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Abstract 

This study was designed to assess the relationship between performance appraisal and staff 

turnover and its significance for quality of education in Bole sub city selected private secondary 

school sand to suggest possible solutions to the problem. In order to conduct the study, 

descriptive survey method was employed. Five Woredas were selected for the study using simple 

random sampling technique and out of 26 private secondary schools, 5 were a selected for the 

study using simple random sampling technique. The study had 78 respondents who were teachers 

in the targeted private secondary schools.. The respondents were selected for the study using 

purposive sampling technique for female teachers to participate all of them since their number is 

too small compared with male teachers and availability sampling for male teachers. In general, 

out of 78, 73 respondents filled in the questionnaire and returned. Interviews were made with 10 

school administrators, and 9 sub city education office officers. Documents were reviewed at Bole 

sub city Education Office. Research data collected through questionnaires were analyzed and 

interpreted using frequencies, percentages and mean values. Information collected through 

interviews was analyzed qualitatively. By answering four basic questions which were prepared 

to check the relationship between TPA and staff turnover, the study revealed that there is 

significant relationship between teachers’ performance appraisal and teaching staff turnover 

since when the appraisal practice gets better the interest of teachers to stay in their current 

schools increase and to the contrary when the performance appraisal practice gets worse the 

intention of teachers to leave their current schools increase. Therefore so as to reduce teachers 

turnover caused by performance appraisal private schools should work hard in collaboration 

with the sub city education office in preparing the TPA criteria and following the expected 

standard while employing specially school administrators. Unless this continuous loss of 

qualified and experienced teachers deteriorates students’ academic performance, overburdening 

of the remaining teachers, stressed them and decrease their commitment in teaching and this 

strongly affect the production of well trained and internationally competent citizens. 
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CHAPTER ONE 

1. Introduction 

This chapter includes background of the study, statement of the problem, objective of the study, 

significance of the study, delimitation of the study, limitation of the study, definition of key 

terms, and organization of the study. 

1.1 Background of the Study 

Organizations whether they are social service providers or manufacturing enterprises need 

human and nonhuman resources to attain the purpose for which they are created.  The human 

resource is the most valuable and critical resource for the successful realization of the desired 

organizational objectives. Because it is the human resource, that delivers the talent, skill, and 

efforts which enable to utilize all other resources effectively and efficiently (Martin and Tricia, 

2000). 

School systems are unique social institutions created to give service for humankind to achieve 

desired educational goals and purposes through and with a variety of people including students, 

teachers, administrative personnel, and the community at large. Among these human elements 

involved in the execution of educational goals and purposes of school system, teachers would be 

regarded as having the most significant role to play in the teaching-learning process. The central 

purpose of a school system is the education of the learner. Thus, in the formation of the character 

of the learner, the teacher is in a pivotal position to play a powerful role than do other schools 

personnel, fine building, and expensive equipment (Daniel, 2009). 

Showing how important teachers are, Bradley (in Bollington, 1990:41), briefly states: “… no 

matter how perceptive and far-sighted the national curriculum, no matter how well the school 

manipulates its funds, … the single most significant factor in a child‟s learning is the teacher … 

teachers are also the most expensive resources…teachers need and deserve support, reassurance 

and encouragement to go on extending their skills and exploring the frontiers of their 

knowledge.” Therefore, if teachers have a pivotal position in the education system schools 

should have well organized mechanism to know teachers‟ contribution level in the teaching 

learning process.  It is properly designing and implementing teachers‟ performance appraisal 
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(TPA). TPA is a significant tool to know teachers performance. It is also believed to have 

favorable consequences in the professional development of teachers, teachers‟ job satisfaction, 

and ultimately the academic performance of the learner when it is practiced appropriately. But, 

when it is simply allowed to happen, TPA becomes haphazard, unsystematic, and source of 

teachers‟ turnover (West and Bollington, 1990). Thus, to take the full advantage of teachers for 

the teaching learning process and to create suitable environment, TPA should be done 

systematically and professionally. If appraisers have the necessary skill, knowledge and 

experience, they can make the teaching learning process effective by conducting TPA 

accordingly and giving professional feedbacks. 

The more teachers perceive appraisal of their performance to be sound, the more reasonably they 

will consider the evaluation system and the more effort they will devote to tasks upon which they 

are evaluated (Millman and Linda 1990:40). Hence, for teachers to respect their job, to love their 

working environment; to plan their current schools as if it is the place where they pass all their 

life in the future up to the end of their career life, and use their efforts to the fullest extent, they 

have to view their performance evaluation positively and get motivated by it.  Teachers work in 

schools not only for remuneration, but also to achieve other objectives such as social status, 

learning opportunities, recognition and growth in their professional life. Work life requires a 

considerable amount of input in the form of human efforts, previous work experience, education 

and training. Teachers consider it as investment of personal resources. They would expect their 

efforts to be objectively evaluated and rewarded. If they assume that their efforts are not properly 

evaluated or equally rewarded, they will be worried about their personal investment (time, 

experience, and efforts) and their future in such school. A sense of inequality is created. Teachers 

will try to change such situation in their favor by changing their behavior towards work (Steers et 

al, 1996). As we understand from this, performance appraisal has a stick down relationship with 

teachers‟ turnover and their contribution for quality education.  

According to the United Nations Educational and Social Cultural Organization (UNESCO, 

2008), quality of education is the heart of education. The teacher is a critical player in ensuring 

quality education. Teacher performance appraisals are a parameter used to evaluate teachers‟ 

performance against set standards (Dessler, 2003). Performance appraisal reports are used to 

design the in-service training courses for professional development, deployment of teachers and 
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providing feedback to teachers on their actual work performance in relation to the set standards. 

It is also referred as merit rating especially when used to award salary or wage increments to 

teachers based on their performance (Graham, 1998). 

Performance appraisal systems can provide valuable performance information for a number of 

critical human resource activities i.e. to assess employees and develop their competence, enhance 

performance and distribute rewards such as promotions, merit pay, feedback on the development 

and assessment of training needs and other human resource evaluations like selection predictors, 

performance documentation for legal purposes (Cleveland, Murphy, and Williams, 1989). As 

performance appraisal system is used as a managerial decision tool, often criticized by 

employees‟ regarding their inaccurate and biased ratings. The usefulness of the teachers 

performance appraisal system is not only depends upon its ability to provide accurate 

information about teachers‟ performance, but also to enrich attitudes, experiences and skills that 

improves the effectiveness of teachers in the teaching learning process (Boswell and Boudreau, 

2002).   

If teachers perceive that their appraisal is based on cheap popularity, friendship ethical and 

religious relationship, relativity and political considerations rather than objective put strong 

impact on their satisfaction, quality of instruction and turnover intentions. In such schools, 

teachers‟ are dissatisfied from jobs and become pessimistic about their future in the school. 

When teachers are appraised on the above mentioned bases, researches have proved that this 

leads to reduced job motivation, and increase dissatisfaction which results in turnover intentions. 

Similarly teachers‟ commitment to quality instruction is negatively affected if TPA is not 

conducted accordingly and professionally.  

1.2 Statement of the Problem 

Performance appraisal helps to the success of an organization in realizing the strategic purpose 

and increasing effective working process through continuous improvement of individuals‟ 

performance and process along with focusing on weak improvable points with due attention to 

the fact that performance appraisal is one of the main parts of organizational life and could be 

consisted of several organizational processes such as measuring of work performance, 

establishing of purposes and reward management Divandari (2008). In comparison with the 
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numerous benefits attained from implementing performance appraisal system, as research 

findings, many scholars indicated that, performance appraisal practice has been becoming the 

source of teachers turnover because of  the subjective and irrelevant nature of the performance 

appraisal criteria,  used to appraise the performance of the employees: shortage of skills and 

knowledge of the raters, the subjectivity, favoritism and bias of the raters, lack of continuous 

documentation and inability to provide on time  are some of the problems most employees raise. 

As a result, employees‟ perception towards the performance appraisal system is adversely 

affected and they express dissatisfaction about the implementation of performance appraisal 

practice. Such situations are also significantly influenced the overall job dissatisfaction of 

employees‟ and decrease the expected work outcomes in the form of work performance, 

affective commitment and turnover intention as well. Whereas, if employees are satisfied on the 

implementation of performance appraisal, they will perceive well and exert every possible effort 

to carry out their responsibilities and duties assigned to them efficiently and effectively thus will 

make the organization to which they belong more productive and successful . For instance, in 

order to positively influence employee behavior & future development it has been frequently 

argued that, employees must experience positive reactions in the practice of performance 

appraisal; if not any appraisal system will be doomed to failure. 

Having these; differences in perceptions of employees about the existing performance appraisal 

practice based on their perception of fairness is a big question in Bole sub city private secondary 

schools.  Currently, most teachers of the these schools are discussing on the issue informally, but 

a due attention is not taken to examine the perception of employees toward the appraisal process 

as well as appraisers, and their reactions (positive or negative) to the appraisal; due to this 

problem employees of these schools are  not satisfied. There is high turnover through ought the 

year   and their contribution for the quality of education is reduced. 

Few research findings conducted in different parts of Ethiopia indicated that there are different 

problems in TPA process. Wondosen (2007) in his study on “The design and implementation of 

TPA in primary schools” observed that TPA has different problems. His findings indicated that 

the appraisers‟ bias, unrelated performance criteria to teachers job and negative attitude of 

appraises to accept negative feedback from their appraisers are some of the problems related to 

TPA.   
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In strengthening this, (Dereje, 2007; Grima, 2011; and Habtamu, 2005) indicatedthat the current 

TPA process faces a lot of problems in its implementation. These are absence of feedback for 

teachers, lack of participation from the subordinates in the process of its implementation and 

ineffective criteria. Many other studies (for example: Birhanu, 2006; keno, 2009 ;  and 

Wondosen, 2007) found the troubles concerning the manner in which the appraisal was 

conducted: there was no mutual involvement of principals and teachers in developing the 

appraisal criteria, difficulty to prepare the appropriate performance criteria,  inadequate follow 

up and feedback mechanism in the process of appraisal, insufficiency of  training  for those who 

are involved in the process and absence of consequences of the appraisal result. A survey study 

conducted in Amhara Region on 130 school teachers reported that teachers had negative attitude 

towards TPA criteria (Birhanu, 2006 and Kibre, 2005).  

These TPA limitations deteriorate teachers‟ commitment and effort for quality education. The 

strength of any educational system largely depends on the quality and commitment of its 

teachers. The teacher is the most important resource in an education system in any society 

(Oliveria and Farell, 1993:7).  The teacher also plays a major role in the delivery of quality 

education.  Educational quality has been shown to be largely a function of teacher quality 

(Avalos and Hadad, 1979:156; Fuller, 1986:18).  

Underlining this idea, Platt (1970:34) noted: …second only to the student, the teacher is the heart 

of the educational process and the main determinant of the quality and effectiveness of its results. 

Teachers play a decisive role in the fulfillment of educational goals. Whatever curriculum 

change is introduced and whatever reforms are made, all will be of little or no avail without 

qualified and committed teachers. Miles (1975:167) sated:” …good curricula, creative 

instructional materials, efficient organization and management, modern facilities and equipment 

all of these contribute to the effectiveness of education, but all depend for their full realization 

upon the skill, the wisdom and the commitment of teachers.” 

Researches which were conducted in Addis Ababa governmental secondary schools also 

approved the high rate of teachers‟ turnover. Alazare (2007,p.31) noted referring data gathered  

from education experts and directors that teachers rate of turnover in Kirkos sub city government 

secondary schools in Addis Ababa (Aboit Kirse and Shemeles Habte) was 2.4,7.4,7.8,9.1 and 

10.6 percent in 2001,2002,2003,2004 and 2005 respectively. Similarly, in Yeka sub city 
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secondary schools namely KokebTsibeha and Dejache Wondirad had turnover rate of 14.1 and 

11.2 percent in 2003 and 2004 respectively.   

From the above texts one can understand that there is high teacher‟s turnover and the   current 

system of TPA has several problems. But to the researchers‟ knowledge no study has assessed 

the relationship between TPA and STO among all relevant stakeholders in the study area.  Thus, 

dealing with the relationship between TPA and STO and the appropriateness of TPA 

implementation process with the assumed purposes is timely and important issue, given the ever 

increasing emphasis to improving quality of education. Therefore, the purpose of this study is to 

examine whether there is relationship between TPA and STO and to measure the impact of TPA 

on STO and quality education in Addis Ababa Bole sub city selected secondary schools. The 

researcher believes that this study would help educational leaders to meeting the ultimate aim of 

TPA in improving quality of education. 

 This study was therefore, sought to investigate the relationship between performance appraisal 

and teaching staff turnover and the resulting work outcomes by analyzing; What potential 

consequences were happened in the area of work performance, affective commitment and turn 

over intentions as result of employees‟ different perception of performance appraisal in bole sub 

city private secondary schools. 

In doing so, this research answered the following basic questions. 

1. How do teachers perceive the practice and outcome of performance appraisal in their 

schools? 

2.  Is there a significant relationship between teachers‟ performance appraisal and staff 

turnover? 

3. How significant is the effect of Teaching staff turnover caused by performance appraisal 

on quality of education?   

4. What measures do teachers suggest so as to make performance appraisal productive in 

reducing staff turnover? 
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1.3. Objectives of the Study 

1.3.1. General Objective 

     The general objective of this study was to investigate the relationship between teachers‟ 

performance appraisal and staff turnover and their work outcomes in relation to quality education 

in Bole sub city selected private secondary schools. 

1.3.2.Specific Objectives 

Based on the general objective of the study the following specific objectives were developed. 

1. To assess teachers‟ perception about the existing performance appraisal practice of their 

schools. 

2. To assess the level of teachers‟ work performance, affective organizational commitment 

and their intention to stay long in their current schools. 

3. To examine the relationship between teachers‟ performance appraisal feedback for the 

development of teachers and its contribution for the quality of instruction. 

4.  To identify problems on the practice of performance appraisal and to suggest possible 

solutions.  

1.4. Significances of the Study 

There has been many researches and studies conducted to examine the effect of performance 

appraisal satisfactions on teachers‟ motivation. However, there has been limited, or fewer studies 

on issues related to the relationship between performance appraisal and teaching staff turnover.  

The results and findings from this research will generate new conclusion to enrich the existing 

literatures on the relationship of performance appraisal and teaching staff turnover.   

Furthermore, this research will enhance the understanding on the relationship of performance 

appraisal and teaching staff turnover. The intention of this research is to evaluate the existing 

performance appraisal systems of selected Bole Sub city private secondary schools, by 

identifying the perceived satisfaction of employees towards their current performance appraisal 

process and to know the relationship between performance appraisal and teaching staff turnover.   
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1.5. Delimitation of the Study 

In Addis Ababa city administration there are ten sub cities, 116 woredas and more than 1631 

private schools. However, the research will involve only Bole sub city.  In Bole sub city alone 

there are 14 woredas, but the research will cover only five woredas. The research will not include 

governmental schools kindergartens and primary schools. It is delimited only to ten private 

secondary schools. The study is, conceptually delimited to assess the relationship between 

performance appraisal and teaching staff turnover and the effect of turnover on quality education. 

1.6 Limitation of the Study 

The major limitation that the researcher confronted while conducting this research was getting 

some statistical data about private secondary schools due to lack of good personnel file record in 

the sub city education office. The researcher gathered data by going each and every school.  

They organized only government schools data. Lack of cooperation on the part of few school 

administrators was also the other challenge. But the researcher gathered all the necessary data by 

visiting the schools repeatedly.  Since the study focused on 5 private secondary schools, the 

results obtained could not be fully generalized to all private secondary schools in the country. 

1.7 Organization of the Study 

This research thesis was organized in to five chapters. The first chapter is the introductory part 

which includes the background of the study, statement of the problem, objective, significance, 

delimitation, the limitation and operational definitions of terms. The second chapter will present 

the review of literature relevant to the research. The third chapter will discuss research 

methodology and chapter four will deal about data interpretation and analysis. The last chapter 

will present summary, conclusions and recommendations of the study. Reference and appendixes 

are also the parts of this paper. 
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1.8 Definition of Key Terms 

The following terms are defined in the context of the study:- 

Performance Appraisal: Performance appraisal is evaluation and grading exercise carried out 

by schools on teachers either periodically or annually, on the outcomes of performance based on 

the job content, job requirement and personal behavior in the position.  

Turnover: The movement of employees from and into an organization 

Private Schools: Those schools which are not owned by government (international, PLC, 

missionary are taken as private schools.) 

Secondary schools: Grades 9-10 (secondary level first cycle) provide general secondary 

education and, upon completion, students are streamed either into grades 11-12 (secondary level 

second cycle).  (Gen. Edu. Quality Improvement Package, 2008) 
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CHAPTER TWO 

2. REVIEW OF RELATEDLITERATURE 

This chapter briefly describes the meanings, importance, and process, problems of performance 

appraisal, performance appraisal as motivational factor and the meaning of turnover, major types 

of turnover, consequences of turnover and mechanisms to minimize teaching staff turnover.   

2.1 The Concept of Teachers Performance Appraisal and its Importance 

Various authors, leaders, and managers have defined PA according to their knowledge. But, 

there are differences in the definition of the word due to the scale of impact it has caused to the 

people, organization, economy and so forth, individually. 

To begin with its dictionary meaning, the Encarta dictionary defines PA “employee assessment: 

the assessment of an employee's effectiveness, usually as undertaken at regular intervals.”From 

this definition it is possible to understand that performance appraisal is the process of 

identifying, evaluating and developing the work performance of employees in the organization, 

so that the organizational goals and objectives are more effectively achieved, while at the same 

time benefiting employees in terms of recognition, receiving feedback, catering for work needs 

and offering career guidance in a specific time interval. It is used as a tool for managing the 

effectiveness and efficiency of employees. 

Murphy and Cleveland (1995) defined PA system “a tool that accomplished specific goals, such 

as self-enhancement or improvement of relationships with subordinates. Moreover, PA acts as 

valuation reference to reward employees, both intrinsically and extrinsically, and thus improve 

the employees performance by continuous communication and feedback between both the 

employee and the organization.”  Boice and Kleiner (1997, p.197) noted that PA was “most 

commonly undertaken to let an employee know how his/her performance compares with the 

supervisor‟s expectations and to identify areas that require training or development.  

Many have defined PA based on their knowledge; some of them are stated below:  

A) PA is defined “as a tool to identify and monitor staff‟s competences, as well as taking 

into account a company‟s core competence and external demands” (Ubeda& Santos, 

2007, p.110).  
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B) PA is defined “as a structured formal interaction between a subordinate and his/her 

superior. It usually embraces of a periodic interview, in which the work performance of 

the subordinate is examined and discussed” (Arbaiy&Suradi, 2007, p.195).  

C) PA is a "central management process, which means that it needs to be linked to such 

activities as business planning, clinical audit, etc" (Edmonstone, 1996, p.12).  

D) PA is defined "as a tool to achieve a variety of human resource management 

objectives"(Kumar, 2005, p.1). 

As we can see from all definitions of PA above, the concept of improving performance and 

developing people is common to most definitions, although its use in organizations continues to 

be varied. Though there are various definitions of PA which exist, it leads to a very similar 

meaning. For the purpose of this research, PA is defined as a tool used to:  retain control over 

their employees, involve the employee in setting goals for the organization, evaluate the extent to 

which each employee‟s day-to-day performance is linked to the goals established by the 

organization,  reward employees, both intrinsically and extrinsically, accomplish specific goals, 

such as self-enhancement or enhancing relationships with supervisor/subordinates, improve the 

employees‟ performance by continuous communication and feedback between both the 

employee and the organization, identify areas within an employee that requires training or 

development, specify the behavior that employees must perform in accordance with the 

organizational objectives. 

In managing human resource in all organizations, PA is expected to give response for many 

questions of the staff in a given organization. The existence of PA was visible since the early 

1900s. The role of PA and the importance of the process itself have been changing over the years 

to suit the goals and objectives of organizations. Henderson (as cited in Boice&Kleiner, 1997) 

noted that PA systems are not generic or easily passed from one company to another; their design 

and administration had to be tailor-made to match employee and organizational characteristics 

and qualities. 

As noted by MelakuYimam (2016) “PA plays a pivotal role in knowing and improving the 

quality of employees, making administrative decisions, giving satisfaction to staff members, and 

in helping employees know their current status.” 
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Generally, we can say that   PA is incorporated for a number of potential agendas according to 

the above scholars.  Some of the agendas that lead to PA procedures being conducted within an 

organization include:-   

 Improvement in the communication between boss and subordinate through the use of 

feedback between them.  

 Identification of the scope for performance improvement and the means to achieve this.  

 Identification of individual training and development needs.  

 Identification of the potential of individuals for future promotion, succession planning, or 

for retention or termination purposes.  

 As the basis for remuneration and reward, on the basis of performance. 

2.1.1 Performance Appraisal as a Motivation 

The major importance of teachers‟ motivation is  to achieve the goal of teaching successfully, the  

school  and it is important to maintain  the teachers teaching motivation in their performance ,to 

enhance the teachers motivation level of satisfaction, to make teachers more creative to attract 

and retain teachers towards the school goals ,to invite teacher for rewards, and provide chance 

for promotion, to get opportunities of education, enhance their interest, commitment, self-

confidence and persistence in their workplace. Teachers are expected to render a very high 

teaching performance. The leader should also understand those teachers abilities alone are not 

sufficient to achieve satisfactory outcome but also teachers have the ability to achieve outcome, 

but they must also be willing to use effort to achieve the school goals.  

Dessler, (2005) examined that from the perspective of teachers in schools, job performance and 

motivation are different. Motivation is an input to work, and job performance is an output from 

this motivation. From a teacher‟s perspective motivation and job performance may be difficult to 

distinguish and motivation is often inferred from the output produced, the possibility of high 

motivation and low output or low motivation and high output is often not considered.   

Around the world, several researchers dictate that employees appraise should be motivational 

and standardized, especially in educational profession, employers should be give emphasis 

because education is the core profession in the world. And also employee‟s motivations can 
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affect by the result of appraising such as: goal achievement, promotion, demotion and salary 

increment. 

The implications of either neglecting motivation or considering it a part of job performance for 

the empirically observed relationship between job performance and motivation can be 

significant. If effort is costly for an employee, ignoring effort can bias the estimated effect of job 

performance, because effort should increase job performance. As satisfaction is another very 

important thing in terms of motivation so employees are when satisfied with their job, 

organization environment, salaries, rewards, then automatically get motivated and show their   

best efforts towards their job performance. Motivation plays a great role because it is critical for 

the achievement of organizational goal and to bring better teachers performance or effectiveness, 

(Sarkar, 2000). The major importance of teachers‟ motivation to achieve success of  the 

organization /schools: it is important to maintain to the teachers teaching motivation in their 

performance, to enhance the teachers motivation level of satisfaction, to make teachers more 

creative to attract and retain teacher towards the school goals ,to invite teacher for rewards, and 

provide chance for promotion, to get opportunities of education, enhance their interest, 

commitment, self - confidence and persistence in their workplace. Teachers are expected to 

render a very high teaching performance. 

2.2 Objectives of PA 

The system involves several steps, which can be considered as continuous, however periodic. 

Performance appraisal objectives can be classified in a number of ways. One of the best known 

classifications was produced by McGregor (1987) who grouped the objectives as follows:-   

Administration: Providing an orderly way of determining promotions, transfers and salary 

increases.  

Informative: Supplying data to management on the performance of subordinates and to the 

individual on his or her performance.  

Motivational: Creating a learning experience that motivates staff to develop themselves and 

improve their performance. Finally, Henenman et al (1996, pp. 340) classified the purpose of PA 

into three conditions:  
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Administration Decisions: those are for employee promotion, choosing employee, and making 

salary increments recommendations. And also these scholars presented this for administrative 

purpose which helps to place employees in positions where their abilities can be best use or 

helpful in assigning employees to appropriate future positions. Mathis and Jackson (1997, 

pp334) moreover state the administrative aspect of PA as follows: PA system is often the link 

between the reward employees hope to receive and their productivity. Decisions on promotion, 

termination layoff, and transfer assignments are some of the administrative use of PA that are 

very important to employees. When organizations terminate, promote or pay people differently, 

PAs are necessary as they are a crucial defense if employees sue over such decisions.  

Employee feedback and development: is another purpose of PA is to employees know where 

they stand relative to performance objectives and organization expectations. As Mathis and 

Jackson (1997, pp. 345) also stated that PA can be primary source of information and feedback 

for employees, which is the key for their future development. When supervisors identify the 

weakness, potentials, and training   needs of employees about their progress, discuss what skills 

they need to develop and workout development plans. Here the main purpose of developmental 

feedback lies to change or reinforce individual behavior rather than to compare individual as in 

the case of administrative users of PA. Armstrong (2009) also stated employees‟ feedback and 

development as functions as a continuous and evolutionary process in which performance 

improves overtime. It provides the basis for regular and frequent dialogues between managers 

and individuals about performance and development needs based on feedback and self-

assessment. It is mainly concerned with individual performance but it can also be applied to 

teams. The emphasis is on development, although performance management is an important part 

of the reward system through the provision of feedback and recognition and the identification of 

opportunities for growth. It may be associated with performance- or contribution-related pay but 

its developmental aspects are much more important.  

Evaluation of policies and programs implemented: are another method of PA to influence 

work behavior. That means, one can observe the purpose of PA keeps determinant effect and 

needs to be well known and done for the effectiveness of the organization task and employee 

relative stand on his/her job. Mondy, Noe and Premeaux (1999, pp 386) stated that the purpose 

of PA, “A system which is properly designed and communicated can help to achieve 
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organizational objectives and also increases employee performance. Actually, PA data are 

potentially useful for use in every human resource function area such as in every human resource 

planning and development of employee potential.    

2.3 Performance Appraisal Criteria 

According to Armstrong (2009), the criteria for reviewing performance should be balanced 

between: achievements in relation to objectives; the level of knowledge and skills possessed and 

applied (competences or technical competencies); behavior in the job as it affects performance 

(competencies); the degree to which behavior upholds the core values of the organization; day-

to-day effectiveness.  

As Mathis and Jackson (1997, 341) stressed, performance criteria are standards commonly used 

for testing or measuring performances. Criteria for evaluating job performances can be classified 

as trait-based, behavioral based, or results based.  

  Trait based criterion: identifies a subjective Character trait such as “pleasant personality”, 

“initiative,” or “creativity and has little to do with the specific job.  Such traits tend to be 

ambiguous, and courts have held that evaluation based on traits such as “adaptability” and 

general demeanor” are two vague to use as the basis for performance-based HR-decisions.  

 Behavior-based criterion: focus on specific behaviors that lead to job success.  

 Results-based criterion: look at what the employee has done or accomplished. For some 

jobs where measurement is easy and appropriate, a results-based approach works very well.   

Generally, criteria are relevant when they measure employees on the most important aspects of 

their jobs.  But there are also problems with these criteria.  Mathis and Jackson  

(1997 pp. 341) again said, jobs usually include many duties and tasks, and so measuring 

performance usually requires more than one dimension.  If the performance criteria leave out 

some important job duties, they are deficient.  If some irrelevant criteria are included in the 

criteria, the criteria are said to be contaminated. Managers use deficient or contaminated criteria 

for measuring performance much more than they should. 
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2.4 Performance Appraisal Process 

In performance appraisal system there are several steps to achieve the objective of appraisal and 

those processes include:   

Objective of appraisal: it includes effective promotion, transfer, assessing training need and 

like. The emphasis is to correct the problem. These objectives are appropriate as long as 

approach in appraisal is individual. Appraisal aims at improving the performance, instead of 

merely assessing it.  

Establish job expectations: the second step in the appraisal process is establishing job 

expectations. This includes informing the employee what is expected of him or her on the job. 

Normally the discussion is held with his or superior to review the major duties contained in the 

job description.  Individuals should not be expected to begin the job until they understand what is 

expected of them.   

Design appraisal program: formal versus informal; whose performance to be assessed; who are 

the raters; what problems are encountered ; how to solve the problem; what should be evaluated; 

when to evaluate; what methods of appraisal are to be used? They are the key points to be 

specified in designing appraisal program.   

Timing of evaluation: the general trend is to evaluate once in three months, or six months, or 

once in a year. Whatever it is it should be planned in time interval.  

Method of appraisal: the last to be addressed in the process of designing an appraisal program 

is to determine methods of evaluation. Numerous methods have been devised to measure the 

quantity and quality of   employee‟s job performance (Girma, 2012)  

Related to the above idea the school appraisal guide line dictates that: the first step to appraise is 

set clear objectives and the second step will be performance ongoing dialogue, coaching and 

feedback and at the end after the final appraisal set learning and development objective. 

(SOSCV, 2004). 
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2.5 Who Appraises Teachers’ Performance? 

PA is the most significant activity of an organization.  If the right persons are not assigned to 

process PA activities, then the strategic objectives of schools is seriously affected. Tosi, Rossi 

and Carroll (1986) said (wrote) as follows: “Performance evaluation can be conducted by one 

superior, groups of management at higher levels subordinated or peers.  It has been department 

and for certain purposes, self-ratings are used.” Additionally, Mathis and Jackson, (1997 pp. 

347), also wrote as follows: performance appraisal can be done by any one of familiar with the 

performance of individual employees.  Possibilities include: supervisors who rate their 

employees, employee who rate their supervisors, team members who rate each other, outsider 

sources, employee self-appraisals, multi-score (3600) appraisal. 

2.6 Outcomes of Effective Performance Appraisal 

Common outcomes of an effective performance appraisal process are employees‟ learning about 

themselves, employees‟ knowledge about how they are doing, employees‟ learning about „what 

management values‟ (Beer, 1981). According to Stephan and Dorfman (1989) outcomes of 

effective performance appraisal are improvement in the accuracy of employee performance and 

establishing relationship between performance on tasks and a clear potential for reward. 

Dobbins, Cardy and Platz-Vieno (1990) told five outcomes i.e. use of evaluations as feedback to 

improve performance, reduced employee turnover, increased motivation, existence of feelings of 

equity among employees, linkage between performance and rewards. Nurse (2005) viewed 

provision of information for the development of managerial strategies for training and 

development as an outcome. Teratanavat, Raitano and Kleiner (2006) found outcomes like 

reduced employee stress, review of overall progress, linkage between current performance and 

employee‟s goals, and development of specific action plans for future. 

According to HCM, (2013) performance appraisal is an investment for the company which can 

be justified by following advantages:  

Promotion: Performance Appraisal helps the supervisors to chalk out the promotion programs 

for efficient employees. In this regards, inefficient workers can be dismissed or demoted in case.  

Compensation: Performance Appraisal helps in chalking out compensation packages for 

employees. Merit rating is possible through performance appraisal. Performance Appraisal tries 
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to give worth to a performance. A compensation package which includes bonus, high salary 

rates, extra benefits, allowances and pre-requisites are dependent on performance appraisal. The 

criteria should be merit rather than seniority.   

Employees Development: The systematic procedure of performance appraisal helps the 

supervisors to frame training policies and programs. It helps to analyze strengths and weaknesses 

of employees so that new jobs can be designed for efficient employees. It also helps in framing 

future development programs.   

Selection Validation: Performance Appraisal helps the supervisors to understand the validity and 

importance of the selection procedure. The supervisors come to know the validity and thereby 

the strengths and weaknesses of selection procedure. Future changes in selection methods can be 

made in this regard.   

Communication: For an organization, effective communication between employees and 

employers is very important. Through performance appraisal, communication can be sought for 

in the following ways:  Through performance appraisal, the employers can understand and accept 

skills of subordinates. The subordinates can also understand and create a trust and confidence in 

superiors. It also helps in maintaining cordial and congenial labor management relationship. It 

develops the spirit of work and boosts the morale of employees.  All the above factors ensure 

effective communication.   

Motivation: Performance appraisal serves as a motivation tool. Through evaluating performance 

of employees, a person‟s efficiency can be determined if the targets are achieved. This very well 

motivates a person for better job and helps him to improve his performance in the future (HCM, 

2013).   

Related to performance appraisal importance SOS Ethiopia performance appraisal guideline state 

that: performance appraisal is formative assessment for improving the performance of employees 

within their current position, and for accountability. (SOSCV, 2004). 
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2.7 Problems of Teachers’ Performance Appraisal 

The most known causes of performance appraisal problems are the following.  

Poorly Trained Managers: Effective performance appraisal doesn't just happen and 

organizations shouldn't assume that managers know how to conduct them effectively, even if 

they have many years of experience as managers. In fact, since the process can differ from 

organization to organization, it is important that training is provided to introduce managers to the 

philosophy of performance appraisal at the organization, including a review of the forms, the 

rating system and how the data gathered is used. Training should take place regularly as a 

refresher both for new and veteran managers.  

Inconsistent Ratings: Inter-rater reliability is generally very low between managers at any 

organization. What one manager considers being "acceptable" performance, another may 

consider "not meeting expectations." This can be a challenge for any organization and is made 

more of a challenge in situations where the criteria used are subjective and not based on any 

measurable performance outcomes (Hailemariam , 2013).  

Leniency Error: Concerning to leniency error, Rue and Byars, (1992) say that" Leniency is the 

grouping of Ratings at the positive ends of the performance scale instead of spreading them 

throughout the scale”. Every evaluator has his or her own value system which acts as a standard 

against which appraisal are made.   

Halo Error: The halo error is the tendency to rate high or low on all factors due to the 

impression of high or low rating on some specific factor. To elaborate more if an employee tends 

to be conscientious and dependable, one might become biased towards that individual to the 

extent that we will rate him/her high on many desirable attributes. Rue and Byars, (1992) say that 

halo error occurs when a manager allows a single prominent characteristic of an employee to 

influence their judgment on each separate item in the performance appraisal. And this often 

results in the employee receiving approximately the same rating on every item.   

Stereotyping: it is a perception of a person around his nationality or race or occupation or sex. 

This is to construct a stereotype of people according to their ethnic or occupational identification. 
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This means to perceive all members of that race or occupation as possessing the same or very 

similar.  

Central Tendency Error: It is possible that regardless of whom the appraiser evaluates and 

what traits are used, the patter similar traits or characteristics, (HilemariamMoreda.2013). Of 

evaluation remains the same. Wossen (1996) elaborates that: central tendency is the 

characteristics of most appraisers to give average ratings to all or in the center of the scale.   

Similarity Error: When evaluators rate other people in the same way that the evaluators 

perceive themselves, they are making a similarity. Based on the perception that evaluators have 

of themselves, they project those perception onto others.    

According to Glueck cited in Melaku, (1992), studies have indicated that appraisers' personnel 

bias and favoritism can greatly influence appraisal results particularly if they expect their 

appraises to behave in a manner appraisers think appropriate and acceptable. 

2.8 TPA Practice in Ethiopian Educational Sector 

Performance appraisal has long history in Ethiopian education sector and it has positive impact 

on the employer and employees in schools.  From the time of the imperial regime up to the 

present managers exercise the system because it helps the supervisors to take the promotion 

programs for efficient teachers. In this regards, inefficient teachers can be dismissed or demoted 

in case, and help to marking out compensation packages for teachers. Merit rating is possible 

through performance appraisal. Performance Appraisal (PA) tries to give worth to a 

performance. Compensation packages which include bonus, high salary rates, extra benefits, 

allowances and pre-requisites are dependent on performance appraisal, (management institute 

2013). Performance appraisal could be taken either for evaluating the performance of teachers or 

for developing them and the evaluation has two types: telling the teacher where he stands and 

using the data for personal decisions concerning pay, promotions etc. (Useleyman, 2011).    

Regarding to Ethiopian performance appraisal practice importance one of Ethiopian researcher 

Usleman (2011) statedthat: Appraisal of teachers serves several useful purposes such as:  

Compensation decisions.  It can serve as a basis for pay raises. Managers need performance 

appraisal to identify teachers who are performing at or above expected levels. This approach to 
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compensation is at the heart of the idea that raises should be given for merit rather than for 

seniority. Under merit systems, teachers receive raises based on performance. The raises can be 

in the following forms. 

Promotion decisions: It can serve as a useful basis for job change or promotion. When merit is 

the basis for reward, the person doing the best job receives the promotion. If relevant work 

aspects are measured properly, it helps in minimizing feelings of frustration of those who are not 

promoted.  

 Training and development programs: It can serve as a guide for formulating a suitable training 

and development program. Performance appraisal can inform teachers about their progress and 

tell them what skills they need to develop to become eligible for pay raises or promotions or 

both. Feedback: Performance appraisal enables the teachers to know how well he is doing on the 

job. It tells them what they can do to improve their present performance and go up the 

instructional quality.  

Personal development: Performance appraisal can help reveal the cause of good and poor 

employee performance. Through discussion with individual teachers, a line manager canfind out 

why they perform as they do and what steps can be initiated to improve their performance. 

(Usleman, 2011)   

Similar to this idea, school PA guideline, (2004), indicates that:  performance appraisal is way of 

helping teachers and school systems with communication for their common goals and to know 

each other well. 

2.9 What is Turnover Intention? 

Turnover can be defined broadly as, the movement of workers into and out of an institution.  The 

term has been defined by different individuals. Some of them include the following. Price (1977) 

delineated turnover as “the ratio of the number of organizational members who have left during 

the period being considered divided by the average number of people in that organization during 

the period.” In most cases, turnover is referred as the entire process associated with filling a 

vacancy. “Each time a position is vacated, either voluntarily or involuntarily, a new employee 

must be hired and trained; and this replacement cycle is known as turnover”  This term is also 



22 
 

often utilized in efforts to measure relationships of employees in an organization as they leave, 

regardless of reason. 

Some other definitions of turnover intentions are as stated below:  

a) Turnover intentions are the thoughts of the employee regarding voluntarily leaving the 

organization (Schyns, Torka & Gossling, 2007; Singh, Verbeke & Rhoads, 1996; 

Whitman, 1999).  

b) Turnover intention is an individual own estimated (subjective) probability that they are 

permanently leaving the organization at some point in the near future (Vandenberg & 

Nelson, 1999, p.1315).  

c) Turnover intentions are conceived as a conscious and deliberate decision to leave the 

organization (Tett & Meyer, 1993, p.262).  

As we can understand from all the above definitions, it is possible to say that” turnover is “the 

rotation of workers around the labor market; between firms, jobs and occupations; and between 

the states of employment and unemployment. 

2.9.1 Major Types of Turn Over 

   2.9.1.1 Voluntary or In Voluntary Turn Over 

From the concept  of employees turn over  can  be considered  as voluntary or involuntary  

Rabbins  and coulter (2000,343) described  turn over as voluntary & involuntary  permanent with  

drain  from an  organization. Voluntary turn over refers to termination instigated by employees. 

Voluntary turnover is instated the choice of the employee. That means the decision of employee, 

for the personal or professional reasons, to end the relationship with employer. Involuntary turn 

over, on the other hand refers to the departure initiated by the employer of organization 

(Henaman 1998:181). 

Under involuntary turnover the employee has no choice in their termination (such as long term 

sickness; death and moving over season or employer initiated termination).while voluntary 

turnover happens due to resignation or early retirement, involuntary can take place as a result of 

death illness, dismissal, or compulsory retirement age. (Bennel, 2006:22)  
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2.9.1.2 Internal or External Turnover 

Turnover can be classified as internal and external turnover on the basic of the perspective of the 

organization and the country. Internal turn over involves employees leaving their current 

positions and taking a new  positions  with the same  organizations  bishop (1989:54) stated the 

profession  also the  migrate from region to region or sector  to sector is in a country  are in the  

process of internal brain drain  .As it was stated  by Habtamu (2006:2), External  brain drain is 

migration of professional and skilled man power from one country to another or from sources 

countries  to recipients  countries. 

2.9.2 The Relationship between Teachers’ Performance Appraisal and Staff Turnover 

A system of teacher performance appraisal (TPA from now on) properly designed and 

implemented, is believed to have favorable consequences in the professional development of 

teachers, teachers‟ job satisfaction, and ultimately the academic performance of the learner. But, 

when it is simply allowed to happen, TPA becomes haphazard, unsystematic, a source of conflict 

between appraisers and appraises, and finally it will lead teachers to quit their current schools 

(West and Bollington, 1990).     

The more teachers perceive evaluations of their performance to be sound, the more legitimate 

they will deem the evaluation system and the more effort they will devote to tasks upon which 

they are evaluated (Millman and Linda 1990:40). Hence, for teachers to respect their job and use 

their efforts to the fullest extent, they have to view their performance evaluation positively and 

get motivated by it.    

In Ethiopia, the present system of performance appraisal of teachers is result oriented and, 

delineates among four performance categories: poor (25-49%), acceptable (50-74%), very good 

(75-94%) and excellent (95-100%) based on teachers result on key, major, and minor tasks 

(ANRSEB, 1996 E.C.).  TPA in Ethiopia is not without any problems. Wondosen (2007) in his 

study on “The design and implementation of TPA in primary schools” observed that TPA has 

different problems. His findings indicated that the appraiser‟s bias orunrelatedness of 

performance criteria to teachers job and negative attitude of appraises to accept negative 

feedback from their appraisers are some of the problems related to TPA.   
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In other studies, it was indicated that in the current TPA there are a lot of problems in its 

implementation. These are absence of feedback for teachers, lack of participation from the 

subordinates in the process of its implementation and ineffective criteria (Dereje, 2007; Grima, 

2011; and Habtamu, 2005). Many other studies (for example: Birhanu, 2006; keno, 2009 ;  and 

Wondosen, 2007) found the following complaints concerning the manner in which the appraisal 

was conducted: there was no mutual involvement of principals and teachers in developing the 

appraisal criteria, difficulty to prepare the appropriate performance criteria,  inadequate follow 

up and feedback mechanism in the process of appraisal, insufficiency of  training  for those who 

are involved in the process and absence of consequences of the appraisal result. A survey study 

conducted in Amhara Region on 130 school teachers reported that teachers had negative attitude 

towards TPA criteria (Birhanu, 2006 and Kibre, 2005).      

From the above text one can understand that the current system of TPA has several problems. It 

also has relationship with teachers‟ turnover. Since TPA has several problems it is obvious that it 

doesn‟t motivate teachers to contribute a lot for quality of education and it can be the cause of 

teachers‟ turnover.   

2.9.3 Consequences of Teaching Staff Turn Over on Quality of Education 

Teaching staff turnover has several consequences on the quantity and quality of   education. As it 

was indicated  by Crossman, Hampton and Harman (2006:8-9) a high  rate of  turnover can 

destabilize   an organization and discourage  those who attempt to maintain level of service & 

output against to back ground of vacant  posts, in experienced staff and general disconnect thus, 

teaching staff turnover may create instability which in turn leads  to un  conducive teaching-

learning process. In stability learning environment is a major obstacle for the success of 

education. Teaching staff turnover leads to the shortage of more experienced and qualified 

teachers. The exit of teachers from the profession or the movement of teachers to better school is 

a country phenomenal both for the student who lose value of begin taught by experienced 

teachers and to the school and districts which must recruit and train their replacement.  The high 

rate of teaching staff turnover paved the way for the replacement of experienced teachers by 

novice teachers.   
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According to Ingorsoll (2002:2) teachers‟ turnover has negative effect on teaching organization 

particularly when best experienced teachers quit teaching or when the school program 

undergoing rapid growth in development. Hence, it reduces the overall effectiveness of the 

school and finally leads to the deterioration of quality education. The other effect of teaching 

staff turnover on the quality  of educations that is create a  demoralized teachers in the teaching 

staff  regarding to the phenomena ; Ingersoll (2002:2) asserted that turnover  has  a demoralizing  

impact on the prospective teachers, the remaining  workers in the school  may feel discomfort 

and develop dissatisfaction simply  by watching the leaves teachers .When the large number of 

teachers have left  the school , the remaining teachers feel suffer and  demotivated besides this 

remaining teachers have no extra time for better preparation for other activities of the school and 

this intern has a divers effect on the quality of education 

Academic achievement is the knowledge, understanding and skills acquired as a result of 

specified educational experience (Frederic, 1981:2 cited in Arega, 2007:34)). Frederic notes that 

the most important function of an achievement is to provide feedback regarding effectiveness of 

learning. Academic achievements are often used as indicators of school qualities because they 

are easily measurable using standard tests, while other outcomes may be more complex and less 

tangible (UNICEF, 2000:20). The academic achievement of students in educational institutions 

are affected or determined by various factors. Some of the different factors that contribute to the 

students‟ success or failure in national examination are school management, parent involvement, 

class size, teacher‟s characteristics, instructional materials, school facilities and characteristics of 

students (Fuller, 1986:1-77 and Mathewos, 2000:25-43, cited in Girmay, 2011:8). As the analytic 

reflection of some research findings depicted, among the factors that affect students‟ academic 

achievement, teacher‟s related factor is the leading one.  

The major consequence of teachers‟ attrition is that students are taught by less experienced and 

less qualified teachers who do not stay long enough to become expert high quality teachers ,who 

students desperately need (Alliance for excellent education,2000:8) cited in (Arega ,2007:13). In 

the light of this, all students in all schools need high quality teachers in order to achieve high 

standard and to graduate with skills needed to succeed in higher education or later in the world of 

work as well as the economic and social success of the country. In addition, schools with high 

rate of teachers‟ attrition cannot enable their students to achieve high standard because as 
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experienced teachers leave teaching they take with them the knowledge and experience needed 

to consistently improve students‟ learning (Arega, 2007:14). According to the standard set for 

high school teachers, first cycle high school teachers should have a master degree (MoE, 

2009:29, cite in Motuma, 2006:27). However, Miron & Aplegate (2007:114) as cited in Motuma 

(2006:28) implied that due to low supply assigned to high schools which lead to low 

achievement of students and poor quality of education. Regarding to the effects of teachers‟ 

turnover, Befekadu 

(2001: 104) has pointed out that teachers drifted from primary to secondary schools due to 

shortage of teachers as a result of teachers‟ attrition in secondary schools. Hence, the quality of 

instruction and students‟ achievement might be seriously affected because of learning by 

unqualified teachers for the level. In addition to this, students flocked to better schools where 

qualified and experienced teachers were available. Moreover, Blaine and James (1987:116), 

(cited in Hagos, 2011:29) explained that:  

Students are required to be successful in their academic endeavor and pass examinations to 

promote from grade to grade, inter to higher learning institutions or training centers. To pass 

examinations students need fulfillment of several conditions. The type, and quality of teaching 

staff, adequate educational materials supply and creating conducive educational atmosphere are 

some major elements that enhance the quality of learning outcomes.  

Castetter(1998:124) as cited in (Hagos ,2011:29-30) also depicted that “ the extent to which 

education succeed depends to a large extent on the quality of teachers engaged in the education 

process and the effectiveness with which they discharge individual and group responsibilities.”  

  Therefore, from the above point of view it is possible to suggest that the presence of 

experienced and qualified teachers in the school setup take the lion‟s share among the 

educational inputs needed to achieve a pleasant educational outcome.  

2.9.4. Influences of Teachers’ Turnover on Performance of Teachers those who are 

Currently Teaching in the Schools  

According to Guin (2004:94), the loss of qualified teachers had a negative impact on the 

momentum of instruction at the school. This impact may be described both in terms of morale 

among remaining teaching staff as well as the day to day instructional activities of students‟ 
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performance.  Morale according to (Wiles, 1964:50-52) is the emotional and mental reaction of a 

person to his job. Therefore this morale affects the amount of effort teachers put in educational 

works. If morale is high teachers do their best to promote effective learning and if it is low they 

do not live up their potential ability and the school will operate at far less than its maximum 

efficiency (Wiles,1964:50-52).What makes teacher satisfied with his/her job as Wiles indicated 

are security and comfortable living, pleasant working conditions, a sense of belongingness, fair 

treatment, a sense of achievement and growth, recognition of contribution, participation in 

decision making and opportunity to maintain self-respect. Stinnet (1970:113-114) also stated as:  

Teaching is said to be a difficult job that one undertakes. Educating the young 

generation and shaping their behavior and preparing them for future life career 

makes the profession more complex. Such duties need praise and recognition for 

the job well performed, which builds the morale of teachers and motivates them 

for further achievement and retain them in the teaching profession. High morale 

in a career causes greater holding power and good for the profession. If morale is 

high commitment, enthusiasm, and teamwork is likely to be high. Conversely, 

these are low if morale is low. Poor morale is evidenced by conflict, absenteeism, 

lateness, grievance, uncooperativeness, disputes and failure to provide good 

service. 

Long-term teacher retention impacts the learning environment in multiple ways. As teachers 

increase their experience in schools, their increased individual and collective knowledge of 

pedagogy and practice directly and positively impacts students‟ achievement. Employee turnover 

can have several negative consequences, especially if turnover rate is high, often it is difficult to 

replace the departed employee and the direct and indirect costs to organization of replacing 

workers are expensive (Davis and Newstrom, 1989:183, cited in Hagos, 2011:27). Therefore, in 

light of these related research findings as well as from experience, it is easier to understand that 

the remaining teachers are negatively affected by the loss of qualified and experienced teachers.  

Experience also shows that teachers most of the time stressed because of the boredom with 

heavy workloads and an endless paper works of education. According to Miron & Aplegate 

(2007:168), (cited in Hagos, 2011:28), teachers‟ turnover has negative impacts on the image of 

the school in the eyes of concerned parties like the remaining teachers, parents of students and 

government authorities. They further emphasized that, as a result, the remaining teachers will 

develop doubts about the school and its administration. Parent will stop sending their children to 

the school believing that there are serious problems which make teachers to leave and they also 



28 
 

do not want their children to face frequent interruption in their education. Concerned government 

may also question the school‟s competence.  

Although most studies focused on negative impacts of turnover some argue that some amount of 

turnover contributes in correcting a mismatch between teacher and school qualifications (Miron 

and Applegate, 2007:167-168).Whereas Cascio (1986:152) confirmed that turnover can be 

positive if the leaver is low performer. Similarly, Ingersoll (2011:128), cited in Arega (2007:32), 

argues that the organization benefits from a limited degree of turnover by eliminating low 

performers and bringing “new blood” to facilitate, innovation.  

2.9.5 Mechanisms of Minimizing Teaching Staff Turnover 

Benardin (2004:258) postulated the following strategies and actions that should be under- take to 

minimize un necessary employee turnover or: improving government  polices and dialogue in 

professional at all levels: creating and sustaining fair relationship among employees that are 

considerate of procedural and distributive justice issue: providing conductive working 

environment in at least the minimum facilities :providing a rate and secure work environment in 

which the employee does not feel threatened: providing opportunities  for growth and career 

development: providing some incentive mechanism and improving socio- economic condition by 

providing pay and benefits commensurate in other organizations. Improving government polices 

and dialoguing about teaching profession. At different levels is very indispensable in minimizing 

teaching staff turnover.    

Cock burn and Haydon (2004:79) suggested that teachers‟ turnover may be reduced through 

reduction of class- size, more learning support assistance, better resource for teaching, 

recognition, less change and facilitating –learning environment which make schools attractive 

working place.  

There are also other important mechanisms which can be used to minimize teachers‟ turnover. 

Ingersoll (2002:7) asserted that improvement the condition of teaching job, such as increased 

support for school Administrations, increased salaries, reduction of students discipline problem 

and enhanced faculty input in to school decision making would all contribute to lower than rate 

of turnover, in turn diminish school staff problems and hence ultimately aid the performance of 

schools. According to Temesgen (2005:63) teacher turnover would be minimized by improving 
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security of work place and system of teacher transfer, scale of salary, enhancing administrative 

support and facilitating profession development. Good induction program must be implemented 

to the newly employed teachers.   

As it was stated by Hamond (1997:8) when beginning teachers get a continuous support from an 

experienced mentor. They are much less likely to leave the profession: Duke, Karson and 

Wheeler (2006:74) suggested that school district should implement policies such as increase 

access to induction program for all beginning teacher and allow campus- level discretion 

tailoring induction and mentoring to meet local needs. Accordingly, providing support to never 

teachers has been considered as an effective strategy to retire teachers. Broadly speaking, quality 

induction program provide the solid foundation that Novice teachers needs they are enter the 

profession in increasing complexity new challenges thus, increase teachers retention and reduces 

teaching staff turnover particularly for newly employed teachers.   

In order to monitor and control turnover of teachers, programs must be designed, initiated, 

administered, monitored, and changed to retain the valuable human resource assets. Turnover 

can be anticipated and controlled within acceptable limits. Because it is not something that just 

happens, it is caused by internal conditions that motivate the employees to seek more attractive 

conditions at competitive companies.  

The effects of turnover bring to attention the need to manage and control it. Consequently 

retaining employees remains a primary concern for many organizations (Weibo et al., 2010:113-

114). In this regard, Epinosa (2010:78) cited in Arega(2007:34), depicted that more attention 

should be paid to conditions within the profession in order to resolve teacher turnover by 

improving teacher salary, increasing support for beginning teachers, increasing teachers 

influence in school wide decision making, and reducing student discipline problems. As per  

Firestone & Pinnel (1993:93) as cited in Befikadu(2001 :23), commitment to teaching and work 

place have found to be enhanced by psychic rewards (acknowledgement of teaching 

competence), meaningful and varied work, task autonomy and participatory decision making,   

positive feedback, collaboration, administrative support, reasonable workload, adequate 

resources and pay, and learning opportunities providing challenge and accomplishment. 

Armstrong (1995:152-153) emphasized that retention plan should be based on analysis of why 
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people leave. Exit interviews may provide some information but they are not completely reliable 

because people rarely give full reasons why they are going. He further stated that, a better 

method is to conduct attitude survey at a regular interval. According to Shaw (1999:88) cited in 

Xaba (2003:74-75), “ in order to manage turnover we have to determine the key causes of 

turnover, it is then that we could develop a strategy to tackle the problem.” He further 

emphasized retention strategies such as holding executive accountable for employee retention 

and satisfaction, recruitment and selection practices, providing opportunities for input to 

operating decisions, allowing significant autonomy in job responsibilities, measuring pay 

competitiveness and satisfaction consistently,  providing career opportunities,  creating work 

environment that is preferred by top employees with a propensity to stay and  analyzing turnover 

by tackling, reasons for leaving should be developed. 
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CHAPTER THREE 

The Research Design and Methodologies 

3.1 Research Methodology 

Descriptive survey research methodology was employed with the assumption that it was helpful 

to obtain sufficient information from large number of respondents and to describe the prevailing 

in-school factors and opinions related to the ongoing implementation of performance appraisal 

and its relationship with staff ‟ turnover. It also helps to draw valid and general conclusions. 

Since this methodology helps to gather information about the feelings, experiences and beliefs of 

respondents, it is because that it helps to get valuable and tangible data.   

3.2 Sources of Data 

Data for this research was collected from both primary and secondary sources. The primary 

sources of data were selected private school principals, teachers, vice principals and woreda 

education officers. In private schools performance appraisal is conducted by principals and vice 

principals. The appraisal process and outcome directly influences teachers positively or 

negatively. The data from the primary sources was gathered through questionnaire, and 

interview. 

The secondary sources of data were performance appraisal documents of teachers, action 

researches, feedbacks and reports on performance appraisal to develop well organized 

information and to have deep knowledge on the practice of performance appraisal and its 

relationship with teachers‟ turnover in Bole sub city private secondary schools. It also helps to 

understand the current performance appraisal practice, its relationship with teachers‟ turnover, 

and its effect on quality of education. 

3.3. Sample Size and Sampling Technique 

Multi-stage sampling technique was used to select the samples, as this method assists to have 

more representative sample in the different stages. Three successive multi-stage sampling 

techniques were used to select sample schools, vice principals, principals and teachers. In the 

first stage, five woredas were selected from all the 14 woredas   in Bole sub-city using simple 
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random sampling technique.  One general secondary school from each of the sample Woredas 

was selected using simple random sampling technique so that schools  to give equal chance for 

all schools to be included in the stud.  Five private secondary schools were selected through 

simple random sampling technique, particularly lottery system to get representative sample and 

to give equal chance for all the population to be chosen.   

 There were about 105 practicing teachers in sample secondary schools. Among 105 currently 

practicing teachers, 78(74.2%) of them were selected using simple purposive sampling and 

availability sampling techniques. Purposive sampling was used for female teachers so as to 

participate all of them in the study since their number is too small. Availability sampling was 

used for female teachers. Sample secondary schools had10 school administrators (principals, 

vice principals) all of them were included in the study. In addition 9 sub city education officers 

were included in the study. They selected by purposive sampling technique. These officers were 

those who are under teachers‟ development department of the sub city education office because 

TPA and staff turnover concerns them directly.  

Table 1: Type of respondents, population size, sample and sampling technique 

No Type of respondents Population 

size 

Sample size    

% 

Sample  

Technique 
1 Sub city education officers 36 9 25  Purposive   

2 Principals 5 5 100 Purposive 

3 Vice principals 5 5 100 purposive  

4 Teachers 105 78 74.2 Purposive& 

availability   

 

3.4 Data Gathering Tools 

Questionnaire and interview were used as data gathering instruments. In addition, the researcher 

consulted relevant reference books; internet sources and performance appraisal manuals to 

support the findings of the study and document analysis. 

3.4.1. Questionnaire 

The researcher used a set of questionnaire to collect data from teacher respondents. 

Questionnaire is believed to be better to get large amount of data from large number of 

respondents in a relatively shorter time with minimum cost. Hence, a set of questionnaire were 

designed in English language and were administrated to the targeted schools‟ sample teachers. In 



33 
 

this study, two sets of questionnaire items were used. The first sets of items dealt with the 

general background of the respondents. The second set of questionnaires dealt issues related to 

the relationship of performance appraisal with employees turn over.   

3.4.2 Interview 

 Semi-structured interview was designed to gather data from interviewees.  The interview guide 

questions were set for respondents and had two parts, the general information, and the main part   

which is targeted to obtain information related to the basic research questions. The interview was 

conducted in English. Interview is preferred because it allows the interviewer as well as 

interviewees a maximum degree of clarity of information while carrying out the discussion; it 

helps to obtain more detailed information on the problem. Finally, interview notes were taken; 

recorded with mobile phone by asking their willingness, summarized and analyzed.  

3.4.4 Document Analysis 

The overall performance appraisal records of sample schools, evaluation records, and portfolio 

documents of the appraisal practice, documents that show the relationship between appraisal and 

salary increment and promotion were assessed. Document analysis constitutes the second use of 

survey to collect facts for the study.  

3.5. Procedure of Data Collection 

To secure data to this study, the researcher went through series of data gathering procedures. The 

expected relevant data was gathered by using questionnaires, interviews and document analysis. 

To this effect, having letter of authorization from Addis Ababa University to get permission; the 

researcher directly went to the sample sub city education office and principals of the respective 

schools for consent. After making agreement with the concerned participants; the researcher 

introduced his objective and purposes. Then the questionnaires were administered to sample 

teachers with in selected schools. The participants were allowed to give their own answers to 

each item independently. They were closely assisted and supervised by the researcher.   

Finally, the questionnaires were collected back. The interview was conducted with school 

principals, vice principals and sub city education officers.  
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3.6. Methods of Data Analysis 

 To get the collected data ready for analysis, the questionnaires were checked for completion, 

and then were classified and tallied by the researcher. The characteristics of respondents were 

analyzed by using frequency and percentage whereas the quantitative data was analyzed by using 

mean scores. The scores of each item were statistically organized and imported in to SPSS V.16 

to obtain, Mean value and standard deviation. The mean scores were used to interpret data that 

was gathered through questionnaire. To compare and test whether the mean scores of different 

groups of respondents is statistically significant or not, standard deviation was used. Finally, the 

mean value of each item was interpreted.   

3.7 Ethical Considerations 

The primary ethical concern was that the privacy of the participants would be safeguarded. They 

were not asked to provide their names or any sort of identification which provides a pressure free 

environment to give responses freely. The research was conducted taking basic ethical 

considerations into account throughout the research process. Reporting data honestly, without 

changing or altering the findings to satisfy certain predictions or interest groups was also a major 

issue of concern was dealt in the research. Throughout the data collection and analysis 

procedures, confidentiality of respondents was maintained to safeguard their rights. 
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CHAPTER FOUR 

3. DATA PRESENTATION, ANALYSIS AND INTERPRETATION 

This chapter has two parts; the first part deals with the characteristics of the respondents; and the 

second part presents the analysis and interpretation of the main data. The objective of this study 

was to assess the relationship between performance appraisal and teaching staff turnover in Bole 

sub city selected private secondary schools.  To this end, both quantitative and qualitative data 

were gathered by using questionnaire, interview, and document analysis. The data gathered 

through interview were the quantitative data. Moreover, document analysis was conducted with 

the performance appraisal practices and teaching staff turnover practices. 

4.1 Characteristics of Respondents 

Table 2: Characteristics of Respondents by Sex and Age 

 

As it is indicated in Table 1, most 77.7% of the sub city education office professionals were male 

whereas 12.70% were females. This may imply that the education office professionals of bole 

Sub City education office are dominated by male officers.  

No Items Respondents Total 
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N % N % N % N % N % 

1 Sex  Male  7 77.7 5 100 4 80 56 76.7 72 78.3 

Female  2 22.3 - - 1 20 17 23.3 20 21.7 

Total 9 100 5 100 5 100 73 100 92 100 

2 Marital status Single  2 22.3 - - - - 42 57.5 44 47.8 

Marred  7 77.7 5 100 5 100 31 42.5 48 52.2 

3 Age 22-25 - - - - - - 26 35.6 26 28.2 

26-30 5 55.5 - - 1 20 23 31.5 29 31.5 

30-40 4 44.5 2 40 2 40 17 23.3 25 27.2 

40-50 - - 1 20 2 40 5 6.8 8 8.7 

>50 - - 2 40 - - 2 2.8 4 4.4 



36 
 

Concerning principals, all school principals who participated in the study, 5(100%) were males. 

There was only 1(20%) female vice principal. The rest 4(80%) vice principals were males. This 

indicates that most of the educational administrators of schools are males. 

 As it is presented in table, 7(77.7%) of the Sub city education office officers were married.  All 

principals and vice principals (100%) were married. On the other hand from 73 teachers, 

42(57.5%) of them are not married. 

With regard to the age group, as indicated in the table above, 55% of the sub city education 

office professionals were between 26 and 30. 44.5% of the education officers were between 30 

and 40 years old.   From this it possible to understand that most of Bole sub city education office 

teachers‟ development officers are adults.   

As it is shown in the same table, 2 (40%) of the principals who participated in the study were 

between the age of 30 and 40 years. One principal was between 40 and 50 years. In addition 2, 

(40%) of the principals were above 50 years old. This implies that most of the principals who 

participated in this study are well experienced. Only 1, (20%) of the vice principals was between 

26 and 30 years old.  2, (40%) 0f the vice principals were between 30 and 40 years. The 

remaining 2, (40%) of them were between 40 and 50 years old. From this one can say that most 

of the vice principals are matured and experienced.  

As table1 shows that 26, (35.6%) of the teachers who participated in the study were between the 

age of 22 and 25 and 23, (31.5%) of them were in the age range of 26- 30 years. 17,(23.3%) of 

the participated teachers were between 30 and 40 years old. 5(6.8%)  the participated teachers 

were in the age range of 40-50 years and only 2(2.8%) 0f them were above 50 years old.   These 

means very large numbers of teachers were newly employed teachers and they might serve in 

teaching profession for a longer time if consideration is given to them or if they are properly 

handled. It also shows that most of the private school teachers are new graduates who do not 

have experience in teaching.  On the other hand it shows there are only few experienced and 

matured teachers in secondary schools of the sub city. 
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4.1.2 Respondents’ years of Service and Educational Qualification 

Table 3: Characteristics of Respondents by years of service and Educational qualification 

 

As shown in table 3, 3(33.3%) of the sub city officers have 6-15 years of service whereas 

4(44.4%) of them have 16-25 years‟ experience. The rest 2(22.3%) have more than 25 years of 

experience. Regarding the principals, 1(20%) of the principals has 6-15 years of service. With 

the same percentage another principal has 16-25 years of experience. Most of the principals, 

3(60%) of them have more than 25 years of experience. It shows most of the principals are well 

experienced. The data obtained in table 3 inferred that among 5 vice principals, 2(40%) of them 

have 6-15 years of experience. The rest 3(60%0) have 16-25 years‟ experience. Among 73 

teachers who participated in this study, 38(52%) of them have only 1-5 years of service. 

18924.7%) have 6-15 years of experience and 10(13.7%) of them in the range of 16-25 years of 

experience. Only7, (9.6%) 0f the teachers have more than 25 years of service. It implies that 

most of the secondary school teachers are fresh graduates. We can also say that experienced 

teachers are leaving their work place and their profession. With respect to educational 

qualification of the respondents, all the sub city education office professionals were degree 

holders.  3, (60%) of the principals had first degree and the rest 2, (40%) were MA holders. All 

vice principals had first degree in different fields, which is totally different from educational 

leadership. From this one can understand that these vice principals may lack the skills and 

techniques of performance appraisal. From 73 teachers who participated in this study, 62(84.9%) 
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 N % N % N % N %   

1 Years of service 1-5 - - - - -  38 52 38 41.4 

6-15 3 33.3 1 20 2 40 18 24.7 24 26 

16-25 4 44.4 1 20 3 60 10 13.7 18 19.6 

>25 2 22.3 3 60 - - 7 9.6 12 13 

Total 9 100 5 100 100 100 73 100 100 10 

2 Educational 

qualification 

1
st
 degree 9 100 3 60 5 100 62 84.9 79 85.8 

MA/MSC - - 2 40 - - 11 15.1 13 14.2 



38 
 

of them were first holders and the other 11(15.1%) were MA/MSC. It is possible to say that 

secondary schools have teachers with the right qualification which is expected by the Ethiopian 

Ministry of Education.   

4.2 Perception of Teachers on Performance Appraisal Practice 

In order to investigate and analyze the relationship between teachers‟ performance appraisal and 

teaching staff turnover, the selected secondary schools teachers  were asked their level of 

agreement on different variables related  with the relationship of teachers turnover and 

performance appraisal. The levels of agreement ranged from Strongly Disagree to Strongly 

Agree in five continuum likert - scale [Strongly Agree (5), Agree (4), Undecided (3), Disagree 

(2) and strongly disagree (1)]. The data analysis was presented and analyzed by condensing the 

five point likert-scale into three options. These are; 0-2.49 Low (1), 2.50-3.50 Medium (2), and 

3.51-5.00 High (3) 

 The data on respondents‟ responses on the relationship of teachers‟ performance appraisal and 

staff turnover in targeted private secondary schools is presented as follows.   

Table 4: Teachers perception on performance Appraisal practice (N=73) 

No               Items 1 2 3 X  

SD 
F 

(%) 

 

F 

(%) 

F 

(%) 

1 Evaluation is conducted without disturbing the lesson 

delivery  

47 

(64.5) 

3 

(4) 

 

23 

(31.5) 

3.14 0.96 

2 The feedback I receive on how I do my job is highly 

relevant. 

45 

(61.6) 

 28 

(39.3) 

3.58 1.32 

3 My school is good at providing recognition for good 

performance actually achieved. 

35 

(47.9) 

1 

(1.4) 

37 

(50.7) 

4.23 1.08 

4 The feedback I receive agrees with what I have actually 

achieved. 

27 

(37) 

 46 

(63) 

4.06 0.98 

5 If I don‟t agree with performance appraisal, I can appeal.  40 

(54.7) 

2 

(2.8) 

31 

(42.5) 

3.21 1.23 

6 My school  seems more engaged in providing positive 

feedback for good performers than criticizing the poor 

ones 

41 

(56.1) 

- 32 

(43.9) 

3.98 1.03 

7 I think that my school  attempts to conduct performance 

appraisal the best possible way 

39 

(53.4) 

4 

(5.4) 

30 

(41.2) 

4.03 1.45 

8 Performance appraisal is valuable to me as well as to my 

organization. 

15 

(20) 

 58 

(80) 

3.58 1.12 
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As shown in Table 4above, respondents were asked to rate their level of agreement on items that 

were listed to check  teachers‟ perception  on the practice of performance appraisal  in their 

schools .Analysis of the responses to item 1  indicated that 47(64.5%) of the respondents were 

not happy with the process of their school‟s performance appraisal evaluation. Teachers 

indicated that evaluators disturb the lesson delivery by doing unnecessary things like asking 

students unrelated questions to the current topic. The study found from this the practice of 

performance appraisal has close relationship for teachers‟ decision to leave the schools and their 

teaching profession.In addition with the calculated mean and standard deviation(X=3.14, SD= 

0.96) teachers showed their dissatisfaction on the process of TPA. 

With regard to the feedback they got after performance appraisal with (X=3.58 SD= 1.32) 

45(61.6%) of the respondents didn‟t agree with its importance. In the open-ended questionnaire 

also teachers indicated that most of the time performance appraisal was conducted for formality. 

They also added that evaluators stay in the class room only for a few period of time. Because of 

this they couldn‟t give valuable feedback. 

As we can seen  on table 4item three, respondents were asked whether their school management 

is good enough in giving recognition on their performance and  50.7 % of the respondents 

disagreed and 47.9 % of the respondents agreed.It can show us the targeted schools 

administrators are not good enough to appreciate their teachers by recognizing their good work.  

As it can be referred from table 4 item number four 63% of respondents disagreed with the 

feedback they received from their appraisers. They said the good performance appraisal result 

was given for those teachers who have the same outlook and special relationship with the 

evaluators. 

Analysis of responses to item 5 indicated that when teachers disagree with their performance 

appraisal result they couldn‟t appeal and change their result. 54.7% of the respondents showed 

their disagreement on this issue. As it is presented under item 6 most of the teachers 56.1 % said 

schools administrators focus on criticizing the poor performances rather than appreciating the 

good ones. From this it is possible to understand that the criticism after the performance 

appraisal forces teachers to leave their schools. As already been discussed in item 7 most of the 

teachers 53.4% indicated that performance appraisal was not conducted properly.  With respect 
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to item 8 the majority of teachers with the calculated mean =3.58 and standard deviation =1.12 

((80%) agreed on the importance of performance appraisal for the development of teacher 

themselves as well as for schools. On the other hand 20% of the respondents claimed the 

importance of performance appraisal both for schools and teachers. We can say that there is 

positive outlook for the importance of performance appraisal from the teachers‟ side. Therefore 

the school administrators who are responsible to conduct TPA should apprise teachers to give the 

intended benefit of performance appraisal for teachers and to contribute for quality of education. 

4.3 Perception of teachers on Performance Appraisal Outcome 

 Teachers of sample secondary schools of Bole sub city were asked the questions related to 

effects of teaching staff turnover on quality of education caused by performance appraisal by 

using liker scale as: strongly agree=5; Agree=4; undecided=3;   Disagree=2 and strongly 

disagree=1. Thus, the percentage and mean value for the frequency distribution of level of 

agreement of respondents for each question was calculated and used to the data analysis was 

presented and analyzed by condensing the five point likert -scale into three options.  

Table 5: Teachers Perception of Performance Appraisal Outcome 
 

No  

Items 

1 2 3 X  

SD 
F 

(%) 

 

F 

(%) 

F 

(%) 

1 The evaluation feedback helped me to improve my 

teaching learning process 

45 

(61.6) 

- 28 

(39.3) 

4.43 1.34 

2 Principals evaluate me just for formality  40 

(54.7) 

2 

(2.8) 

31 

(42.5) 

3.65 1.11 

3 There is discussion after evaluation to improve the 

observed gaps 

36 

(49.3) 

1 

(1.4) 

 36 

(49.3) 

 

3.36 1.45 

4 My evaluation result helps me for promotion  11 

(14.1) 

 

- 62 

(84.9) 

4.02 0.98 

5 The evaluation feedback helped me to adapt the system. 18 

(24.7) 

- 55 

(75.3) 

4.64 0.96 

6 The evaluation result created positive feeling for me.  49 

(67.1) 

 

- 24 

(32.9) 

4.46 1.56 

7 I always learn  from the evaluation feedback  49 

(67.1) 

6 

(8.2) 

18 

(24.7) 

4.11 1.37 

8 The appraisal was  fair 50 

(68.4) 

- 23 

(31.6) 

4.36 1.55 

9 Performance appraisal helps me stay   long in this school 

  

41 

(56.1) 

2 

(2.8) 

30 

(41.1) 

3.31 1.31 

10 Performance appraisal is important for  salary increments 28 

(39.3) 

1 

(1.4) 

44 

(59.3) 

 

3.12 1.44 
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As it is presented in Table5above, respondents were asked to rate their level of agreement on 

items that were listed to check teachers‟ perception on the outcome of performance appraisal in 

their schools. The summary result in this table revealed that out of 73 respondents with the mean 

value = 4.43 and SD = 1.34, 45(61.6%) of them approved that as the appraisal system of their 

school didn‟t help them to improve their teaching learning process. For item two, 54.7% of the 

teachers claimed that the teachers‟ performance appraisal was conducted just for formality and to 

appreciate teachers who have special relationship with the school administrators. In addition 

teachers also declared that principals and vice principals don‟t know the subject matter of all 

subjects. So department heads should be organized and participate in the performance appraisal 

system.  

Regarding the discussion after the performance appraisal on the observed gaps 36(49.3%) of the 

respondents showed their agreement on the other hand the same number teachers indicated their 

disagreement. This shows as there is misunderstanding among teachers about the post appraisal 

discussion on the observed gaps. 

For item number four, 62(84.9%) of teachers indicated their agreement on the importance of 

TPA result for their promotion. 11(14.1%) of the respondents claimed the value of TPA result 

for promotion is not this much. They said most of the time teachers are promoted for a better 

position by the relationship they have with the school administrators. It implies that TPA is not 

serving for its intended purpose. It has great relationship with teaches‟ turnover and contributes 

for the deterioration of quality of education. 

Concerning item number five, from 73 teachers 55(75.3%) pointed out their conformity on the 

importance of TPA to adapt the schools‟ system. Different Private schools have different systems 

in many aspects. Helping teachers to acclimatize themselves with the schools‟ system helps 

teachers to make them productive in a short period of time so as to deliver the teaching learning 

process effectively and to give the students what is expected from their teachers. 

Regarding item number 6 of the same table, 49(67.15) respondents   declared as the TPA result 

created negative feeling for them. On the other hand 24(32.95) of respondents indicated the 

positive feeling they get from teachers performance appraisal result. From this it is possible to 

say that TPA result is creating negative feeling to most of the sub city private secondary schools. 
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It shows that it has strapping relationship with teachers‟ turnover and dissatisfaction. This by its 

turn negatively affects the teaching learning process. 

For item number 7, 49(67.1%) of teachers claimed their disagreement in learning from the 

evaluation feedback. They stated in the open-ended questionnaire, most of the time the 

performance appraisal evaluators criticize the problems rather than giving feedbacks that help to 

develop teachers‟ instructional skills. From this it is possible to understand that the school 

administrators didn‟t create a learning environment in the school compound that helps teachers 

to learn from their shortcomings. Related to this Nurse (2005) stated that the importance of 

performance appraisal is to use the evaluation as feedback to improve performance, reduce 

turnover , increase motivation, existence of feelings of equity among teachers, to create linkage 

between performance and rewards for those who have good performance. 

With respect to item number 8, 50(68.4%) of teachers showed their dissatisfaction in the 

appraisal result.  They explained unfairness of the performance appraisal. Respondents stated 

that some evaluators bias for their nations, others give due attention for male teachers.  

Regarding item 9 of the questionnaire, 41(56.1%) of respondents disagreed on the importance of 

performance appraisal to stay in their current schools. Even they said as they always plan to 

leave their current schools after the performance appraisal result is given. This may imply that 

performance appraisal has interrelated with teachers‟ turnover.  

As shown in the same tables under item number ten, from 73 participant teachers 44(60.3%) 0f 

them agreed on the importance of performance appraisal result for salary increment. It implies 

that performance appraisal result is the prominent criteria for the selected private secondary 

schools teachers. 28(39.3%) of the respondents stated their disagreement. These teachers 

explained that as there were hidden criteria in addition to the performance appraisal result.  

Salary is very sensitive issue for teachers. In line with this, the analytic reflection of many local 

research findings  like  Motuma (2006), Aleazer (2007), and Temesgen (2005) revealed that the 

most frequently raised reasons for teachers  to leave their job were inadequate salary and non-

salary benefits. Therefore, if TPA is not conducted accordingly, it will be the main cause of 

teachers‟ turnover. It also negatively affects the quality of education. If teachers are not fairly 

appraised, they will be demotivated. Quality of education is under question mark if teachers are 
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not motivated. Since teaching profession is totally different from other fields, teachers‟ 

motivation plays a pivotal role to create well educated citizens.  

4.4 Effects of Teaching staff Turnover on Quality of Education 

Teachers of sample secondary schools of Bole sub city were asked the questions related to 

effects of teaching staff turnover on quality of education caused by performance appraisal by 

using five point likert scale as: strongly agree=5; Agree=4; undecided=3;   Disagree=2 and 

Strongly disagree=1. Thus, the percentage and mean value for the frequency distribution of level 

of agreement of respondents for each question was calculated and used to The data analysis was 

presented and analyzed by condensing the five point likert -scale into three options. These are; 

0-2.49 Low (1), 2.50-3.50 Medium (2), and 3.51-5.00 High (3) 

Table 6: The effects of teaching staff turnover on the quality of education 

 

 

No Items N 1 2 3 X  

SD F 

(%) 

 

F 

(%) 

F 

(%) 

1 When other teachers leave the school I become 

motivated to teach properly 

73 70 

(95.8) 

3 

(4.2) 

- 2.31 1.43 

2 I feel discomfort when my colleagues leave the school 

because of unfair evaluation   

73 5 

(6.8) 

3 

(4.2) 

65 

(89) 

4.53 1.36 

3 The more I familiarize myself to  the school system, 

the better performance I develop 

73 12 

(16.4) 

2 

(2.8) 

59 

(80.8) 

3.82 1.45 

4  Substituting classes make teachers busy    73 36 

(49.3) 

-  37 

(50.7) 

 

3.42 1.75 

5  students left unlearned until new teacher is assigned  73 11 

(14.1) 

 

- 62 

(84.9) 

4.41 1.54 

6 Students lose interest to learn actively when 

experienced teachers leave school.  

73 17 

(23.3) 

- 55 

(76.7) 

4.32 0.87 

7 Students sit for national exam without finishing the 

lesson. 

73 49 

(67.1) 

 

- 24 

(32.9) 

3.65 1.45 

8 Students‟ academic achievement is negatively 

affected as newly employed teachers are assigned as a 

replacement 

73 34 

(46.5) 

2 

(2.8) 

37 

(50.7) 

4.15 0.99 

9 Disrupts instructional activities 73 21 

(28.8) 

2 

(2.8) 

50 

(68.4) 

4.27 1.56 

10 Deteriorates students performance 73 28 

(39,3) 

- 45 

(61.7) 

3.97 1.23 

11  Affect the country in the production of well educated 

citizens 

73 29 

(40.7) 

- 44 

(60.3) 

4.23 1.75 
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Table 6 reveals a number of important findings. 70(95.8%) of respondents claimed that when 

teachers leave their work, the remaining teachers become demotivated to teach properly. It 

implies that turnover of teachers negatively affect the teaching learning process. It has downbeat 

effect on the remaining teachers‟ instructional process.  

With respect to item 2, from 73 respondents 65(89%) of them showed their discomfort when 

their colleague leave the school due to unfair performance appraisal. From this it is easy to 

understand that discomforted teachers will not teach their lesson effectively. It has harmful 

consequence on quality of education. 

For item 3 of table 6, 59(80.8%) 0f teachers gave their idea about the significance of 

familiarizing themselves with the school system to develop better instructional performance. 

Similar response was given by the school principals during interview. They said newly employed 

teachers were not successful in the first three to four weeks until they adapt the systemsince 

private schools have their own unique organizational system and culture. 

Regarding item 4 of the same table 37(50.7) of the respondents pointed out the burden they faced 

to substitute classes when teachers leave. For item five, 62 (84.9%) of the teachers explained that 

as students miss classes when teachers leave until it is replaced. This additional burden given to 

teachers and the missed classes affect the students learning negatively.  

As it is presented in item six,55(76.7%) of the teachers mentioned as the students lose interest 

when experienced teachers quit their work. For item seven, most of the teachers 49(67.1%) said 

students didn‟t sit for national exam without finishing their lesson. Private schools give special 

attention for students who sit for national examination. If a teacher who teaches national exam 

taker students, it is replaced by another grade level teacher (like grade nine) by the next day, but 

the bad thing is the teacher‟s previous students will be ordered to stay unlearned till another is 

replaced. From this we can understand   the sub city private secondary schools give the emphasis 

for national examination taker students and ignore the others. This by itself is not good to make 

students successful in national exam, because grade nine and grade eleven students are also will 

take national exam by next year. 

Analysis of responses to item 8 indicated that 37(50.7%) of teachers showed the negative  impact 

of replacing new teachers when the experienced teachers stop their work. On the other hand 
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34(46.5%) of the respondents didn‟t agree on the negative effect of experienced teachers with the 

new ones. The school administrators by their turn explained during interview that both students 

and teachers face difficulty in communicating each other.  

For item nine 50(68.4%) of teachers agreed as teachers turnover disturbs the instructional 

activities. Principals and vice principals explained during interview that Teachers turnover highly 

disrupts the teaching learning process. Not only students but also parents complain when 

experienced teachers leave school. It shows that teacher‟s turnover creates dissatisfaction for 

students and parents. This also directly or indirectly affects the instructional activities and 

students.  As it was pointed out by some of the respondents in open-ended questions, secondary 

school students   most of the times face challenge with newly employed teachers or those 

teachers who are assigned as replacement. Therefore, additional periods also were burned and 

students‟ misbehavior increased. This in turn disturbs all the school programs and disrupts 

instructional activities in general.  

The data obtained from an interview conducted with school principals and vice principals 

depicted that students‟ academic performance is directly related to the quality, experience and 

availability of teachers. They replied that school programs are smoothly carried out when 

teachers are available in the school but when experienced teachers leave the school, students will 

be left unlearned whereas the remaining teachers complain of holding additional periods. 

Therefore, from respondents‟ point of view, loss of experienced and qualified teachers might 

disrupt the teaching-learning system and influences students‟ academic performance.    

Regarding item ten 45(61.7%) of teachers said teachers turnover deteriorates students 

performance since it wastes the students time. The sub city education officers also signified the 

impact of teacher turnover id trimming down students‟ performance in all over aspects. The 

officers explained that as they working with private schools and forcing them to employee 

professional human resource managers. One of the targeted principal also indicated that teaching 

staff turnover caused by performance appraisal can be solved by hiring human resource 

professionals. As this principal gave out the information, teachers‟ turnover decreases after the 

human resource manager is employed. From this we can infer that to decrease teachers‟ turnover 

caused by poor performance appraisal and to increase students‟ performance schools should 

employee the right person at the right position. 
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The result of item 11 shows that 44(60.3%) of the respondents agreed the negative effect of 

teachers turnover caused by poor PA on the production of well trained citizens for the country as 

a whole. The sub city education office officers also underlined this point. The officers explained 

that as they are forcing private schools to employ the right person at the right position. To solve 

teachers turnover caused by poor performance appraisal employing well trained human resource 

managers is very essential. To create competent students both nationally and internationally 

teachers play crucial role. This implies that to create competent students who are important for 

themselves and the country as a hole and to solve the teachers turn problem the targeted private 

secondary school need to work hard, because teachers are the most important resources to in 

students learning. In line with this Bradely (in Billington, 1990:41) briefly stated that “no matter 

how perceptive and far sighted the national curriculum no matter how well the schoo 

manipulates its funds… the single most significant factor in a child‟s learning is the 

teacher.”Therefore if teachers play the most important role in the education system of a certain 

country schools need to aware this and work on the mechanisms of handling experienced 

teachers with them for the benefit of students.   

4.5 The Relationship between Teachers’ Performance Appraisal and Staff Turnover 

Teachers of sample secondary schools of Bole sub city were asked the questions related to their 

future plan due to performance appraisal by using likert scale as: strongly agree=5; Agree=4; 

undecided=3;   Disagree=2 and Strongly disagree=1. Thus, the percentage and mean value for 

the frequency distribution of level of agreement of respondents for each question was calculated 

and used to the data analysis was presented and analyzed by condensing the five point likert -

scale into three options. These are; 

 0-2.49 Low (1), 2.50-3.50 Medium (2), and 3.51-5.00 High (3) 

Table 7:  Teaching Staff Plan in the near future due to Performance Appraisal (N=73) 

No               Items 1 2 3 X  

SD 
F 

(%) 

 

F 

(%) 

F 

(%) 
1  I often think about quitting my present job.  5 

(6.8) 

3 

(4) 

 

65 

(89.2) 

4.78 1.34 

2  I will probably look for a new job for the next year. 8 

(10.9) 

- 65 

(89.1) 

4.46 1.76 

3 performance appraisal system helps me to get 

incentives  

26 

(35.6) 

1 

(1.4) 

47 

(64) 

4.12 1.45 

4  Promotion opportunities   

 

40 

(54.7) 

2 

(2.8) 

31 

(42.5) 

3.63 1.43 
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 As shown in table 7 above 65(89.2%) of the teachers in item 1 indicated with calculated(X=4.78 

and SD=1.34) that they often think that to quit their present schools because of the poor 

performance appraisal they faced in their schools. It entails that performance appraisal practice 

and teaching staff turnover has significant relationship. If the performance appraisal system of a 

certain school fails to succeed   the intended objectives, it will be the cause of turnover. 

With respect to item 2 of the same table 65(89.1%) of the respondents had planned to leave their 

current schools because they were not satisfied by the practice of the schools‟ performance 

appraisal.In relation to this the sub city education office officers explained the significant 

relationship of performance appraisal and teaching staff turnover. They said teachers‟ salary 

increment is mostly related with their performance appraisal result. It makes teachers dissatisfied 

when their salary increment is affected by their performance appraisal result.  

For item three 47(64%) of the teachers concurred that performance appraisal result helped them 

to obtain different encouragements like best teacher award, participating in Saturday and tutorial 

classes by additional payment. Teachers‟ performance appraisal result has very close relationship 

with different aspects of the teacher. It affects teachers positively or negatively. Unless it is 

handled accordingly by human resource professionals, it will cause deterioration of the quality of 

education and force teachers their schools and the profession itself. Teachers need to be 

appreciated and motivated by their performance so as to benefit students to get the best from 

their teachers.  

The result in item 5shows that40 (54.7%) of the respondent teachers indicated TPA result is not 

used for promotion. They also explained that as some teachers promoted because they had close 

relationship with school administrators. These force teachers not to work hard and to quit their 

work. It implies that TPA has close relationship with staff turnover and quality of education.    

4.6 Suggestions of teachers’ to make TPA Productive in Reducing Staff Turnover 

Teachers of sample secondary schools of Bole sub city were asked to give their ideas to make 

performance appraisal productive in reducing teachers turnover  by using likert scale as: strongly 

agree=5; Agree=4; undecided=3; Disagree=2 and Strongly disagree=1. Thus, the percentage and 

mean value for the frequency distribution of level of agreement of respondents for each question 

was calculated and used to the data analysis was presented and analyzed by condensing the five 
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point likert -scale into three options. These are 0-2.49 Low (1), 2.50-3.50 Medium (2), and 3.51-

5.00 High (3) 

Table 8: Suggestions given to make PA Productive in Reducing staff Turnover (N=73) 

 

 

 

 

 

 

 

 

 

 

 

The summary result in table 8 under item 1 revealed that out of 73(95.8%) of respondents 

suggested that teachers performance appraisal should be conducted to motivate teachers. 

Teachers are essential for the accomplishment of educational objectives and goals. Therefore to 

achieve the intended educational goals school administrators conduct teachers‟ performance 

appraisal to the best possible way.   

With respect to item two, 71(97.2%) teachers said teachers‟ performance appraisal is expected to 

enhance their professional competence by providing valuable feedbacks on areas those need 

improvement. In the open ended questions teachers also added that performance appraisal should 

not be the source of complain and dissatisfaction rather it should help teachers to develop their 

profession.   

 

No Items 1 2 3 X  

SD 
F 

(%) 

 

F 

(%) 

F 

(%) 

1  motivate teachers  - 3 

(4.2) 

70 

(95.8) 

4.87 1.32 

2  enhance teachers professional competence  - 2 

(2.8) 

71 

(97.2) 

4.88 1,77 

3 provide feedback -  

(1.4) 

72 

(98.6) 

4.91 1.46 

4  improve quality of education - -  73 

(100) 

 

4.96 1.43 

5  identify training needs  6 

(8.2) 

4 

(5.4) 

63 

(87.4) 

4.32 1.95 

6  benefit students by developing teachers 

 

12 

(16.4) 

- 61 

(83.6) 

4.11 1.41 

7  promote action researches on the teaching 

learning process 

20 

(27.3) 

3 

(4.2) 

50 

(68.5) 

3.98 1.23 

8 It should rate the overall performance rather 

than a single issue 

- 2 

(2.8) 

71 

(97.2) 

4.76 1,45 

9 Fair without biasing for those with similar 

attitude, interest, religion….   

- 3 

(4.2) 

70 

(95.8) 

4.87 1.56 

10 By qualified HR professionals 25 

(34.2) 

- 48 

(65.8) 

4.23 1.09 

11 To decide on teachers promotion 24 

(32.9) 

- 49 

(67.1) 

3.99 1.67 
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As it is presented in item three, out of 73 respondents 72(98.6%) of them gave out their idea on 

the importance of giving essential feedback than criticizing teachers. Teachers‟ performance 

appraisal is not an end result by itself. It is rather the way to the end. To get the intended result of 

teachers‟ performance appraisal evaluators should be skilled enough in giving essential feedback 

for teachers. If they do so teachers can develop their instructional skills and contribute as 

expected for their students and the school in general. In addition they like their work and the 

school. It is the key to reduce teachers‟ turnover caused by performance appraisal. 

Analysis of responses to item 4 indicated that all the respondents (100%) agreed the objective of 

teachers‟ performance appraisal is to improve the quality of education by developing teachers‟ 

professional skills. To this end, more is expected from educational administrators and education 

office professionals to facilitate different strategies for the development of teachers. If teachers 

develop themselves it is clear that they can do a lot to improve the quality of education. It is 

impossible to bring quality of education with in a night so teacher‟s performance should not be a 

day‟s task. It should be continuous. 

Regarding item 5, 63(87.4%) of teachers stated teachers performance appraisal as a tool to 

identify training needs to avoid observed gaps and reduce teachers turnover by developing their 

competency. For item 6 also, 61(83.6%) of the respondents said teachers performance appraisal 

is conducted to benefit students by developing teachers. This implies that if training needs are 

identified by teachers‟ performance appraisal and if the gaps are filled there is no way that forces 

teachers to leave their current schools.  

As shown in item 7, 50(68.5%) of the respondents suggested teachers performance appraisal as a 

mechanism to promote action researches on the teaching learning process.  TPA helps to identify 

problems which are observed in the teaching learning process. It helps to solve not only students‟ 

problems but also teachers too.  On the other hand it is important to reduce turnover by solving 

their problems.   

As item 8 indicates, 71(97.2%) of teachers suggested rating the overall performance rather a 

single issue is the other way to appraise teachers fairly and reduce turnover. Focusing only on a 

single issue doesn‟t show teachers overall performance. Appraisers should the over all aspects to 
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make the appraisal result fair and not to dissatisfy teachers and force them to dislike their work 

and leave the school. 

With respect to item 9, 70(95.8%) of teachers gave out their idea about the importance of 

fairness to make TPA productive and reduce turnover. It should be done with biasing for those 

who have similar attitude with the evaluators‟ nation, race, attitude religion...etc.  If there 

biasTPA will be the cause of turnover rather than development of teachers and contributing for 

the quality of education.  

For item ten, 48(65.8%) of the respondents suggested qualified human resource professionals to 

conduct TPA for reducing teachers turnover. Effective performance appraisal doesn‟t just happen 

without the required training. Schools should understand this and employee HR professionals for 

effective TPA.  

Finally, regarding item 11, 49(67.1%) of the respondents said if TPA is conducted to decide 

teachers promotion it will motivate teachers and reduce teachers turnover. In addition to the 

suggestions mentioned in table 8, teachers explained the importance of participating department 

heads in TPA practice, involving teachers in the preparation of the appraisal criteria and trained 

HR professionals in the open ended questions.   
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CHAPTER FIVE 

5. SUMMARY, CONCLUSIONS AND RECOMMENDATIONS  

5.1. Summary of Major Findings  

This chapter summarizes the main findings of the study and provides research recommendation 

based on the findings and conclusions. The main purpose of this study was to assess the 

relationship between performance appraisal and teaching staff turnover and its prevailing 

influences on quality of education, and to find the possible mechanisms to reduce teaching staff 

turnover that could encourage teachers to stay in their current schools and in teaching profession.  

To achieve the objectives of the study five woredas of the sub city were selected from 14 

woredas by using simple random sampling technique. The selected woreds were woreda1, 2, 6, 9 

and 13.  Five (5)  private secondary schools one from each woreda were selected for the study by 

using simple random sampling technique to give equal and independent chance for all schools to 

be selected. To this end, the following basic questions were formulated.  

1. How do teachers perceive the practice and outcome of performance appraisal in their 

schools? 

2.  Is there a significant relationship between teachers‟ performance appraisal and staff 

turnover? 

3. How significant is the effect of Teaching staff turnover caused by performance appraisal 

on quality of education?   

4. What measures do teachers suggest so as to make performance appraisal productive in 

reducing staff turnover? 

In order to deal with the basic questions, three types of data gathering instruments (questionnaire, 

interview, and document review) were used.  In addition related literatures were also reviewed to 

get adequate information about the study.   

The subjects of the study were 78 practicing teachers or teachers who were  currently involving  

in teaching learning  process at  the sample  private  secondary schools of  Bole sub city ,  10 

school administrators (principals and vice principal) and 9 sub city Education office officers. To 

select teacher respondents for the study purposive and availability sampling techniques were 
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used. Male teachers were included in the study by using availability sampling technique.  

Principals, vice principals and sub city education officers were selected through availability 

sampling technique 

The statistical tools used to analyze the data were percentage, the frequency of respondents‟ 

calculated mean value and standard deviation. 

Finally, the following major results were obtained from this study.  

1. Out of 78 teachers, male teachers represent78.3 % and female teachers counter parts 

constituted only 21.7%. All of the 5 school principals were males. There was only one 

female vice principal out of the five vice principals. 77.7% of the sub city education office 

officers wee males.  In relation to the age of respondents, most of the teachers were in the 

range of 22-25 years old.  Concerning the marital status 52.2% of the subjects were married. 

2. Majority of the targeted schools‟ teachers (52%) years of service ranges 1-5 years whereas 

60% 0f the principals were more than 25 years old. Majority of vice principals were in the 

range of 16-25 years of service.   Regarding the educational qualification of participants, 

majority 85.8% of respondents were degree holders and the rest of them had MA/MSC.  

3. Majority of the respondents (64.5%) perceive the practice of TPA negatively. They reported 

that TPA practice disturbs the lesson delivery, the feedback after TPA is not relevant, when 

there is disagreement with TPA result the appeal process is not problem solving, most of the 

time evaluators criticize poor performance rather than encouraging  the best performances. 

On the other hand80% of respondents believe the importance of TPA both for the 

development of the school and for teachers themselves.  

4. With respect to TPA outcomes a good number of teachers were not happy. Teachers 

explained that the evaluation result didn‟t help them to improve the teaching learning 

process because its criteria were not clear and couldn‟t evaluate the overall teaching learning 

process. The evaluation feedback didn‟t help teachers to learn from their mistakes. The 

appraisal was not fair since evaluators‟ bias for those teachers who have special relationship 

with them in different aspects. TPA result creates dissatisfaction among teachers and this by 

itself fosters teachers‟ turnover.  
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5. Based on the data analysis and interpretation, teaching staff turnover had the following 

negative effects in the targeted private secondary schools. These were; 

 When teachers leave their work, the remaining teachers became demotivated and didn‟t 

teach properly. 

 Newly employed teachers as replacement were not in a position to teach successfully 

until they adapt the school‟ system. 

 Teachers were very busy to substitute classes of teachers who left the school. 

 Students were left unlearned until replacement was done 

 Students lost interest to learn actively because of teachers‟ turnover caused by poor 

performance appraisal.  

 The turnover disturbed the whole teaching learning process.  

6. The study found that as there is significant relationship between TPA and teachers turnover. 

This is evidenced that 89.2% of teachers already decided to quit their current job because 

the TPA result has influential effect in many aspects. It is the key for salary increment, 

incentive and promotion. Poor TPA practice affects all these.   

7. The respondents suggested the following mechanisms to make TPA productive in reducing 

teaching staff turnover. They reported that TPA should be conducted to achieve the 

following objectives.  

 To motivate teachers, to enhance teachers professional competence by giving valuable 

feedback, to improve quality of education and benefit students by developing teachers. 

Conducting TPA by professionals and fairly without hidden criteria by considering the 

overall aspects were the suggestions given by the respondents to make TPA productive 

and reduce teachers‟ turnover.  

 

 

 

 

 

 

 



54 
 

5.2. Conclusion 

Based on the facts of data analysis and summary made the following conclusions were drawn. 

The school administrators‟ careless and biased TPA practice forced teachers to have negative 

perception on the practice of TPA. This negative perception was an obstacle for teachers to do 

their tasks to the expected standard.  This highly affects the contribution of teachers for quality 

education.  

The dissatisfaction of teachers by TPA outcomes hinders them not to take the full advantage of 

TPA practice. Since TPA has relationship with salary increment, promotion, incentives and 

development of teachers it needs due attention to decrease the dissatisfaction level of teachers. 

TPA is intended to develop quality of education by developing teachers‟ instructional skills 

through continuous follow up and valuable feedback. To the reverse TPA became the cause of 

dissatisfaction and complain because it was not manipulated accordingly. 

The teaching staff turnover caused by performance appraisal affected quality of education 

highly. The appraisal was not found to be meeting its intentions. This suggests the problems 

observed in the study area of the present study did not emanate from lack of knowledge from the 

actors in the teacher performance appraisal. This also shows that teacher performance appraisal 

is a complex process that needs serious attention from conceptualizing its purpose all the way to 

its implementation.    

Several factors may account for the mismatch between the intended purposes of TPA and the 

purposes it is practically serving. One of the reasons behind could be the processes under which 

it takes place. Lack of preparations to undertake the TPA, absence of pre and post appraisal 

conference and ultimately absence of feedback to teachers, errors in rating such as hallo effect, 

central tendency error and similar to me error were characteristic problems identified in the 

process of TPA. Due to all these problems, TPA practice is becoming the cause of teachers‟ 

turnover and it is negatively affecting the contribution of teachers for quality of education. It is 

totally contradictory to the intended purpose of TPA. TPA‟s main purpose rather should be 

positively contribute or the development of quality of education by developing teachers‟ 

instructional skills through giving valuable feedback and follow up.  
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5.3. Recommendations 

On the basis of the summary of findings and conclusions drawn, the following possible 

recommendations are suggested to improve the problem.  

Although not statistically significant number this study had shown a number of appraisers do the 

appraisal without having knowledge of the purpose. This caused dissatisfaction and turnover of 

teachers.  Thus, the researcher recommend in order to make the TPA effective both the school 

systems and the government bodies especially teachers development departments which are 

formed in sub city level give capacity building awareness creation trainings on TPA practice for 

both teachers and school administrators to avoid bias and to satisfy teachers by giving feedbacks 

which are important for the instructional development of teachers. In addition school 

administrators should conduct trainings to create clear awareness on the importance of TPA. 

The researcher suggested school systems to have functional department heads since there is no 

department head in some schools and not functional in others. Department heads shouldn‟t be 

formed only for report purpose. They are important in TPA process to reduce teachers complain. 

The school administrators are recommended to conduct teachers‟ performance appraisal (TPA) 

without disturbing the instructional delivery by having good communication with teachers to 

avoid the negative perception of teachers towards TPA practice. In addition, school 

administrators should create awareness about the intended purpose of TPA for their teachers and 

should prepare pre and post appraisal discussion with teachers to solve the observed gaps during 

TPA practice.  

The sub city education office should strictly control private schools to practice the education 

policy of Ethiopia accordingly especially regarding TPA practice. As the researcher approved 

private schools don‟t have similar TPA criteria. In different schools the researcher found 

different TPA formats. Since all schools are ruled by the MOE, the sub city education should 

distribute similar TPA criteria and follow up the implementation. 
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APPENDIX A 

ADDIS ABABA UNIVERSITY 

COLLEGE OF EDUCATION AND BEHAVIORAL STUDIES 

DEPARTMENT OF EDUCATIONAL PLANNING AND MANAGEMENT 

Questionnaire: to be completed by teachers currently working in Bole sub city selected 

Private secondary schools. 

     The purpose of this questionnaire is to collect data for the study entitled “The Relationship 

between performance appraisal and teaching staff turnover in Bole sub city private secondary 

schools”. Your responses are vital for the success of the study. So, you are kindly requested to 

read all questions and fill the questionnaire with genuine responses. Be sure that the responses 

you may give are used only for educational purpose and information is kept confidential. 

General Directions: Please note the following points before you start filling the 

questionnaire:  

 1. Do not write your name on the questionnaire  

 2. Read all the questions before attempting to answer the questions  

 3. There is no need to consult others to fill the questioner  

 4. Provide appropriate responses by using "√"   mark to choose one of the selected liker scales.   

5. Give your answer for all questions.  

 Questionnaire to be completed by teachers currently working in Bole sub city selected Private 

secondary schools. 

PART ONE: GENERAL INFORMATION AND CLOSED ENDED QUESTIONNAIRE    

Section: A General information 

Please Tick “√” (or Click) in the box that best describes yourself:-  

1. Current Job Position:  

Principal                Supervisor                Teacher   
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2. Marital Status:  

  Single                  Married                  Others  

3. Age in years 

  20 – 24                         25 – 29                                           30 – 34  

  35 – 39                       40 – 44                                      45 and above  

4. Gender:  

  Female                              Male  

5. Educational qualification:  

                       Diploma 

   1
st
 Degree                    MA/Ms                      PHD  

6. How many years have you worked for your current employer?  

  Less than 1 year                  1 - 3 years                       4-5 years 

  7 - 9 years                     More than 9 years 
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Section: B Teachers perception of performance Appraisal practice 

Direction: The following set of statements describes your general perceptions towards the 

appraisal process in your current school. For each statement, please indicate to which extent you 

feel it is agreeable or disagreeable. Please Tick “√” (or Click) on one answer. There is no right or 

wrong answer. The choices range from strongly agree to strongly disagree. 

Key: 5=Strongly Agree (SA)   4=Agree (A)   3=Neutral (N)   2=Disagree (D)    1=Strongly 

Disagree (SD)  

 

 

 

 

 

No               Items Alternatives 

SA 

5 

A 

4 

N 

3 

D 

2 

SD 

1 

1 My school‟s   evaluation is conducted without 

disturbing the lesson delivery.  

     

2 The feedback I receive on how I do my job is 

relevant. 

     

3 My school is good at providing recognition for 

good performance actually achieved. 

     

4 The feedback I receive agrees with what I have 

actually achieved. 

     

5 If I don‟t agree with performance appraisal, I 

can appeal.  

     

6 My school seems more engaged in providing 

positive feedback for good performers than 

criticizing the poor ones 

     

7 I think that my school attempts to conduct 

performance appraisal the best possible way 

     

8 Performance appraisal is valuable to me as well 

as to my school. 
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Section: C Teachers perception of performance Appraisal outcome  

Direction: The following set of statements describes your general perceptions towards the 

outcome of appraisal process in your current school. For each statement, please indicate to which 

extent you feel it is agreeable or disagreeable. Please Tick “√” (or Click) on one answer. There is 

no right or wrong answer. The choices range from strongly agree to strongly disagree. 

Key: 5=Strongly Agree (SA)   4=Agree (A)   3=Neutral (N)   2=Disagree (D)    1=Strongly 

Disagree (SD) 

No               Items                Alternatives 

SA 

5 

A 

4 

N 

3 

D 

2 

SD 

1 

1 The performance appraisal feedback helped me 

to improve my teaching learning process 

     

2 Principals evaluate my performance just for 

formality  

     

3 There is  discussion after evaluation to improve 

the observed gaps 

     

4 My evaluation result helps me for promotion       

5 The evaluation feedback helped me to adapt the 

system. 

     

6 The evaluation result created positivefeeling for 

me.  

     

7 I always learn  from the evaluation feedback       

8 The performance appraisal was  fair      

9 Performance appraisal helps me stay   long in 

this school 

     

10 Performance appraisal is important for  salary 

increments 
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Section:  D Effects of teaching staff turnover on quality of Education 

The following sets of statements describe possible feelings towards the effect of teaching staff 

turnover that is caused by performance appraisal on quality education. For each statement, please 

indicate to which extent you feel it is agreeable or disagreeable. Please Tick “”√ (or Click) on 

one answer. There is no right or wrong answers.  

No Items  Alternatives 

SA 

5 

A 

4 

N 

3 

DA 

2 

SDA 

1 

1 When other teachers leave the school I 

become motivated to teach properly 

     

2 I feel discomfort when my colleagues leave 

the school because of unfair evaluation   

     

3 The more I familiarize myself to  the school 

system, the better performance I develop 

     

4 I become busy to substitute classes when 

teachers leave   

 

 

 

    

5 I feel students left unlearned until new teacher 

is assigned  

     

6 I feel students lose interest to learn actively 

when experienced teachers leave school.  

 

 

    

7 I am think students sit for national exam 

without finishing the lesson. 

     

8 Students‟ academic achievement is negatively 

affected as newly employed teachers are 

assigned as replacement 

 

 

 

 

    

9 Teachers‟ turnover disrupts instructional 

activities 

 

 

 

    

10 Teachers turnover deteriorates students 

performance 

 

 

 

    

11 Teachers turnover may affect the country in 

the production of well educated citizens  
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Section E Teaching staff plan in the near future  

The following set of statements describes your career plans in the near future. For each 

statement, please indicate to which extent you feel it is agreeable or disagreeable. Please Tick 

“√” (or Click) on one answer. There is no right or wrong answers.  

No Items         Scales  

SA 

5 

A 

4 

N 

3 

DA 

2 

SDA 

1 

1 The Performance  evaluation system helps me to 

develop my professional skills  

     

2 The performance Appraisal system encourages 

me to stay in my present job.  

     

3  I will probably look for a new job in the next 

year. 

     

4 I may quit my present job next year because of 

the performance appraisal. 

     

5 I will likely actively look for a new job within 

the next three years.  

     

6 I do not see many options for the future in this 

school.. 
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Section F: Suggestions of teachers to make PA productive in reducing staff turnover 

The following set of statements describes the possible measures should be taken to make PA 

productive to reduce staff turnover. For each statement, please indicate to which extent you feel 

it is agreeable or disagreeable. Please Tick “√” (or Click) on one answer. There is no right or 

wrong answers.  

No PA should be conducted;         Scales  

SA 

5 

A 

4 

N 

3 

DA 

2 

SDA 

1 

1 To motivate teachers      

2 To enhance teachers professional competence       

3 To provide feedback      

4 To improve quality of education      

5 To identify training needs      

6 To benefit students by developing teachers 

 

     

7 To promote action researches on the teaching learning 

process 

     

8 It should rate the overall performance rather than a single 

issue 

     

9 Fairly without biasing for those with similar attitude, 

interest, religion….  

     

10 By qualified HR professionals      

11 To decide on teachers promotion      

 

 

Note; HR=Human resource PA=performance Appraisal 

 

 

If you have additional suggestions please mention those in the space provided below. 

 

______________________________________________________________________________

______________________________________________________________________________

______________________________________________________________________________

______________________________________________________________________________

______________________________________________________________________________

______________________________________________________________________________

______________________________________________________________________________

______________________________________________________________________________

________________________________________________________________________
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PART TWO: OPENENDED QUESTIONNAIRE 

 Dear respondents your responses are vital for the success of the study. The following open 

ended questioners are prepared to get the respondents‟ experience between the relationship of 

performance appraisal and teachers‟ turnover.  So, you are kindly requested to read all questions 

and fill the questionnaire with genuine responses. Be sure that the responses you may give are 

used only for educational purpose and information is kept confidential.  

1) Are there discussions with the appraisers after performance evaluation? 

                  Yes                                 No 

2) Have you been involved in the performance appraisal criteria development?  

Yes No   

 3) What steps does the school management follow to evaluate your classroom performance? 

 ______________________________________________________________________ 

 4) What do you expect from the school administrators after performance appraisal?   

_________________________________________________________________________ 

5) Are you satisfied with the school‟s evaluation practice? 

           Yes    No 

6)  If your response is “NO” for question number 5, what do you suggest to overcome the 

problems and to improve the Performance appraisal system in the school?  

_________________________________________________________________________ 

7) Do you thing working in a certain school for a long period of time helps the teacher to have 

effective teaching learning process?   Yes                    No                          Why? 

_____________________________________________________________________________ 

8) Do you think teachers‟ turnover has negative effect on the quality of education? 

             Yes                        No                         Why? 

_____________________________________________________________________________ 

9. What do you suggest so as to make performance appraisal productive in reducing staff 

turnover?   

____________________________________________________________________________  

Thank you very much for your assistance in completing this questionnaire.  

It surely will be of great help to me.  

Wish you the very best in your future. 
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APPENDIXB 

ADDIS ABABA UNIVERSITY 

COLLEGE OF EDUCATION AND BEHAVIORAL STUDIES 

DEPARTMENT OF EDUCATIONAL PLANNING AND MANAGEMENT 
An Interview for supervisors and School principals  

First of all I would like to express my heartfelt gratitude for giving me your valuable time. I 

strongly assure that the responses you are going to give are used only for educational purpose 

and information is kept confidential. 

General information 

Position ______________________ 

Educational qualification_____________ Major _________ Minor_______ 

Experience _________________________________________ 

Age__________ 

1. Do you have pre and post appraisal discussion with teachers? 

2. Is there well organized induction process to aware teachers about the criteria of performance 

appraisal?  

3. Is there high amount of turnover in your school? 

4. Do you think the appraisal system has contribution to teachers‟ turnover?                                

5. If your response is “yes” to the above question, what mechanisms should be taken to reduce 

teachers‟ turnover?  

6. Do you think teachers‟ turnover has negative effect on quality of education? How?  

7. Do you have any other suggestion or comment in relation to teachers‟ turns over? 



67 
 

APPENDIXC 

ADDIS ABABA UNIVERSITY 

COLLEGE OF EDUCATION AND BEHAVIORAL STUDIES 

DEPARTMENT OF EDUCATIONAL PLANNING AND MANAGEMENT 
An Interview for Sub city educational officers 

First of all I would like to express my heartfelt gratitude for giving me your valuable time. I 

strongly assure that the responses you are going to give are used only for educational purpose 

and information is kept confidential. 

General information 

Position ______________________ 

Educational qualification_____________ Major _________ Minor_______ 

Experience _________________________________________ 

Age__________ 

1. Is there teachers‟ turnover in your sub city? 

2. If your response is” yes”, what do you think about the cause of this turn over? 

3. Do you think that this turn over affect teaching-learning process?  

4. How does it affect the quality of education? 

5. Are the supervisors and school principals in your sub city graduated from EDPM 

department?  

6. If your answer is “No” for question number 6, did you give them training on performance 

appraisal to fill the gap?    

7. What do you suggest to reduce teachers‟ turnover and attract best recruits to the profession 

in general? 

8. If you have suggestion or comment regarding the problem, please you can for ward?            

 


