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 تقديم الدراسة
 المشكلة تحت الدراسة وأهميتها: أولاً 
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"An extensive literature search showed that few studies deal with actual 
supervisory management behavior, Most information was based on theories 
and opinions, but not research". 
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 متغيرات الدراسة: ثالثًا
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 قائمة الاستقصاء: سادسا 







      







 تصميم عينة الدراسة: سابعا 






         














 

 

 معالجة البيانات إحصائيا: ثامنا 
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 أهم مصادر التحيز في تقدير الأداء: ثالثا 





    











 

 

 


 


 




 


 











 


 


 

 

 




 



 




 


 


 


 




 
 

 


 


 





 




 


 




 



 


 


 




 




 




 




 


 


 


 


 

 
 

 
 

 
 





 

 

 

 

 








 





 




            
        

   




  الخصائص الديموجرافية للمشرف المقيم والمرؤوسين-أ


Hamner et al 
Schneier and 

Beusse] [ 
Bigoness][

Rose] [
Lee and Alvares



             
  Schmitt and Lappin   

  Greenhaus and 

Gaven    
Hamner et a

Schmidt 

and Jonhnson


Barnes



 

 


   Cleveland and Landy




Cascio and Valenzi




  الخصائص الوظيفية للمشرف-ب
  

      Cascio and Valenzi 


 Bernardin   
Rosen 

and Jerdee


    Zedeck; Imparato, Krausz and Oleno  
             

Meyer


  Wagner and Hoover    
Zedeck and 

Baker            






 

  الخصائص الوظيفية للمرؤوس-جـ


Schneier 

and Beusse 


Scott and Hamner
Grey and 

Kipnis            


Cascio and Valenzi
            Schneier and 

Beusse
Klores



            







     





 

 

 تحليل نتائج الدراسة
 خصائص عينة الدراسة: أولا 

           













 
         

     


 
        

          
        

     






 




 





















 





















 


























 

 




 





















 
























 مناقشة وتحليل النتائج: ثانيا 
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** Significant at 0.01 level 
*   Significant at 0.05 level
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   FR2    








 

 ملخص نتائج وتوصيات الدراسة
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ABSTRACT. The main objective of this study is to empirically evaluate the supervisors' 
behavior, to explore important factors affect their level of estimation in employees 
performance appraisal process. 

Therefore. it was necessary to carry out this research in an actual work setting in a 
different context, namely Saudi Arabia. where there are various groups of supervisors 
with different nationalities, cultures and hence, behaviors. Then a randomly selected 
sample of industrial supervisors and employees was surveyed in order to test their levels 
of estimation in this appraisal process, and factors influencing them. 

The analysis showed that certain demographic factors and job characteristics, of 
both supervisors and employees affect the level of estimation. Based on the above. the 
study has its contribution in the area of management development. particularly in the 
process of supervisory training and performance appraisal. 


 
 




