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ABSTRACT 

Introduction 

Enbancingtheperfonnanccandproductivityofhe&ILhpersolUlCl is very v.ital in ensuring that 
hc:alth inlcrVenlions arc effectively rendered, however this is confronted with many dWlenges 
for African Countries. It is therefore imponant for employees to provide s .... itable sol .... tions to 
these chaUengcs. Human rc~ are the most vital resources of any health institution. It has 

been progreuively pcrcc .. "cd thateffecti~ performmg ttealth personnel is the centre of any 

maintainable answer for health servtcedelivery. 

hiJgenerailyrewgnizedthathealthinstitutionsarenotdclivenngtheKicalyieldofhcalth 

intc("\cntlons beuusc of vatiabks such as, burnout, deficient talented and experienced hCltth 

personnel. demoIivared health slatT. absence of managerial supervision. deprived work 
environment as well II.S insufficicnt compensation and many others. At The Accident Centre of 
the Korte Bu TeKhing Hospital, there is not enouW! research elucidating the various facton 
affecting the performance ofnwses. TI1c main objective of tile study is to uncover the key 
variables that Influence nurses performance at the Accident Centre of The Korle Bu Teaching 

Hospital. 

A quantllative de!>Cnptlvecross sectional survey was used to colleCl data, after seeking consent 

fromrandontly"",pled 137 profcssionalnW'SCS from various units of the Accident Centrcand 
dazawucollecud UJingslrUCtured questionnaires. The coll«ted data was enh:red intoex.cel 
sprad. shcc1 and anal)·~d to genc ... tc cham, perce-ntege$, tables and frequencies. It was also 
exponed intoStata version 15 for analysis of logistic regression so as to detenn inethc 
relationship betwcen dependent and inde-pendcntvariables. Thcperfonnanc:eofpe:rsonnel was 
;t.\..nsedusin,aperfonnancecheddi!C (app ... isal tool). 

Thcoulcomcofthcstudyshowcd tfwtherc was no significanl rciationship between individual 
factors (age, gender. Highest Educational Qualification, Number years as a registered nurse and 

Duration on Current Ward) and pcrfonn&nce ofnU/'"SCs (p >0.05). The re'-tionship between 

service reWed fKtOn (Category of in Service r ... inins. Motivation and Monitoring and 
evaluation) and the pe:rfonnancc of nurses was significant, liven by p<O.OS. The relationship 
bm\.ccn .... ortungcnvlfonmenlandperfonnanceofnurscsVt'aslilP'irJCant,Iivenbyp<O.Os. 
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ServicereIMedfacton(ln-scrvitetraining, motivationintiudingremWlerationandpersonal 

emoluments. mooitoringievalulUion, continuous profnsiona.l developments options i.e 

\o\-orkshops) were significantly as~iatcd with the performance of nurses. 

Workinl ~vironment (Overcrowding. Lighting, Ventilation, Workload and Logistics) ..... ere also 

signifr.cllldy assoc:iltedwithperfonnanceofnurses 

HoW\:ver there was no significant IIS$OCwion between any of the individual factors (Age, 

Gender, Highest Educational Qualification, Number of Years as Registered Nurse and Duration 

on Current Ward)andthenurses' performance 

KeyWords 

NUDeS; Hotpilal. Performance of Nurses; Accident Centre of The Korle Bu Teachina Hospital; 
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DEFINITION OF TER.\1S 

Performancc: The execution ofanactlun. 

l.n"C"~in&:Thcpowcr tochanacOlaffecfsomeoncorsomethiRg. 

N.rIt: An individual who has received the rcquired traming In ml1nagina the sick 

[o"anH: To Incrcut or improve something. 

O.teome: Something that happens as a result of an IC'ti\'iry or process 

Performa.etc Appraisal: To assess ho .. employee's perform at their job. 

Pro.OIlOD: The demonstration ofmovin, somebody to a higher or mcrea .. mgl> impc:rall\e 

POSIIKx!OIrarUtinanassociation 

Moti"ation: Thcactorprocc!Sofgivlngsomeonearcason fordoing somet hing 

l..OClslic.: ThethinpthitmustbcdonclOplan and or(,;aniMl.1l.:ompJu.::ucJ I1clivi t) 
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CHAPTER ONE 

INTRODUCTION 

improving the producti'"ity ofheahh pen.unnel and ensurmgmat health interventions are well 

delivcted is a majur dl.lllmgc for African countries. To achieve national and global health goals. 

it is ncceuuy 10 de~lop effective motivation and support for health personnel to overcome 

obstacles. At the centre of every health system, the workforce is an integral component to 

advancing health. The performance or any health instllutuln depends to a large extent on the 

knowledge. skills and motivation or the health personnel. It is thus imperative to provide the 

nght 'Aoorkmg environment to ensure that the employer meets Ihe expected standards of their 

emplo)ccs. 1t is gcncrallyrecognlscd that hcallh personnel D~notcttumingoutthede:sired 

OUlpUI of health inlmcnlJOIU. Many have reflected on this problem. For instance, WHO (World 

Health Orplllzalion) bas IdentifiCd a threshold in workforce density below which high coverage 

of essential interventions. According to Samuel et ai, (2007), Ghana is one of the African 

COWluin expcocncml shonqe of nune5. Accident Centre of the Karle Bu Teaching Hospital 

face challmgc:s suc:hu.. shortageofhcahhpersonnel. increa.scdcase 100d for health personnel 

and set exhaltSted u they render-services 10 p.ttcnu who live within the vicinilyas well as 

pallmts 'Aoho are referred from other regions of the country. This stud)" is intended 10 identify and 

anaIyIe&aorsthatnc:ptivelyandposilIVel) mfluenceperfonnanceofnurscse.lthcAcc::ident 

Centre of Karle Bu T eachma Hospital. 
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Pcrformancc of health personnel isenhanted ifavailabilityoflogisticsand equipmcnt, in ·service 

tnining.~muneralion,monitoringandotherandotherinsenti\'esareprovldcd 

In Korle Bu T caching Hospilal and the Accident Centre: which IS administrated by the Korle Bu 

HcalthBure.c.t,nursesappeartobcUflllppre<:iued,have Iackofopportunmcs for career 

progression, lack of training and a lack ofeducationalopponunlties. One does nu tsuugaieto 

notn::e signs of fatigue and hear their conSWlI complaints about the non-rec ognitionofthcir 

mput Though some intc:rventions !live been pUI in place,they have nOI adequatelymolvcd 

probk-msaffec1lngperfonnance. lnvtewofthis,adetailedstudy mustuneoverthcpcrtinent 

Haith worker perfonnance is a holistic approach to promote both physical. mental. economic:. 

SOCW, proychological andspirirual health of the client. Tilequajity,proficiencyand vaJueof 

health administrations rely upon the accesslbililY of gifted able healthp ersonnel whenandwhere 

tbeyarerequirtd. 

A«ordmg to WHO (2006), apart from Namibia, GIlanI is one of the African continents that is 

currcntly facing severc work fOfCt' crisis in thehl:alth sector. T"hese human resource shonages 

appear to aITecl he&lth inkl"'icntlons and heallhs),slcms. Sub-Saharan Amca is leastrankcd as as 

far as health worker to population mtio as concerned (Frederick, 2009). MOlivation and 

remuneration of nunes have great effect on their pc:rfonnanc:e (Amggourowati's, 2014). 

Ac:cordinlto 1Ic:rlambana: (20t2) motivation is an indicator that can let a person behave in a 

certain WIly. To em;.ourqe subordinatn to work harder and work hard, using all their skllh and 

capabilities, lJSe motivation (Siagian. 2010). According 10 WHO (2003) gi\'ing incentives have 

lIhownlo MVt'gJT8t impact on performance 
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I.J Coaceplual Fraaacwork 

Thisfrarncwork.a&:IempbtoexplainfacwrslhatafTectnunes· performanc:einservicedclivery. II 

is very important for employers to know the vanous factors thai arc rc:spons.ible for enhanI:ing 

the performance of their emplo)ccs as well as the employ"s also knowing the facton that 

mflum.:c thcl, pctfonnancc IndIvidual fK\OB phi) I.c~ 10k In nlU'1CS' per(onnlrKc. This IS 

because: fadon such u qe. '>eX, rank, value, beliefs, attitude, experience, and nwnbcr of 

working)cars ha\lC their part in influcncingper(onnance. There are occupational policies that 

equally play key lOIn In perfOnna/KC For in~uncc when we consider promotions, conducting 

appnn.al of SCltI' eilhcr biannual I), quarterly, motivation of stiff and monltonng and (,valuation 

of 5lafT(.tolm learnin, inillative 2004 :75). Scr\Iicc related (8(:tors play I role In Influencing 

nunes" performance. these Include availability of loaisties. in-scrvtcc training. workshop!. 

numba of woritina, houn, prcSSWT from workload and "Iff patient ratio 
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INDMDUAI FACTORS Sf8VlCt: 8[1 AIrQ [ACTORS 

• Age 

• G"""" 
• HiahntEd.-tonaJ 

QuaJific:lbon 

• Numberyearsasaregistered 

WORK'NG ENVIRONMENT 

Oven::rowdillJ 

• liahtina 
• Ventilation 

Workload 

• I.ogistics 

Monitoring Evsh ... tion 

EmotionaJDiscrnI 
LackorSUJl9Ol1 Systems i.e 
co~C!lIins· 

CPO'$IWorbhops 
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1.4 Jus1ific81ion oftbestudy 

The A"Mknt Centre deals with response 10 cmeraencies 10 save lives, thcftfon: there I~ the need 

to ,00000 such. study Thil §!tidy will .dd to the knowledge of the factors innuen,ing nurs,c:l.· 

perform.nce. Heahh:;;ervice syscc:ms f.1I shon in repnls to expc<:1aI rcsulu and this is of 

conccmfortbcke}pl~)·ersinthehealthsectorandeventheWorldHC'AlthOrganisationallarae . 

Infomwion from thiS SfUdy will help N1entify, the individual orpnisaJional polidcs and service 

rclalectsbonfaUsinbodlle8Chingandnon.teachanghospi18!sandensurclhatmeasures are taken 

to enhMce performance of nunes in the country. Above aU, II will help advocaae for :l.Upptln 

from groups., policy makers. orpnisalKmiJ body thail is lhe mouth p~ for nurses in GhanI! 
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J Wluitan:thcindividualfactorsthataffectnurses'perfonnance? 

2. What are lhe sen'lce-related factors lila! affect nur~~' perfonnance? 

1 WhIt ate tnc work environmental flCtors tIlIt affect nW'se~ performance? 

1.6 Objeclive o(lbe stud) 

1.6.1 Maioobjeclive 

Todelennllle factors influencing the performance of nurses in sen'ice deliver) at Accidenl 

Centre of Korle Bu Teaching Hospital. 

l.6,2Spedr~Objectives 

I. Toas.sesstheindivldualfsc:tol'5th1taffectnurscs'performance? 

2. Todetenninelhe service-related factors that affect nurscs' perfonnance? 

J. Todetermincthcwork~nvirunmcnlal factorsthataffcctnursesperfonnance? 
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CHAPTER TWO 

LITERA TURf REVIEW 

HcallhcaredeliVCl)'isdcmandinginalliucntirety. Thequality,productivityandvllueofhealth 

serviceadminlltnitonsislfunctionoflCCe5Sibilit)togiftedandcapablehealthprofesstonals. 

ThotIgh Ih" may seem cicmcnW')', health pcnonncl must be be suitably prepared to convey the 

mandator) mtervenlions upersel norms. Bcc.use of basic defICiencies ofccJ1ain key health 

care persoMel, it is dilfKuh to gu.rantee thai: the al;ceuibk health workers those properl} Sifted 

are roused to 8i\'C compelling medicinal servicC$ administrations (0 populaca living in a 

tremendous lopognphical krritory. II is eiSential now, like never before, (0 SWVC)' the ciemcnU 

thai deoddodlyand c:ontrarlly mfluence Iheexe~ullveability ofhcallh workcrsto guaranlectlwl 

the),lWlckaUyUled. 

ThIs inVDIi8l1tion will try to clucidate the hum&n resoun:e s11UClU~ which can be used to screen 

while~ovcnccingenhancedperfonnanceofprofessioaalm ... setinGhana. 

In this chapter, various facton tposllne and ncptive) ate looked II, with the goal of 

underplMin,w \lariab&a thai po~lll\cI~ affa::llhe performance of nursing units in the: hulth 

w:ttmg. In my quest to cum inc Ilullablc: Illcralwe on the performance of nurses, I came across 

Ihepaucityofsuchpantcularresea!chdala. This is because il ieemed as though Ihe sludyofthe 

flll;ton lhal affect the performance of nuna had not been gl\ Ing ~onsMkrablc anention In 

racan:h. Ha-cvet II I~ .. onhy of note 10 mention tNt tome of the variable I soughl to study 

were mentioned in connection to other racareh topics., publications. pctlodiclb and t:Ven a rew 
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joumals.Asal"CSUho(dUs. l havebroadenedlhehteralurcrevc-wlOlookatlhePM~C'of 

suffingenetal 

"Human tnOUn:n or halth .... ori:Jorce are the most important assets of health S)'!U11\i (I lome:des 

and UpJde:. 2004) There: are man) complex reasons for lhc deterioration of health systems in 

Afnc.an RcgKln; howo'n the RUlin cause is the: nqSeet of the heallh work fOfCe" 

Oevtlopment partncn in the pastU\I$ted thaI prqw1Illon was thtmost idcal approach to 

entwlce perfonnance. On the contrary. it nu been percclved that reason.blc enhancement of 

pcrfonnancc rdies upon various ekmenll. Ulc:ludina clear occupation desires, objc-c1i\,e5. 

pafQfTTW'K:e standards. performance response, Infonnanon and aptitudes, \Upcl"\'l$IOn IU'Id the 

c)l.ccutivc::sbolstcrJUJtu workpllce (Sulhvan, 1998) 

Thckcyareaslookedatincluded; 

• Ex.vnlnln~ dlffercnlca\cullted l)'$kmsand proIOI)'J'IC' ll'UIl WI\C ancnll..>n 10 \oIInlbln 

wbichinf1uencrmotiV1llionandultunatel)'thc~rfonnanccofstafT, 

• 1bc kno .... h."w o(human raources which help health administrations executives ad"anc:e 

• F.valuallooandobset\.1tiono(perf'onnanceofstalT; 

• Lcadershlpupa';:ltlcsthatgreall) direct and coordinate the cnhancement ofp erformance 

ofheaLthWoor\(cn 

R~ gudelinc, and SU1Ug~ are crucial for effecting conclu~I"ns affectmg thc kind of 

humanroourc.e:s~uircdforhc:a.lth\Ct\icedclivery 
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When II comes 10 the human resources of health care. a decaHed straleg) and a well thought out 

plan are key factors in health service administration (WHO. 1998). Nevertheless in countless 

circwnstances., a wide disparil)' exist!> bctwt:t:n management policies and their enactment (Bach, 

2004) 

2.2Serviccrelaledfactonaffct.:tingperfcorrnance 

1be work ora nurse is delicate beCIUse it i:.o geared towards the wellbeing of human beings The 

"arious$er\lic:agn'cnbythcs.c:carers Irnotdone Ihoroughly and properly may cost someonc's 

life. As such. pcrfonnanc:e of nun.c5 I~ important when it comes to the reception of quality and 

prompt Ilealth ser\lice delivery 

RccciYinarecognit;oo. lrainin&and working in a safe and serene emironrnent his great innue nee 

on performance (Fort & Voltero. 2004). Lack of career progression and opponunities for 

edUl.:llionresull in nunes performing poorly on thejob (Chin, 2008). Thepmorma nee ofe. nurse 

innp«:live of his or her qe is enhanced through lnIining and iupcrvision (Kwnajas, 2012). It is 

believed that counsellifl&, supcrvilton. giyen to It nurse who ma) be young in tenns of age, will 

enable him Of her to perform better as compared to those who rna)-be older (Yulistiana, 2011) 

tI.'lolI\atlOn and remuneration of nucsei haye great effect on their performance (Anggor{)""at]~, 

2014). To encourage subordinate~ to worl.., aivlna: incentives will hI\c: great Impa.;1 on 

".,r""""",,(WHO. 2003) 

RemuaeraliHudMotinlion 

In 2003, Hicks and Adams describe mnuneratton or compensation 10 be" . n.e tolal income 

of an individual and may comprise a ranee ;f scparate plymentJ dctennincd ItcOrdin& 10 
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different rulc!>" WHO (2000) outlines incentives as "all rewards and payments that providers 

face as a consequence: of the orgaruutions in whic:h they work, the instituttonsunder whtc:h they 

operateandspc:cificint~n-enlloruW)·provide". 

Monetary incentives comprise wage, fascal enjoyments (for eKample retirement pension. health 

in.suruw::ccoycnp, ckpcndent allowance or stipend. apparelliodging allowances) and ancillat)· 

financial ~imbursements (subsidl~tions of transpor1, me.ls and child upkeep). Non-financial 

mow/alions consist of malleable or flexible working hours. study leaves, time olf. prearranied 

carttroppor1unities,.occup.tional .... -cIl.being.ndpsychothCTIPY.lI.v.ilabilityoffundingeor 

b111nins as well as schooling (Hicks & Adams 2003) 

Payments and mocivuion!> Significantly impact on perfonnance. It was reeognised that an 

increase: in remuneration indeveiopingcoWltries up surged productivity. This was not only the 

case bUI il was also noticed that raising me earnings as well as incorporaling certain benefits such 

as acccss to housing, rransportalion.professional upgrade keenly improved performance (WHO. 

2003). 

TeKhing and producing amplc t.c.1th workers is challenging in Afric •. To be able to produce: 

hoaJthpersonnc:l. there is the n«d for methodical wining of staff by the teaching instilutions 

managed by public.. private and nongovernment organization authorittes (WHO, 2002). 

"Educ:ationofhc.lthworkforte is scen as a lona-term investment in human capital and should 

be aimed at meeting the demand) of health .Y'tem,. However, education institutions in Africa 

are fliling to produceadequ.atehealth ..... ork~rs·· (lo~wensonand Thompson. 2004). TheaboYe is 
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sabotaged by til unevenly distnbuted wCH'kforce density of 8 health personnel per 10000 

population as compared to a wOfId rnedian density of 50 per 10000. 

lnregardstotht administration of human resources, there ouaht to be key mtriclte relationship 

between the govenunent and public services. So as (0 make sure IMI guiding principles. 

protocols and COndit 10M of service ar~ adhered to (WHO. 2005). 

As such. It IS safe to conclude that effective human resource management of health sevices 

dmItnd lhat we ensure that (WHO, 200J); 

• 1Rercissufficicnttraining.teal;hingandpersonaldevelopmenlj 

• 1bere is thcadvancement ofade18ilcd plan. both macro and mu,:roiCopic innaturc in 

relanis 10 the improvement of human rnouI'Ces; 

• Effective and goal oriented human resource admiRistration is pnCltced: 

• Weconsuuclpropcrguidelincsandaheallhpolicyframcworkasfarll$ourresoU(Ccsare 

c.onccmcd: 

• Weregulateourhealthoccupitionsand 

Institutional policlcs includes; maner'S of supervison SUpptlrt and performance supervision. 

mana&erial philosophy, swulards and cthiC$ appHcd at work, systems of communication. 

availabiliry of support forsuper\' isors and colleagues. All of which innuence the compelcnce of 

he.allhptnonnclintctmsofperformingacertainassJgnmcntposilivelyornea,ativcly(8ennettt 

&'Franco,I992) 
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Inchn.lual factors consist of age. gender. highest educational qualiftcation. number of)'C&l'S as 

rqiIlered nurse. and duration on the cumnt ward, 

WorkiogEovirODmt'llt 

The en\'ironmcnl in ",'hichonc works plays a role in influencIng an C'mplo)cc'sperfonnatlCe 

The temperalure ofthc cnvironmen&. overcrowding, absence of tog is tics. lighting sY51em and 

noiJecondilions, contribute m Influencmgperformance, ManystudieshaveexamincdlhecffCCl 

or fIOlSC 011 patients 001 few snJCiics an: available for nurses, These chlllengcs ha\ic been 

OYerao-'din& or the C'mcrgcncy dcpMtJnent can be: defined as a situMion where me demand for 

cmergencyservices exceeds the ability of an emergency department 10 provide qualirycare 

~ithin appropda'c time frames, Ovcrthe past decade, the emergency unit of the Accident Centre 

(.1 the Kurlc Bu Teaching UMpiw is confronted with o ... en:rowdins. despite increased political 

and admlnlstratne mlel'\'CRtlons. thcsituattoncontinuc~toriseinscverity and frequency, Nursa 

Ihencll,pcricnccbwnouland.remMabJeloa,jvelhcirbest, Though this i5 a national prob1em. 

there IS no mlen'entlon In pl&cc 10 help In d«ongnting the emergency unit. A lot of sfLIdies have 

demonstrated the ph~K:al en ... ironment to hllVe influc,," on beh .... iour and productivity of 

employce's T'hesuccessoreveryoriilliwionormstltutionisdcpmd,entontheprodlXtl\ltyof 

the emplo)ee hence 1M need to create a §.SrI: and a positive environment for iu employees, 

2," Perfor.aoce Management 

The manaeement of perfOrm&l1tC is a vilal role and a rate dctcnnining Slep when we take a closer 

look It manacinc human resource systems, Only by rnanaaing performance, can .-e inslitute 

University of Ghana http://ugspace.ug.edu.gh



rn«:hanisms by which one can assess and revtew tbe produccivity of staff and intbe longrun 

make it possible to aceomplish tbe &oals and objectives of any organisation (Price, 2000). There 

ii generally no stringent deftnitions amongst variow authors when we consider the concept of 

performance manaS, .. ment. Katz and GA.-en (1997) outline performance management as ..... 3 

syste1ncomposed of an orderly w)es of programs deSlb'Tlt.-d todcfine, measure, and improve 

organizational performance". The I'SMPC (2000) defines per measure, and improve 

organizalionalperformancc. accumulaungtne a!obalcffic:icncyofanagcncy"in tbeseningof 

staffmanagcmcnt. In 2003, MartincL oflhc Institute of Personnel Management described 

performance m&naiement as M ••• a strategy which relates to every activity of the orgaOlzatlon set 

in the context of it$ human resources policies, culture, style and communu:ation!io systcms. The: 

Ilahftofstnltcg)' depends on the OfganizalioRli context and can vary from organiLallon to 

organIZation" 

Pmonnancc manqemcfu i5 a collcctive interaction between leaden and various staff as ~II as 

the vanous Wlits they oversce; it is inlended to advance the perf"onnance ofanYiloup and the 

people within it (Armstrong I 994; I, Torrington & lIail 1998; 317). Performance management 

!w as its foundation the appro\'cd aims and capabilities Ihat are necessary in carrying out the 

expectcddulyu well as dclllliing the development plans thai will cause: the actualisation of 

objectives. 

2.5 Performa.ce nteasurcmcnf 

To be able U) manage perfonnance, one needs to be able to measure it. Thus perf"onnance 

m~urcmmt and ~~nI art used to reinforce and Increase: performance. As such we can 

sarcll lolly that performance measures are the bcnchmarks lhat help w to dctmnine Ihc actual .. 
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productIvity of various work units and employees. By this we mean, \h( services and productJ 

they t..ve provMied (WCPS. 200 I ). To be able 10 do thIs, the organisation must clearly rccoglllse 

and definc the particu.larexpccted inlcrvenilOn or prodUCI which is &Rlicipated; 

Not only so but one needs to eniUte that lhe COrTe'Ct approach is used in performance 

measurement as well as considering whether the d~lgnated undertakmg and mtervention will 

bridge thc pnformancegap 

lnthe same vem. assessing variance permits fOf' idtnlitication of prospects thlt will increase 

1Cr'Vk.e delivery (Sutherland. Makm. and Brighl & Cox. I99S). 

"The sipi~ of rMasumnenll$ we look at the pn-formance proc~s cannot hi;: ~ ... aggeratcd. 

" 0" If you cannot undcmand somethmg you cannot measwe it you cannot (onll''Ol it. If you 

cAnnoacOfttrolityoucannotimproveil"(.Sutherlandetll,1995) 

On lhe contrary, HaJachmi (2002) contend. that these measures have more or less grave 

dysfullCtIOnsthat must be considered as we assess existing performance e\'aluati on systems or 

during the.dvau. of neVI on~ . Effective performance appraisal review demands that an 

orpnisation mUSl commLt to ensuring thai 1M required human and monetary rHOOr.:l's nceded 

for the KcomphWtln" of t:m anticLpated effects are adequately provided. As well as making '>UrI.' 

that the objeCtives (includlni their correspondent time frame5) lhat .n: 10 ~ aut~M:d during 

performance revtews an: known b)-those i,:oncemed and vel) well defined ( Halachmi. 2002) 

2.6SlaDdnds 

Necochea and fort t2003} swed thli • SI.Indud ou&hllO be erounded finnly on evmence. This 

evideace they believed must be contnbulc;d t~:rom .11 aspcclI of mtna,rment Inc:luding the 
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healthpro\lKkrstheffiSe!\lcs_Howevertheynotedtlwdevelopingcountriesare impoverishedand 

hindered by laek. of nght criteria, obsolete customS and vllues with IImLted InstLtutLonal 

capacity. thus making il difflCUlctopro'lid~ such evidcnce based data lhatcan be used lOenh;lll':C: 

InthccueoflhenUJ'§:ingprofes.sion, medical performance standards are anticipated Ie\lelsof 

perfonnance whLch form the foundallon on whic:h nutSin, care is .s~es\ed (S"ansbw'i A 

SUllMberg. 1999~ Worth)' of nOle is TJw: fact that, nursing CIltC standard~ delineate the 

boundarlCS and describe the composition or ..... hat excellcf'LI care is. as wtl l as providina the 

COfttIPOOdenty~icksbywhichwee\laluatequalitynUlsinacare(Unisa,I995). 

11 licxpc:ctcdthltin practiec,performance standards are quantifiable as udl as overt (known by 

the overseer and member of staff). Perfonnance standards are broadly grouped mto three 

c.Jtegones \l.h;ch are; 

SlructunlstaDdlllrdJre1atetothe~.I.1n,tilutionaistructurtincludingthepennissib1e 

limits within whLch stiff function and compnsc the purpose. way of life. obJeclives. guidelines, 

job cincrip'IOO. tools.lNLterials and nwnbcrs of employees required 10 CKecUlt' the la~" 

PrO(aJ; stand.rds answer the question of "the "ghl how. of he.lth Cart delivery". It concerns 

itse)r ..... ithhowhe.hhin&crvcntlonsareprovided.thelCopeofnursingpracticetool!(&5.)Cs5m~nl, 

~ton.applicalion.valuation).ltlooksathowthesetooharcusedinservice delivery and 

tilt many rre-.enIAlioru which thnc tools may assume 

Product staDd.rds focus on the pn:fm-ed aftermath of health imerventions. In simpk (eons, it is 

the standard that modulates the de~ired outcome we hope to ac:h~c. In real time sitUILtions. we 
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aretalkingaooullhetransfonnalionoflheheallhstalUSofpattcatssubsequenllOourhallhcare 

interventionsru, nur.ses. Because of tbis, product slAndardsmusl have values we can measure 

Before we !>cain any exercise, we should have concluded on the issue of how we would devek;)p 

SIIndards(Carty1e4 ElliJon., !987). ThU!, three benchmarks standout in our consideration of 

produc1 standards dC\t:!opment. These an: quantitative criteria. qualitalive criteria and their 

IRterpla)'withcolTCspondC'nl limelines. Quantitatl"ecnleria refers to the i.5.5uc of size (''tile haws 

of how muth'1 of the pl'oouct or what we hope to achieve. On the other Rand, qualitallve criteria 

are mon: diffteult to defIne when we are dealing with health service delivery, because the)' 8l'C 

less material. This is bocausc Ihey jncl~e some amount of personal judgment which makes it 

vulnerablelointnprelallon.Ho~eritisundisp'ncdthatqUlJitalivecrilCriafocusoneffK:lC} 

anddcgrccofade:ptness of the tinalproduct. Thcthirdand final benchmark which refer to the 

iiSUC oflimelincs is easy 10 comprehend. II refers to the period within which we expect to meet 

Ihe set quantill.llve lind qualitati"e criteria. It dnls with the allowable lime interval by which 

point the: manufactured aniele ought 10 be ~upplll:d 

Before the 1990's. 1cncn.l1y speaklRs. major efrons 10 impnwc qUlllity focused struclure and 

process standards. Bur: curtanl)' the picture has shifted towards an ongoing emphasis on outcome 

standards (Ralferty et a!. 2005). 

For us to be abh: to mcuure performance, "e must set organizatioRiI objectives thai will be 

effected by directors IJld their health team!>. il al<..o impli~ the developmml ofa set of 

acbicvablegD3lsmakingitpossiblctoquantiflourad\·anc:emenl. Ylanybelicvethatif,,-ecan 

gAugt' and devckJp performance indators, hc.lth ~r.;cc §}stC1lls will naturally h .... e enhanced 
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performaOl=~ Thi. how~YCS' bas not been KCIl to be always true practically Speaking (WHO, 

200S). 

1.7 MeasuremtDC tools 

A number of toob fot delenninini mdlvKiual and group performance ate a\'ailable, Tllere is not 

\MfCTmC~ bef,oC'Cfllhr VInOUS tools (Hofer, iknbLCln, Hayward. DeMomeer 1994.456)_ On the 

ulhcrh&nd.thcreart: man) rcstraintslhat hinder the utility oftm:se tools (Raflertyetal,200S); 

thll IS beClute that which is often measured IS the simple parts. and infrequently nol that 

~IglUficant(Pnot, 2000} 

One of such perfomu~e fnCa)urcment tool iJ; the peri'ormanc;e app~is.1 S) stem. Conventional 

p«formance measurement was such that employees were mformed about the assessment, which 

ended up being. OM saded show inSlcad of an Interaction between the supervisor and 

subordinate Over the yean. performance appl'llly.11w evolved to become a reciprocal discourse 

and interaction bttoAeen appral~ and appr.li« This provida. ",,\dow for one 10 unblindedJy 

euluate .... llhou1preJudu:ethekeyiuuesafTeclinaperformlnCeandlheconcnbulionslhat both 

partin Jft'I"r'IIIe(Armltrnng, 1994) 

A myriad or pcrformanu appraisal techniques abound, An example of ~·hlch is the old­

rasbioncdun«year1y indivadua1 pcrfonnance appraisals or cvalulion. Despitethefacl that this 

~ty1c of IppnlW hu been crit'qucd b) INn}. it still 5tandi out as tM ~1 used globally A 

mon: c~nl method of appraisal involva acquirinJ infoRnatlcn through marcb Vtd wrveyso( 

one ') 0'<111"" acocwd, ThU is referred to &S the 360 dep" f«dbad; S41'\"t)' S}~",". Futthet 

approllChcs Inckldt provisional euluatioaa. (:C)un\elhng mtt1Jnp. onr.to-ont oUsts.s.mmt 
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dc:libctalKmslinking~onnanceOUlcomestosupervisiooanddirc:ctsurveillanceon-the-job 

(Price, 20(0) 

When equals or team manbers in the ~e department or employees with the same rank judge 

one anotberoo recognised situations. it is called peer review system of appraisal. In such a 

syst~. it is pouibSe for the performance of a who~ team or unit or even an entire organisation 

\Obeassnsedby~.evaluatingi:ssucs.productivity,yieldandstandardsofe)(cellence.In 

the peer review systems. the team decides quite clearly and drav.s a road filliP whtch when 

followed WIU hl:lpcunail unproductive happenings in Ihc days ahead 

Cpward assessment ought to be part of the normal evaluation process and makes available 

occasion for a subordinate to remark on a definite feature or manlaer performance. This 

safeguards what. manager.. are making of their O\\'l1 capability from the position of their 

subordinateli. To auarantee effective execution of upward responseorfeedback,an intennedUiry 

or expediter might be essential to finish such a process. When a perfonnance system becomes 

m,eofclurterand pfl:Judicc, it functions IS a valuable mstrument that can be u sed to assist staff 

fe\.'ise pc:t'formance!>O.u 10 enhance e .. cry aSpC:ctofwork (Chipman 1995; 2; Troskie [999) 

Raffert), clal (2005) pinpoint the evaluation of diverse lools which have been fashioned for 

dis!>lmilar health c.are Situaliom. Assueb it is lmportant ror us to b.umonize the "ariou5 faclors 

when selec1ina an instrwnen1. Certain concerns such as the type of instrument. target staff. 

thcon:ticalprinciples in\iolved must all be well thoughlout 
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CHAPTFR THKEE 

MF.THODOLOGY 

J,lTypeohtudy 

This study was conducted as a descriptive cross-sectional slud)" It usased the effects of factors 

~inlnurK'S performaru:c al the accident cenlre 

J.1: Shldy ArnlLoc:atioa 

The Korle Bu Tcachin& Hospital WI! founded 00 the 911> October. 1923. Initially in its inception. 

II Md a bed capacity of 200. though II can currentl> boast of 2000 beds. The Korlc Du T caching 

HospicaJ is a aiil1ificant player in West Afnca and cvm in Africa as a whole. It no cUl'TCntly the 

third bigest hospital on the African conllncnt III name, Korle Bu, which renects wllere it is 

located was derived from a Ga phrase wh,,;h means '"the "orie of the Korle Lagoon' Established 

under the governance of Sir Gordon Guggnoberg, 115 initial focus was to be able to mC'Cl and 

addn:a the hcaldl requltemml of the indigenous many while fu"'tIOnina as an all-purpose 

ttospnaJ. By 195), rockctin& populalion sroWlh and i",rea.scd effectiveness of tile hospilJll 

produced an increased demand for its KrVKeS_ This cawed the then govenunent to expand the 

hospital and create new unlU These were the Child Heallh. ~edu;;al, SUflCical and :\.-Iatemity 

Units. This~thehospltals bedcapKlt) from an lnilial200 to 1200bccis. In 1962. the 

I\o)pitai achie\'ed a sipiflCanl feal. It t.J gnduakd to. TCKhinl Hospital and also included the 

traini"i of medical doctors as one of its fwlctions . hs wina which "'"0 responsible for such 

traininc was the University of Ghan .. Medical School. Currently, the University of Ghana 

Medical SchoollogcthcrwilhfiveCMbercomtllUCRtschoolshlivebccn Integrated unde,the 
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ColiegeofHeallh Sciences50astobcabl~totrain.varidyofheatthqualifiedwellequipped 

heahh apem. AI of now, the Korle 8u Teaching Ho~pltal receives an average daily turnout of 

1500clienLSto ilS 17 Oepartments(Units). ""hl1cs &Veraglng an admission rate 0(250 patients 

per day. From its Inceptlon In 1923 it na~ progressively grown to become a multifaceted faCIlity 

willi its diverse units including Child Health, Obstetri~ and Gynaecolog). Surgery. Medicine, 

Anaesthesia. lUdiololY, SurgiClVMcdlcal emergency, Polyclinic, Pharmacy and Accident 

Centre, noIforgettingtheEnginemnsFinanec,andllleGeneralAdmlmstr.llllOn 

The Accident dcpanmcnt or subdivision has tell units which are 

I. Casualt)' Rccepljon 

2, InttnsiveC~Unit 

3. Resuscitation Unit 

6. AmcMyWard 

7. FemakWard 

8. AccKien1 Centre Recovery Ward 

9. CasualtyThc:atrcand 

10. CuuaJty Recovery Ward 

The number of nursct varies from 14 - 24 people per ward, willi varying specialilY !Was. The 

Accldmt Centre accepts trauma cases in the Mea-opolilan area in addition 10.11 the other 

n:glons. Ocasionally it rcc:eivc:s some refcnals (rom !.he West AfriUIl Sub regIon whiles 

workina closely with all the other Sub--BMCI within the Hospital. It is one of the (orcmOlt 

Centrc'SthaIOfTcrsthehiahcatquaJi\YO(~;:"Iacc:identandorthopaedk ca.s«itreceives 
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brinptllh .... 10 near Of c.omp~ n::c:overy. The Accident Centre provides ~ialisC eve for 

b'alfta.lCcidenlandreflfftdorthopMdicCIIilCIforaUaaegmupsinGMaa.lieWlilihuatotal 

popuLation of 240 nwses with various speciality skills. Each uff is p**, in a specifIC unit 

tucd on Iht skills possased. 
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3.3 St.lyVa ... bIe 

Depeadea.Variabie 

Nunc! Performance usmg an appraisal 1001 

Individual f:actoB (Age. gender. Hiihest Educational Qualificalion. Number years as a 
n::gistered nunc and Duralion on Cunent Ward) 

• Service Relaled Factors (In-servicetraininc. motivation and monitoring and eval-.tion) 
• Working Envlronmenl (Overcrowding. IiJhteninio venti!ation. rest and changingruom) 

3.4 Tal'le1 PGp.1a1ioD 

...... Criteria: Profasioftll Nyna cufre.II!) ",orkinl II the Accident Cenb'c. havin, 

quaiificaJions of Diploma. Dearce or Mu&en Equivalent InCl should have worked for sir. months 

or more in any of the units (Wards) of the AccidentCenue 
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Enl.sicm erilena ; Nurses at ACCident v.ho Wert currently working in the various offices were 

excluded as well as any olhernurse that did nOi mccl Ihc: inelusioncriteria. 

3.5.1 SampleSiuEstimatioD 

Thesample~izets1imation lol.udoocwithlhchclpofSlovin·sFonnulaiiventhal"n··ISlhe 

sampJeslze.-N"'lhcpopulauonsizeand-c"wmarainofcrror(e).asslatcdbelow 

As althe time o(the study the c\IJ'mll population size (N) of the Accident centre was 210 nurses, 

with the marain of enOl (e) being S%.givingusa wnple siz.e of 

n-210 ... II +200(O.OS2»&ivina us approxinwcly 110 

3.5.2S.mpliacMelbod 

The number of respondents selected was proportional b) uSing a Simple random procedure. A 

"Yes" and "No" option was used taking IOta consideration the proportIOn of profc~~Ional nurst:S 

in the \atlOO~ units. This was repealed Ulnil the 138 n:~pondents were reached. 

3.6 Data CoUectio. TtdmiquesIMethods & Tools 

A slructun:d qUe1l1OnnaJre or feedback fonn was used to obtain data fromthcretpondftlts.Tbere 

.. us no pretcstina of the data collectiOfl tool . The qUl:"\tlonnalTe was in three parts, with section A 

focwin& on pmotWIindividWlI f~ton. scclion 8; service ~1I1Cd (actors, whiles section C; 

rocused on the wor1r:inienvUonment. 
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n.e qUM,ionMlre is cloK ended with options to ph;k frum. h speciftcally Idcntlfies kq flClDrS 

innucnclni pcrformance in the Acctdcnt Cenue. PcTformancc: of profcssional nu.nc:s Ilt the 

ecctdcnt cmtre were measured U$U\' an appral~11OO1 (Check hst Method), questions asked ""ere 

Ut relation to the tasks perfonncd at the unit. rnawlly ftWcd to Orthopledic.s. A total of26 

qUC$tlOn, .... ~ asked and rnpondents WCft It) lick "YES" or ''NO'' for the various qucstions 

J.)I.t"d A SCOft: .... a.o. gIven dependIng on tlK amwen provided b} the respondents. A score of 

)'r$. An avcraae )core of 50 - 69'11. was a reflecttoR of ans .... enng yes 1013 - 17 qunliom. 

whiles those who .... -en: perfonmng poorl} reponed CQITe<:1 &n\\\CTh len than 50% (13 of the 

qllc:suoml i1S yes. On the KOrin& Cor the -scn.lI;e lr:unina. Low (0-17). MedIum (IS-24)and High 

0,,-)0,. ffiOtlutton Low (0-17), Medium (21.:!:IH and HI~ (21-J5) and monitOring and 

evaluaflon Lo"" (0·17). ~edlUm (21-28) and Itlgh (21-)5)and lastly \\I)rl.lng environment Lo"" 

(9.10). MedIum (6-1) and Biah (0-5) (Perfoomw ... lOOllIn3.;hed at IPJlClldix 2). 

J .7lhllQullityControl 

For ew:ry Wlit there u aUltable data on the aencral mf(Jrmation of pCDOnnel and thiS .... u used 

to vahdAte the mformation wnUen and obulnoo on the quntionnllre\, The impor1&nl.:c of the 

MUdy was o.plained and respondenzs Mft expected 10 be opm and honesI in filling oU( the 

Redesllo7\m,. ofquestlonnalTCs to focU$on themes fonns the basIS of data anal}sl~ \MoUlOn, 

200i). QuellION\I.In:) from the various ...... nl1o or unitS ,,~ kepc in 10Cparaie ('n ... elopes and Were 

sort:cd OUIlCli:OCdina to )Imllarity of aMwen and commcnls ai"en. Colln::led d.ta .... ,b carefully 
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scrutinized. validated. c:odc:d and entered onto Ex.cel spre~bhm (Microsoft office 2013) and 

ex.portedfromexceltoStatavenion IS for analysis. 

3.9StatislicalMdllod 

1ne descriptive swinics was run for the \lariou~ categorical dale. Chans, peroentllges. tables and 

frequencies were used to presenl them. The Relationship between the dependent and independent 

\aflahJc'lIIereescablishedusingloglsticrcgres.sion 

Approval from the Korle au Teaching Hospital EthicaJ Review board was obLained in writing, 

with letters sent to the head of department of the Accident Centre. Whiles the various ward in 

chargcswerecopied. Infonnedcon1>CnlWa5 given bytllepanicipants prior to theadministrBti on 

oflhequestionnaire; this was precedC'd b)' thoroughly clarifyinstheaims.IRd objectives of the 

stud},Part~ipantswereparant«dthal.informatlongi ... enshaIlDetrntedwithconfidenti.lity 

3.1 JPolutl.llUakorBeHfitJ 

The Wk;omc, ,*.11 help the hospital administration and other patrons in framing policies that will 

enhance nurses' performance, Thcrc wcrenoknown or observed risks involved as far as this 

scudywas concemed 

3.12 Aaoaymity aDd coar.duliality 

lnfonnationacquircd "'as used purposely for the research. thus anonymity and confidentiaU ty 

was strinlCftllyobsen-cd.a.snamcsofpantc:ipanlSwerc not used for any public rcport. 

Questionnaires were desipc:d 10 IUCh a way that the name!. of the participants was not asked 

Also,infomwionofonepanlcipanlW1Snotdisckncdtotheother. 

University of Ghana http://ugspace.ug.edu.gh



J.IJVoluDlarypal1~ipl:tiN 

ApprovidwalOUlhlfromJ*1icipmtsbythcuseofaCOftSCnlfunn. Eachparticipalll\4J,S 

mandated 10 append the 10ignarure before filiioS OUI wquestionnaire. Participanu'agreemcol 10 

puticipek '>'&1 pu~ly voluntary. No participant was forced or pressured to take part In the study 

3.14 Proc:rd.re (or 0.1. PrtsutatwD .1Id AaaJysis 

0.... will be Importtd from ExcellO STATA. Creta colltctcd will be processed and analysed using 

STATA\mion 15. ThtanalYsUoflhnc findinpwill bcbasedlOlelyonthetrue Ctndinpofthc: 

rncan:hcr bascd on thcspeciflC objectives 
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CHAPTER FOUR 

RESULTS 

4.1 Demograpbic Cbarac:leriltics of Study Participants at tbe Accident Centre 

A wul of 110 partKapants took pari in Ihe study. MOfethanhalf(S2 .7%)ofthcpanicipants 

sampled were apd 30 - 39 yean. 69.1 " _ of the pwticipMts were females lind fonned the 

majority. The predominant professional qualification was diploma, represented by 37.3" •. Those 

IbM hid 6 -9 years ofwotk experience as a regiaercd nurse- were 39.1%. On the type of 

dixiplinelf:linial wani. respondents are CUJ'Tently allocated most reprncntcd by 20.9% were in 

the Intcnme cue unit and the number of years panicipants hive been wOIking in their cWTmt 

ward was S years and looier represented by 22.7% oflhcm, As shown in Table4.1 
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Table 4.1: DemOK,raplitc Cba,..,cterutics of Study Participants 

Ag< 
20·29 
)0·)9 

40-49 
c;e.der 
Male 

Fcnuile 
iA:hte.taouILeul 
Diploma 
BS 
Critiallcare 

E""'Il""'Y 
Publichellth 
!\'umb~ryears a.sa rf'Ki~tered Dune 

0·5 

II-IS 
16-20 

hcaueIIC\(Nl 

47 
58 

)4 

76 

41 
39 

43 
19 
6 

Type of diKlpli.elc:lI.kal ..... rd re~p(lndcnh are c:urreatly .Iloc:-atf'd 

Perceatue(%) 

42 ,7 
52.7 

37.3 
35.5 
11:'.2 
6.4 

)8 ,2 

39.1 
17.3 
55 

CasuaJty~lon 12 10.9 
Retuscilationumt 12 10.9 

Makward 

Amenity ward 
AC(:identCen~thc:aln: 

Casu.aJtythclltrc 
Duratioaon('urrentWard(years) 
< I 
1·2 

_'5 __ _ 

23 20.9 
II 
22 

21 
23 
24 
17 
25 

10 
20 
10 

19.1 
20.9 
21.8 
15.5 
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4.2 RrhUio.sbip brtwere Prrform .. ee ofNIlr"Ses And Srnokr Rd.lrd raclon 

ToIbk: 4.2 meals the lev~1$ of the key vanables of the study. On the assessment of the 

performance apprai$ill system in place of nurses ' maJonty wen: rated u low rtpreiCntcd by 

80.001.. In-service training among partiCipants I~ mainly low repn:)ented by 64.S"-o. With respect 

lD the level of motiv.tion among panlClpants. it was predomirwlIly low represented by 91 8% 

For monitoring and C'VaJualion of puticipM1b. nine out of ltn conSidered it 10,", On eXAmining 

the worklnB environment all the participants rated it as low 

Table 4.2: lenl ... of DependeDt aDd IDdepelideDt \'~riablt:.5 of the ,tudy &1 the Accident 
Centre 

~ Freg.ncy(N) Perent!-; .. ) 
Perfor .... ceof~urse 
Low 88 
Hiah 
C.te&oryoDi.'lervittlraIDiDg 
Low 71 64 .5 
Medium 3. 32.7 
H,iI' 2.7 
CII~or')uDm()li"alioJl. 

Low 101 91.8 
8 7.3 

Hiah 
~:ecOryOOm08itori8gtvaluation 

Mcdiwn ' .2 
HOg/> " Catqory ofworkiog co,·jronmenl 
Low 110 100 
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4.3 Relationship betwefliladMdaaJ FaelM'S and Performance of Nurses at tile Accideot 

The relatiooshlp betv.-ccn Individual Factors {aae.aendu. HigheSI EduCAlionll Qualificaho n, 

Number yean as a n:Slslered nurse and Duration on Currenl Ward) and performance of nurses 

was investip!.Cd using. chi-sqlWC t~ of independence, Table 4.3 indicates that there was no 

(vidcnc:eofa sigJUficant relationship bc:"'ecn any of the individual fa.c:tors on the perfonnlnC eof 

Table ",3: ReiafioD)bip bt''''een the perform.uu" of lIurkS aud IlIdh"idual Factors 

PerformaDceo( 
Nurse 

LowN 
HighN(%) ''''0) 

Cbi-square p-
(x2) ,'alue 

A&. 20 83(79.0) 22(21.0) 

20·29 '(100.0) 0(0.0) 
Gnder Male 29(1'3) '(14.7) O.J,J 

Female 59(776) 17{22') 
HICbeslEdueatioaal Diploma 36(8 7. ') ' (12 .2) QuallficatioD 

29(744, 10(2'.6) 
Critic:atcare 13(6' .0) 7(35 .0) 
Emergency 7(100.0) 0(0.0) 
Pubtichealth J(loo.O) 0(0.0) 

I'IIumbcrycarsasa 
0·5 36(85.7) 6(14.3) rC2~lcrnlQurse 

6-10 30(698) 13(30.2) 
11·15 16('4.2) 3(15.', 
16-20 6(100.0) 0(0.0) 

D .... lio.oaC.r~.t 
19(90.') 2(95) Ward (yean' 0.294 

1·2 20(87.0) 3(13 .0) 
2·J 16(66.7) '(JJ.J) 
J-4 13(76.') 4(2J.') 

20('0.0) '(20.0) 
·p<O.OSb, •• lnraat 
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4.4 RelalKtu .. ip bctwcea Service Rei.ted factors aad Performance of purses at '''e 

AccidentCeulre 

Therelahonshipbct'ooolXn Sc:rvlceRelaced Facton (CateJOf)'ofin ServiceTl'1Iining, Motivation 

andMonitoringandevalualion)andperfonnanceofnu~wasinvesligateduslngachi-square 

lCStofindcpcndence. From the result in Table 4.4. In-scrvtce trainina has a significant 

relatIonship v.iththepc:tfCll'ml:nteofnursngivenbyx2-20.563,p<O.OS. From the result in 

Table 4.4 mOlivationhas a significant relationship with the performance of nurses given by'tJ. 

-9.134, poCO.OS. Again from the result in Table 4.4 monItoring and evalualion have a significant 

rdalionsbipwiththcperfonnanceofnurscsglv.:nbyI2",22.314,p<O.OS.lbekindofin-service 

training. motivation and monitoring and evaluation in place influence the performance oflhe 

Table 4.4: RelatioDsbip betweea tbe performaace ofaunes aad Senice Related Fad(J~ 
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4.5 R~llIlionship bcrwH. Workiog [ovironmeot and P~rforat .. ce or gunes IIllbe 

The relationship between Workini EnvirOlUf\(nt and perfonnance of nurses at the Accident 

Centre was invtestigated usinl a chi-5Cluare ~st of independence. From the results in Table 4.5 

Indicates that there .... as evidence or significance between the wgrking environment on the 

pcrignnanu of participants gIven by X2 -22.374. p<O.05. So. !.he .... orking e1I\' lronment 

Influenc:estheworkpcrfonnanceofnuncs 

Tabk 4.5: Rdallonsilip betwtto tbe prrronu:mce of nurses aDd Working Eovironment 

WorkiDaEo"irODID~ot 

Low 
Medium 
Hialt 

l.o"'rN(Vo) 

8S('S9) 
l(l3.l) 
0(0.0) 

Hi~bN(%) 

14(14. 1) 
6(66.7) 

2(100.0) 

PearsooCbl-SquareTesl!I 

Clli--squur(x1) p-u luc 
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4.6 Individual radon Ian.r.tiDg N" lI rses re rformance alille Accid en l Centre 

From Table 4.6 none ofthc faclo~ of individual Factors (age. gender. Highest EducI'ional 

QualifiCaiion. Number years as I registered nurse and Duration on CUlTall Ward) influences and 

nwse pcrf"onnlnce al the AuidentCentre The tutpcnonnedshowedP.vllues > O.OS 

Tablr 4.6: Billiry 1...o&i:sliC'5 N.egrnsioll with Odds DependeD t "'am ble: Perform .. ce or 
Nurses 

lodiyjd uaJFacfors 

Female 
EducatM)O&.!lc'f'cl 

Diploma 
SSC 

E_y 
Publicheaith 
Numbcr)ut'S 
0-5 
6- 10 

11·1$ 

DuralionworktdatcWTentward 
<1 
1-2 
2-) 

Odd, Ratto (9S·1. Coor. Interval) 

RC 

o 

1)18(0.403-4.113) 

RC 
1978(0.499·5.803) 
382 1(0.097.3.516) 

o 

1.614(0.449·5 .803) 
0.583(0.097·3.516) 

o 

1.205(0.158-9. 18) 
2.801(0.455-17.224) 
1.69(0.214·13.336) 

>5 J.842{0.25 1. 13.SI4) 
• p< O.OS u , ilolReaot, RC - Rdereoce Category 

0.332 
0. 117 
0.999 

0.857 
0.266 
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4.7 Service Rrblled Fxlon Innuencio. Nurses Performucc sllbe Acddeal Ceotre 

In~Sclvice Tr.unmg ".~ signiftCUltly as.so~lollcd with the performance ofnursa. From the result 

in Table 4.7, the factor which actually influences the performllnce of nurses was necessary 

tnimncisgi\'CDroeJi!iurejobeffectivCDess. Henceexpo!ol.-d panicipanb those liven necess8J)' 

training to eMUfejob effectivenest were 6timcs rnore likely 10 perform bener at the Accident 

centre than lhose WlCXposed (those not aivcnne«sary training to en!iurejob effectivcnes5) 

given b~ (p - O.034; OR " 5 844: 9S%CI: 1.137. 30.019). 

Motivation was 5ignifK&Dcly associated wllh the performance of nurses. From lhc result in Table 

4.7. the factor wbich actually inOocncn lhc pcrfol"TTW"lCC of nurses was remuneration in 

accordance with yow-job responsibility. Hence exposed participants thataiven remuneration In 

.accordance .... ·idllheu- job ~sponsibilit)" were 2 times more like!) to perform bener.l the 

Accidcntcenltctnanthosc:unellposed(thoscnolgiven teITIunerallonin.ccordancewithyour 

jobl"C-ij)OnsibiJiIy) given by (p · O.029;OR · 2.117;95~Cl:O.992,4.276) 

Monitoring &. Evaluation was significantly associated with the performance of nurses. From the 

result in TIIb~ 4.7, the factor which actually influences the: performance of nurses were 

opportunilie:s to "",kc inputs into staffing polici~~ and procedures. Hence exposed panicipant5 

those given opponuntties to make inputs into staffing policies and procedW"e!i were 4 times more 

ht..dy to perfonn better al the Accident centre than those unexposed (those not given 

opponunitie:s to nW:c inputs into staffing policKlS and procedures) given by (p - 0.028, OR .. 

4.423; 9S% C1: 1.176,16.633). Another faclor of Monitorin, and EVlIUliion which inOumces 

the performam;e of nurses was allocated staff in my unit b suffICient 10 cover the currenl 

woridoad. Hmcc npmcd partiCipant!. those who consider allocated staff in their Wlit i, suffICient 
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to cover the curretll wOfklot,d were .. limes more lIkely 10 perlonn bcaa". h Acctdcnl centre 

thanthoseuncll,poscd(lhosewhodoPOlCOl'\$tckraJ~naffintheirWlitilsuttkienllocover 

the currenl worklo.d) glvcn by (J'-0.0J2; OR - 4A14;95%CI: 1.142. 17 .S33) 

~:':!:s4.7; Diut)' LoiUtia RegressioD willa Odds D~pudul variable: PUfO .... DC~ of 

~£.I~. OddsRatio(95·~CoDr.lnlervan p.".t.e 
AdvancemCnIIROtganl13!H,n 0.33(0.102.1.069) 0.065 
E.duc.alwnaIOppoftwuty 0.56(0.142.2 .215) 00409 
Job Trainml 5 844(1.1)7·30.019, 0034· 

10brcfrtshcr 26H\O.85·8.446) 0.092 
Traini .. fOfs~llI .. gaps 0451(0.133.1 .533) 0.202 
Trtinin, for incompetent nurses 2.45(0.75 1·7.992) 0.137 
Competlth'c remuneration 1466(0377.5.706) 0581 
Remune"'llonwithexpene~ 0.212(0.038.1 .196) 0.079 
RemWltrallOntojobresponsibilicy 2 . 117(O .992~.276) 0.029-
Frin&ebcncftts 0.656(0. 1 S4--2.785) 0.567 
SalisfKlionwithfrinaebencfits 0804(0.281--2 .242) 0676 
C'uteradvanumcm 0.615(0.227·1.665) 0 ,339 
Hardvr.orkinarecognl1cd 054(0.218.1.336) 
Ob)CCtl\cS Aucssmcnl 4.42l(1 .176-16.6J3) 0.028' 

Paforrn.nu"t&odardscicar 1.852(0.59·5809) 0.291 
Constructive feedback 0.521(0.14)·1.902) 0.324 
F~edback throughout the: year 1.695(0.661-4.347) 
Prompt action 3.221(0.97·10.143) 0.056 
Manqcrstsu~iwninspitcs 4.474(1 .142·17.533) 0.032-
Cammcnu on the results 1.285(049·3.366) 
• p<0.05 iSlignlfiuQI 

University of Ghana http://ugspace.ug.edu.gh



WoritingEnvironmtntwasSigniflCUlllyassocialedwiththepcrl'ormanceofnurses. From the 

resuh. in Table 4.7, thc flClOrwhich actually influenccs the perfonnance of nurses was lightin g. 

Hence exposed panicipants (lighting) were 3 limes more likely 10 performance better at the 

Ac:ddcnl cenU't than those unexposed (no IiJhting) given by (p" 0.009: OR 3.058; 95% CI · 

1.007,4.495), Another r.clOfofa wor1<ingenvlforunmt which inOurnccs the pcrfonnance of 

muses ",as rest and changing room. Hence exposed panlcipants (rest and changing room) were 5 

time), ,nun:: lIkely 10 pcrfonn bener at the Accident centre than those: ullCxposed (no rut and 

dw1&in,room) given by (p-0.OO4;OR-S.98J;95"1.CI: 1.763.20.308) 

!::, ... 8; BiDary Lo&istics Reeresfiun ~ilb Odd, DtpeDdtat nriable: Performance of 

Worki.,E.vlronmnt 

Liahting 

No 

Overcrowding 

No 

VentIlatIon 

No 
y" 
Instru.mcnt and othcf'work IOols well 
positioned 

No 

Restandchangin~room 

No 

Odds Ralio(9S·/o Coaf. 
Interval) 

RC 
3.058(1.007-U9S) 

RC 
0.379(0.124-1 . 16) 

RC 
0.408(0.127-1.31) 

1.175(0.379-3.646) 

RC 

• p< O.OSls ..... ine..t. RC- Rtreruce Category 5.983C 1.763·20,)08) 

0.132 
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DISCUSSION 

ThiSCn.PICT IS in rwo scg:ments. hpn:s<ntsthediscus.sion in relation to theobjeclives of the 

SludyandhmIUiIIOftS{ch;alknges)oflhcshM:ty 

5.2 JndtviduallDclDograpblc Faclors 

from lhe: ~nudles. majoril}' (52.7%) of the respondents composed more than .... If of the study 

re1pOOdents aged 30 - 39 and a ~a'er number of them were fem.les. reprHented b)' 69.1 %. A 

sunilai'" study carried out in 2012 in Limpopo province in South Africa (Makunyanc. 2012) 

revealed thilt 92". of the respondents of lhe professional nurse:s were females. Majority of the 

study paniclpants highest educallonal qualificallon attained was a Diploma in Nursin&. 

rcprcscntcd by 37.3%. A similar study ConduClcd In Jimma University. Eth'opia in 2015 showed 

thaI the majoril)' of the respondents ' hill-hut qualification was diplom. in nunin.: (54.4%). With 

regardslothcnumberofyearsaSregiSlen:dnurscs.mostwereberween6 - IOyrsrepresenledby 

39.1%. On the type of clinical .... ard. re~pondenls ~ CUJ'Tcoli) allocated. mo\t represented by 

20.9'.4, were in the iNenlive care unit. and lhe number of)'ears ~MlClpanls nave been working 

in their CWTtIlt ward was 5 years and ionger ThIS I~ similar 10 findings in Nanibia whtch shows 

thai mIIjonl) of Iheir respondents were females age ranging from)O - 39yr5 with highest 

edl.aC&lional qualifalkln being diploma in nunina (WHO, 2002). The association between 

lflchvidUltldefTlOiBPhic fletors and whether or noc the ckmographlc factors .f{C'C1 [he 

perfocmanee II\dieatethat,aae. gender, educ.lionaI quaJiflCalion. numbcr uf)Url OM has been a 

registerod fU'K. c:llnlCBl ward. number of years one has been .... orkln!>- don. nOi Influen« 

" 
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pc:rfonnance. However. accotdini 10 Hong. Alison, While & BarTibal (2006). In Midland Chma. 

nauseseducallonal levcl isa (aC1orthat influeocesperfonnancc 

5.J Service Related FaciorsaDd performaDce 

The study fO&md that servk:e related factors. indeed influence nurses perfonnanoe. These factOfS 

include in-scrvicctraining. categorieso(motivation!remuneration. monitoring and evaJualion. 

appraisal, workshops, statTpatient ratio. pressure from work load and availability oflogist ies A 

JtudydonebyChin(2008)re ... caledthaln~inchinaperformedpoorlyasresultofthclacil.of 

opportunities foreareer progression. overwhelmed by the sheer volume, icope of their work 

Majority of the respondents said tlw appraisal results ate not used. whiles less number of 

profcuional nurses uid thI!: the T"e)ulh of the appraisal lIo}stem was used for promotion. It was 

atsorevea1ed that majority of professional nurse.s 51id that appraisal are not reviewed. Thoughil 

fw a very cruc:ial role in enhancing performance as iildicated by Martinez (2003),perfonnance 

appraisal rauJts are not used as iruend«f. Hick~ and Adams (2003) point out the sianificanceof 

bencfitsand incentives. As far as d\(} Al~ o,;oll<,;o;mcJ, bcnefitsand Inccnl!"ellocontributc 10 the 

ability to retain the right nwnberand combination of health profe!sionals.ln-Servicc: Trainin, 

"'as sipificamly associated with the performance of nurses. From the result in Table 4.7. the 

factor wbich 8CtUIlly inflPJe1lces the pcrfonnancc of nurses ",as necessary training is given to 

c:ru.un:jobeffeclivencss.Henceellposedpantcipanlsthoscgivennecessarytrainingtoensurejob 

effectiveness were 6 rimes more likdy to perform bener at the Accident cenuc than those 

ww:xposcd (Ihosenoc given necessary training to ensure job effectiveness). 

Theperfonnancc:appraisaltool(Checkllst)~inasscssin8theSevelofpcrf()nn.RI,;eornurses 

althcaccM1ent cc:ntn: revC&ledthal"nuncswhohnc bcen workinc for I duration less than t\\.·o 
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yellB seem inexperienced and will need monitoring, training. supervision and ¥.orkshops to 

mhanc:e theirperfonnance. TlKlugh these profe~slOnal nurses are tauBht in school the anatomy 

and phys~logy of human bones. the skills required in managing patients with varyingdcgrees of 

injuries 10 the bwnan bones require certain in.depth knowledge in carini and nuning paticnl5' 

injurics co their bones and spinal cord.s. Forinstancc patient who hive bcen operated on and have 

their bonn held together with metals require special skills in handling lhem. It is unethical to 

have professIOnal nurses who have les~ man two years' working expenence being left wilhout 

super vi~ion in canng for such patients 

Motivation was sipificanliy associated with the performance of nurses. From the result in Table 

4.7. the factor which Ktually influences the perfonnam:e of nurses was remuMnition in 

accon1anc:cwithyour job n:spon!ibility.Henccexposedpat1leipantslhllgivcnrcmuMralK>nin 

accordance with their job responsibility were 2 times more likely to perfonn better at the 

Accidentcentrethanthoseunexposed(thosenotgiven remunerationinaccordancewithyourjob 

MOnitoring &. Evaluation was significantly associated with the performance of nurses. From the 

rcsulI in Table 4.7, the factor which actually influences the performance of nurses were 

opporbInitic:s to make inputs inlo stlfflngpolicies and procedures. Hence exposed participants 

those given opportunili" to mike inputs inlO staffing polides and pfOl;:~dures were 4 tim~ more 

likely to perfonn better at the Accidenl centre dlAn those unexposc4 (thOle nol ,ivc:n 

oppoltWlitic:s to make inputs inlo statfmg policies and procedures) givc:n b) (p - 0.021; OR _ 

4.423; 95% Cl: 1.176.16.633). Another fktor of Monitoring and Evaluation which innuenccs 

the performance ofllW'lCSwlS allocated s&lJfinm) unit is sufficlml to COVU the current 

"llrtdoad.Hcnceexposedparticipantslhosewhoconsiderailocatedscaffintheirunilis!ufficient .. 
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to C<lYer the <:UlTeol .... ockJoad wen: " limes mort' likely to perform better at the AC(:tdcnt centre 

thanthos.c UOCll:posed (tMse who 60 not consider aJlOCiiled stafTin their unit IS suffident to co"er 

tbeCutTnl worklold) given by (p_O.0J2; OR _ 4.474; 95'1.CI: 1.142.17.533) 

A ronstJuctive work en\ Ironment make the staff feel good about coming to work. Such ill 

environmentofTen.thcnttdedmolivationthaISUS1ainsthemduringtheir~iftperiod . Personnel 

arcpasslOnateandexcltedaboutreportingtoworkonadailybasisoncetheworkem'ironmentis 

a constructive one. The work envIronment comprises the scttmg, amenities, and Interaction 

amongst employees and managers. This SUllement was reinforced by Ayse & GUhC~ (2008) who 

arrived al the same conclUJion IMt a positive physia.1 en"ironment COn\ributeJ 1\) the 

performaoceofnurses in the United States of America. 

Workspace and environment include ,"ues related to ventilation, Iightentng, \\ork tools, 

equipment. ""ltnals. resI and changing rooms, u well 115 a clean and safe environment 

Moll health care sWTOUOdmg.s are lit by da)'light permeating the ~ indows (nalural light) and 

dectrielia,hlsource:s(artificiai light). it is surpnsing to note thai thc irnpK1oflighl,anifi c&alor 

natural on task performance in health care settings has not been closely looked at. Penistenl 

exposwt:to attifieial light (panicularlJ f1uore$Ccnttube hght) is commonly repone dbynurSCIto 

be partkularly • vcr}' draining clwacteriSlic of work on thc nurSing unit. A study of 141 nurses 

tn turkey di~vered thai nurses that were exposed to natu ... l day light for a minimum of three 

hOWl each day barely complained or feeling strencd and were more conlented at Yo or~ 

Mon!IovetLookinlout.naIuraIliahtc~ad .... nc\!healthoutcomesandrcduceljtuatlons{lf 

anxiety. and improve sleep ~d circad~n rest l(ti"it)· rflythms. Worktng En\'ironment was 
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sisnirlCanllyas.soc:i.ted wilh the perfonnance ofnunes. From the resull in Table 4.7.lhe factor 

whichKlWllly innuellCeS W perfonnancc of nurses was lighting. Hence exposed Plrticipuus 

(lighting) were 3 times morc likcb loperfonn bener at the Accidenl cenlre than Iho5e ullCxposcd 

(00 lighting) given by (p • 0.009; OR ~ 3.058; 95% CI : 1.007, 4.495). Another faclor of a 

working environment which influences the performance of nurses was re5t and chan,in, room. 

Hence ex~ pwticipants (rest and changing room) were 5 times more hkely to perfonn bener 

al the Accident centre than those unexposed (no rest and changing room) given b~ (p - 0.004; 

OR L 5983: 95% Cl : 1.763.20,]08) 

5.5 Limitatio.sof,lIcslud) 

The findings of this sludy ue one way or another restricted or limiled because; il did not ac:quin: 

lituation based observational infonnationon nW"scs ' performance but re lied on K if-report . This 

could~l.Iltinoverreportin8orunderreportingonnurses · performance . Somefonnofbiases 

may OCCIII. si",e iOfllC may report on soci.lly satisfactory responses than what they really do. 
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CONCLUSION AND RECOMMENDATIONS 

The Sludy aimed at deunninina faclOtS influencing nur$es' pcrfOllNncc:. this was done by 

dekmlining 00\00 mdividwd or demognphic factors, iervice related factors and working 

enviroMlental factors innuencenurses performance 

1kre w.s no direct relationship between .ny of the individua.l factors on the perfonnance of 

In-scJ'YM:e u:ainina had a significant ITlationship with the perfonnanceofnurses. Molivationhas 

.,ipificant relationship with thc pc:rfonnance of nurses 

Monito,ing and evalua.lion had • si",ifK:ant relationship with (hI: performance of nurses. The 

kind ofin-scrviee training, motivation and monitoring and evaluation in place influence the 

perl'ormance of the nurse at the accident centre. 

llw:1T WAS evidmcc: of significance between the work.ing ennronments on the performance of 

participants. SO,the workinaenvironment inf1uences thc work performMCeofnurses 

I . Thchmpltalmanagemcntshouklrea:ularlycarryoutperfonnanccappraiSlltohelpintnining. 

promotion, and identifyingheahh gaps in the health system 

2 Appmsal results should be regularly revic\\'cd and constr'UCtivc feedback on performance 

appnisairesulusboWdbeptOvidedonregularbasis. 
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) , PromptKttonshouldbclakenwhenperfOfTTW'lCefallsbc:lllwacccplablestandards 

4. Objectives to be achieved in appraisal should be made known to !he individual sWf. 

S. Stiff shouki be givm oP9Of'tUl'lity to mah comments Of input, on the results of their 

6. Thm should be a good balance between ptOp~ who SUJ)el"l'11C' work and people who do the 

7. Adequate and well venlillted working environmmt should alilhe time be cns~. 

8 Provision()fehangeandre~troom5houldbem8de8vlliI8b[e 

9, TheaJlocatedstafTinthcunitshouldbesufficienllocoverlhecurrenl\\orkload 

10 Frequenlandperiodic\\orkshopsshouldbcorganll.edtoenhancenurse"spcrformancc 

II. Incompclent nWSCi should be idenlified and provided with the needed training. 

12 . I-'nnge bmcfiu and rmlW'ImIlion should be milde known to the staff. 

1).H ... d",orkmgnur~sshouldberecogniledandmo[ivated . 
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Appelldi:ro I: laformed cODseol form for respondents. 

Tha. study steks to assess factors influencing nurses perfonnance at the Accident Centre of the 

Korle Bu Teaching HosplLlI. The study is a de~riptive cross-sectional study and participants 

wid be profc'los.onaI n~ They will help rind out tJw individual. stn'ice rel.ted and work 

environmentalfaaorsthltinnucncenur!>esperformance. 

Duratioeofsludy. 

TbeShidy is anttcipated 10 ~tarI in May20lS with datacoUection. proce.ssingand coding, data 

.... lysil,tq)Of't\\riting in Augusl 2018 

This ttUdy is non·In'v.l3oive and will not cause any fonn of discomfort to panicipaling clients. The 

raultswjllbeUlCdtoinfonnpolicyonqulllil)· ofcareandmainlllinlDg~fetystandardstostaffs: 

which will lead to the irnprovementofservic:c:sprovidedbyhospilal. 

P.Jrtlclpalion in this srudy is volunW) and declining to answer any question or discontinue 

IIls",eringqlKStions has no negative conscqucnce on rnpondcnb 
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AlIOaymityaadcoafideatiality 

All data col~ will be handled with slTi~t confidentiality and will be used purely for research 

purposes. Your responses will not be shated with paniCS not mvol\led willi the itUdy. Data 

analysis will be done at the aggn:gate level to ensure anonymity. 

Ba4:kgrouod 

The principal inV1:,tigatl'lr is JULIET DZISAH. a student of the School of Public Health. 

Universif) of Ghana. legon. undertaking a study on factors mfluencing nUBeS perfonnanu al 

the AccKimt Cenlre of the Kor~ Bu Teaching Hospital. This study is solely for academic 

purposes and requimnmt for the Iward of Master of Public Health. The project is under the 

supervision orDr. Ozodzomenyo of tile School of Puhlic Health. University ofGhina. Leaon. 

Dc:panmcnt of Biological, Environmental. Occupational Heahh Sciences (HEOH), School of 

Public Health, College of Health Sciences. Univcrsity ofGhans. l.egon 

Costs aod/or Paymen15 to Subject for Participation in Roeuclt 

Thm: will be no «»u for p&nicipatinl in this research and there will be no payments awarded 

forpanM:ipaiing in this rescarch. 

For further clarification concerning the research. you may contact Dr. Ozodzomenyo 

(+2332011376845) of the Depanment of Bio~&icaI, En\ ironmental and Occupational Health 

Sciet:lces; School of Public Health. University of Ghana and Mr. None), (027774336.5). Member 

oflhe Korle Bu Tea:hing Htnpital ethical committee 
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AppeBdir.I roase.trorm 

SCHOOL OF PUBtle HEAL TH-(;sn'E:RSITY 0'- GHANA-LEGON 

FACTORS INFLUENCVJG :\'"URSES PERFORMANCE AT THE Accm.:NT c.:~TRF. 

OF I'HE KORtE BU TEACHING HOSPITAL 

My name is JUUET OZISAH and I am student at the School of Publk Health, Uaiverslty of 

Gllaaa, ueOli. I am conducting a research on tilt topic: Factors iaOueaciog nurses 

performancE' at the Accident Centre As part of the study J would be very grateful of you could 

)Uppoft this effort by giving 30 - 45 minutes of your lime by completing the questionnaire 

below. This t"ltttcile is for academic PU1pl»C and as such all n:spon~ shall be confidential and 

used for intended pwposeonly. Please note that participation is not voluntary and there's no 

right or wrona answer to lhe stllt"mcnt so honesty in your response is necessary. Your name will 

not be: Indicaled on the quntionnalre. If you don', understand any queSlion you can lOeck for 

clanfication or not respond. Above all, you can d«:ide to withdraw at any time during the: 

PJcasemdK:areyowacceptanccbysigning. 

Si&"atureflhwnbprint Thank you rorco-operaring 

Kindly contact Jul~ further c~pJanatlOn I'n 0249250685 
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PARTICIPANT CONSENT 

I have becn glVcnadequatc infonnBlion on lhc purpose, proeedure and risk and benefitsofthi. 

study. I have had the opportUnicy 10 ask q\K,uon~ And have been ,iven the answers to my 

sat.,(KtIOft. I know lhaIl can n:fuse to pU1Kipatc ~llhouI any penalC)'. I abo understand that 

mformationcollccccdwillbttru&edeonfldentlalandusedforlOlendedpurpos(onl) 
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AppeDdi:l 2: Performlllllce MeasunmeDI Tool 

)1.,..""""""..... ... _ ....... ,.. .. __ ..... 
b.' .... IIKiI~,-:c_ta_""'_.ItIII_~ .... 

·, ............. Iil"' ..... t ....... " ..... C!fldlltl ... 

1·1JO'Ool\. .. "~_f'o:~~.~ ..... ~.,~ 
.:III~~o.,. ..... ..,tl>ft_~t:llrJ~tI 

)1 ... 1!JIi~1CI_.~"""ln~IftK*nIllll.~II .. ...II'..iUllI'loW'~r-. 

111_.~~~~"~lIptt.,.-.-

1:1 ..... *.,..riqa-~.M!I_:. .. JW .. d.'ftldlflc&,... •• LUII; 

111 ........ Ir_'*P*~_ ...... DC . .. ~~~ 

1.1 •• b~_~np.~~n~!t~twl.po.:dftSlo1Itt~tla/tnU'c 

1., ....... fllJllPlRn_tl._ ... :t~_ra.-

»1 ..... t.:~/:dIII_~.I ___ 

~11 • ...,.el'r.nY'_i __ Ia~ 

lZl.a~_ .. ~ ..... tt_ .~".~~:.,,_ •• _.ra.. 
ZJlc.lIIIt'lllpdll!l..,ta""..,,·rI .~vt.~~_.,.., .... _ .... 

)l1_iIlUlII:_:amm~peI!ttn.oillC .... I.IIII~.~Mb 

:s1 ..... II~I,..'.I"*'.lIDaId.,...I/lr_ ......... _....., 
:.1c:.1adI1I*I.N. ...... Q/r •• J*IIaldll8_~ 
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AppeodiIJ: QUrstioDaall"~ 

OI ·. ·STlONAIRJ: . ·OR PROfESSIONAL NURSES 

S«lionA: Individual (Persoual) ractors 

KIDIity take time ~ pMiendy rc:ad tfwou&h and answer lhc followma que:$IIOns to the bes1 of your 
abWry. 00 \IfeI1 to btdicM:e)'OW&nSWcrs by cirdina only one answe:r for this catcpy. 

t. Howoid~you? 

20 
2G-29 
30-39 ears 
40-49 
SO-59 

2. Arc:)oumlJc:orfcmale:? 

I ~ 
.3. Whn;:hoftMselsyourhighestprofe:ssionalqualifkltion? 

DIploma in nursing 

BSnuninB 

Crilic.a1(.aR 

EmtrpnC)'nunina 

I PubIMohcal1hn ...... 

4. Ho,", tong have: you been wor\mg as a registered nurse? 

21· 
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5. Whtch"ardan:youcurrentlyworking"! 

Casuallyreception 
RC5U5CitliOOnlD'lil 
IncensivccatCunit 
Male", ... 
Femakward 

A __ _ 

Aceident Centre tIleatrc 

6. How kmg have you been work.iog there? 

1-2e-ArS 
2·3 
3-4 ears 
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Sec:tjoo8:Sen-icerelafedfadon 
Skills developmeol. Perfonnaace AppntiMII & loceofives 

Kindly mart your aruwcr willi II lick (';) in Ihl! appropriate box in .ecordancc with the guidelines 

below; 

l.Strongl) 
disagm: 

2.Disairee 

3.Unccruln 

4.Agrcc 

S.sltonglya~e 

"'QOOOrnanittesfOfadvancin2intMOfl!l:lnlLltionelml 

12 J 4 , 

~1ab~itiesforconllnuingeducotionare III I 
9. Theneccssarytrainingi5givcntol!nlouc)ob I I I 1--1 
10. ;!Z~;ifi",rrcsllercoursesare.vailable : .. -f-H 
11. In-scrvlcclrlliningadeqUilelyaddresstslheskillgaps i I 
12 =U:i~::ncs~ identified and provided with j j ~ I 

Questions 

~~rcmun~r.Uion is compelnive compared 10 other 
Similar organizations 

14. R.emunerMionisinaccordancewithyourexperiencc 

15. Remuneraaionisinaccordancewithyourjobresponsibility 

16. Frin&ebenefitsateknowntoyou 

17. Youare'latisflCdwithyourfnnaebenefit.s 

~'I~eti.s(forC&reefadyltiC(mcnt 

LI19_·ILH_""_WO_rl<_in'_nwsco __ .... _roco_ ... _is<d_-_· _. __ -r---' .T-~ 

University of Ghana http://ugspace.ug.edu.gh



20. How 1$ performance reviewed (M' various sum (ChooK one) 

A fanNl S)'!.tc:m of regular appraisals. '" 1m reviews ofp~1 I 
pn'fonnancc.scnincofobjCCl"'es ' 

~~7rf~~::=;::u;:,:=~·bou' 12 
~onnal. ad h<M; reviews undertaken upec:iaUy when j 3 

14 

21. 00 you think Ibe resultsofthc pcrfonnancc iIIppraisaJ is used or not':' Ifycs How':'(Choosc 
on<) 

Tl1Iininl 

Promotion 

DemotK:in 

R ... """ 

~-
~- ----'-----' 
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Kindly marlt)'OUT answer with a tick (') in the appropn.llc box in accordance with the lUideiines 

"'Iowr.-;=-~~ 

UC5IionJ 12345 
22. Objcc:tivestobeachievedareknownbyindividualslo 

bcassessed. 
23 Perfonnancestanc1ardsexpectedfromslaffareclearand 

undersloodb·all 
24 Constructivefeedbackonperfonnanceapprais.alresults 

ISDrovldedonareularbasis 

26. PromptlKllonisl.IkenwhenperftJnnanceflllsbeiow 
I lac.uoCabk~ilnh 

27. MYrn.anaaeB'supcrvisors ,"~plr.:~rnelodomybesl 

21 Staft'aregivenopportunit}lomakecommenlsonlhc 
rewlts of their perfonnance 
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Questloni 

29. YOI.Igc1opport\111illl:slOmakeinpuumtosc.affing 
IDOhc:iesandorocedutes 

30. Qppor1uniliesexislforaflexlbleworkschedulc 

)). Thc:reisagoodbalancebctweenpcoplcwhosuJmVise 
work andpcoplc who do wort 

J4 The aJloealed staff in my unit is suffi,ient to cover the 
cwrcntworkload 

I 2345 

Ll_S·l.!!~"",WO"":!"""'""I:""-,;"",.O",,v~~,,.,I>.:,,,,I:_nlhe_fonn_of_counse_II_;"Il_"-----,-- _ ~L_ 1 J 

S«tioo C: Work E.vlro •• ulal Facton 
Kindly mark your answer with a uck (.J) il1lhc appropt'iatc boll. in mccordanee with Ihe guldelmes 
btlow. the queillOIU below are focused on your ",orking environment, 

~ 
~ 

36 IlthereaJOOdlightings)'1tcm 

37 llithcworkin&areaspaciou~lnl:"rT) 
out nursine intervcnrions 

11. IS~adeqUollevftltilation 

49 An: instrwnentand othc:rwork tooli 
wel~silioned 

40. Islhcrearcstandchan,ina 
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