.........

24 - 27 September -
., i ' f < “" REPUBLIC OF TURKIYE ’ 5 g
#15Qua2024 ISQua | s sEer o) maemm B TUSKA

‘.' , ./ TURKIYE HEALTH CARE QUALITY AND
“m .~4' ACCREDITATION INSTITUTE

PERCEPTIONS AND ATTITUDES OF HEALTH PROFESSIONALS TOWARDS
PERFORMANCE MANAGEMENT IN HUMAN RESOURCES MANAGEMENT IN
) .. HEALTH SERVICES
E. OZYURT!, Z. OZTURK?2

1 Turkish Health Services Quality and Accreditation Institute, Ankara, Turkiye
2 Higher Specialization University, Ankara, Turkiye

RESULTS

INTRODUCTION

Performance appraisals 1 health make a great It is shown that there is no difference in the perceptions of performance

contribution to management by facilitating the strategic management among hospital employees, the overall mean score is

management and development of human resources and 0.4066 and the averages are high, and the majority of employees have a

decision-making in health institutions. At the same time, it positive view of performance appraisal. The number of people working

also supports correct decision-making in planning for more than weekly working hours is 73 and 49.7% of the total number of

training, development, promotion, rewarding and

— participants. Of the 73 employees, 72.6% work more than the weekly

dismissal of health personnel. With this method, all working hours due to insufficient number of employees, 60.3% because

employees, both as a team and individually, are enabled to they want to receive on-call pay, 24.7% because they want to spend

see their achievements and the level at which they meet more time with patients, and 27.4% because they want to benefit more

the expected performance. Therefore, performance from additional payment. The average score calculated from the

management 1s a versatile system i terms of being a @ answers given by the employees to all questions regarding the mistakes

oe

source of detailed information for both management and made in performance management was calculated as 2.3333. This result

employees and predicting the future of health service L | shows that all errors made in performance management are important.

delivery.

In general, the halo effect, errors arising from personal preferences and

prejudices, and being influenced by events in the recent past are close to
each other and are considered important. The average score calculated

from the answers given by the employees to all questions to determine

In this study; 1t 1s aimed to measure the perceptions of the main problem in performance management was calculated as

health personnel about the effect of performance 2.3524. In general, lack of objective evaluation, differences in work

measurement on health services and to raise awareness on L L .
styles, lack of motivation, personal rivalries and lack of standard setting

the subject 1n health institutions. are seen as important by the employees. Although all of the factors

foreseen to determine the main problem are considered important in

general, the factor of lack of motivation, which has a higher mean than

the other factors, 1s considered more important by the employees.

METHOD

The population of the study consists of a public hospital.

In this context, all employees were reached without Performance management of health personnel in health institutions and organisations requires a paradigm shift in
sample selection. The purpose of the study was explained management perspective and approach in order to provide efficient, quality, safe, effective, accessible, economical
to the participants and care was taken to ensure that they and fair service delivery. Performance appraisals, especially at the appropriate time, accurately and effectively, are

were voluntary and willing. Due to the principle of thought to be a driving force factor for employees to see their strengths and weaknesses, to improve their weaknesses

volunteerism, 147 health workers working 1n the and to increase their professional competence and competence. In addition, performance management plays a key
institution participated voluntarily and willingly. Data role 1n increasing productivity and motivation, developing a sense of belonging to the organisation, strengthening

analysis was performed using IBM SPSS 25.0 statistical communication, developing and increasing a positive and effective synergy among employees.

package programme.
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