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ABSTRACT

The Role of Administrative Chiefs in Acting out Declaration
Of the Job Performance System in the Civil Service in the Kingdom of
Saudi Arabia

Hammad A. D. Al-Natiyfat
Faculty of Economics and Administration

Public Administration Department

ARTICLE (10/36) of Civil Service Regulations in Saudi Arabia
stipulates that: “Direct Principal should provide the employee with a
copy of Job Performance Appraisal after being prepared and
approved.”

It is true that a lot of government authorities follow the principle of
appraisal privacy after declaring results.

The objective of this study is identifying the role of the
administrative principals in the effectiveness of the publicity of job
performance appraisal in government departments in Saudi Arabia.

This study was conducted on a random sample of principals and
subordinates in government departments in Jeddah. The
appropriate statistical methods were used for the analysis of study
data as well as providing the answers to its questions.

According to this study, the effectiveness of the administrative
principals is regarded as moderate in the execution of the publicity
of job performance appraisal as they moderately stick to performing
these jobs necessary for the success of job performance appraisal
process as there are specific jobs they continuously perform such as:
filling in the appraisal form at the exact time, follow-up of notes and
recording them concerning the employee performance. In addition,
there are other jobs they don’t permanently do which are
particularly important for the development and improvement of the
employee performance but they sometimes perform them such as
informing the employee of the appraisal result, explaining the
dimensions of the appraisal process to the employee, making a
discussion with the employee concerning the aspects of strength and



weakness in his performance, and making a future plan for the
improvement of his performance.

This study has concluded a group of recommendations as follows:

1. Obliging principals to conduct performance appraisal
interviews with their subordinates to discuss their results
and identify the aspects of strength and weakness in their
performance during the last period as well as make a future
plan for the development and improvement of their
performance.

2. Being concerned with the appropriate training of the
appraiser on: the appraisal process, the way of avoiding
appraisal mistakes, the method of preparing performance
reports and achieving the system objectives in the optimal
way.

3. Using computer technology in creating a database that help
principals and provide them with the important
information on which they can rely in the process of the
employee performance appraisal.



