme
nt can help 
people 
understan
d the 
organizati
on's 
strategic 
priorities 

My 
manager/superviso
r recognize me 
when I do a good 
job. 

Pearson 
Correlation 1 -.101- -.013- -.152- .163 

Sig. (2-tailed)  .483 .931 .292 .257 
N 50 50 50 50 50 

My 
manager/superviso
r has reasonable 
expectations from 
my work 

Pearson 
Correlation -.101- 1 -.173- .475** -.020- 

Sig. (2-tailed) .483  .230 .000 .890 
N 

50 50 50 50 50 

My job is fulfilling 
my needs 

Pearson 
Correlation -.013- -.173- 1 -.076- .062 

Sig. (2-tailed) .931 .230  .598 .668 
N 50 50 50 50 50 

I feel proud to work 
for my company 

Pearson 
Correlation -.152- .475** -.076- 1 -.234- 

Sig. (2-tailed) .292 .000 .598  .102 
N 50 50 50 50 50 

Performance 
management can 
help people 
understand the 
organization's 
strategic priorities 

Pearson 
Correlation .163 -.020- .062 -.234- 1 

Sig. (2-tailed) .257 .890 .668 .102  
N 

50 50 50 50 50 
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Table 11: Correlations 

Table 12: Correlations  

*. Correlation is significant at the 0.05 level (2-tailed).

As correlations (-0.107and -0.73) in table 11 are negative The appraisal criteria in which I am evaluated is 
fair, my current performance appraisal system is very effective. In this order, hypothesis H1 (There is not a 
significant relationship between job satisfaction and employment in relation on workforce performance) is 
accepted.

 

Strong 
Corporate 
Culture 
Leads to 
Strong 

Performanc
e appraisal. 

The 
performanc
e appraisal 
system is 

not 
effective 

The 
appraisal 
criteria  in 
which I am 
evaluated is 

fair 

My current 
performanc
e appraisal 
system is 

very 
effective 

Strong Corporate 
Culture Leads to Strong 
Performance appraisal. 

Pearson 
Correlation 1 .192 -.107- -.073- 

Sig. (2-
tailed)  .181 .462 .616 

N 50 50 50 50 
The performance 
appraisal system is not 
effective 

Pearson 
Correlation .192 1 .091 .329* 

Sig. (2-
tailed) .181  .529 .020 

N 50 50 50 50 
The appraisal criteria  in 
which I am evaluated is 
fair 

Pearson 
Correlation -.107- .091 1 .244 

Sig. (2-
tailed) .462 .529  .087 

N 50 50 50 50 
My current performance 
appraisal system is very 
effectiveness 
         

Pearson 
Correlation -.073- .329* .244 1 

Sig. (2-
tailed) .616 .020 .087  

N 50 50 50 50 
 

 

The 
appraisal 
system 

contributes 
to my 
overall 

organizatio
nal 

effectivene
ss. 

My 
current 

performa
nce 

appraisal 
system is 

very 
effective 

- I have a 
good 

understandi
ng of the 
appraisal 
criteria 

The appraisal criteria 
in which I am 

evaluated is fair 
The appraisal system 
contributes to my 
overall organizational 
effectiveness. 

Pearson 
Correlati
on 

1 -.067 .000 -.062- 

Sig. (2-
tailed)  .644 1.000 .669 

N 50 50 50 50 
My current 
performance appraisal 
system is very effective 

Pearson 
Correlati
on 

.067 1 .303* .244 

Sig. (2-
tailed) .644  .033 .087 

N 50 50 50 50 
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4.5   Regression Analysis

Table 13: Coefficients 

a. Dependent Variable: Employee performance

*. Correlation is significant at the 0.05 level (2-tailed).

**. Correlation is significant at the 0.01 level (2-tailed).

That is connected with relevance at the 0.05 and 0.01 levels using two-tailed tests. 
Dr. Saul McLeod believes (2020),  The correlation coefficient is an activity in statistics that's also defined 
by the values -1 and +1, and it addresses the direct dependence on the information's organization. It calcu-
lates the size and direction of the relationship between two variables, performance evaluation and employee 
performance. 
According to our SPSS study, and based on the coefficient of correlation, there is a significant positive 
relationship in the issue as well as in the questionnaire. The hypothesis H1 is accepted (there is no substan-
tial association between job happiness and employment in terms of workforce performance).

MLR, commonly referred to as multiple regression, is a quantitative tool that forecasts the outcome of a 
dependent variable by combining a large number of explanatory variables. MLR tries to simulate the linear 
interplay between explanatory (independent) and response (dependent) components.

Table 13 shows the coefficient value of  the variable, allowing you to assess their significance. the factor in 
the table are significant predictors since their p-value is less than 0.05. Outcome expectation has the most 
effect (beta=.067).  the variable has a significant positive effect.

The appraisal system 
contributes to my 
overall organizational 
effectiveness. 

Pearson 
Correlati
on 

1 -.067 .000 -.062- 

Sig. (2-
tailed)  .644 1.000 .669 

N 50 50 50 50 
My current 
performance appraisal 
system is very effective 

Pearson 
Correlati
on 

.067 1 .303* .244 

Sig. (2-
tailed) .644  .033 .087 

N 50 50 50 50 
- I have a good 
understanding of the 
appraisal criteria 

Pearson 
Correlati
on 

.000 .303* 1 .377** 

Sig. (2-
tailed) 1.000 .033  .007 

N 50 50 50 50 
The appraisal criteria  
in which I am evaluated 
is fair 

Pearson 
Correlati
on 

-.062- .244 .377** 1 

Sig. (2-
tailed) .669 .087 .007  

N 50 50 50 50 
 

Model 

Unstandardized 
Coefficients 

Standardized 
Coefficients 

t Sig. B Std. Error Beta 
1 (Constant) 1.144 .105  10.943 .000 

Performance appraisal 
in my company  -.029- .062 -.067- -.464- .645 

 

92



Research Methodology

4.5  Summary of the Chapter 

5.1 Reflection on the overall Results

5.2 Conclusions

5.1 Reflection on the overall Results

5.1.3 Cost Incurred and Access to resources

5.2.1 Introduction

Chapter 4 included a data collection and analysis acquired from 50 respondents who are employees working 
at Dr. Sulaiman Al Habib Hospital in. The descriptive statistics for demographic characteristics were 
provided in the first section of the chapter (age, gender, positions, education level and etc.). The last section 
discussed the reliability of all variables using Correlation, Anova, as well as hypothesis testing using Pear-
son Correlation coefficient and Multiple Linear Regression. 
The SPSS results showed that all the hypotheses were supported (H1). Finally, the next chapter will justify, 
discuss, and provide recommendations for future studies based on the data acquired in chapter four.

 This section of the study includes the research detailed components, recommendations, and summary based 
on the study aim and objective, which was to determine the effectiveness of the performance appraisal 
system, Correlation of Job Satisfaction and Employee Retention, on employee performance in the Saudi 
healthcare sector with reference to Dr. Sulaiman Al Habib hospital in Riyadh.

The purpose of the research is to understand the effectiveness of performance appraisal at Dr. Sulaiman Al 
Habib Hospital in Riyadh, Kingdom of Saudi Arabia. The research clearly names elements impacting 
performance assessment. Moreover, the purpose of this research was to elucidate the overall effects of 
appraisal on employee performance at Al Habib Hospital. Lastly, important difficulties in the performance 
assessment system will be carefully examined.

The performance appraisal and the employee's performance are important because the procedure allows 
organizations to determine how each employee compares to previously defined goals and requirements. 
However, until appraisal feedback becomes fact , certain employees will always underperform, so institu-

The success of any hospital depends on the standard of its employees. 
Every hospital must plan its expenses carefully because they are the main source of the effective perfor-
mance system and must be paid on time. 
Telephone: It refers to the hospital telephone expenses. Even if the payment has not yet been produced, it is 
a cost that needs to be documented in the Profit and Loss Account.
Salaries: are the fixed costs incurred by the hospital employees or workforce in order to maintain the perfor-
mance appraisal system.
Sundry Expenses: These are miscellaneous costs incurred by the hospital on a daily basis that are factored 
into the cost structure. Also Computers, tablets, modems, emerging technology and other hardware. 
A careful investigation of the hospital's cost structure will assist management in making some strategic 
decisions that will have an influence on the hospital's success story.
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5.2.2 Discussion on the Contribution to the Study

tions  must be equipped to manage this problem.
The challenges are repelling workers who are eager to participate .The investigation It's also been shown 
that performance evaluation objectives are critical to the achievement of good results for performance 
appraisal.
Lastly , the analysis revealed that the performance appraisal methods used at Suliman Al Habib Hospital are 
straightforward and consistent across time, and that all members of staff are treated the same way in terms 
of the performance appraisal system.

This  study  aimed to evaluate the effectiveness of the performance appraisal on employee performance 
As illustrated in figure 4 of this study's conceptual framework, performance appraisal aids in the develop-
ment of performance appraisal systems designed to the relevance is focusing studies on improving employ-
ee performance.

Both managers and employees will grasp the degree of performance as well as the current strengths and 
limits as a result of this source of data. Furthermore, assessments foster a learning environment that drives 
employees to enhance their performance as a motivator. Their respondent profile in table 1 demonstrated 
that they were qualified to contribute substantially to the academic efficacy of the research. According to 
Ivancevich (2001), performance evaluation is used to make strategic choices that have a significant influ-
ence on hospitals. Both also believed that performance reviews were an effective motivator for improving 
employee performance (Feldman, 2007). It was stated that the performance of employees is critical to the 
organization.     
The correlation analysis was utilized in table 4 to establish the degree of association between the variables 
of interest. R is the model's coefficient of correlation in Pearson correlation. As a result of this study, there 
is a strong positive correlation between the dependent and independent variables used in the model, as well 
as a strong positive relationship between performance appraisal and employee. This is the research's focus. 
The finding backs up Gomez-Mejia et al.'s prior finding that performance assessment is vital for perfor-
mance improvement, which is critical to obtaining improved and maintaining performance levels for 
employees and their hospitals.
According to the first question about the level of Job Satisfaction of employees at Dr. Sulaiman Al Habib 
Hospital in Riyadh, Kingdom of Saudi Arabia hospital in terms of the following terms: the result of the 
study shows a   positive relationship between engagement at work; Feeling as a part of hospital, which 
reflects very high satisfaction. Job satisfaction due to working condition, working environment and job 
achievement are generally positive. They are in relation to each other, observed in the opportunities provid-
ed by the employees in the hospital continuous professional development and in providing feedback on the 
development of their work.  
According to the second question about the level of employee retention of employees in terms of the follow-
ing terms, 
The subscale of increased productivity, experienced employees in staff department had comparatively the 
best results, providing that the satisfaction of employee retention of employees is high. Employee's views 
of employee retention are generally positive. 
The highest satisfaction in relation to the stronger corporate culture, recruitment and training efficiency, 
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5.3 Recommendations

improved employee morale observed by the staff members are major factor in staff development, help the 
employees in the hospital to continuous development and gain more. Both terms are important for employee 
retention as we shown in table 9: correlation.
According to the third question about the influence of performance appraisal on Employee’s   Retention to 
Workforce Performance at Dr. Sulaiman Al Habib Hospital in Riyadh. The result of the study has been 
discovered that performance appraisal system based on the factors would be more efficient in the context of 
employee retention as shown in table 10: correlation.  
And last, according to the hypothesis of the research , there is no significant relationship between job satis-
faction and employment in relation on workforce performance is accepted. Therefore, the difference in the 
nature of jobs may be the cause of some difference in the results of our study also maybe the type of occupa-
tion affects the satisfaction level of employees.
So, employees' performance differs after a performance appraisal. As a consequence, companies must take 
a more personal experience to combining performance assessment results and incentives or benefits. As a 
result of higher levels of satisfaction, this might greatly raise employee performance.

Its recommended  that the management and human resource department at Dr. Suleiman Al Habib 
Hospital should express clearly the purpose  for the appraisal, as well as staff training on how to give 
and obtain feedback. Human resources should make sure that responses are kept confidential in 
order for employees to believe that the process is honest and open. Supervisors, employees, and 
staff should all be engaged in the performance appraisal strategic planning, and the performance 
appraisal policy should be easily accessible to all members of the staff.

The Human Resource Manager at Dr. Suliman Al Habib Hospital should ensure that performance 
assessment goals can identify training requirements and are structured in such a way that they can 
identify the best  and required training sessions that, when indicated, will result in improved 
employee performance.
 It is therefore recommended that the HR department use a variety of approaches to obtain the best 
results.
Managers are responsible for ensuring that their supervisors meet previously agreed standards and 
objectives.
As a result, supervisors must:
a. Clearly identify each staff member's responsibilities.
b. Set measurable, realistic, and challenging goals for the employee  performance
c. Review key task areas on a routine basis in light of the current circumstances. 
d. Evaluate any shortcomings in employee's performance and correct them.
The HR Manager at Dr. Sulaiman al Habib hospital must  ensure that performance assessment  is 
more open and sensible, that in certain situations, personality occurs, and that staff is counseled in 
order to learn what is required of it.
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5.5 Summary and Closing

5.5.1  The level of Job Satisfaction of employees at Dr. Sulaiman Al Habib Hospital in Riyadh,
Kingdom of Saudi Arabia hospital

The researcher distributed a total of 50 questionnaires to the respondents. This gave a response rate. The 
gender characteristics of participants were dominated by females at 46 % and males were 54% all genders 
had almost equal representation in the study but female were slightly more.  Participants were also 
required to their   positions of the respondents in Saudi Arabia. Analysis of the data collected showed that 
the valid percent were (26%) for junior staff - for senior, (18%) for management staff, (42%) and (14%) 
for other, the results shows that highest participants were management staff.  Respondents represent the 
number of years worked in the organization. Analysis of the data collected showed that the valid percent 
were (34%). For less than 3 years, (24%) for 3-6 years - to more than 6 years, (42%). These results show 
that highest participants were less than 3 years.

On a rating scales, participants were asked to evaluate a phrase on the level of job satisfaction of staff at 
Dr. Sulaiman Al Habib Hospital. The first statement   inquired  in relation on workforce performance 
the respondent’s organization represents 1 strongly disagree and 4 represents strongly agree.
  The second question asked was the level of employee retention of employees. On a 
Likert Scale measure respondents were asked their opinion on some statement regarding which level of 
employees at Dr. Sulaiman Al Habib hospital. It inquired was relation on workforce performance the 
respondent’s organization represents 1 strongly disagree and 4 represents strongly agree.

  The third question sought was if there influence of performance appraisal on   Employ-
ee’s   Retention to Workforce Performance at Dr. Sulaiman Al Habib Hospital in Riyadh. Also, it 
inquired was if  is not a significant relationship between job satisfaction and employment in represents 
strongly agree.
            This study, the majority of hospital staff believe that hospitals have a formal perfor-
mance management system in place and that performance appraisals are done on a yearly basis. 
"training and development needs," and they use a daily list method to evaluate the organization's 
employee performance. The majority of employees believe that self-appraisal is beneficial in the 
performance appraisal process.
          The Managers , staff are recommended to understand why appraisal systems are important and 
how it must be aligned to the strategy. This route as viewed to set clear expectations around staff 
management and utilize the value of the appraisal system in the organizations today. Few staff feel that 
performance appraisals help to "change an employee's performance." And performance appraisal 
contributes to creating an environment in which everyone is encouraged to share in a constructive way.
Employees believe that top management does not have a biased attitude toward performance appraisal. 
In the organization, all employees are treated equally and almost all employees participate in the 
performance appraisal system. Staff members are pleased with the organization's appraisal system and 
believe that performance appraisals improve motivation and job satisfaction.
Performance evaluation has finally caught up with twenty-first-century management practices. Previ-
ously, performance reviews were one-sided, confrontational, backward-looking, and widely loathed. 
Now comes the performance appraisal. It entails a continuous process of planning, goal-setting, feed-
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