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Abstract 

 
The study aimed at identifying the effectiveness of the guiding indicators to assess the 

performance of the Palestinian government sector personnel. The researcher used the 

descriptive methodology where a questionnaire was prepared involving (54) items, 

distributed to four subjects. The questionnaire acquired a degree of credibility and internal 

consistency. It was distributed to all members of the study population including the 

directors general, the human resources managers and those in charge of the Palestinian 

public sector institutions. The number of the study population amounted to 54 employees, 

and the study sample amounted to (46) employees selected intentionality. 

The findings of the study showed that the arithmetical mean amounted to (2.17) for the 

total degree of the guiding indicators effectiveness for the performance evaluation of the 

Palestinian governmental sector personnel, (2.11) for productivity and work, (1.89) for 

perseverance, (2.15) for personal behavior, and (2.22) for personal characters. The 

effectiveness of all guiding indicators of these factors was low as a result of the several 

problems therein, such as the inability to find realistic and professional evaluation criteria 

and not linking them to the performance registries, the general performance or the process 

of job analysis, tasks and responsibilities contained in the job description card, the 

ambiguity of the qualitative and quantitative indicators for their measurement, and their 

direct influence by the impressions and personal assessment of the evaluator, which often 

leads to the dissemination of the evaluation results unjustly, in addition to the lack of 

correlation and integration between the results of the evaluation and some administrative 

decisions related to the employee, such as motivation or training workshops. 

Finally, and in the light of the results of the study, the researcher has concluded with a 

number of recommendations, including the need for the General Personnel council, in 

cooperation with the governmental institutions, to work on developing performance 

evaluation criteria and indicators for all job categories contained in the Civil Service Law, 

to work on linking the performance evaluation criteria and indicators with the 

competencies contained in the job description cards of all the job positions, the need to 

develop clear and effective legislation and policies for the performance evaluation of 

government institutions personnel, strengthen the quantitative performance indicators and 

criteria to enable precise evaluation rather than pre-judgment, impressions and the 

difficulty of evaluation, conduct workshops and distribute explanatory brochures to the 

government institutions personnel to clarify the performance evaluation process and the 

mechanism of using the indicators, the possibility to work on increasing the performance 

evaluation formats and to develop criteria which cover the sub- jobs to achieve greater 

accuracy in the evaluation process, enhance the role of the evaluation process in studying 

the needs of the performance development of the government institutions personnel as this 

has an impact on improving the evaluation process annually by improving the performance 

standards and criteria that are constantly related to the performance of personnel.
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