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Abstract  

 

The purpose of the study was to explore Addis Ababa City Administration Arada sub-city 

government primary school teachers‟ perception of the contribution of Performance 

Appraisal to their Professional Development. The study was based on the four Charlotte 

Danielson`s Framework for Teaching (1999 – 2007) which were sub-divided in to many 

subcomponents of teachers‟ responsibilities. Descriptive survey design was used to collect 

data from 33 principals, 248 teachers, 40 students and 12 Parent-Teacher-student 

Association in total 333 participants from the 10 sampled schools. Questionnaires, interviews 

and focus group discussions, as well as document reviews were used as the tools for data 

collection. Many of the findings of the study were associated to less attention given to teacher 

performance appraisal manifested by absence of training for both the appraisers and 

appraisees, motivational issues, less participation of teachers in the process of the appraisal 

system and less accountability in the school system.  Accordingly, among many 

recommendations forwarded from the study, provision of training for both the appraisers and 

appraisees to equip them with the necessary knowledge, skills and attitude to properly 

conduct the appraisal, creating conducive condition for full participation of the teachers in 

the appraisal process, establishment of accountability at the various levels of educational 

institutions and enhancing motivation of teachers based on the results of the performance 

appraisal were the major ones. 
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Chapter One: Introduction 

 

This study assesses teachers‟ perception of the impact of performance appraisal on their 

professional development in government primary schools of Arada sub-city of Addis Ababa 

city administration. 

    Therefore, the introductory chapter was aimed at presenting the background and rationale 

for the study. It also provides context, discusses the historical underpinnings to teacher 

performance appraisal system in the Ethiopian context. Finally the purpose, objectives, 

limitations and delimitations were described and key terms were defined in the chapter. 

1.1 Background of the Study 

Ethiopian education policy and program documents have given due attention to teachers‟ 

professional development as one of the quality assuring components. In Ethiopian Education 

and Training Policy (ETP, 1994, P: 5) it was stated that “the criteria for the professional 

development of teachers will be continuous education and training, professional ethics and 

teaching performance”. Moreover, the policy also detailed “a professional career structure 

will be developed in respect to professional development of teachers”, (ETP, 1994, P: 5). This 

indicates that teacher professional development should not only be conducted uninterruptedly 

and in wider dimensions to equip teachers with the necessary knowledge, skill and attitude, 

but also should be connected to career structure. 

       To materialize the development, the Ministry of Education of Ethiopia issued a 

nationwide program for ensuring quality education in the schools over the past ten years, by 

introducing six major quality assurance packages. One of the components of the Program was 

Teacher Development that involved various interventions to improve teachers‟ performances.  

In the light of this, the General Education quality Improvement Package (GEQIP, 2008) 

depicts that the teacher development program (TDP II) focused on continued improvement of 
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quality teaching and learning through targeted interventions which bring about lasting 

systemic change. It aims to improve the quality of instruction and therefore student learning 

by enhancing the capacity of teachers in primary and secondary education. 

         The Ministry of Education has then developed guidelines of the CPD program in 2003 

and introduced to the schools by central reform planners in a top-down approach to put 

teachers‟ professional development in to practice. As stated in the CPD guide produced by 

the Ministry of Education (MOE, 2003), the overall objectives of the CPD program are aimed 

at helping teachers to understand the concept of CPD, to engage in high quality CPD and to 

develop their knowledge and skills continuously, thereby bringing about improvements in 

student learning and achievement, (Desalegn, n.d). The aim of Continuous Professional 

Development is to improve the performance of teachers in the classroom and raise student 

achievement. It is a career-long process of improving knowledge, skills and attitudes - 

centered on the local context and, particularly, classroom practice. According to MOE 

(2009b) all teachers must be actively engaged in: (a) their own learning process, (b) working 

with their colleagues, (c) identifying their own needs and (d) the wide range of activities, 

formal and informal, that will bring about improvement of their own practice and the practice 

of others. 

          However, many studies show that, regardless of these efforts, quality of education was 

not enhanced as expected at all levels of the general education. Concerning enhancement of 

teachers‟ capacity, to contribute to quality education, OECD, (2013b, p.9) stated that 

“teacher appraisal can be a key lever for increasing the focus on teaching quality”.  

Similarly, a system of teacher performance appraisal properly designed and implemented, 

stated by West and Bollington, (as sited in  Tilahun and Shanbel, 2014), is believed to have 

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

satisfaction, and ultimately the academic performance of the learner. Jones, (et al, 2006) also 
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explained performance appraisal helps to identify skill gap, measure performance and 

manage human resources in educational institutions.  

Darling (2013) explained that teacher performance appraisal system is grounded on three core 

beliefs about teaching and learning: 

1. Teachers have a profound impact on student achievement.  

2. Professional growth is essential to developing and maintaining content knowledge,  

    pedagogical knowledge and skills, and the knowledge and skills needed to integrate  

    technology into teaching and learning. 

3. Professional relationships enhance commitment to continuous school improvement and 

professional growth. 

 This implies that what teachers know about teaching and learning, students and content, and 

the decisions they make on a daily basis are the greatest factors in determining how well 

students learn and to what extent that learning occurs. 

       The methods used to conduct teachers‟ performance appraisal need to be devised 

carefully to collect data from various sources. Gathering multiple sources of evidence about 

teacher practice meets the need for accuracy and fairness of the evaluation process, taking 

into account the complexity of what a good teacher should know and be able to do. A range 

of methods and information sources are typically used to evaluate teachers OECD, (2009).  

        Besides, the criteria, as various studies show, not relevant to the purpose of the 

performance appraisal. This was due to absence of training on the implementation of the 

performance appraisal. 

       To enhance relevance and attainability of the appraisal goal, various writers: Ross & 

Bruce, Avalos, Wang, Steckel, and Bean, (as sited in Elliott, 2015) summarized:  

 opportunities for teacher self-reflection and goal setting, regular classroom 

observation and the provision of constructive feedback from school leaders or 
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managers and peers; frequent feedback on classroom performance as an ongoing 

dialogue not an annual discussion; shadowing, coaching and mentoring from peers 

and leaders and opportunities to contribute to and engage in teamwork, collaboration 

and action learning with other teachers Elliott. (2015, P: 107)  

        While both formative and summative means may have their place within performance 

appraisal, research indicates a focus on development to be the most effective in improving 

classroom teaching quality, Hay Group, (as sited in Elliott, 2015). Many performance 

appraisal systems are weighted heavily toward accountability rather than the growth and 

development of teachers and their teaching practices.  

       Elliott, (2015) also mentioned that many other performance appraisal systems have failed 

to inform teachers about what needs to be improved or supported their development to do so. 

This is an indication that teachers need constructive feedback from skilled practitioners in 

order to improve their teaching. However, research suggests that feedback is often not a 

common occurrence in schools (Elliott, 2015). 

        In light of all these, various researchers studied staff performance appraisal in different 

regions of Ethiopia found out that it is subjected to many problems which affect attainment of 

the goals the appraisal was meant for.  

        Therefore, this study focused mainly on investigating how teachers perceive the 

performance appraisal in contributing to their growth and development and to what extent 

feedback is provided based on the result of the appraisal for teachers so that they learn from 

experiences. 

1.2 Statement of the Problem  

         A relationship between performance appraisal and professional learning is essential 

for improving teaching practice. Concerning this linkage, it was mentioned in OECD, (2013b, 

p.62) that “without a clear link to professional development opportunities, the impact of 
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teacher appraisal and performance review will be relatively limited”.  

           Among the three aspects of teachers` appraisal: teaching responsibility, school wide 

responsibility and management responsibility; teaching responsibility (such as planning and 

preparation, teaching techniques, classroom management, classroom environment, 

curriculum knowledge, and student assessment) is given less attention Elliot, (2015). This 

aspect of the teachers` performance appraisal is the main concern of the study under 

consideration. Moreover, unlike most other researches, which study appraisal of secondary 

school teachers, this research has taken primary schools into consideration. 

           Many local and international studies have been conducted that investigated various 

limitations in the appraisal system of Ethiopian and other countries` secondary schools that 

could influence teachers‟ perception of the PA. For instance, it was concluded in the study as: 

 The appraisers and appraisees were aware of the purposes of the current teacher 

performance appraisal. However, the practice was divorced from the intended 

purposes of teacher performance appraisal. Thus, it would be possible to say the 

role of teacher performance appraisal is rhetoric rather than a reality. The process 

under which teacher performance appraisal takes place seems to contribute to the 

mismatch between the knowledge and the practice in teacher performance appraisal 

(Tilahun and Shanbel, 2014, P: 105) 

Similarly, investigation of teacher appraisal in the New Zealand context found that limited 

attention is given to student learning in appraisal documents, discussions and goals, Ministry 

of education (2011). 

         Concerning purpose of performance appraisal, Endale, (2015) states that even though 

performance appraisal is used for improving skills of the teachers and quality of education, 

the real situation seen in secondary schools taken under his research was contrary to this 

concept.  The appraisal result is consumed mostly for administrative decisions like salary 
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increment, promotion and the likes without considering the teaching learning process.    

 Beshir, (2016) also stated that the relevance of staff performance appraisal for motivational 

purposes was not at the desired level. As a result; it hurts the moral of employees and 

undermine their confidences and discourage them from competition and creativity. This 

would be resulted in ineffectiveness of the organization.  

             In relation to the criteria of the appraisal, Endale, (2015) illustrated that appraisees 

are subjected to partly invalid and non-reliable performance appraisal criteria and appraisers 

are focusing mostly to observable and quantifiable kinds of performances ignoring behavioral 

or academic tasks. His study result reveals that the classroom observation for teaching staff 

performance appraisal takes place mostly once in a year in most of secondary schools. 

Contrary to this, Takele, (2016) described in his study that majority appraisers and appraisees 

confirmed that classroom observation is conducted twice in a year. But teachers verified that 

they were not involved in designing, reviewing, and improvement of teaching staff 

performance appraisal criteria.  The study tells that performance appraisal system fails for the 

reason that it does not satisfy one or more of the requirements such as: relevance, sensitivity, 

reliability, acceptability, and practicality. 

          In addition, Endale, (2015) states that the methods and procedures of the appraisal lack 

clear communication before implementation and it is not common to set performance target 

and determine schedule for classroom observation in collaboration with appraisees.  

          On top of this, review of the appraisal documents has shown that the MoE has no 

finalized appraisal document since 2013 that the draft material was distributed to the regions 

and City Administrations. This shows that TPA has given less attention and not considered as 

an important input for teachers‟ professional development. 

         In summary, the above studies well investigated drawbacks of teachers` performance 

appraisal; however, they have limitations in investigating teachers` performance appraisal in 
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relation to teacher‟s professional development. The studies did not also mention how much 

the teachers benefited from the PA. In addition, the studies didn‟t also take primary school 

teachers‟ performance appraisal in to consideration.  

          Therefore, to fill these gaps, the researcher decided to study government primary 

school teachers‟ perception of performance appraisal in relation to professional development. 

For this purpose a sample sub-city of Addis Ababa was targeted where the researcher 

discovered that there was complaint on teachers‟ performance appraisal. 

Research Questions 

The study questions were: 

1. What is the teachers‟ impression of the effectiveness of TPA system in enhancing their 

professional development? 

2. How do teachers perceive relevance of the criteria of TPA to the improvement of teacher's 

performance? 

3. How do teachers judge appropriateness of the appraisal methods to enhance their 

professional development? 

1.3 Objectives of the Study 

1.3.1 General Objective  

To investigate teachers‟ perception on practice of teachers` performance appraisal in 

influencing their professional development in government primary schools of Arada sub-city, 

Addis Ababa City Administration 

1.3.2 Specific Objectives 

1. To assess teachers‟ impression of the effectiveness of PTA system in meeting its purpose 

of enhancing teacher‟s professional development 

2. To investigate how teachers perceive relevance of the criteria of TPA to the 

improvement of their performance? 
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3. To determine teachers‟ judgment of appropriateness of the appraisal methods to their 

professional development? 

1.4. Significance of the Study  

 The study discloses the gaps of the existing teacher performance practice as perceived by the 

teachers and offers recomendations for decision makers. The research findings also generate 

valuable information on how to transform the appraisal system to the issues that more 

contribute to improving teacher‟s professional development. It also helps policy makers 

especially those of Educational Institutions to adopt more realistic policies regarding the 

appraisal. Moreover, the results of the study plays significant role in informing future 

researchers who want to study how to improve teacher‟s professional development.  

1.5 Limitation of the Study  

Both appraisers and appraisees were very busy and were requested to giving response to 

many researches of this kind. It is likely that this may have affected the number of responses 

received back and possibly the sufficiency of the findings.  

1.6 Delimitation of the Study  

The research was limited to the study of perception of teachers on the influence of PA on their 

professional development. However, as professional development may also be influenced by 

many other factors the generalization may be insufficient.  

1.7 Definition of Significant Terms used in the Study 

Appraisee: Refers to a subordinate whose performance is subject to appraisal. (MoE, 

2003:23) 

Appraiser: A certified individual who is qualified by education, training, and experience to 

estimate the value of real and personal property. 

Perception: This is the day-to-day sensory experience of teachers as far as the work of the 

appraisers goes. It gives the response of a teacher towards the way a principals and other 
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evaluators carry their supervision either in the school or in the community.  

Performance: The work which a teacher does on the job. Performance depends upon the 

teacher's competence, abilities, and talents as well as upon the context within which the 

teacher works.  

Professional development: Activities to enhance professional career growth and teaching 

competency.  

Teachers Performance appraisal (TPA): The systematic process of determining the merit, 

value, and worth of a teacher's current performance and estimating his/her potential level of 

performance with further development.  

1.8 Organization of the Study  

The study was organized into five chapters. The first chapter deals with the introduction and 

background of the study, statement of the problem, objectives and significance of the study, 

delimitation and limitation of the study and operational definition of terms. Chapter two 

focuses on review of related literature and the third chapter deals with research methodology. 

The fourth chapter deals with Data presentation, analysis and interpretation of the findings. 

Finally the last chapter which is chapter five presents the summary conclusion and 

recommendations of the study. 

 Keywords: professional, performance, Appraisal, development 
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Chapter Two: Review of Literature 

 

         This chapter is dedicated to review of literature that is pertinent to teacher perception of 

performance appraisal aligned to improvement of teacher professional development. In this 

regard various local and international studies were explored to gather information to develop 

theoretical background and to enable drawing hypothesis for the study. 

2.1 The Concept of Teacher Performance Appraisal  

According to (Farrell A. 2013, P: 78), Performance can be defined as:  

What is expected to be delivered by an individual or a set of individuals within a 

timeframe. What is expected to be delivered could be stated in terms of results or 

efforts, tasks and quality, with specification of conditions under which it is to be 

delivered.  

           On the other hand Melaku has seen performance in relation to staff appraisal. He 

defines, “staff Performance appraisal is a process by which educational institutions evaluate 

the job performance of their employee–teaching and non-teaching.” (Melaku 2010, p.61) 

Performance appraisal can also be defined as the ongoing process used for identifying, 

measuring and developing an individual‟s performance in accordance with an organization‟s 

strategic goals (Aguinis, 2009). Appraisal may involve formative aspects that focus on 

developing performance, such as career development, professional learning and feedback. 

Summative aspects, on the other hand, evaluate performance for career progression, possible 

promotion or demotion and termination purposes, (K. Elliott, 2015).  

        With regards to the education sector, (Joyce, 2012), described teacher appraisal as a 

continuous and systematic process intended to help individual teachers with their professional 

development and career planning, and to help ensure that the in-service training, and 

development of teachers match the complementary needs of the individual teachers and the 

school. 
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As the result, this study assesses teacher perceptions to the appraisal system and that 

systemic, significant and sustained performance appraisal processes is in place that lead to 

their improved professional development. 

2.2 Practices of Teachers` Performance Appraisal in Ethiopia 

          Teachers` performance appraisal in Ethiopia has long history and has been 

implemented for different purposes. Regarding this, Yilma (as sited in Takele, 2016) 

explained that history of teachers‟ performance evaluation was started in the 1930s, and its 

main purpose was to control and inspect the instructional process. Later on, it continued to 

operate by changing its name to supervision and its function was largely remained 

unchanged. Berhanu (2006:7) reported that, since 1996, in Ethiopia in addition to 

administrative evaluation, students and parents‟ evaluation of teachers‟ performance has been 

in effect at elementary and secondary government schools. The evaluation criteria of the near 

past of teachers‟ evaluation system comprised both trait and performance based criteria. In 

these criteria, how work is done is given much emphasis than what work is done. Moreover, 

Takele (2016) put forward the major objectives of the past teachers‟ evaluation as: (i) To 

provide education opportunity, salary increment, promotion and reward to effective teachers. 

(ii) To identify inefficient teachers‟ and arrange in service training to help them minimize 

their weakness (iii) To develop positive proportional attitude and (iv) To take proper measure 

on teachers‟ who do not improve their performance after taking in service training. (v) To 

measure the attainment of the objectives of the educational process.  

          Later, in 1996 the MoE added a new process of performance appraisal which was 

career ladder plan, which helps to create hierarchies among teachers and provide a means for 

promotion from one level to the next higher level accompanied by proportional salary 

increment. The current training manual of teachers‟ performance appraisal (TPA) criticizes 

past teachers‟ performance appraisal (1996) as, the past teachers‟ performance appraisal had 
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been done by committee and there is no responsible body to be accounted for appraisal errors 

done. Hence the following points were described as the objectives of the current TPA: 

Ensuring that managers and employees are fully performing to their level best as expected of 

them in terms of quantity, quality, time and cost; identifying strengths and weakness at 

organizational level, department group, and individual level with intention of improvement in 

the fourth coming performance period; identifying the need assessment for development and 

training both for the managers and employees; providing performance based payment or 

incentive for the managers and employees and making decision on management and 

employees‟ matter that is based on tangible documents and concrete facts. 

         Various studies were considered that portray conditions of the appraisal in our schools` 

context to examine how the above purposes of the appraisal were put into practice and 

teachers attitude towards its system.  

          Accordingly, Wondosen (as sited in Gebeyawu, 2017) states that TPA has various 

problems including the appraisers‟ bias, un-relatedness of performance criteria to teachers‟ 

job and negative attitude of appraisees to accept negative feedbacks from their appraisers are 

some of the problems related to TPA.  

           Gebeyawu, (2017) further explained the situation of teachers‟ appraisal in Ethiopia 

referring to other studies as 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 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. 



13 

 

But a good performance and development process should both guide reflection and 

professional development and provide a framework for making a point-in-time judgment and 

giving feedback for further development.  

2.3 Appraisal Process  

         Under this sub-topic evidence for the various aspects of the appraisal like the appraising 

methods, procedures of appraising, skills and attitudes of appraisers and appraisees are 

considered.  

2.3.1 Appraisers 

         The appraiser must be viewed as competent, capable of evaluating teachers, and 

unbiased for the evaluation outcomes to be perceived as reliable and useful for providing 

feedback to improve teacher performance.  

         A significant part of an administrator‟s role is to evaluate effectiveness of teaching. 

Researchers suggest that training and support of evaluators is key to the measurement of 

effective teaching. Evaluators should be knowledgeable and competent with the 

understanding of evaluation requirements, Razik & Swanson, (2010). Thorough training of 

heads in assessing performance, monitoring progress and giving effective feedback, is very 

important to the successful implementation of the appraisal system. Heads play critical roles 

as instructional leaders within schools, and are expected to develop teachers, Joyce (2012, P: 

286)  

2.3.2 Appraisees 

      Joyce (2012, P: 73) stated that it is important that teachers (and heads) trust and have a 

good relationship with their appraisers so that they view the appraisal process as constructive 

and regard feedback positively. 

       The study established that the most common hindrances to effective performance 

appraisal were; some teachers viewed the process of performance appraisal as a tool for 
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victimization and intimidation, teachers were not ready to admit their weakness and instead 

they blame students, school heads had fear of categorizing teachers and students can get 

biased towards their teacher, Margaret, (2013). 

2.3.3 Using Appraisal Results/PTA Feedback 

        According to OECD (2009) making the best use of teacher evaluation results raises a 

number of challenges. These are feeding information on performance back to those who 

deliver educational services, most notably teachers and school principals; developing 

mechanisms for the improvement of teaching practices, particularly teacher professional 

development; establishing rewards, support systems and consequences that flow from 

evaluation results; and developing the channels which ensure that information generated by 

teacher evaluation is used for educational policy development. These challenges highlight the 

importance of management knowledge in any teacher evaluation framework. Appraisal 

results are used in two ways namely Formative use of results; and Summative use of results.  

2.3.3.1 Formative use of results  

        A key objective of teacher evaluation is to identify areas of improvement for individual 

teachers, leading to the preparation of individual improvement plans (including professional 

development) which take into account the overall school development plan. Without a link to 

professional development opportunities, the evaluation process is not sufficient to improve 

teacher performance, and encounters mistrust on the part of teachers being evaluated OECD 

(2009). Strengthening this fact, it is stated (OECD, 2009, P:135) that appraisal and feedback 

have a strong positive influence on teachers and their work. Furthermore, teachers report that 

it increases their job satisfaction and, to some degree, their job security, and it significantly 

increases their development as teachers.  

          Therefore, studies show that performance feedback is famed for informing the teachers 

about the extent to which set objectives have been met, how well one has done and the 
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improvement needed (Muhia, 2010,  P:27).  

360
0
 feedback 

         According to (IJRMT, 2016), most organizations that focus on employee development 

use the 360‐degree tool to assess performance and potential of staff and enable the employees 

to map their career path based on the feedback. Organizations take 360‐degree feedback 

about an employee before taking a major decision about the professional's career. 

The results from 360‐degree feedback are often used by the person receiving the feedback to 

plan training and development. 360 degree feedback is the most comprehensive appraisal 

where the feedback about the employees‟ performance comes from all the sources that come 

in contact with the employee on his job. 360 degree appraisal has four integral components:  

Self‐appraisal, Superior‟s appraisal, Subordinate‟s appraisal and Peer appraisal. 

           According to Walker, (2003, P:4) for 360 degree to be effective consideration must be 

given to points like; feedback process must be clearly communicated and understood by all 

staff, understanding of  appraisees and appraisers on what he or she want to do with the 

information they collect on themselves,  raters observation of the various behaviors and being 

able to accurately perceived and interpreted ratee‟s performance, careful consideration of 

issues of confidentiality and access to the 360
0
 data and voluntary participation of the rates in 

the program (Walker, 2003, P:4)  

           However, feedback can be useless if it is not carefully and smoothly dealt and can 

impose an environment of suspicion if the information is not openly and honestly managed. 

Therefore, at the end of the performance period, the appraiser provides the appraised teacher 

with feedback on the areas in which he/she has done well as well as on areas where 

improvements are needed. If performance shortfalls have been identified, then professional 

development opportunities can be implemented to redress these issues, Ministry of Education 

(2011) 
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2.3.3.2 Summative use of results  

           Evaluation of teacher performance can also be used to determine career advancement, 

performance rewards or establish sanctions for underperforming teachers. It constitutes an 

opportunity to recognize and reward teaching competence and performance, which is 

essential to retain effective teachers in schools as well as to make teaching an attractive 

career choice (OECD, 2005).  

           Therefore, as clearly established in these studies, teachers` performance appraisal 

should not only be conducted to rate and report strength and weakness; but also to fill the 

gaps observed through professional development programs and scale up good practices as 

well as to establish organization accountability and incentive systems. 

2.3.4 Appraising Procedures 

           Teacher evaluation procedures require setting up evaluation criteria to determine the 

level of performance of individual teachers for each of the aspects assessed. This typically 

implies the development of indicators and/or standardized forms to record teacher 

performance (OECD, 2009). In principle, the process of staff performance appraisal 

according to Melaku, (2010, p. 64-65) involves four steps: pre appraisal meeting, task 

observation and data collection, post appraisal conference and target-setting and follow-up 

discussion. The other very important principle is: 

effective two way communication between the evaluatee and evaluator for the 

successful operation of a system of staff performance appraisal. Failure to clearly 

communicate about the purpose, criteria and process of the appraisal program 

can result in uncertainty particularly among evaluates, Melaku, (2010, p: 35)  

     This shows that the two parties should work hand-in-hand for the improvement of learning 

and teaching than the appraisers separately act as fault finder. 
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2.3.5 Appraisal Methods 

Methods and information sources  

      Gathering multiple sources of evidence about teacher practice meets the need for 

accuracy and fairness of the evaluation process, taking into account the complexity of what a 

good teacher should know and be able to do. A range of methods and information sources are 

typically used to evaluate teachers, OECD (2009). These methods include: 

Classroom observation  

      Teaching practices and evidence of student learning are likely to be the most relevant 

sources of information about professional performance. As a result, teacher evaluation is 

typically firmly rooted in classroom observation. Most key aspects of teaching are displayed 

while teachers interact with their students in the classroom. For instance, classroom 

observations are the most common source of evidence used in OECD countries. 

Teacher self-evaluation  

        Another common instrument used in teacher evaluation is teacher self-evaluation. The 

perspective of the teacher being evaluated is essential, because it allows teachers to express 

their own views about their performance, and reflect on the personal, organizational and 

institutional factors that had an impact on their teaching.  

        Evidence of student learning progress is fundamental, but student results as an 

evaluation instrument are likely to be more relevant for whole-school evaluation than for 

individual teacher performance evaluation. This should not imply that teachers are exempted 

from providing evidence to demonstrate student progress in their classrooms, for instance, 

through specific evidence and portfolios.  

Surveys of students and parents  

        Concerning influence of student and parents on teachers` appraisal, views of various 

studies (Isoré (2009), Jacob and Lefgren, 2005 and Peterson et al., 2003) can be summarized 

as a method that is rarely used in the context of individual teacher evaluation are surveys 
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collecting the views of students and parents. Parents` surveys are more relevant for whole-

school evaluation than for individual teacher performance evaluation. Parents value teacher 

characteristics that surprisingly depart from student achievement like: the teacher`s ability to 

promote student satisfaction, humane treatment of students, support for pupil learning, and 

effective communication and collaboration with parents. 

2.4 Framework of the study 

        This study uses mainly the Charlotte Danielson`s Framework for Teaching (1996, 2007), 

which is articulated to provide at the same time “a road map to guide novice teachers through 

their initial classroom experiences, a structure to help experienced professionals become 

more effective, and a means to focus improvement efforts”.  

         The Framework groups teachers‟ responsibilities into four major areas that are further 

divided into components: 1) Planning and Preparation, 2) The Classroom Environment, 3) 

Instruction, and 4) Professional Responsibilities Tyler (2015). 

2.5 Aspects to be Appraised   

         It is evident that students‟ learning is a function of various factor that are related to 

students themselves, parents, school, teachers, peers etc. and more complex to pin-point 

specific features. However, many studies agree that among the different aspects of the efforts 

to bring about effective learning of students, activities of the teachers in the classroom are 

taking a lion‟s share to enhance attainment of the learning competencies. This study therefore 

focuses on the following features of the learning and teaching process to explore teachers` 

perception of the performance appraisal process in the study area under consideration. 

2.5.1 Planning and Preparation of Teaching Material  

        This aspect of teacher activity according to Tyler (2015) has many components 

including: demonstrating knowledge of content and pedagogy, demonstrating knowledge of 

students, setting instructional outcomes, demonstrating knowledge of resources, and 
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designing coherent instruction. 

            A study conducted by Kennedy (1987) on the significance of teachers planning and 

preparation in enhancing students‟ academic performance indicate that teachers who plan 

elaborately before conducting their lessons had their students perform better than their 

counter parts who haphazardly hurry to class without planning. This study indicates that for 

students to perform better in exams, teachers must embrace proper preparation and planning 

before embarking on teaching. For this reason, teachers must be equipped with teaching 

documents such as lesson notes, schemes of work, lesson plan etc. in order to accomplish 

their teaching mission. The school principal is tasked with the responsibility of ensuring that 

teachers have all the necessary documents before embarking on teaching. In this case, 

planning and preparation is seen as the glue that holds the various pieces of learning and 

teaching together. 

2.5.2 Classroom Environment  

        Classroom environment includes features like creating an environment of respect and 

rapport, establishing a culture for learning, managing classroom procedures, managing 

student behavior, organizing physical space. 

         Kadenyi, (2014) summarized that classroom environment refers to the kind of learning 

environment that exists in a classroom. Instructors can influence classroom climate by 

emphasizing the type of learning environment, such as valuing achievement, love of learning 

competition, collaboration, or caring. Research on classroom interaction and its effects on 

learning support the assumption that a student‟s level of classroom participation is related to 

intellectual skill development. These studies according to Kadenyi (2014) see the classroom 

as a powerful instrument in organizing the attitudes and feelings of students. In this regard, 

proper classroom control and effective tone variation by the teacher enhances students‟ 

academic performance. 
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        The ways in which children perceive their surroundings greatly affects how they will 

perform; therefore, it is imperative that instructors and administrators thoroughly examine the 

physical environment of classrooms with an eye toward making improvements that will 

benefit the teaching and learning therein, Danielson (2011). 

       Taylor and Vlastos (2009) conducted a study which developed a theory regarding the 

relationship between environment and design within the classroom. They referred to the 

physical environment of the classroom as the “silent curriculum” and hold strongly to the 

belief that understanding the physical environment is essential to the successful education of 

learners.  

2.5.3 Teachers Professional Responsibilities  

         The main components to be considered under this domain of teachers` performance 

appraisal according to Danielson, (1996, 2007)) are reflection on teaching, maintaining 

accurate records, communicating with families, participating in the professional community, 

growing and developing professionally, showing professionalism.  

         As indication of professionalism Kadenyi, (2014) explained effective teachers work 

collaboratively with their colleagues and are continually learning and growing in ways that 

improve their teaching practice and enhance student learning. Professionalism is displayed in 

a number of ways. For example, interactions with colleagues are conducted with honesty and 

integrity. Professionalism is also displayed in the ways teachers approach problem solving 

and decision making, with student needs in mind Danielson, (2011). As part of demonstration 

of professionalism, Kadenyi, (2014) explained teachers also have the responsibility to assess 

and evaluate learners. The study identified the following roles and goals of assessment: 

feedback to the students, diagnostic information, summary data for record keeping, evidence 

for reports and helping with curriculum revision. According to these studies, assessment 

improves performance and not just audits it while evaluation on the other hand should judge 
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their participation, effort and their quality of work.  

2.5.4 Teachers on Classroom Instruction (Service Delivery)  

         Communicating with students, using questioning and discussion techniques, engaging 

students in learning, using assessment in instruction, demonstrating flexibility and 

responsiveness are the major components of the domain of instruction. 

Classroom teaching is the process that brings the curriculum into contact with students and 

through which educational goals are to be achieved. The quality of classroom teaching is a 

key to improving students learning Kadenyi (2014). Accordingly, particular attention should 

be paid to the actual process of teaching. 

          Kadenyi, after reviewing many studies summarized influence of instruction on student 

learning as follows: students‟ perceptions of the instructor influence the amount of academic 

effort students exert. In contrast to the positive classroom influences, the studies found out 

that students who admitted to cheating described their classes as significantly less 

personalized, less task oriented, and less satisfying than did non-cheaters. In addition, those 

who were academically dishonest perceived their classes as less involving, less cohesive, and 

less individualized. All these necessitates classroom interaction to be one of the measure 

components of facilitation of student learning and should be paid due attention in teacher`s 

performance appraisal. 

2.6 Conceptual Frame work  

         The conceptual framework designed for this study was assuming that there are certain 

factors which affect teachers‟ perception of performance appraisal process. The dependent 

variable „‟teaches‟ perceptions‟‟ was thought to be influenced by the independent variables like 

relevance of appraisal criteria, appropriateness of the appraisal system, effectiveness of the 

appraisal methods. Therefore, it was assumed that if the appraisal process were properly 

conducted and appropriate feedbacks were provided, teachers positively perceive that TPA brings 
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about professional development.  

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Fig.2.1 Conceptual framework of Teachers` Performance appraisal 

Source: researcher‟s own (2011) 
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Chapter 3: Research Design and Methodology 

        This chapter provides a description of the research methodology that is used to conduct 

the study. These included the research design, target population, sample size and sampling 

procedures, data collection instruments, data analysis techniques and ethical considerations. 

3.1 Research Design  

        Research design is the conceptual structure within which research is conducted; it 

constitutes the blueprint for the collection, measurement and analysis of data Kothari, (2004, 

P: 31). This study employed the use of descriptive survey research design since it is 

appropriate in the collection of both quantitative and qualitative data. Descriptive survey 

research aims to describe behaviors and to gather people‟s perceptions, opinions, attitudes, 

and beliefs about the current issue in education. These descriptions were then summarized by 

reporting the number or percentage of persons reporting each response (G. Lodico, et a, 

2010).  

          First hand quantitative information on current practice of teacher`s performance 

appraisal, and perception of the influence of teachers‟ appraisal on the improvement of their 

professional development was collected from primary school teachers, principals and 

V/principals within Arada Sub-city.  

In quantitative research, the investigator identifies a research problem based 

on trends in the field or on the need to explain why something occurs. 

Describing a trend means that the research problem can be answered best by 

a study in which the researcher seeks to establish the overall tendency of 

responses from individuals and to note how this tendency varies among 

people (Creswell. 2012, P:13).  

           Qualitative data on the other hand was collected from teacher development 

v/principals (TDVP), students and Parents-Teachers-Students Association (PTSA). This was 

in accordance to Catherine, (2002) that states qualitative research explores attitudes, behavior 



24 

 

and experiences through such methods as interviews or focus groups. In addition, document 

review was also being conducted to collect data on the currently used appraisal methods and 

tools. This implies that mixed research method was employed in this study to materialize the 

research process.  

3.2 Sampling Technique  

       Under this section, characteristic of the population from which the sample is selected, 

sample size and sampling procedure were discussed. 

3.2.1 Target Population 

       A target population (or the sampling frame) is a group of individuals (or a group of 

organizations) with some common defining characteristic that the researcher can identify and 

study Creswell, (2012, P: 140). 

        As the result, the researcher planned to make the study in Addis Ababa where he came 

across various complaints about the appraisal during his interaction with school communities. 

As it is not possible to make the study on the wider range of the city due to various 

constraints of finance and time, Arada sub city was selected randomly by lottery method from 

the ten sub-cities of Addis Ababa.  

          Regarding the total population, the city has ten Woredas, 23 primary schools, 88 

principals (42 males and 46 females) among which 18 (12 male and 6 female) were principals 

and the rest 70 were V/principals. There were total of 956 teachers (F=521(54.5%), M= 

435(45.5%)) and total of 12099 students (5461 male, 6638 female). The number of PTSAs 

are totally 181(M= 103, F= 78); while their specific number for each school varies ranging 

between 7 and 11.   

3.2. 2 Sampling Frame  

          The first sampling frame for this study was list of all government primary schools of 

Arada sub city while second sampling frame of the study was list of all primary school 
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Principals in the sub city. Total number of teachers in 10 schools of the 10 woredas in the sub 

city was the third frame of the study. Similarly, total number of PSTA members and total 

number of teacher appraising student were the fourth and fifth sample frames respectively. 

3.2.3 Sample Size  

          A sample is a subgroup of the target population that the researcher plans to study for 

generalizing about the target population W. Creswell, (2012, P: 142). It is a sub group 

carefully selected so as to be a representative of the whole population. Therefore, from a 

target population of 956 teachers and 88 principals within Arada sub-city, 248(25.94%) 

teachers and 33(37.5%) principals were selected respectively for this study. Similarly 40 

students and 12 PSTA members were also participate in the qualitative study. Therefore the 

total number of participants was 333. 

Table 3.1 Sample size table  

Participants 

 

Population Sample size Percentage 

M F T M F T  

Principals  f  12 6 18 6 2 8 44.44 

% 66.7 33.3 100 75 25 100 

v/principals  f  30 40 70 10 15 25 35.7 

% 42.9 57.1 100 40 60 100 

Teachers  f  435 521 956 109 135 248 25.9 

% 47.4 54.6 100 44.7 55.3 100 

Data for total the population: Arada Sub-city Education Office, Jan., 2011  

3.2.4 Sampling  

         Sampling is related with the selection of a subset of individuals from within a 

population to estimate the characteristics of whole population. The two main advantages of 

sampling are the faster data collection and lower cost. Each observation measures one or 

more properties of observable subjects distinguished as independent individuals (Singh, et al., 

2014)  
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Sapling Procedure 

         Since it is not possible to consider all the target population, it is required to select 

manageable and representative sample of the population. Subsequently, from each of the 10 

Woredas, a school was taken purposively. However, selection of one school was done by 

using lottery method for those which have more than one school to give equal chance for all 

schools in a woreda. As it was manageable, all the 39 principals of the ten schools which 

make 44.3% of the total population were intended to involve in the study, however, only 33 

(37.5%) were participated because 3 or nearly (7%) principals were not available during the 

data collection. Among these participant principals, 6 of the TDVPs were involved in 

interview. 

           According to Gay & Diehl, (1992), generally the number of respondents acceptable for 

a study depends upon the type of research involved - descriptive, correlational or 

experimental. For descriptive research the sample should be 10% of population. But if the 

population is small then 20% may be required.  

           Accordingly, a quota was assigned to each school based on number of teachers in the 

schools. Then share of each school was taken by simple random method by drawing their 

numbers in the attendance sheet written on a piece of paper and rolled up and put in plastic 

bag. Subsequently, 248 (25.9%) teachers were taken from the target schools to participate in 

the research.  
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Table 3.2: Sample teachers from the ten school (Source: Arada Sub-city Education  Office, 

Jan., 2019) 

 

Schools 

Population Sample % 

M F Total M F Total 

Africa No 1 22 41 63 10 19 29 46 

Africa No2 22 22 44 10 10 20 45.45 

Atse Fasil 27 35 62 13 16 29 46.77 

Atse Naod  29 21 50 13 10 23 46 

Behere Ethiopia  18 29 47 8 13 21 44.68 

Key Kokeb 33 19 52 15 9 24 46 

Melkam Ermijachin  10 16 26 5 7 12 46 

Menelik II 27 48 75 13 20 33 44 

Meskerem 13 33 46 6 15 21 45.65 

New Era 38 38 76 18 18 36 47.4 

Total  239 302 541 111 137 248 45.84 

             Regarding PTSAs, three members from each school were selected purposefully to 

include one teacher, one parent and one student who were more informative according to 

TDVPs. In the same way teacher appraising students were also purposefully selected 

including one male and one female from each grade level of 5-8.  

3.3 Data Gathering Tools 

Details of data sources and their types as well as the instruments of collecting the data from 

their sources were described in this section. 

3.3.1 Data Sources 

           Data is gathered from two major sources, primary and secondary. The primary data 

was obtained from principals, teachers, students and PTSA while secondary data was 

collected from reviewing teacher performance appraisal documents used in the schools, 

published and unpublished materials and standards prepared by Ministry of Education. These 

include policy documents like GEQIP, ESDP-II, Draft Performance Based Teacher 

Appraisal, Balanced Score Card, Class Observation Check List, PTSA Appraisal format and 

Students‟ Appraising formats.  

3.3.2 Tools/Instruments 

         Research instruments are the tools used to collect data. The tools were employed to 
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gather both quantitative and qualitative data from the different participants. All the five 

instruments used in the study were self-made. 

 Semi-structured Questionnaires 

          These were used to collect primary data from principals and teachers to capture their 

opinion. Gay (1976) describes that questionnaires give respondents freedom to express their 

views or opinion and also to make suggestions. The researcher chose to use a questionnaire 

since it enhances confidentiality and gives the respondents ample time to answer the 

questions asked. The questionnaire for teachers was used to gather data from teachers on their 

perceptions of the role of performance appraisal in promoting professional development. 

Principals were also made to respond through questionnaire to triangulate teachers‟ opinion 

on contribution of the appraisal in enhancing professional development. 

Interview schedules  

           Interview guide was used to conduct face-to-face interaction with the TDVPs and 

PTSA on the nature of teacher appraisal methods, teachers‟ attitude and appraisal procedures 

in government primary schools in Arada Sub-city and the impact these had on professional 

development. The interview schedule had probing questions covering all the objectives of the 

study for 1 hr. For the purpose of anonymity, the interview participants were coded by a 

number during discussion of the study findings. Accordingly, the six Teacher development 

v/principals were given number 1-6 while PTSA were named after code 1-4 for their schools.  

Focus Group Discussion  

        Focus group discussion was used to collect qualitative data from students. The 

discussions were held for 40 minutes by average facilitated by the researcher and one well 

informed assistant in the five selected schools. The focus group discussion was to collect 

information on how students conduct the appraisal, attitude of teachers towards the appraisal 

and what they benefited from teachers` performance appraisal. Students were coded with the 
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code number of their schools accompanied with their serial number in the list for the purpose 

of naming during discussion. 

            All the items in the instruments were developed on the basis of the objectives of the 

study. In addition, the tools were divided into parts intended to capture each objective of the 

study. Each part-I in all the tools was designed to address questions concerning personal data 

of the respondent; this part provides elaborate information on demographic characteristics of 

respondents. Part-II of the tools was concerning information on the effectiveness of the 

appraisal system and its influence on teacher‟s professional development. This part of the 

tools also examines relevance of the appraisal criteria in contributing to enhancement of 

teacher performance. The third part was developed to assess appropriateness of the appraisal 

methods in teachers‟ views.  

Validity and reliability of the instruments 

            Validity refers to the degree to which a test measures what it is supposed to measure 

and, consequently, permits appropriate interpretation of scores. Validity is, therefore, “the 

most fundamental consideration in developing and evaluating tests”, (Gay, 2012, P: 160). 

Reliability on the other hand is the degree to which a test consistently measures whatever it is 

measuring (Gay, 2012, P: 155).  

            As the result, the researcher had the instruments reviewed by peers and use expert 

judgment to enhance content validity. In this case experts from Learning Assessment in 

National Educational Assessment and Examination Agency and Curriculum Development 

and Implementation Directorate were involved. Besides, the instruments were pilot tested in 

two primary schools, Beherawi Betemengist and Kebena Pre-Primary and Primary Schools, 

on 8 purposefully selected principals and 38 randomly selected teachers total of 46 

participants who were not involved in the final study. Cornbrash Alpha co-efficient was 

calculated to test reliability from which an average result of 0.912, and 0.944 for the 60 items 
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was obtained for teachers and principals respectively.  

      The finalized English version tools were translated into Amharic and reviewed by two 

Amharic language curriculum experts from Curriculum Development and Implementation 

Directorate, MoE.  

3.4 Data Analysis Techniques   

        After all the data was collected, data cleaning was done in order to determine inaccurate, 

incomplete, or unreasonable data and then improve the quality through correction of detected 

errors and omissions. After data cleaning, it was coded and entered in the computer for 

analysis. Data analysis procedures employed both qualitative and qualitative procedures.  

        To analyze the qualitative data, a coding frame was developed where themes, pattern 

and categories of responses were identified and described based on content analysis. 

Quantitative data was analyzed using descriptive statistics such as frequency counts, means 

and percentages. Quantitative data analysis also requires the use of a computer spreadsheet, 

and for this reason the Statistical Package for Social Sciences (SPSS) Version 22 was used. 

Martin and Acuna (2002) states that SPSS is able to handle large amounts of data, and given 

its wide spectrum of statistical procedures purposefully designed for social sciences, it is also 

quite efficient. 

 3.5 Procedure of Data collection  

          In order to collect data from the targeted respondents, the researcher obtained an 

introductory letter from the University of Addis Ababa. The researcher then proceeded to get 

permit from Arada Sub-city Education Office which he submitted to the schools under 

consideration a week before commence of the field work. One assistant from each school was 

employed to ask consent of each participant showing the permission letter so that they 

voluntarily provide the necessary information. Then the researcher collected data in person 

with the research assistant.  
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3.6 Ethical Considerations 

          The ethical dilemmas are numerous, charting the tension between invasion and 

protection of privacy and the public‟s legitimate „right to know‟, between informed consent 

and its violation in the interests of a wider public, between observation as a superficial, 

perhaps titillating, spectator sport and as important social research (Cohen, et at 2000). 

        Throughout this study, ethical issues were upheld to ensure that dignity of participants 

was maintained. Studies suggest that protecting the rights and welfare of participants should 

be the major ethical obligation of all parties involved in a research study. The researcher has 

taken precautions to ensure non-disclosure of research data to parties that were not meant to 

consume the data. All possible measures were taken to ensure that respondent‟s names and 

particulars never appeared in the questionnaire. Distributing the questionnaires was also 

followed official processes which started by obtaining the approvals from the authorized 

parties.  

         The questionnaire cover briefed the research purpose to the participants and explained 

the questionnaire. Participants were aware that their participation in filling the questionnaire 

was voluntary and at any time they could refuse participation. They were told that there 

would not be any negative impact on them. Moreover, they were told that all disclosed 

information would be kept confidential and all identities would be kept anonymous. 
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Chapter 4: Data Analysis, Presentation of Findings and Discussion 

 

          In this chapter, findings of the study were presented, data were analyzed and discussions of 

the results were made. To attain objective of the chapter, it was organized into five major sections 

which in turn sub-divided into sub-sections.  

          The first section of the chapter presents demographic information of the various 

participants of the study so that it provides information about why and who offered the responses. 

The second section of the chapter dealt with practices of implementation of teachers‟ 

performance appraisal in Arada sub-city government primary schools. In this section details of 

the processes and procedures as well as applications of the methods were presented. 

4.1 Demographic Information of Respondents  

          This section was devoted to describing the gender, services and experiences of the 

participants. The participants were exposed to relevant data collection tools like interview, 

questionnaire and focus group discussions. Therefore, categories of the participants were 

illustrated with their respective participation in the study in table 4.1. 

Table 4.1 Participation of participants in the study 

Instruments Frequency

/% 

Participants category 

Teachers Principals/v.pr. Students PTSA 

M  

 

F  

 

T  M  F  T M  

 

F  

 

T  M  F  T  

Questionnaire  f 

 

109 135 248 16 11 27   

% 

 

44.7 55.3 100 59.3 40.7 100 

Inter-view  f 

 

 4 2 6 7 5 12 

% 

 

80 20 100 58.3 41.7 100 

Focus  group 

discussion   

f 

 

 20 20 40  

% 

 

50 50 100 

        As shown in the table, all participant teachers and main principals have involved in 

questionnaire. These were 109(44.7%) males and 135(55.3%) female teachers. However, 

while all the 8 main principals participated in the questionnaire, 6 Teacher Development vice 
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Principals (TDVP) involved in interview and the other v/principals responded to the 

questionnaire. In this regard, 16(59.3%) males and 11(40.7%) female principals have 

provided quantitative data through questionnaire while 4 (80%) males and 2(40%) female 

total of 6 TDVPs involved in interview in six randomly selected schools out of the ten.  

         Five focus group discussions were made with 40 students, equal males and females in 

five selected schools. A total of 12 PTSA, 7(58.3%) males and 5(41.7%) female members 

have taken part in guided interview. This is an indication that alternative methods were used 

to collect data for the study. Therefore, demographic information of these participants is 

described in this section as follows. 

 4.1.2 Study Participants Background Information 

Details of sex, years of experience and qualification of the participants were discussed in the 

next section to describe who the participants were. 

Table 4.2 Participants‟ by gender, service year, qualification and responsibility  

Participants 

information 

Description Teachers Principals 

Gender  M  44.7 59.3 

F 55.3 40.7 

Service year ≤3yrs 17.6% 22.2% 

4-10yrs 44.5% 51.9% 

11-20yrs 18.8% 18.5% 

≥21yrs 19.2% 7.4% 

Educ. qualification MA/MSc/MED 1.6% 11.1 

BA/BSc/BED 43% 88.9% 

Diploma  47.1% --- 

Certificate  8.2% --- 

Additional responsibility  Dep.Head 39.3% - 

Shift leader 4.5% - 

Club. Coord. 54.5% - 

others 1.8% - 

Main principal - 28% 

Teacher Dev‟t v/principal - 28% 

Teaching & Learning V/principal - 20% 

Aderejajet v/principal - 24% 

        Table 4.2 shows that among the 27 principals 16(59.3%) were males and 11(40.7%) 

were females. Similarly 109(44.7%) teachers participated in the study were males while 

135(55.3%) were females. It can be seen from the information that participants were almost 

with the same proportion as the target population of the study and it confirms good 
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representation of gender. 

        As depicted in table 4.2, about 17.6% of the teachers had taught for less or equal to three 

years, 44.5% served 4-10 years, 18.8% between 11 and 21 and 19.2% above 21 years. This 

implies that majority of the teachers had reasonable experience to comment practice of their 

performance appraisal process in their respective schools.  

        The table also shows that 22.2% principals have service year of three or less. Around 

60% principals have experience of 4 to 10 years, 18.5% principals served for 11-20 years and 

7.4% principals served for 21 or more years.  This service year was also adequate enough to 

comment and manage the performance appraisal of teachers. Presence of more experienced 

teachers helps for induction to engage newly recruited teachers by sharing experiences 

through peer evaluation and other methods. This in turn contributes to the enhancement of 

professional development. 

         Regarding qualification, 1.6% teachers possess MA/MSc/MED degree while 43.0% had 

BA/BSC/BED. 47.1% teachers were with diploma, and 8.2% were still with certificate. This 

indicates that most primary school teachers in the sub-city were qualified to teach at the level 

and there was no barrier for them to evaluate their appraisal system.  Majority of Principals 

on the other hand have reasonable educational qualification for the position. In this regard, 

11.1% principals have MA/MSc/MED, and 88.9% of them have BA/BSC/BED. As the 

qualification of principals was superior to that of teachers, it seems that it gives them 

confidence to appraise and comment the system.  

         The data, gathered from TDVP through interview, also shows that principals were from 

diversified subjects including natural and social sciences, languages and sport science. This 

helped the principals to share related subject teachers during classroom observation for 

appraisal so that it enables them provide subject specific feedback on the teaching learning 

activities. 
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           Analogous to experience of teaching, teachers‟ additional engagement other than 

teaching learning practices was also explored. It was then found out that teachers fairly play 

their role of professional responsibilities through various activities besides teaching learning. 

Some of this includes leading their respective departments, as shift leaders and various club 

coordinators. Further, teachers participate in school feeding, pedagogical center, laboratory 

heads, special needs officer, school campus officer, teachers‟ association etc. V/principals 

also have specific responsibilities to lead with; these are teaching learning, teacher 

development and Aderejajet.  

          The following figure shows distribution of teachers and principals around these 

responsibilities. Table 4.2 shows that majority of teachers in this category were club 

coordinators (54.5%) and 39.3% teachers serve as department heads. In the sample schools, 

the number of main principal and TDVP were equal making 28%; while Teaching- Learning 

and Aderejajet v/principals were 20% and 24% respectively. The presence of different 

v/principals for different school leadership increases the ease of appraising teachers through 

sharing responsibilities. 

4.2 Practice of Teacher Performance Appraisal in Arada sub-city 

          The aim of this section was to find out how TPA is conducted in Arada sub-City of 

Addis Ababa City Administration. In this regard, review of the appraisal documents, Teacher 

Development V/principal (TDVPs) and PTSA interview, students‟ focus group discussions 

were used to study the practices. Accordingly, although the general framework was similar, it 

was found that the procedures and processes of teacher appraisal vary from school to school.   

           Interview of the TDVPs indicates that there were six evaluators appraising teachers‟ 

performance in the schools. These are principals, Parent-Teacher-student association (PTSA), 

Students, department heads, peer evaluation and self-evaluation. The evaluation also has two 

parts namely Balanced Score Card (BSC) which counts 60% of the total evaluation result and 



36 

 

360
0
 evaluation (known as Zuria Meles) which make up 40% of the total appraisal result. The 

score card, the main evaluation, was appraised by the principals basically led by TDVP which 

in some schools also includes the respective department heads. The 360
0
 on the other hand 

was cumulative of PTSA, students, peer and self-evaluations and managed by the Aderejajet 

V/principal in many schools. The whole evaluation results were compiled by the TDVP. 

Detail of the appraisal process is described in the following paragraphs. 

            The first inquiry in this section was training of the participants on the TPA. In this 

regard, all the research participants explained that there was no training on the 

implementation of the TPA including for school leaders. That was why schools interpreted 

evaluation formats as to their understanding. So, teachers appraised under different 

procedures in different schools were allowed to compete for the same training, promotion or 

education opportunities with lower reliability and validity of the appraisal system.  

4.2.1 Balanced Score Card Appraisal Method 

          Review of the appraisal document shows that the score card has four areas namely: 

Community Perspective (40%), Finance (10%), Internal Efficiency (20%), and Learning and 

Development (30%). The strategic goals for each area were described as: 

Community Perspective: improving education quality, enhancing community participation, 

communication coverage, enhancing quality and access and providing fast, effective and 

equity service;  

Finance: effective use of resources;  

Internal efficiency: assessing students learning and reporting, improving learning teaching 

process; and  

Learning and development: enhancing individual and group professional competency, skills 

and behavior.  
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Each strategic goal, as observed from the appraisal document, in turn is sub-divided into goal 

oriented activities which have their own weights and assigned points based on quantity, time 

and quality expressed in number, hour and percentage respectively. 

           As explained by the v/principals, each teacher plans based on the score card and gets 

endorsement from the principals. The teacher then was expected to evaluate him/herself and 

submit report of the evaluation to the v/principal who leads group of evaluators (other 

principals and department head) to appraise the teacher. The evaluation takes place in the 

presence of the teacher in some schools by comparing teacher‟s self-evaluation with their 

own records of the teacher‟s performance evaluation. In other schools groups of two or more 

evaluators conduct the evaluation in the absence of the teacher.  

       The researcher confirmed that the score card teacher evaluation criteria well matches 

with the four domains of Danielson Charlotte (2011) framework of teacher‟s appraisal. The 

basic difference among the schools in appraising using BSC was procedure and involvement 

of the various evaluators. 

4.2.2 3600 evaluation  

         Similarly, from interview of the v/principal and PTSAs, and focus group discussion of 

students, it was found that this appraisal was also procedurally different from school to 

school. Two of the six TDVP reported that they don‟t consider the result of 360
0
 evaluation 

directly in the appraisal result of the teachers. They reported they rather use it as an input or 

information during appraisal process. Moreover department head and self-evaluations were 

used as alternative in some of the schools. Furthermore in some other schools this appraisal is 

also conducted by the TDVP instead of the Aderejajet v/principal. Generally, 360
0
 evaluation 

involves consolidating all performance appraisals other than score card which include 

department head evaluation, self-evaluation, peer evaluation, students‟ evaluation and PTSA 

evaluation. Except the extent to which it is implemented, as some TDVPs described, it was in 
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line with Walker (2003) views of application of 360
0 

evaluation and feedback that reported 

Self‐appraisal, Superior‟s appraisal, Subordinate‟s appraisal and Peer appraisal were used. 

  4.2.3 PTSA Evaluation  

         V/principals explained that there were two types of PTSAs for each school which were 

called main PTSA and classroom based PTSA. The number of main PTSA members varies 

from 7 to 11 while the classroom based PTSA consists of one student (preferably the 

monitor), home-room teacher and three parents. The main PTSA is elected and represented 

from the later. Some schools use the main PTSA to evaluate teachers while the others use 

classroom based PTSA.  

          The appraisal document shows the association evaluates teachers on three aspects of 

performance which contribute to 5% of the total appraisal score. These are: identifying 

students learning problems and communicating with parents to solve the problem (4%); 

organizing parents meeting and participating in the meeting (2%); respecting students‟ rights 

(Regularly attending classroom and reporting students‟ achievement on time) (4%).        

            This was in contrary with many research findings like Isoré (2009), Jacob and 

Lefgren, (2005) and Peterson et al., (2003) which suggests that PTSAs should focus on the 

whole school appraisal than teachers‟ evaluation. On top of these, most PTSAs attempt to 

appraise teachers‟ teaching learning performances. PTSAs explained in interview that they 

evaluate teachers‟ performances like students achievement, use of different methodology, 

provision of tutorial and attendance based on information they get from students and 

principals in many cases. This was one of the causes of teachers negative perception that they 

think were evaluated by none professional and non- familiar appraisers.  

 4.2.4 Students 

          As observed from the appraisal document and found from focus group discussion, 

students evaluate teachers based on ten criteria each of which contains two points that 
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contributes to 5% of the total teacher‟s appraisal results. The standards were effective use of 

time, provision of tutorial classes, compensation of wasted   teaching periods on time, 

democratic relationship with students, using active learning teaching methods, provision of 

timely report to the students achievement, provision of group and individual activities and 

timely feedback on the students‟ performances, paying attention to students problems and 

finding solution, working collaboratively for the attainment of agreement among the three 

(school, PTSA and teacher) and involving all students in teaching learning process without 

discrimination.  

           However, as discussions with v/principal and students show, the students‟ appraisal 

procedure widely varies among the schools. In few schools nine best performing students 

from all the sections and grade levels the teacher teaches come together and take orientation 

on how to fill the evaluation sheet. The students then discuss to complete the format in the 

presence of two evaluation coordinators preferably one of the principals or home-room 

teacher.  In other schools one student from each section of the grade level the teacher teaches 

apprises the teacher. There is also a considerable case in which all the classroom students 

involve in the appraisal process. Involving only good performing students excludes slow and 

medium learners affects reliability of the evaluation process. Besides, assigning 2 marks to all 

the standards cannot provide wider option for the students to discriminate among the teachers 

performances. It would have been good if at least 5 points is assigned to each and then reduce 

the final result to the desired score. 

 4.2.5 Peer, self and department heads evaluation 

          According to the TDVPs, these evaluation methods were contributing to the 360
0
 

evaluation although it was considered in different schools in different ways. Department 

head, for example, in some schools participate in BSC evaluation through classroom 

observation and compiling the evaluation results. In some others, the department head 
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contributes 5% of the evaluation score through evaluating teachers‟ behaviors. Peer 

observation always takes place before principals or department heads observation. In most 

cases it was conducted twice a year and teachers have relatively good attitude towards the 

evaluation according to the participants.  

4.3 Teachers’ perception of the Performance Appraisal System Effectiveness 

4.3.2 Attainment of goals of TPA 

             The first objective of the study was to explore participants‟ perception of the 

effectiveness of the appraisal system. To investigate the issue, teachers‟ and principals 

questionnaires, TDVP and PTSA interview and students focus group discussions were used. 

Afterwards, the first question raised to the participant was to know their perception on the 

effectiveness of the PA system in achieving its goal. So, a list of goals of the appraisal was 

presented linked with a five point rating scale for them to give their opinion. In this regard 

strongly disagree (SA) assigned value of 1, disagree (DA=2), undecided (UN=3), agree 

(A=4) and strongly agree (SA=5) were used to rate the items. For the purpose of analysis, 3 

was considered as mid-point and the sum of responses below 3 were disagree and sum above 

3 was taken as agree. Further, mean was used to compare achievement of the purposes.  

Accordingly the following responses were provided by the teachers. 
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Table 4.3 Teachers‟ Perception of Effectiveness of the appraisal system  

Items Res- 

ponse 

Disagre

e 

Undecided Agree Mea

n 

Total 

Identified teachers training 

needs 

f 64 24 151 3.47 239 

% 25.8% 9.7% 60.8% 96.4% 

 Improved school performance 
f 54 30 148 3.47 232 

% 21.8% 12.1% 59.7% 93.5% 

Enhanced teacher‟s professional 

development 

f 56 29 153  

3.49 

238 

% 22.6% 11.7% 61.7% 96.0% 

Enhanced the quality of 

teaching and learning process 

f 71 28 132 3.30 231 

% 28.6% 11.3% 53.2% 93.1% 

Motivated  teachers on their job 
f 87 24 122 3.11 233 

% 35.1% 9.7% 49.2% 94.0% 

Improved teachers 

communication with school 

community  

f 62 30 144 3.34 236 

% 25% 12.1% 58% 95.2% 

 

             From table 4.3 it can be seen that most teachers, 153(61.7%), believe the appraisal 

system helped them to enhance their PD while 56(22.6%) do not agree.  The second goal 

teachers rated high was “identifying training needs” 151(60.8%) followed by “improving 

school performance” both with equal mean of 3.47. The two least effective goals of the 

appraisal system were “Enhanced the quality of teaching and learning process”, with 

132(53.2%) and “Motivated teachers on their job” 122(49.2%). Among the teachers who had 

positively rated the appraisal system, 20(48.8%) of them have given reasons that it helps new 

teacher for experience sharing and to improve students‟ achievement. Contradicting with this 

opinion, 21(51.1%) of the teachers complained appraisers have no adequate skills to conduct 

the appraisal, it doesn‟t contribute to PD, it just focuses paper work not the actual student 

achievement and they need the system to be improved.  

           Principals were asked similar questions about effectiveness of the appraisal system. 

Accordingly, table 4.4 shows results of the responses of the principals. 

 

 

 



42 

 

Table 4.4 principals‟ perception of the effectiveness of the appraisal system 

Items Res-

ponse 

Disagr

ee 

Undecid

ed 

Agree Mean Total 

Identified teachers training needs f 1 1 25 4.30 27 

% 3.7 3.7% 92.5% 100.0% 

Improved school performance f 3 0 24 4.04 27 

% 11.1% 0.0 88.9% 100.0% 

Enhanced teacher‟s professional 

development 

f 2 3 22 3.85 27 

% 7.4% 11.1% 81.5% 100.0% 

Enhanced the quality of teaching 

and learning process 

f 5 4 16 3.56 25 

% 18.5% 14.8% 59.2% 92.6% 

Motivated  teachers on their job f 7 1 18 3.46 26 

% 25.9% 3.7% 66.7% 96.3% 

Improved teachers communication 

with school community 

f 6 2 15 3.63 27 

% 22.2% 7.4% 55.6% 100.0% 

         The mean of principals‟ evaluation of effectiveness of the appraisal system, as can be 

seen from table 4.3, ranges from 3.46 to 4.30 showing that principals consider it more 

effective than the teachers whose rating ranges from 3.11 to 3.49. According to the principals, 

25(92.5%) „Identified teachers training needs‟ was the most successful aspect of the appraisal 

system. „Improved school performance‟ and „enhanced teacher‟s professional development‟ 

with percentage of 88.9 and 81.5 were the items perceived as more effective performance of 

the PA system. (66.7%) Principals also rated contribution of the system to motivation of 

teachers and enhanced quality of teaching learning (59.2%) as the least effective in support of 

the teachers. 

            Most TDVPs involved in interview agree on the perception that the TPA doesn‟t 

show significant changes on PD of teachers because it was not accompanied by improvement 

of teaching learning or student achievement. Furthermore, V/principals who lead the 

appraisal process, explained that except giving training by various experts on different 

teaching learning topics, there was no impact evaluation at school level. However, few 

principals also mentioned that expected change could not be seen as there was no training has 

been given to all the appraisees and the appraisers. This opinion of the participants coincides 
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with findings of Tilahun and Shanbel, (2014) that states role of teacher performance appraisal 

is rhetoric rather than a reality. This deviates from the views of West and Bollington, (1990) 

that PA should have favorable consequences in the professional development of teachers, 

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

Concerning the appraisal system, TDVP-2 said:  

Although it is not known whether it is for formality or seriously, teachers accept 

their performance evaluation; however they don‟t show the expected change in 

their professional development and students‟ achievement. Further study should be 

conducted to find out why the performance appraisal doesn‟t make difference on 

teachers‟ professional development. 

4.3.2 The performance appraisal feedback 

          To address this sub-objective, measures after PA, effect of the feedback, participants‟ 

views on the feedback and relationship of the TPA and PD were considered.  

4.3.2.1 Measures taken after PA 

 All the study respondents were asked to rate the effectiveness of performance feedback 

expected to be provided by the appraisers choosing which ever they consider applied in their 

respective schools. „No‟ and „Yes‟ were used for disagreement and agreement respectively as 

presented in Table 4.5.  
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Table 4.5 provision of the PA feedback as participants perceived  

Item Teachers Principals 

f %Yes  %No f %Yes %No 

Reprimand teachers with low 

performance 

229 43.7 56.3 26 65.4 34.6 

Provide incentives for teachers with 

high performance 

234 63.7 36.3 27 81.5 18.5 

Guide and counsel teachers on job 

performance 

236 58.5 41.5 27 85.2 14.8 

Organize additional training on the 

gaps observed 

233 58.5 41.5 27 85.2 14.8 

Provide necessary resources for 

improvement educational process 

231 50.6 49.4 27 74.1 25.9 

Punish teachers with low 

performance 

225 45.9 54.1 27 70.4 29.6 

          Teachers response ranges from 43.7% to 63.7% while that of principals from 65.4% to 

85.2%. This shows that teachers‟ perception about PA feedback was less positive than 

principals. As can be seen from the table, „Guide and counsel teachers on job performance‟ 

and „organize additional training‟ were ranked the highest provided feedbacks as perceived 

both by the teachers and the principals. But there was limitation in providing necessary 

resources for improvement of teaching learning process. „Reprimand teachers with low 

performance‟ and „Punish teachers with low performance‟ on the other hand were the least 

rated measures taken according to both by teachers (43.7%, 45.9%) and principals (65.4%, 

70.4%). It can be understood that feedbacks were given to improve academic performance 

but the issues of accountability were given low attention. This shows that formative use of the 

appraisal result was given more emphasis than the summative unlike the findings of many 

studies. For example according to Bartlett (2000) many performance appraisal systems are 

weighted heavily toward accountability rather than the growth and development of teachers 

and their teaching practices. Regarding accountability TDVP-1 explained that:  

The only penalty for teachers‟ poor performance is career structure. If schools 

deprive teachers of the career for unsatisfactory work, higher officials interfere 

and revers the decisions. Therefore, TPA doesn‟t make difference among 
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teachers; government should strengthen accountability to reward good 

performers and penalize the poor ones.  

           Furthermore, teachers‟ representative members of PTSA-2, explained: “during 

performance appraisal, as long as they regularly attend classes, no low scores were given to 

teachers so that they maintain career structure since they are already low in living status”.  

This was an indication that a lack of effective accountability, as stated in The Centre for 

Development and Enterprise (2015), is one of the factors that affect teacher effectiveness. As 

this doesn‟t make difference between poor and best performers, it discourages teachers and 

makes them have negative perception on the appraisal system. 

            Regarding the effect of the appraisal feedback, majority of teachers, 30(51.7%), 

responded through open ended question negatively, like it lowers self-confidence, doesn‟t 

bring PD and not conducted properly. 28(48.3%) teachers on the other hand consider the 

effect of the appraisal feedback as identifies of gaps, helps to focus on profession, improve 

PD, and facilitates of training. 

           Regarding effectiveness of TPA feedback, TDVP-3 explained: „after every 

performance appraisal, feedback was provided both by written document and orally face-to-

face and teachers seem to accept and were seen working. But no change was observed in 

students learning; and it needs further investigation‟.  

        This finding was in contrary to the views of Elliott, (2015) who stated, referring to 

various studies; that feedback is not common in the appraisal system of many schools they 

have studied. 

4.3.2.2 The relationship between Performance Appraisal and Teacher 

               Performance Development 

        Finally in this category, participants were asked to describe their opinion on how the 

performance appraisal was related to teachers‟ professional development in open ended 

question. Accordingly, 55 (50%) teachers forwarded that it was well related, identified gaps 
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and contributed to PD. The other 55 (50%) perceived that it deviates from focusing on 

profession, not conducted by competent professional which was in line with Razik & 

Swanson, (2010) on skill of the appraisers. They also think that it was not conducted 

properly, sufficient training was not provided, and as the result it doesn‟t make any change to 

PD. 

             Principals responded to the same question saying that although TPA contributed to 

PD to some extent, there is limitation in giving capacity building for teacher so that they 

record and document their works. In addition, they commented that it should be followed by 

rewards; discussion should be made with teachers to include their views in the process of 

appraisal. In support of this Joyce (2012) explained harmony among the two parties 

(appraiser and appraises) is important for the attainment of the appraisal objectives. 

Participants also explained that it should be transparent and department heads should be 

given responsibility in appraising teachers. 

4.4 Teachers’ Perception on the Performance Appraisal Criteria Effectiveness  

             The second objective of this study sought to determine the appropriateness of the 

teachers‟ PA criteria used in Arada Sub-city Government Primary Schools. To meet this 

objective, the study respondents were subjected to various criteria of PA in which they were 

asked to indicate their effectiveness using a five point rating scale. For the purpose of 

analysis, 3 was considered as mid-point and the sum of responses below 3 were disagree and 

sum above 3 was taken as agree as shown below.  

 

 

 

Table 4.6 Teachers‟ perception of appropriateness of the criteria of the TPA  
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Items Response Disagree Undecided Agree Mean Total 

Teachers participated in 

setting criteria for their 

performance appraisal 

Frequency 
70 31 135 

3.10 

236 

Percent 

28.2 12.5 54.4 
95.2% 

The appraisal criteria is 

pertinent to the purpose of 

evaluation 

Frequency 90 31 115 3.28 236 

Percent 
36.3 12.5 46.4 95.2% 

The appraisal criteria 

enables me to improve my 

planning and preparation 

skills 

Frequency 
65 23 147 

3.44 

236 

Percent 
26.2 9.3 59.2 95.2% 

The criteria is relevant to 

enhance my professional 

development 

Frequency 
65 23 147 

3.44 
236 

Percent 26.6 9.4 60.2 95.2% 

The criteria are relevant to 

improve my professional 

responsibility 

Frequency 
69 25 140 

3.35 
236 

Percent 28.3 10.2 57.4 95.2% 

The criteria are appropriate 

 to appraise my teaching 

performance 

Frequency 62 30 141 3.42 233 

Percent 
25 12.1 56.8 94% 

The criteria can help to 

enhance my motivation to 

work 

Frequency 
81 29 126 

3.25 
236 

Percent 32.7 11.7 50.8 100.0 

The criteria can help to 

strengthen my relationship 

with school management 

Frequency 
70 29 135 

3.31 
236 

Percent 28.2 11.7 54.4 100.0 

The criteria can help to 

strengthen my relationship 

with students 

Frequency 67 29 136 
3.38 

232 

   Percent 
27 11.7 54.8 93.5 

          Table 4.6 illustrates that teachers‟ mean of responses ranges from 3.10 corresponding 

to „teachers‟ participation in setting criteria for their performance appraisal‟ to 3.44 that are 

related to „improving planning and preparation and enhancing PD. „The criteria are relevant 

to enhance my professional development‟ and „The criteria are appropriate to appraise my 

teaching performance‟ were the more desirable criteria according to the teachers. “The 

appraisal criteria are pertinent to the purpose of the evaluation” (46.4%) and “The criteria can 

help to enhance my motivation to work” (50.8%) were the least rated roles of the criteria. 

TDVPs on the other hand argue that the criteria are vast and have repetitions. Furthermore, 

they recommend that it should focus only teaching learning or teachers‟ classroom activities. 
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Table 4.7 for principals on the same issue provided similar results regarding appropriateness 

of criteria of the TPA. 

Table 4.7 principals‟ perception of appropriateness of the criteria of the TPA  

Items Resp

onse 

Disagree Undecided Agree Mean Total 

Teachers participated in setting 

criteria for their performance 

appraisal 

f 10 4 13 

3.00 

27 

% 

37 14.8 48.2 
100.0 

The appraisal criteria is pertinent 

to the purpose of evaluation 

f 4 1 19 3.73 27 

% 
14.8 3.7 70.4 100.0 

The appraisal criteria enables 

teachers to improve their planning 

and preparation skills 

f 6 0 21 
3.70 

27 

% 
22.2 0.0 77.8 

100.0 

The criteria is relevant to enhance 

teachers‟ professional 

development 

f 4 1 22 
3.85 

27 

% 
14.8 3.7 81.5 

100.0 

The criteria are relevant to 

improve teachers‟  professional 

responsibility 

f 
8 1 18 

3.44 

27 

 

% 29.6 3.7 66.7 100.0 

The criteria are appropriate 

 to appraise teachers‟ teaching 

performance 

f 

5 0 22 3.70 27 

 

% 18.5 0.0 81.5 100.0 

The criteria can help to enhance 

teachers‟  motivation to work 

f 8 1 18 
3.48 

27 

% 
29.6 3.7 66.7 

100.0 

The criteria can help to strengthen  

teachers‟ relationship with school 

management 

f 6 3 18 

3.56 

27 

% 
22.2 11.1 66.6 

100.0 

The criteria can help to strengthen  

teachers‟ relationship with 

students 

f 4 2 21 
3.81 

27 

% 
14.8 7.4 77.8 

100.0 

           Principals‟ response, as can be seen from table 4.5, has mean ranging from 3.00 for 

„Teachers participated in setting criteria for their performance appraisal‟ to 3.85 for „The 

criteria is relevant to enhance teachers‟ professional development‟. Only 54.4% teachers and 

48.1% principals supported the former while the second was supported by 60.2% teachers 

and 81.5% principals. This shows that both teachers and principals criticize that there was 

low involvement of teachers in setting the criteria and low discussion with teachers on the 

implementation process. This finding is in line with Takele (2016) which concluded that 
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teachers were not involved in designing, reviewing, and improvement of teaching staff 

performance appraisal criteria.  On the other hand, principals perceived that the criteria were 

in line with the appraisal purpose while teachers do not agree. Principal‟s view was also 

confirmed by document review that the BSC appraisal criteria were almost consistent to the 

four domains of Charlotte Danielson (2001). 

            Participants were also asked to forward their views on improvement of the TPA 

criteria for the maximal contribution of teachers‟ PD. Accordingly, both teachers and 

principals suggested that it should be updated; the criteria should focus teaching learning or 

profession. However, the researcher has examined and found out that all the BSC evaluation 

criteria were relevant to teaching learning processes. Students from some schools also have 

complaint about the criteria that it doesn‟t include teachers‟ behavior, and about wearing of 

gowns. Besides, students also look for criteria to appraise principals to evaluate them on 

following up teachers with poor performances.  

4.5 Teachers’ perception of Effectiveness of the Appraisal Methods  

         Objective of the section was to know teachers views of effectiveness of the principals, 

self, peer, v/principals, PTSA and students appraising methods. In this regard, training of 

appraises and appraisees, relevance of the methods, contribution of the methods and 

frequency of applications of the methods were investigated. 

 4.5.1 Appraisers and appraisees’ Training 

          Appraisers were asked in interview and focus group discussion whether they were 

trained on appraising teachers. Except orientation given to PTSA and students on how to fill 

the check lists, all of them reported that there was no training including for principals. 

Likewise, Endale (2015) reported in his secondary school TPA study that none of the 

appraisees was exposed to any kind of training. 
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            6(100%) TDVP also explained that there was no training on TPA. However, 

researchers suggest that training and support of evaluators are key for the measurement of 

effective teaching. Razik & Swanson, (2010) for example described that evaluators should be 

knowledgeable and competent with the understanding of evaluation requirements.  

4.5.2 Relevance of the appraisal methods to the teachers PD 

           Different methods have been devised to measure the quantity and quality of 

performance appraisal of teachers in the sub-city. According to OECD (2009) a range of 

methods and information sources are typically used to evaluate teachers. Therefore, the 

objective of this section is to find out participants opinion about the effectiveness of the 

methods of performance appraisal in their schools. To ascertain the objective, study 

respondents were presented with various performance appraisal methods in which they were 

required to rate their effectiveness. In this regard, teachers and principals were asked whether 

the six appraising methods relevant to teachers‟ professional development or not; to answer 

by marking “no” or “yes”. “no” is assigned number 1 and “yes” number 2 for the purpose of 

analysis. The following figs. show teachers‟ and principals response to the question. 
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 fig 4.1 Teachers‟ perception of effectiveness of the Appraisal Methods 

 

 

fig 4.2 Principals‟ perception of effectiveness of the Appraisal methods 

              Rating for effectiveness of methods as teachers observed ranges from 55.2% to 

89.1% while 84.0% to 96.3% as principals perceived. Teachers‟ and principals‟ responses on 

the effectiveness of the appraisal methods are almost similar in ranking. The table for 

teachers depicts that peer observation, Self-evaluation, principal observation and Student 

achievement reports with percentage of 89.1, 87.9, 83.1 and 81.5 were the most desirable 

methods. With slight change of order self-evaluation, principal observation and peer 

evaluation, respectively average of 96.3, 96.2 and 92.3 are also the highest ranking 

preferences. According to Kadenyi (2014) interactions with colleagues are conducted with 

honesty and integrity. In confirmation of this, peer evaluation also takes higher rank in the 

rating. There is also agreement between teachers‟ and principals response regarding the least 

desirable appraising methods. 67.7% and 55.2% teachers as well as 88.9% and 84% 

principals‟ pointed out that student and PSTA evaluations were low preferred methods.  

         Data gathered through open ended question for the teachers, which asked them to give 

their opinion on role of the methods on their professional development, showed agreement 

with the questionnaire. 65(74.7%) teachers in this category described principals‟ observation 
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was contributing to their PD in filling their gaps, sharing experience, providing professional 

support. The remaining 22(25.3%) teachers disqualified principals observation reasoning out 

that principals were not competent and are politically assigned, their observation was not 

sustainable that it is one shot, they are biased and do not conduct the appraisal properly. 

Teachers‟ comment on the appraiser supports the finding that states evaluators should be 

knowledgeable and competent with the understanding of evaluation requirements, Razik & 

Swanson, (2010). 

           However, principals exposed to the same question mentioned that the methods identify 

gaps and contributes to PD. TDVPs, in interview, were asked to explain effectiveness of the 

methods to contribute to teachers‟ PD. Likewise; they stated that there are complaints on 

students and PTAS evaluation. They further mentioned that teachers have suspicions that 

students may be influenced by leaders and PTAS don‟t know teachers performances.  

           The information given by parent member of PTSA-2 was one of the witnesses that 

confirm the principals‟ views. The parent said:  

during performance appraisal, we discuss with students in the class about 

teachers‟ provision of tutorial, behavior and teaching learning; we look their 

portfolio, gather information from the school administration and all members of 

the PTSA meet to discuss and rate their performance taking minutes. 

This shows that PTSAs evaluate teachers using information they gather from the other 

parties.   These issues were stressed in Walker (2003), if it is not openly and honestly 

managed feedback can impose an environment of suspicion.  

        Consequently, some TDVP and few students believe that PTSAs should evaluate 

schools instead of teachers which were also supported by literature (Isoré (2009), Jacob and 

Lefgren, 2005 and Peterson et al., 2003).  
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4.5.3 Contribution of the appraising methods to teachers’ professional development 

           Regarding contribution of the TPA methods 45(69.2%) of the respondent teachers 

believe that it helped to improve their PD.  Opinion of these groups of teachers is supported 

by the principals. Contrary to this, 20 (30.8%) teachers perceive that the methods are not 

properly used and they have no trust on the methods since they do not change PD due to 

absence of constructive feedback. Concerning this Melaku (2010) stated that TPA requires to 

be conducted with a proper appraisal process, criteria, and purpose so that it enhances 

school‟s efficiency, effectiveness and productivity.  

        According to TDVPs, except the teachers‟ complaints on effectiveness of students and 

PTAS evaluations, they think that it contributes to teachers‟ development. This was in line 

with finding of Darling, (2013) that confirms TPA contributes to professional growth.  

        However, other participants including students and some v/principals complain that 

teacher‟s PD is not accompanied by enhancement of students‟ achievements. 

4.5.4 Frequency of teachers’ evaluation 

       As part of the third objective of the study, effectiveness of the TPA, participants were 

asked the frequency at which the various methods were used to appraise teachers‟ 

performance in a year. Views of the participants on this issue were depicted in the following 

figure 4.7 
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Fig 4.3 Teachers‟ response to the frequency at which the appraisal methods were  

              used in a year 

          The figure portrays that the response for frequency ranges from none to four times. 

However, majority of teachers (62.8%) mentioned that principal observation takes place 

twice a year while 13.0% and 12.6% reported ones and three times. Peer observation 

according to 54.9% teachers takes place 2 times while 3 times as 28.3% of teachers. The 

response of 58.7%, 18.7% and 13.6% teachers for self-evaluation was 4 times, 2 times and 3 

times a year respectively. Student achievement report was conducted 2, 4 and 3 times 

according to 42.6%, 34.2% and 17.3% teachers correspondingly. Similarly student evaluation 

was conducted 2, 4, and 3 times as 48.9%, 28.9% and 10.2% teachers responded. Finally, 

PTSA evaluation as to the teachers‟ view was 2-times (55.1%), none (16%) and ones 

(14.2%). This is in agreement with v/principals response which stated that where there is little 

number of teachers evaluations can be conducted more than two. Principals‟ response to the 

same question of frequency of application of methods of the appraisal illustrates in figure 4.8 

below. 
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Fig.4.4 Principals‟ response to the frequency of implementation of the methods in a year 

         Principals‟ views on the frequency of the appraisal were more or less confirm teachers‟ 

response as can be seen from fig 4.8. According to the principals, principals‟, peer‟s and 

students‟ observations were conducted two times; rated 84.6%, 77.8% and 81.5% 

respectively. The methods that were more likely used more than twice as principals depicted 

were self-evaluation (50%), student achievement report which was rated as twice only 55.6% 

and rated 25.9% as conducted three times.  

         The researcher also sought to know need of the participants‟ about frequency of the 

appraisal in open ended question of the questionnaire. Most of the participants‟ were satisfied 

with the existing frequency of two or more times a year while significant number of them 

want the appraisal to be conducted more than that. This is in support of Elliott (2015) that 

stresses regular classroom observation and the provision of constructive feedback from 

school leaders or managers and peers were conditions for improvement of teacher 

performance. 
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4.5.5 Teachers’ perception of the Implementation of Performance Appraisal 

       The fourth objective of the study was to assess effectiveness of implementation of the 

teachers‟ performance appraisal in Arada sub-city of Addis Abeba city administration 

government primary schools. In relation to the implementation, effectiveness of the 

implementation, teachers‟ satisfaction and attitude to the appraisal were studied using 

different tools.  

4.5.5.1 PA implementation process Effectiveness  

         To ascertain this objective, participants both teachers and principals, were presented 

with 17 performances that are pertinent to teachers‟ professional development according to 

Danielson`s Framework for Teaching (1996, 2007). Participants were then required to give 

their opinion by marking “no” or “yes” for performed or not performed in their respective 

schools. For the purpose of analysis, “no” was assigned number 1 and “yes” number 2. This 

was illustrated in the following table 
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Table 4.8 Effectiveness of the implementation as teachers‟ perceived  

Items  Response f % 

The principal holds before class supervision discussion. No 93 40.6 

Yes 136 59.4 

Principal evaluates my lesson plan & preparation No 30 12.7 

Yes 206 87.3 

Principal visits my class to observe my teaching 

 

Evaluators evaluate my classroom arrangement and its convenience 

 

No 54 23.0 

Yes 181 77.0 

Principal assesses my professional responsibility No 48 20.8 

Yes 183 79.2 
Evaluators evaluate my classroom arrangement and its convenience No 64 27.6 

Yes 168 72.4 

Evaluators assess my skills of engaging students in active learning No 28 12.3 

Yes 199 87.7 

Evaluators identify my skills of classroom assessment No 27 11.7 

Yes 203 88.3 

Evaluators identify my skills of giving feedback to student‟s responses No 39 16.9 

Yes 192 83.1 

Evaluators identify my communication with parents No 49 21.1 

Yes 183 78.9 

The Evaluators follow up my support of students with special needs No 55 23.9 

Yes 175 76.1 

The Evaluators follow up my professional growth and development No 59 26.0 

Yes 168 74.0 

The Evaluators evaluate my content and pedagogical knowledge No 52 22.3 

Yes 181 77.7 

The Evaluators evaluate my relationships with student No 39 16.9 

Yes 192 83.1 

The Evaluators evaluate my relationship with school administration No 53 23.3 

Yes 174 76.7 

The principal holds after class supervision discussion with me No 63 27.2 

Yes 169 72.8 

The principals give me feedback on the strength and weakness of my 

performance 

No 42 17.9 

Yes 192 82.1 

Are you satisfied with the current implementation of teachers‟ performance 

appraisal? 

No  75 38.1 

Yes  122 61.9 

    

           From table 4.6 it can be seen that all the items were rated positively shown by 

agreement scored of more than 50%. Items rated with higher percentages of “yes” were 

„Evaluators identify my skills of classroom assessment‟(88.3%), „Evaluators assess my skills 

of engaging students in active learning‟(87.7%), „Principal evaluates my lesson plan & 

preparation‟(87.3%), „Evaluators identify my skills of giving feedback to student‟s 

responses‟(83.1%), „The Evaluators evaluate my relationships with students‟ (83.1%), and 
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„The principals give me feedback on the strength and weakness of my performance‟(82.1). 

Item with lower percentage of agreement was “The principal holds before class supervision 

discussion” (59.4%) which was also supported by TDVPs. This is linked with Endale (2015) 

that states the methods and procedures of the appraisal lack clear communication before 

implementation with appraisees as he observed in secondary schools.  

        Regarding the current implementation, 61.9% teachers have shown their agreement 

while 38.1% disagree. It can be seen that the level of satisfaction is lower since significant 

number of participants have shown dissatisfaction. Students were also asked about 

effectiveness of implementation of the appraisal. On this basis, Student- 6-1 forwarded that 

“it is not fair to evaluate teachers by only five high achiever students representing a 

classroom; rather, all students including medium and slow learners should have their own 

contribution”.  

         TDVP suggested that strong legal basis should be established to strengthen 

accountability; rewarding good performer and penalizing the poor ones. They further 

proposed adequate training should be provided to both appraisers and appraises on the 

implementation of TPA so that knowledge based decision can be reached. The training, 

according to the v/principals, not only enhances capacity of the involving parties but also 

enables teachers of all schools to be evaluated with similar procedure so that they can make 

fair completion for education opportunities and others. 

           Furthermore, TDVPs suggested that study should be made on teachers need to 

improve their attitudes to the profession, maintain experienced teachers in education system 

and create conducive condition for teachers to involve them in setting criteria for their 

performance appraisal. They finally anticipated that the appraisal instruments and procedures 

should be updated to reduce teachers‟ burden of writing plans and reports 

Table 4.9 effectiveness of the implementation as principals‟ perceived  
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Items  

respo

nse f % 

I hold before class supervision discussion with teachers No 6 22.2 

Yes 21 77.8 

I evaluate teachers‟ lesson plan & preparation No 1 3.7 

Yes 26 96.3 

I visit teachers‟ class to observe their teaching No 3 11.1 

Yes 24 88.9 

I assess teachers‟ professional responsibility No 6 23.1 

Yes 20 76.9 

Evaluators evaluate teachers‟ classroom arrangement and its convenience No 3 11.1 

Yes 24 88.9 

Evaluators assess teachers‟ skills of engaging students in active learning No 3 11.1 

Yes 24 88.9 

Evaluators identify teachers‟ skills of classroom assessment No 3 11.5 

Yes 23 88.5 

Evaluators identify teachers‟ skills of giving feedback to student‟s responses No 4 14.8 

Yes 23 85.2 

Evaluators identify teachers‟ communication with parents 

 

No 4 14.8 

Yes 23 85.2 

The Evaluators follow up teachers‟ support of students with special needs   No 4 14.8 

Yes 23 85.2 

The Evaluators follow up teachers‟ professional growth and development No 8 30.8 

Yes 18 69.2 

The Evaluators evaluate teachers‟ content and pedagogical  

knowledge 

No 7 25.9 

Yes 20 74.1 

The Evaluators evaluate teachers‟ relationships with student No 3 11.1 

Yes 24 88.9 

The Evaluators evaluate teachers‟ relationship with school administration No 5 18.5 

Yes 22 81.5 

I hold after class supervision discussion with teachers No 4 14.8 

Yes 23 85.2 

The principals give the teachers‟ feedback on the strength and weakness of their 

performance 

No 1 3.7 

Yes 26 96.3 

        As depicted in table 4.7, the range for positive response of principals, “Yes”, was 69.2% 

to 96.3% corresponding to “The Evaluators follow up teachers‟ professional growth and 

development and both “I evaluate teachers‟ lesson plan & preparation” and “The principals 

give the teachers‟ feedback on the strength and weakness of their performance”. Principals 

witnessed that they were relatively at lower stage in evaluating teachers progresses after 

training interventions. The other aspects on which principals give themselves relatively lower 

rating for lower performance were: “The Evaluators evaluate teachers‟ content and 

pedagogical knowledge” (74.1) and “I hold before class supervision discussion with teachers” 
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(77.8). This is also in agreement with teachers‟ responses regarding the items under 

consideration. 

         Likewise; TDVP on interview admitted that they don‟t conduct pre-evaluation 

discussion but simply announce the dates of appraisals.  This opposes Joyce (2012) view 

which stated that it is important that teachers (and heads) trust and have a good relationship 

with their appraisers so that they view the appraisal process as constructive and regard 

feedback positively.     

         The other question posed to the participants regarding implementation was how much 

the teachers found it contributing to their PD. To this end, 28 (73.7%) of them perceived it 

negatively explaining it was just paper works, biased, not sustainable   while 10, (26.3%) 

teachers have opinion that it helped them develop their PD by enhancing learning form one 

another. 

.   Using open ended question, both teachers and principals were asked how much the 

implementation contributed to teachers PD. Therefore, 40 (56.3%) teachers explained that it 

was useful, improved PD, and identifies weak and strong side while 31(43.7%) believe that it 

is not given emphasis, doesn‟t bring about PD, not properly conducted and needs 

improvement. All TDVPs involved in the study forwarded similar responses as the later 

response of the teachers. They explained that there was gap in teachers‟ handling of their 

performance documentation, the criteria is not made clear for teachers, appraisal result was 

not reported on time, impact analysis was not made on the provided trainings,  not given the 

necessary emphasis, the appraisal document is very vast and should be beyond paper work. 

         Concerning vastness of the appraisal documents, as TDVPs further explained, teachers 

prepare plans every 15 days or 80 hours based on score card evaluation format. This plan and 

report was done in addition to the lesson plans. As the result, they came to conclusion that it 

doesn‟t come up with remarkable PD.  
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4.5.5.2 Attitude of Teachers towards their Performance Appraisal 

         Participants in interview and focus group discussion were asked to give their opinion on 

teachers‟ attitude towards their performance appraisal. TDVPs explained that teachers have 

high attitudinal problems and careless about it; some teachers consider it as wastage of time, 

whereas few of them believe that PA brings about PD. They further explained that teachers 

complain students and PTSA evaluation and they dislike paper works that they do not 

document their work to show during appraisal. Some students also mentioned there were 

teachers who were not interested to the appraisal. According to one of the TDVP-6, “students 

complain about evaluating teachers because some teachers intimidate students for appraising 

them”.  This is one of the indication that teachers‟ attitude to some of the appraisers was low 

which in turn lowers their perception to the appraisal itself.  
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Chapter 5: Summary, Conclusion and 

Recommendations 

 

          This chapter is devoted to summarizing and concluding findings and providing 

recommendations to the conclusions of the study. The chapter also suggests areas for further 

research that this study couldn‟t fully address due to limitation of the scope of the research. In 

this regard, the chapter is organized in to three sections: summary, conclusion and 

recommendation on the basis of the research objectives. 

5.1 Summary of the Study 

         The basic purpose of the study was to explore Addis Ababa City Administration Arada sub-

city government primary school teachers‟ perception of the contribution of Teacher Performance 

Appraisal to their Professional Development. The specific objectives of the study were to; 1) 

assess teachers perceptions regarding the effectiveness of PTA system in meeting its purpose of 

enhancing teacher‟s professional development, 2) investigate how teachers perceive relevance 

of the criteria of TPA to the improvement of their performance, 3) determine teachers‟ 

judgment of appropriateness of the appraisal methods to their professional development. 

        Accordingly, the study was based on the four Charlotte Danielson`s Framework for 

Teaching (1999 – 2007) which were sub-divided in to many subcomponents of teachers‟ 

responsibilities.  The study used descriptive survey design targeting 18 principals, 70 deputy 

principals and 956 teachers, 12099 students and 181 PTSA members. 

        Purposive and random sampling methods were used to select 33 principals and deputy 

principals, 248 teachers, 40 tudents and 12 PTSA members in total 333 participants from the 10 

sampled schools. Questionnaires, interviews and focus group discussions, as well as document 

reviews were used as the tools for data collection.  
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5.1.1 Teachers Perceptions of the Effectiveness of PTA System  

          As can be seen from tables 4.2 and 4.3, although the degree of agreement varies as 

shown by the range 3.11 to 3.49 for teachers and 3.46 to 4.30 for principals, most participants 

perceived that most of TPA purposes were effective. However, both teachers and principals 

rated „motivation of teachers on their job‟ and contributions of the appraisal system to 

enhancement of quality of teaching learning were the least effective. Especially, teachers 

disagree with the motivational effect of the system.  

         Significant number of teachers who disagree with effectiveness of the system complained 

that appraisers have no adequate skills to conduct the appraisal, it doesn‟t contribute to PD, it 

just focuses paper work not the actual student achievement and they need the system to be 

improved. V/principals also explained that it doesn‟t show significant changes on PD of 

teachers since it was not accompanied by improvement of teaching learning or student 

achievement. 

5.1.1.1 The Performance Appraisal Feedback 

          As portrayed in table 4.9, formative PA feedback was more provided than the 

summative. This was revealed by the fact that among the three items for formative use of PA, 

only one, providing resources, was rated lower. Similarly only provision of incentive for 

good performers was perceived more positively among the three summative items. This 

finding was contrary to many studies which reported formative feedback was rarely provided 

by schools. Especially, teachers‟ and TDVPs‟ opinion on summative feedback was so 

negative that they reported it doesn‟t make difference between bad and good performer 

teachers. Regarding effectiveness of the PA, more than 50% of the teachers in open ended 

question perceive it as discouraging and doesn‟t contribute to PD. Most TDVPs in interview 

also explained that it doesn‟t bring about change on teachers performance. 



64 

 

68.9% teachers and 72.7% principals positively responded to the effect of the appraisal 

feedback on enhancing the PD of the teachers. However, the TDVPs do not agree with these 

participants. TDVPs associate impact of the TPA with student learning and conclude that as 

teachers‟ development doesn‟t contribute to achievement of students, there is no significant 

change.  

         For the last open ended question, which asks participants‟ views on the relationship of 

the TPA and PD, 50% teachers reported it is related while the other 50% think it is not 

related. Principals also believe that the relationships were very loose as it is not conducted 

properly, sufficient training was not provided for both appraisers and appraisees, and as the 

result it doesn‟t make any change to PD. 

5.1.2 The Performance Appraisal Criteria Effectiveness to Meet the Purpose 

        As portrayed in Tables 4.4 and 4.5, 70.4% principals were comfortable with the 

pertinence of the TPA criteria to the purpose of the appraisal while only 46.4% teachers were 

satisfied with its consistency with purpose. Besides, principals were more satisfied with other 

appraisal criteria than the teachers. Similarly, only 54.4% teachers and 48.2% principals 

agreed that teachers‟ participation in setting criteria of their appraisal. In addition, teachers‟ 

(50.8%) satisfaction with contribution of the criteria to their motivation was very low.  

         Data gathered from students through focus group discussion shows that students need 

the criteria that include teachers‟ behavior, and about wearing gowns. Besides, students need 

criteria to appraise principals to evaluate their skills of following up teachers with poor 

performances. This indicates that students are looking for accountability to be established in 

the schools for under performances. 
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5.1.3 Effectiveness of the Appraisal Methods  

          Review of appraisal documents, analysis of participants‟ questionnaire, interview and 

focus group discussion made clear that practice of methods of the appraisal procedurally vary 

from school to school. In general, all the research participants explained that there was no 

training on the implementation of the TPA for both appraisees and appraisers. As the result, 

schools interpreted evaluation formats as to their understanding. So, teachers appraised under 

different procedures in different schools were allowed to compete for the same training, 

promotion or education opportunities with lower reliability and validity of the appraisal 

system.  

       The BSC evaluation takes place in the presence of the teacher in some schools while 

groups of two or more evaluators conduct the evaluation in the absence of the teacher in other 

schools. 360
0
 evaluation was also procedurally different from school to school that some 

schools don‟t use it in final teachers‟ appraisal. Moreover department heads involve in 

classroom observation in some schools while they evaluate teachers‟ behavior in other 

schools. PTSA evaluation was not considered as effective method of appraisal by many 

teachers and they also evaluate teachers‟ teaching performance without their mandate. 

       The students‟ appraisal procedure widely varies among the schools. In few schools nine 

best performing students from all the sections and grade levels, in other schools one student 

from each section of the grade level while all the classroom students the teacher teaches 

involve in the appraisal process in some other schools.  

        As observed from figures 4.5 and 4.6, majority of teachers and principals agreed up on 

effectiveness of the methods.  Teachers depict that peer observation, Self-evaluation, 

principal observation and Student achievement reports with percentage of 89.1, 87.9, 83.1 

and 81.5 respectively were the most desirable methods. Principals also rated self-evaluation; 
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principal observation and peer evaluation, respectively with averages of 96.3, 96.2 and 92.3 

were also the highest ranking preferences. Teachers and principals significantly differ in 

rating student and PSTA evaluations with 67.7 and 55.2 for teachers and 88.9 and 84 for 

principals‟. However, they were in agreement with ranking the methods.  

          The complaint on students and PSTAs evaluation was also evidenced by TDVP in 

interview. They mentioned that teachers have suspicions that students may be influenced by 

school leaders and PTAS don‟t know their performance. Some TDVP and students believe 

that PTAS should evaluate schools instead of teachers. 

         45(69.2%) teachers and most principals believe TPA methods contribute to the teacher 

PD.  Contrary to this, 20 (30.8%) teachers perceive that the methods were not properly used 

and they have no trust on the methods since they do not change PD due to absence of 

constructive feedback.  

         Regarding frequency of using the methods, figures 4.7 and 4.8 show that most of the 

methods of the TPA were used twice in a year. However, methods like self-evaluation, and 

student achievement report were conducted more than two times. This is in agreement with 

v/principals response which stated that where there is low number of teachers it can be 

conducted more than two times a year. Most of the participants‟ were satisfied with the 

existing frequency of two or more times a year while significant number of them want the 

appraisal to be conducted more than that.  

        It can be summarized from the analysis that participants perceived that the TPA was 

implemented effectively. According to the data in tables 4.6 and 4.7, the more implemented 

domains of Danielson Charlotte (2011) were Instruction/communication and Planning and 

Preparation. Manifestation for this finding was that „Evaluators identify my skills of 

classroom assessment‟(88.3), „Evaluators assess my skills of engaging students in active 

learning‟(87.7), „Principal evaluates my lesson plan & preparation‟(87.3), „Evaluators 
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identify my skills of giving feedback to student‟s responses‟(83.1), „The Evaluators evaluate 

my relationships with students‟ (83.1) were ranked very high in teachers‟ rating. Among the 

planning and preparation domain, only evaluation of content and pedagogical knowledge of 

teachers was least rated. 

          The lower rated items were “The Evaluators follow up teachers‟ professional growth 

and development” (69.2) and “The Evaluators evaluate teachers‟ content and pedagogical 

knowledge” (74.1).  Similarly, “The principal holds before class supervision discussion” 

(59.4) and “I hold before class supervision discussion with teachers” (77.8) were relatively 

with low recognition. 

         The other finding was concerning contribution of the implementation to the TPA, 

although 56.3% of the respondent teachers believe that the implementation contributes to 

teachers development, 43.7% teachers who were supported by all TDVPs criticized that it is 

not given emphasis, doesn‟t bring about PD, not properly conducted and needs improvement. 

The v/principals explained that there was gap in teachers‟ handling of their performance 

documentation, the criteria was not made clear for teachers, appraisal result was not reported 

on time, impact analysis was not made on the provided trainings,  not given the necessary 

emphasis, the appraisal document was very vast and should be beyond paper work. Tilahun 

and Shambel (2014) have also come up with similar recommendation that school systems and 

the government should give serious attention to the process of TPA and examine the reasons 

behind. 

        It was also found from the analysis of principals and students responses that teachers 

attitude towards their appraisal was lower. According to the v/principals, the negative 

perception of teachers was attributed to mistrust of some appraisal methods and vastness of 

the appraisal instruments. 
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5.2 Conclusions 

          As the summary of the study indicated, practice of TPA in primary schools of Arada 

Sub-City of Addis Ababa shows procedural and appraisers‟ implementation practice 

differences among the schools. This, as underlined by the various appraisers, was due to 

absence of adequate training on the implementation of the TPA. It can be concluded that the 

different grading procedure affects some teachers during competition for training, education 

or promotion opportunities. 

         Except teachers‟ motivation and contribution to improvement of quality of teaching, the 

appraisal system was perceived by the participants as attained its purpose. This calls for some 

interventions so that the TPA contributes to teachers‟ motivation. As perceived by significant 

number of participants, appraisers‟ lack of skills, and focus of the appraisal on paper work were 

some contributing factors for its low effectiveness or for not being translated to students learning 

improvement. Further study is also required to assess why PTA doesn‟t contribute to 

effectiveness of the teaching learning. The study depicts that formative feedback was 

provided more than summative feedback unlike many other research findings. The conclusion 

for this is that BSC criteria for TPA were basically related to teaching learning profession. 

Less attention given to the summative feedback on the other hand lowers accountability of 

teachers which in turn brought about less perception of teachers on TPA contribution to PD. 

Participants also recognized that the TPA has strong relationship with TPD but not conducted 

properly, due lack of training for both appraisers and appraises. 

         Principals qualified the TPA criteria as consistent with the purpose of the appraisal while 

teachers believe that the criteria were not in line with the purpose. Teachers‟ discomfort to the 

consistency of the criteria with the purpose was either due to less knowledge of the purpose of the 

appraisal or dissatisfaction with its implementation. Moreover, teachers‟ lack of participations in 
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setting criteria of the appraisal and their less involvement in discussion about its implementation 

was some contributing factors for negative perception of the teachers. 

           Among the six methods of TPA used in the studied schools, four of them were highly rated 

by both teachers and principals. The two less recognized and criticized by significant number of 

teachers and TDVP were student and PTSA evaluation methods. Teachers‟ suspicion of student 

evaluation was due to lack of transparency of intervention made by the appraisers during the 

appraisal process. Similarly, teachers perceive that PTSAs have no adequate information to 

appraise their teaching performances. They use information they gathered from students and 

principals to appraise teachers according to teachers and students opinion. 

        Although most appraisers need to maintain the present frequency of appraising teachers in a 

year, significant number of teachers prefers the appraisal to be conducted more frequently to get 

more feedbacks.  

         Participants recognized the BSC evaluation method which almost consistent to 

Charlotte Danielson‟s four domains model of appraisal. Planning and preparation of teaching 

material and communication/instruction were more rated than classroom environment and 

professional responsibility. The lower rated items were “The Evaluators follow up of 

teachers‟ professional growth and development” (69.2), seems to be associated to absence of 

impact analysis of the provided trainings. While “The Evaluators evaluate teachers‟ content 

and pedagogical knowledge” (74.1) may be due to inability of the principals to evaluate 

content and pedagogy of all the subjects.  

         The relatively lower rating of “The principal holds before class supervision discussion” 

(59.4) shows that there are limitations in the understanding and implementing TPA in a 

proper procedure. Many participants believe that process of implementation was not 

effective. The reason behind this was TPA was not given the necessary attention, teachers‟ 

tendency of handling of their performance documentation was low, the criteria is not made 
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clear to the  teachers, appraisal result was not reported on time, there was no impact analysis 

on the provided trainings.  

       Teachers‟ attitude towards the TPA was also found to be low. From the findings of this 

study, it was attributed to mistrust of some appraisal methods and vastness of the appraisal 

instruments. However, researchers believe that the reason needs further investigation. 

5.3 Recommendations of the Study  

      On the basis of the findings and conclusions of the study the following recommendations 

were forwarded. 

        The study shows that non-uniformity of TPA implementation in the schools, lack of 

informed feedback by the principals, teachers‟ negative attitude to the appraisal and 

appraisers‟, misuse of the appraisal criteria were associated to absence of training for both the 

apraisees and the appraisers. Therefore, training manual for in-service teachers and school 

leaders should be developed at the central level by MoE so that adequate and continuous 

training can be provided to equip them with requisite skills, knowledge and attitude relevant 

to PA process as a way of improving the current teachers‟ perceptions about the appraisal.  

       Teachers perceived the appraisal system as it doesn‟t contribute to their motivation.  So, 

the principals and sub-city education office should motivate best performing teachers and 

display their names along with their achievements in the notice board of the sub-city 

Education Office, and nominate them for professional development programs. Besides, MoE 

should enhance merit system for promotion of teachers in such a way that outstanding 

teachers could get chance of taking position of leadership in the education system.  

         Teachers and principals perceive that teachers‟ participation in setting criteria of their 

appraisal and involvement in the discussion of the whole processes of appraisal was very low. 

Besides, teachers think that the criteria are not harmonized with the appraisal purposes. In 

this regard, it is recommended that MoE should device a mechanism in which teachers take 

part in setting criteria hierarchically from school, woreda, zone and region levels during its 
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updating. Schools should also organize a forum on a yearly basis for all the appraisers and 

appraisees so that consensus could be reached on the process of the appraisal and 

transparency and trust could be established among them.     

         In the process of the TPA, principals complain that teachers do not document their 

performance reports to submit during appraisal while teachers report that the appraisal process 

was mainly paper work and very vast. To compromise these controversies, MoE should revise the 

appraisal system to reduce teachers‟ burden and make the appraisal process based on continuous 

observation of the appraisers, by developing appropriate check lists, instead of one or two shot 

evaluation in year. 

        One of the factors that contributes to the weak link between TPA and PD was the less 

emphasis given to the summative use of the appraisal. MoE should work on strengthening 

accountability through establishing legal ground for the measures taken for poor performances 

and disciplinary issues at school level. 

          According to the teachers, PTSAs have no opportunity to follow up their performances and 

they are not appropriate to evaluate them. Then, MoE should revise the PTSA evaluation 

checklist so that they focus on evaluating the whole school performances instead of teachers‟ 

appraisal. 

5.4 Areas for Further Research 

        A study should be carried out to find out whether teachers‟ perception towards 

performance appraisal process had an impact on students‟ academic performances and 

quality of education.  

       This research was limited to schools in a sub-city due to different constraints. So, tudy 

should be made in wider range of government primary schools to find out the relationship 

between TPA and TPD and other factors that affect PD of teachers. 
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Appendices: Data collection Tools  

Appendix 1: Principals’ Questionnaire English  

 

Addis Ababa University 

College of Education and Behavioral Studies 

Department of Educational Planning and Management 

A Questionnaire to be filled by Principals  

Dear Principal; 

This questionnaire is designed to study perception of Arada sub-City government primary 

schools teachers on the influece of the performance appraisal in enhancing their professional 

development.   

The success of this study depends on your genuine responses. Therefore, you are kindly 

requested to honestly answer all items provided in the questionnaire.  

In responding to the questions, please note the following:  

1. All your response will be kept confidential and used only for academic purposes of 

this specific study; 

2. All the questions raised here are equally important and failure to complete any of 

them will affect attainment of objectives of the study. 

3. Please put (√) mark for questions with options, or write brief answer for the ones 

which require your opinion. 

4.  You are not required to write your name. 

                                              

             Thank you very much for your cooperation! 

Part One: Background Information 

1.1. Name of the Woreda: ________________________________ 

1.2. School’s Name: __________________________ 

1.3. Sex:     1.3.1 Male                  1.3.2 Female  

1.4. Year of service as a principal  

  1.4.1: 3 years and below       1.4.2: 4 -10 years       1.4.3: 11-20 years       

   1.4.4:21 years & above  

1.5. Educational qualification 

1.5.1 : MA/MSc/MED        1.5.2: B.A/B.Sc/BED        1.5.3: Diploma        
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1.5.4: Certificate 

1.6 Responsibility as principal  

1.6.1: Principal        1.6.2 Teachers` development V/principal                                       

1.6.3: Teaching learning V/principal          1.6.4: Aderejajet V/principal                                       

1.6.5: other, please specify --------------------------------------------------------------- 

Part Two: Teachers’ Performance Appraisal system Effectiveness 

Express the degree of your agreement by putting a tick mark (✔) under your choice 

regarding the effectiveness of performance appraisal system in attaining the following 

purpose.  The scales are: SD = strongly disagree; DA = disagree UD = undecided; A = agree; 

and SA = strongly agree; 

 

 

 

 

 

2.1.7 Please mention if there are any other successes of performance appraisal that enhance 

teacher professional development. 

………………………………………………………………………………………………… 

2.1.8 Please comment attainment of the purposes of performance appraisal in relation to 

teacher professional development. 

………………………………………………………………………………………………… 

2.2 Express the degree of your agreement by putting a tick mark (✔) under your choice   

regarding effectiveness performance appraisal criteria. 

 

 

 

 

No The performance appraisal system SD DA UD A  SA 

2.1.1 Identified teachers training needs      

2.1.2  Improved school performance      

2.1.3 Enhanced teacher‟s professional development       

2.1.4 Enhanced the quality of teaching and learning 

process 

     

2.1.5 Motivated  teachers on their job      

2.1.6 Improved teachers relationship with school 

community 
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2.10 Other importance of the criteria in relation to professional development; please specify 

………………………………………………………………………………………………… 

2.11 Are you satisfied with the criteria of the performance appraisal? 1. No        2. Yes 

2.12 What do you suggest for the criteria to contribute to the enhancement of teachers 

professional development?   

 ..................................................................................................................................................... 

Part Three: Appropriateness of the Appraisal Instruments  

3.1 Do you feel the following instruments contribute to teachers‟ professional development? 

Please answer by putting a tick (√) mark under “yes” or “No” and give reason for your 

answer on the space provided.  

No Instrument No  Yes Reason  

3.1.1 Principals‟  observation     

3.1.2 Peer observation    

3.1.3 Self-evaluation    

3.1.4 Student achievement reports    

3.1.5 Student evaluation    

3.1.6 PTSA evaluation    

3.1.7 Please comment the effectiveness of these instruments in enhancing teachers‟ 

performance. 

…………………………………………………………………………………………  

3.1.8 Please specify any other instruments in use to measure teachers performance 

………………………………………………………………………………………………… 

No  The current criteria of your appraisal; SD  DA  UD A SA 

2.2.1 Teachers participated in setting criteria for their performance 

appraisal 
     

2.2.2 The appraisal criteria is pertinent to the purpose of the 

evaluation 

     

2.2.3 The appraisal criteria enables teachers to improve their 

planning and preparation skills 

     

2.2.4 The criteria is relevant to enhance teachers professional 

development 

     

2.2.5 The criteria are relevant to improve teachers professional 

responsibility 

     

2.2.6 The criteria are appropriate to appraise teachers teaching 

performance 

     

2.2.7 The criteria can help to enhance teachers motivation to work      

2.2.8 The criteria can help to strengthen teachers relationship with 

school management  

     

2.2.9 The criteria can help to strengthen teachers relationship with 

students 
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3.2 How many times are teachers evaluated by the following instruments in a year? Please 

put a tick mark (✔) under the appropriate rate 

No Instrument None Once Twice Three 

times 

Four 

times 

Contin

uously 

3.2.1 Principals‟  observation        

3.2.2 Peer observation       

3.2.3 Self-evaluation       

3.2.4 Student achievement reports       

3.2.5 Student observation       

3.2.6 PTSA observation       

3.2.7 Please comment the frequency at which each appraisal need to take place in a year  

………………………………………………………………………………………………… 

Part Four; Implementation of Performance Appraisal 

4.1 Regarding implementation of teachers‟ performance appraisal, express your agreement or 

disagreement by putting a tick mark (✔) under Yes or No.  

No  In the process of performance appraisal No Yes  

4.1.1 I hold before class supervision discussion with teachers   

4.1.2 I evaluate teachers lesson plan & preparation   

4.1.3 I visit teachers‟ class to observe their teaching    

4.1.4 I assess teachers‟ professional responsibility   

4.1.5 Evaluators evaluate teachers‟ classroom arrangement and convenience    

4.1.6 Evaluators assess teachers‟ skills of engaging students in active learning   

4.1.7 Evaluators identify teachers‟ skills of classroom assessment   

4.1.8 Evaluators identify teachers‟ skills of giving feedback to student‟s 

responses  

  

4.1.9 Evaluators identify teachers‟ communication with parents    

4.1.10 The Evaluators follow up teachers‟ support of students with special needs    

4.1.11 The Evaluators follow up teachers‟ professional growth and development   

4.1.12 The Evaluators evaluate teachers‟ content and pedagogical knowledge   

4.1.13 The Evaluators evaluate teachers‟ relationships with student   

4.1.14 The Evaluators evaluate teachers‟ relationship with school administration   

4.1.15 The Evaluators focus on teachers‟ performance which are not related to 

teaching learning activities 

  

4.1.16 I hold after class supervision discussion with teachers   

4.1.17 The principals give the teachers‟ feedback on the strength and weakness of 

their performance 

  

4.1.18 Are you satisfied with the current implementation of teachers‟ performance appraisal?  

                      1. No                          2. Yes  

4.1.19. Please give your comments on contribution of implementation of the appraisal on 

teachers‟ professional development 

………………………………………………………………………………………………… 
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Part Five: The performance appraisal feedback  

5.1 What measures do you take after teachers‟ performance evaluation? Please tick under 

which ever measure you think appropriate (you can choose more than one option).  

No Measure Response  

5.1 Reprimand teachers with low performance  

5.2 Provide incentives for teachers with high performance  

5.3 Guide and counsel teachers on job performance  

5.4 Recommend additional training on the gaps observed  

5.5 Provide necessary resources for improvement educational process  

5.6  Punish teachers with low performance  

5.1.7 Others, please specify   

  ..……………………………………………………………………………………………… 

5.1.8 What are the effects of the measures taken after the appraisal on professional 

development? 

………………………………………………………………………………………………… 

5.1.9 Do you evaluate changes on professional development of teachers after the appraisal? 

        1. No                   2. Yes  

5.1.10 Are you happy with the teacher‟s professional development attained by the 

performance appraisal in   your school?   1. No       2. Yes  

5.1.11 Do teachers believe that the performance appraisal has enhanced their professional 

development? 

                     1. No                   2. Yes 

5.1.12 Do you believe the performance appraisal has brought professional development for 

the teachers? 

                    1. No                   2. Yes 

5.1.13 Please explain the relationship between teachers performance appraisal and their 

professional development. 

………………………………………………………………………………………………… 

Thanks you for your cooperation ones again!  
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Appendix 2: Teachers’ Questionnaire English 

Addis Ababa University 

College of Education and Behavioral Studies 

Department of Educational Planning and Management 

A Questionnaire to be filled by Teachers 

Dear Teacher; 

This questionnaire is designed to study perception of Arada sub-City government primary 

schools teachers on the influece of the performance appraisal in enhancing their professional 

development.   

The success of this study depends on your genuine responses. Therefore, you are kindly 

requested to honestly answer all items provided in the questionnaire.  

In responding to the questions, please note the following:  

5. All your response will be kept confidential and used only for academic purposes of 

this specific study; 

6. All the questions raised here are equally important and failure to complete any of 

them will affect attainment of objectives of the study. 

7. Please put (√) mark for questions with options, or write brief answer for the ones 

which require your opinion. 

8.  You are not required to write your name. 

                                        

          Thank you very much for your cooperation!  

 

Part One: Background Information 

1.3. Name of the Woreda: ________________________________ 

1.4. School’s Name: __________________________ 

1.3. Sex:   1.3.1 Male         1.3.2 Female  

1.4. Teaching Experience  

  1.4.1: 3 years and below       1.4.2: 4 -10 years     1.4.3: 11-20 years       

1.4.4:21 years & above  

1.5. Educational qualification 

1.5.1: MA/MSc/MED       1.5.2: B.A/B.Sc/BED       1.5.3: Diploma       

1.5.4: Certificate 

1.5.5 other, please specify ……………………………………………….. 

1.6 Additional responsibility 

  1.6.1: Department Head         1.6.2: Shift leader       1.6.3: Club Coordinator        1.6.4 Other, 

please specify ----------------------------------------------------------------------- 
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Part Two: Teachers’ Performance Appraisal system Effectiveness 

Express the degree of your agreement by putting a tick mark (✔) under your choice 

regarding the effectiveness of performance appraisal system in attaining the following 

purposes.  The scales are: SD = strongly disagree; DA = disagree UD = undecided; A = agree; 

and SA = strongly agree; 

 

 

 

 

 

 

 

 

2.1.7 Please mention if there are any other successes of performance appraisal that enhance  

teacher professional development. 

………………………………………………………………………………………………… 

2.1.8 Please comment attainment of the purposes of performance appraisal in relation to 

teacher professional development. 

………………………………………………………………………………………………… 

2.2 Express the degree of your agreement by putting a tick mark (✔) under your choice 

regarding performance appraisal criteria 

No  The current criteria of your appraisal; SD  DA  UD A SA 

2.2.1 Teachers participated in setting criteria for their performance 

appraisal 
     

2.2.2 The appraisal criteria is pertinent to the purpose of the 

evaluation 

     

2.2.3 The appraisal criteria enables me to improve my planning and 

preparation skills 

     

2.2.4 The criteria is relevant to enhance my professional 

development 

     

2.2.5 The criteria are relevant to improve my professional 

responsibility 

     

2.2.6 The criteria are appropriate to appraise my teaching 

performance 

     

2.2.7 The criteria can help to enhance my motivation to work      

2.2.8 The criteria can help to strengthen my relationship with school 

management 

     

2.2.9 The criteria can help to strengthen my relationship with students      

2.10 Other importance of the criteria in relation to professional development; please specify 

………………………………………………………………………………………………… 

2.11 Are you satisfied with the criteria of the performance appraisal? 1. No        2. Yes 

 

No The performance appraisal system SD DA UD A  SA 

2.1.1 Identified teachers training needs      

2.1.2  Improved school performance      

2.1.3 Enhanced teacher‟s professional development       

2.1.4 Enhanced the quality of teaching and learning 

process 

     

2.1.5 Motivated  teachers on their job      

2.1.6 Improved teachers relationship with school 

community 
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2.12 What do you suggest for the criteria to contribute to the enhancement of your 

professional development?   

 ..................................................................................................................................................... 

Part Three: Appropriateness of the Appraisal Instruments  

3.1 Do you feel the following instruments contribute to your professional development? 

Please answer by putting a tick (√) mark under “yes” or “No” and give reason for your 

answer on the space provided.  

No Instrument No  Yes Reason  

3.1.1 Principals‟  observation     

3.1.2 Peer observation    

3.1.3 Self-evaluation    

3.1.4 Student achievement reports    

3.1.5 Student evaluation    

3.1.6 PTSA evaluation    

3.1.7 Please comment the effectiveness of these instruments in enhancing your performance. 

…………………………………………………………………………………………………  

3.1.8 Please specify any other instruments in use to measure your performance 

………………………………………………………………………………………………… 

 3.2 How many times are you evaluated by the following instruments in a year? Please put a 

tick mark (✔) under the appropriate rate 

No Instrument None Once Twice Three 

times 

Four 

times 

Continuously 

3.2.1 Principals‟  observation        

3.2.2 Peer observation       

3.2.3 Self-evaluation       

3.2.4 Student achievement reports       

3.2.5 Student observation       

3.2.6 PTSA observation       

3.2.7 Please comment the frequency at which each appraisal need to take place in a year 

………………………………………………………………………………………………… 

Part Four; Implementation of Performance Appraisal 

4.1 Regarding implementation of your performance appraisal, express your agreement or 

disagreement by putting a tick mark (✔) under Yes or No.  

No  In the process of performance appraisal No Yes  

4.1.1 The Principal holds before class supervision discussion   

4.1.2 Principal evaluates my lesson plan & preparation   

4.1.3 Principal visits my class to observe my teaching    

4.1.4 Principal assesses my professional responsibility   

4.1.5 Evaluators evaluate my classroom arrangement and convenience    

4.1.6 Evaluators assess my skills of engaging students in active learning   

4.1.7 Evaluators identify my skills of classroom assessment   

4.1.8 Evaluators identify my skills of giving feedback to student‟s responses    
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4.1.9 Evaluators identify teachers‟ communication with parents    

4.1.10 The Evaluators follow up my support of students with special needs    

4.1.11 The Evaluators follow up my professional growth and development   

4.1.12 The Evaluators evaluate my content and pedagogical knowledge   

4.1.13 The Evaluators evaluate my relationships with student   

4.1.14 The Evaluators evaluate my relationship with school administration   

4.1.15 The Evaluators focus on my performance which are not related to teaching 

learning activities 

  

4.1.16 The Principals hold after class supervision discussion with me   

4.1.17 The principals give me feedback on the strength and weakness of my 

performance 

  

4.1.18 Are you satisfied with the current implementation of your performance appraisal?  

                      1. No                          2. Yes  

4.1.19. Please give your comments on contribution of implementation of the appraisal on 

your professional development 

……………………………………………………………………………………… 

Part Five: The performance appraisal feedback  

5.1 What measures do the principals take after your performance evaluation? Please tick 

under which ever measure you think appropriate (you can choose more than one option).  

No Measure Response  

5.1 Reprimand teachers with low performance  

5.2 Provide incentives for teachers with high performance  

5.3 Guide and counsel teachers on job performance  

5.4 Recommend additional training on the gaps observed  

5.5 Provide necessary resources for improvement educational process  

5.6  Punish teachers with low performance  

5.1.7 Others, please specify ………………………………………………………… 

5.1.8 What are the effects of the measures taken after the appraisal on professional 

development? ……………………………………………………………………………… 

5.1.10 Are you happy with the contribution of the performance appraisal of your school on 

your professional development         1. No                   2. Yes  

5.1.11 If your answer to question 5.1.9 is No, please give your reason 

………………………………………………………………………………………………… 

5.1.12 Do you believe that the performance appraisal has enhanced your professional 

development? 

                     1. No                   2. Yes 

5.1.13 Please explain the relationship between your performance appraisal and your 

professional development.  

………………………………………………………………………………………………… 

Thanks you for your cooperation ones again!  
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Appendix 3: TDVPs’ Guided Interview  

Part One: Purpose of Teacher’s Appraisal 

1.  What are the purposes of teacher’s performance appraisal in your school? 

2. Do you think your teachers` appraisal activities improve teachers’ 

professional development? Why/how? 

Part Two: Criteria of Teacher’s Appraisal  

3. What are the measure criteria of your teacher’s performance appraisal? 

4. Do you feel the criteria are applicable to improve teach teachers’ 

professional development professional development? How? 

Part Three: implementation of Teacher’s Appraisal 

5.  Have you got training on teacher’s performance appraisal?  

6. Do you have experience of appraising teachers? 

7. How many times do you appraise teachers in a year? 

8. What aspects of teacher’s performance do you appraise? 

9. How do you gather information about teacher’s teaching learning 

performance?  

Part Four: Use of Teacher’s performance Appraisal 

10. What measure gaps did you observe in teacher’s performance? 

11. Do you follow up whether these gaps are filled or not? (Are there trainings 

for teachers?) 

12. What changes were observed after each performance appraisal? 

13. What are the challenges of appraising teachers focusing on their 

professional development? 

14. What measures were taken as the result of teacher’s performance? 

15. What are the attitudes of teachers on their performance appraisal? 

16. What do you suggest to be improved in teacher’s appraisal process so that 

their professional development enhanced? 
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Appendix 4: Students’ FGD Guide 

Part one: Regarding Purpose of the Appraisal 

1. Their knowledge about the purpose of teachers` appraisal  

2. What aspects of teacher`s performance do they evaluate 

Part Two: Appraisal Criteria 

3. The measure criteria of the appraisal 

4. Whether the criteria are satisfactory to evaluate their teachers 

5. Are the criteria applicable to enhance teacher‟s professional development? 

Part Three: Implementation of the Appraisal 

6. Regarding orientation on teacher`s performance appraisal 

7. Frequency of appraisal 

8. Procedures they use to appraise teachers 

9. Whether they are serious or lenient on their teachers appraisal 

10. The instruments they use to appraise teachers 

11. Whether they consider performances like: 

 Participating students in teaching learning in the classroom 

 Assessing their learning continuously (checking understanding of all students) 

 Recording and following up their progress 

 Support them to attain competencies 

 Using teaching aids, laboratories 

 Ways of organizing and presenting lessons clearly 

  Giving clear and constructive feedback (encouraging, inspiring and guiding) to 

students` answers and questions 

 Good communication with students 

12. Consulting parents on students` learning  

Part Four: Use of the Appraisal 

13. Their feeling about teacher`s appraisal; contribution to their learning 

14. Reaction of teachers to the performance appraisal 

15. Whether the teachers fill their performance gaps after appraisal 

16. Attitude of teachers towards their performance appraisal 

17. If they have any comment on the teacher`s appraisal 
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Appendix 5: PTSA Interview Guide  

 

Part One: Purpose of Teacher’s Appraisal 

1.  What are the purposes of teacher’s performance appraisal in your school? 

2. Do you think your teachers` appraisal activities improve teachers’ 

professional development? Why/how? 

Part Two: Criteria of Teacher’s Appraisal  

3. What are the measure criteria of your teacher’s performance appraisal? 

4. Do you feel the criteria are applicable to improve teach teachers’ 

professional development professional development? How? 

Part Three: implementation of Teacher’s Appraisal 

5.  Have you got training on teacher’s performance appraisal?  

6. Do you have experience of appraising teachers? 

7. How many times do you appraise teachers in a year? 

8. What aspects of teacher’s performance do you appraise? 

9. How do you gather information about teacher’s teaching learning 

performance?  

Part Four: Use of Teacher’s performance Appraisal 

10. What measure gaps did you observe in teacher’s performance? 

11. Do you follow up whether these gaps are filled or not? (Are there trainings 

for teachers?) 

12. What changes were observed after each performance appraisal? 

13. What are the challenges of appraising teachers focusing on their 

professional development? 

14. What measures were taken as the result of teacher’s performance? 

15. What are the attitudes of teachers on their performance appraisal? 

16. What do you suggest to be improved in teacher’s appraisal process so that 

their professional development enhanced? 
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Appendix 6: Teachers’ Questionnaire Amharic  

 

አዲስ አበባ ዩኒቨርሲቲ 

የትምህርትና ሰነ ባሕሪ ጥናት ኮላጅ 

የትምህርት አመራርና አስተዳደር ድፓርትመት 

                       በመምህራን የሚሞሊ የጥናት መጠይቅ 
ውድ መምህር  

ይህ መጠይቅ በአዲስ አበባ ከተማ መስተዳድር አራዳ ክ/ከተማ የመንግሥት አንደኛ ደረጃ ት/ቤቶች 

የሚያስተምሩ መምህራን የሥራ አፇፃጸም ግምገማ በሙያ እድገታቸው ሊይ ባሇው አስተዋፅዖ ሊይ 

ያሊቸውን ግንዛቤ ሇማጥናት የተጋጀ ነው። የዚህ ጥናት ስኬት የሚወሰነው እርስዎ በሚሰጡት ትክክሇኛ 

መረጃ ሊይ ይሆናሌ። በመሆኑም በመጠይቁ ሇቀረቡት ጥያቄዎች ሁለ በታማኝነት መሌስ እንዲሰጡ 

በትህትና ይጠየቃለ። 

ሇጥያቄዎቹ መሌስ በመስጠት ሂደት ውስጥ የሚከተለትን ነጥቦች በግንዛቤ ውስጥ ያስገቡ፣ 

1. የሚሰጡት መረጃ ሚስጢራዊነቱ ተጠብቆ ሇዚህ ትምህርታዊ ጥናት ፋይዳ ብቻ እንደሚውሌ፤ 

2. በመጠይቁ ውስጥ የቀረቡ ጥያቄዎች በሙለ እኩሌ ፋይዳ ያሊቸው መሆኑና አንዳቸው እንኳ 

ሣይመሇስ ቢቀር የጥናቱን ዓሊማ ስኬት የሚጎዳ መሆኑ፤ 

3. አማራጭ ሊሊቸው ጥያቄዎች በመሌስዎ አንጻር ባሇው ሣጥን ውስጥ የ(√) ምሌክት በማሰቀመጥ 

እንድሁም አስተያየትዎን ሇሚሹ ጥያቄዎች ደግሞ አጠር ያሇ መሌስ በመጻፍ ይመሌሱ፤ 

4. በመጠይቁ ሊይ ስምዎትን መጻፍ አይጠበቅብዎትም። 

ስሇትብብርዎ አስቀድሜ አመሰግናሇሁ! 

 

ክፍሌ አንድ፤  አጠቃሊይ መረጃ 

1.5.  የወረዳ ስም: ________________________________ 

1.6. የት/ቤት ስም: __________________________ 

1.3. ፆታ:   1.3.1 ወንድ         1.3.2 ሴት   

1.4. የአገሌግልት መን መምህርነት 

  1.4.1   3 ዓመትና ከዚያ በታች       1.4.2   4 -10 ዓመት      1.4.3:  11-20 ዓመት     

1.4.4  21 ዓመትና ከዚያ በሊይ  

1.5. የትምህርት ደረጃ 

1.6.1  MA/MSc/MED        1.5.2 B.A/B.Sc/BED        1.5.3 Diploma     

1.5.4 Certificate       1.5.5 ላሊ ከሆነ እባክዎ ይግሇፁ.--------------------------------------------- 

1.7 ተጨማሪ  ሓሊፊነት   

1.6.1: ዲፓርትመንት ሃሊፊ      1.6.2: የፇረቃ ሃሊፊ      1.6.3 የክሇብ አስተባባሪ    

1.6.4 ላሊ ከሆነ እባክዎ ይግሇፁ  -------------------------------------------------------------------- 
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  ክፍሌ ሁሇት፤ የመምህራን የሥራ አፇፃጸም ግምገማ ሥርዓት ስኬታማነት  

2.1 የመምህራን ግምገማ ሥርዓት ከዚህ ቀጥሇው የተረሩትን ዓሊማዎች ስሇማሳካቱ ከተቀመጡ 

ደረጃዎች በሚስማሙበት ሥር የ(√) ምሌክት በማስቀመጥ አስተያየትዎን ይግሇጹ።  

የስምምነት ደረጃዎቹም፣  

በአሌ = በጣም አሌስማማም፣  አሌ = አሌስማማም  ሀየ = ሀሣብ የሇኝም; እስ = እስማማሇሁ እና; በእስ 

= በጣም እስማማሇሁ ናቸው;  

ተ.ቁ የሥራ አፇጻጸም ግምገማዎ ሥርዓት በአሌ አሌ ሀየ እስ በእስ 

2.1.1 የመምህራንን የሥሌጠና ፍሊጎቶች ሇይቶዋሌ       
2.1.2 የት/ቤትን የሥራ አፇጻጸም አሻሽሎሌ      
2.1.3 የመምህራንን ሙያዊ ብቃት አሳድጎዋሌ      
2.1.4 የመማር ማሰተማሩን ሂደት ጥራት አሻሽሎሌ      
2.1.5 መምህራን በሥራቸው ተነሣሽነት እንዲኖራቸው 

አድርጎዋሌ 
     

2.1.6 መምህራን ከት/ቤት ማኅበረሰብ ጋር ያሊቸውን ግንኙነት 
አሻሽሎሌ 

     

2.1.7 እባከዎ ላልች የመምህራንን ሙያዊ እድገት የሚያሻሽለ የተሳኩ ዓሊማዎች ካለ ይግሇጹ 

…………………………………………………………………………………………………………………… 

2.1.8 እባክዎ ከመምህራን ሙያዊ እድገት አንጻር  በግምገማው አሊማዎች ስኬት ሊይ ያሇዎትን 

አስተያት ይግሇፁ  

…………………………………………………………………………………………………………………… 

2.2 የመምህራንን ግምገማ መስፇርቶች አስመሌክቶ ከተሰጡ አማራጮች በሚስማሙት ሥር የ(√) 

ምሌክት በማስቀመጥ አስተያየትዎን ይግሇጹ።   

No  ወቅታዊው የሥራ አፇፃጸምዎ  የግምገማ መስፇርት በአሌ  አሌ  ሀየ እስ በእስ 

2.2.1 የሥራ አፇፃፀም ግምገማውን መስፇርቶች በማጋጀት 
መምህራን ተሣትፇዋሌ 

     

2.2.2 የሥራ አፇፃፀም ግምገማው መስፇርት ከዓሊማው ጋር 
የተጣጣመ ነው 

     

2.2.3 የሥራ አፇፃፀም ግምገማው መስፇርት የትምህርት ዕቅድና 
ዝግጅቴን ሇማሻሻሌ የሚያስችሌ ነው 

     

2.2.4 የሥራ አፇፃፀም ግምገማው መስፇርት  ሙያዊ ብቃቴን 
ሇማሣደግ ተገቢነት አሇው 

     

2.2.5 የሥራ አፇፃፀም ግምገማው መስፇርት  ሙያዊ ሀሊፊነቴን 
ሇማሣደግ ተአማኒነት አሇው 

     

2.2.6 የሥራ አፇፃፀም ግምገማው መስፇርት  የማሰተማር ተግባሬን 
ሇመገምገም የሚያስችሌ ነው 

     

2.2.7 የሥራ አፇፃፀም ግምገማው መስፇርት  የሥራ ተነሳሽነቴን 
ማሣደግ የሚችሌ ነው 

     

2.2.8 የሥራ አፇፃፀም ግምገማው መስፇርት ከት/ቤት አስተዳደሩ ጋር 
ያሇኝን ግንኙነት ሇማሻሻሌ ተገቢነት አሇው  

     

2.2.9 የሥራ አፇፃፀም ግምገማው መስፇርት  ከተማሪዎች ጋር 
ያሇኝን ግንኙነት  ሇማሻሻሌ ተገቢነት አሇው 

     

2.2.10 እባክዎ  ከሙያዊ እድገትዎ አንጻር መስፇቱ ላሊ ፋይዳ ካሇው  ይግሇፁ 

…………………………………………………………………………………………………………… 

2.2.11 በግምገማ መሰፇርቶቹ ረክተዋሌ? ሀ. አሌረካሁም     ሇ. ረክቼአሇሁ 

2.2.12 መስፇርቱ ሙያዊ ብቃትዎን ሇማሣደግ የበሇጠ አስተዋጽዖ እንዲኖረው ሇማድረግ ምን 
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መደረግ/መሻሻሌ አሇበት ይሊለ? 

…………………………………………………………………………………………………………………… 

ክፍሌ ሦስት፤ የመምህራን መገምገሚያ መሣሪያዎች ተገቢነት  

3.1 የሚከተለት የግምገማ መረጃ መሰብሰቢያ መሣሪያዎች ሇሙያዊ ዕደገትዎ አስተዋፅዖ አሊቸው ብሇው 

ያስባለ? እባክዎ መሌስዎን ‘’አዎ” ወይም “አይደሇም” በሚሇው ሥር የ (√) ምሌክት በማስቀመጥ  

ምክንያትዎን በባዶው ቦታ ሊይ ይግሇፁ። 

ተ.ቁ መሣሪያ አይደሇም  አዎ ምክንያት 
3.1.1 የር/መምህራን ምሌከታ     

 
3.1.2 የባሌደረባ ምሌከታ     

 
3.1.3 ራሥን መገምገም     

 
3.1.4 የተማሪዎች ውጤት ሪፖርት      

 
3.1.5 የተማሪዎች ግምገማ      

 
3.1.6 የወ.ተ.መ.ሕ ግምገማ      

 

3.1.7 እባክዎ እነዚህ መሣሪያዎች በሙያዊ እድገትዎ ሊይ ባሊቸው ሚና ሊይ አስተያየትዎን ይስጡ 

…………………………………………………………………………………………………………………… 

3.1.8. እባከዎ ላልች ሇመገምገሚያነት እያገሇገለ ያለ መሣሪያዎች ካለ ይግሇፁ 

…………………………………………………………………………………………………………………… 

3.2 በሚከተለት የግምገማ መሣሪያዎች በዓመት ምን ያህሌ ጊዜ ይገመገማለ? እባክዎ ከተቀመጡት 

አማራጮች በመረጡት ሥር (✔) በማስቀመጥ ይመሌሱ 

ተ.ቁ መሣሪያ ምንም 1 ጊዜ  2 ጊዜ  4 ጊዜ   ያሇማቋረጥ 
3.2.1 የር/መምህራን ምሌከታ       
3.2.2 የሥራ ባሌደረባ ምሌከታ       
3.2.3 ራስን መገምገም      
3.2.4 የተማሪዎች ውጤት ሪፖርት      
3.2.5 የተማሪዎች ግምገማ      
3.2.6 የወ.ተ.መ.ሕ ግምገማ      

3.2.7 እባክዎ እነዚህ መሣሪያዎች በዓመት ምን ያህሌ ጊዜ ሥራ ሊይ መዋሌ እንደሚገባቸው ላሊ ሀሣብ 

ካሇዎት ይግሇጹ 

………………………………………………………………………………………………………………… 

ክፍሌ አራት፣ የመምህራን የሥራ አፇፃፀም ግምገማ አተገባበር  

4.1 የሥራ አፇፃፀምዎን ግምገማ አተገባበር አስመሌክቶ በሚከተለት ሀሣቦች ሊይ መስማማት 

    አሇመሰማማትዎን በ”አይደሇም” ወይም “አዎ” ሥር የ”✔”ምሌክት በማስቀመጥ ይግሇፁ 

ተ.ቁ  የሥራ አፇፃፀም ግምገማ ውስጥ  አይደሇም  አዎ  
4.1.1 ር/መምህራን ከእኔ ጋር የቅድመ ግምገማ ውይይት ያደርገጋለ   
4.1.2 ር/መምህራን የማስተማር ዕቅዶችና ዝግጅቶቼን ይገመግማለ    
4.1.3 ር/መምህራን የማስተማሪያ ክፍልቼን በመጎብኘት ሣስተምር ይገመግሙኛሌ     
4.1.4 ር/መምህራን የሙያ ብቃቴን ይገመግማለ   
4.1.5 ገምጋሚዎች የማስተማሪያ ክፍላን አደረጃጀት ምቹነት ይገመግማለ   
4.1.6 ገምጋሚዎች አሳታፊ የትምህርት አቀራረብ አተገባበሬን ይከታተሊለ   
4.1.7 ገምጋሚዎች የክፍሌ ውስጥ ተከታታይ ምና  አፇፃፀሜን  ይገመግማለ   
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4.1.8 ገምጋሚዎች የክፍሌ ውስጥ ግብረ መሌስ አፇፃፀሜን  ይገመግማለ    
4.1.9 ገምጋሚዎች  ከወሊጆች ጋር የማደርገውን ግንኙነት ይገመግማለ   
4.1.10 ገምጋሚዎች ሌዩ ፍሊጎት ሊሊቸው ተማሪዎች የማደርገውን ድጋፍ ይከታተሊለ    
4.1.11 ገምጋሚዎች ሙያዊ ዕድገቴንና ሌማትን ይከታተሊለ    
4.1.12 ገምጋሚዎች የይትና የፔዳጎጂ እውቀቴን ይገመግማለ    
4.1.13 ገምጋሚዎች ከተማሪዎች ጋር ያሇኝን ግንኙነት ይገመግማለ    
4.1.14 ገምጋሚዎች ከት/ቤት አስተዳደር ጋር ያሇኝን ግንኙነት ይገመግማለ   
4.1.15 ገምጋሚዎች መማር ማስተማር ባሌሆኑ ተግባራቶች ሊይ ትኩረት ይሰጣለ   
4.1.16 ር/መምህራን ከእኔ ጋር የድህረ ግምገማ ውይይት ያደርጋለ   
4.1.17 ር/መምህራን በጠንካራና ደካማ አፇፃፀሜ ሊይ ገንቢ የሆነ ግብረ መሌስ ይሰጡኛሌ    

4.1.18 በወቅታዊው የሥራ አፇፃፀም ግምገማዎ ረክተዋሌ? 

              ሀ. አሌረካሁም         ሇ. ረክቸአሇሁ 

4.1.19 እባክዎ የግምገማ አፇፃፀሙ በሙያዊ እድገትዎ ሊይ ባሇው አስተዋጽዖ ያሇዎትን አስተያየት 

ይስጡ ………………………………………………………………………………………………………… 

ክፍሌ አምስት: የመምህራን የሥራ አፇፃፀም ግምገማ ግብረመሌስ  

5.1 ከግምገማ በኋሊ ር/መምራን ምን ዓይነት እርምጃ ይወስዳለ? ትክክሌ በሚለት መሌስ ትይዩ የ”

✔”ምሌክት ያስቀምጡ። ከአንድ መሌሰ በሊይ ሉሰጡ ይችሊለ 

ተ.ቁ እርምጃ መሌስ  
5.1.1 ዝቅተኛ አፇጻፀም ያሊቸው መምህራንን ይገስጻለ   
5.1.2 ከፍተኛ አፇጻፀም ሊሊቸው መምህራን ማበረታቻ ይሰጣለ   
5.1.3 በሥራ አፇጻጸም ሊይ ሇመምህራን መመሪያና ምክር ይሰጣለ   
5.1.4 በመምህራን የአሰራር ክፍተቶች ሊይ ስሌጠና ያመቻቻለ   
5.1.5 አስፇሊጊ አቅርቦቶችን በማመቻቸት የትምህርቱን ሂደት ያሻሽሊለ  
5.1.6 ዝቅተኛ አፇጻፀም ያሊቸው መምህራንን ይቀጣለ  

5.1.7 ላሊ የሚወሰድ እርምጃ ካሇ ይግሇጹ …………………………………………………………………… 

5.1.8 ሥራ አፇጻጸም ግምገማን ተከትል የሚወሰዱ እርምጃዎች በሙያዊ እድገትዎ ሊይ ያሊቸው 

አስተዋጽኦ ምንድን ነዉ? እባክዎ አስተያየትዎን ይግሇፁ ----------------------------------------------------------- 

5.1.9 ስሌጠናዎች ከተሰጡ በኃሊ መምህራን የሚያሣዩትን መሻሻሌ ይገመግምለ?  

          ሀ. አይደሇም        ሇ. አዎ 

5.1.10 በትምህርት ቤትዎ በሚከናወነው የሥራ አፇጻጸም ግምገማ በሙያዊ እድገትዎ ሊይ ባሇው 

አስተዋጽዖ ደስተኛ ነዎት?  ሀ. አይደሇም     ሇ. አዎ 

5.1.11 ሇ ጥያቄ 5.1.9 መሌስዎ አይደሇም ከሆነ ምክንያትዎን ይግሇጹ 

…………………………………………………………………………………………………………………… 

5.1.12 የሥራ አፇፃፀም ግምገማው ሙያዬን አሳድጎሌኛሌ ብሇው ያምናለ? 

                   ሀ. አይደሇም     ሇ. አዎ    

5.1.13 እባክዎ በሥራ አፇፃፀም ግምገማውና በሙያዊ እድገትዎ ግንኙነት ሊይ ያሇዎትን አጠቃሊይ 

አስተየት ይስጡ. 

…………………………………………………………………………………………………………………… 

  ስለ ትብብርዎ በድጋሚ አመሰግናለሁ! 
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Appendix 7: Principals Questionnaire Amharic  

 

አዲስ አበባ ዩኒቨርሲቲ 

የትምህርትና ሰነባሕሪ ጥናት ኮላጅ 

የትምህርት አመራርና አስተዳደር ድፓርትመት 

በር/መምህር የሚሞሊ መጠይቅ 

ውድ ር/መምህር 

ይህ መጠይቅ በአዲስ አበባ ከተማ መስተዳድር አራዳ ክ/ከተማ የመንግሥት አንደኛ ደረጃ ት/ቤቶች 

የሚያስተምሩ መምህራን የሥራ አፇፃጸም ግምገማ በሙያ እድገታቸው ሊይ ባሇው አስተዋፅዖ ሊይ 

ያሊቸውን ግንዛቤ ሇማጥናት የተጋጀ ነው።የዚህ ጥናት ስኬት የሚወሰነው እርስዎ በሚሰጡት ትክክሇኛ 

መረጃ ሊይ ይሆናሌ። በመሆኑም በመጠይቁ ሇቀረቡት ጥያቄዎች ሁለ በታማኝነት መሌስ እንዲሰጡ 

በትህትና ይጠየቃለ። 

ሇጥያቄዎቹ መሌስ በመስጠት ሂደት ውስጥ የሚከተለትን ነጥቦች በግንዛቤ ውስጥ ያስገቡ፣ 

5. የሚሰጡት መረጃ ሚስጢራዊነቱ ተጠብቆ ሇዚህ ትምህርታዊ ጥናት ፋይዳ ብቻ እንደሚውሌ፤ 

6. በመጠይቁ ውስጥ የቀረቡ ጥያቄዎች በሙለ እኩሌ ፋይዳ ያሊቸው መሆኑና አንዳቸው እንኳ 

ሣይመሇ ስቢቀር የጥናቱን ዓሊማ ስኬት የሚጎዳ መሆኑ፤ 

7. አማራጭ ሊሊቸው ጥያቄዎች በመሌስዎ አንጻር ባሇውሣጥን ውስጥየ(√) ምሌክት በማሰቀመጥ 

እንድሁም አስተያየትዎን ሇሚሹ ጥያቄዎች ደግሞ አጠር ያሇ መሌስ በመጻፍ ይመሌሱ፤ 

8. በመጠይቁ ሊይ ስምዎትን መጻፍ አይጠበቅብዎትም። 

ስሇትብብርዎ አስቀድሜ አመሰግናሇሁ! 

 

ክፍሌ አንድ፤ አጠቃሊይ መረጃ 

1.7. የወረዳ ስም: ________________________________ 

1.8. የት/ቤት ስም: __________________________ 

1.3. ፆታ: 1.3.1 ወንድ          1.3.2  ሴት 

1.4.የአገሌግልት መን በር/መምህርነት 

1.4.1:  3 ዓመትና ከዚያ በታች         1.4.2:  4 -10 ዓመት        1.4.3: 11-20 ዓመት 

1.4.4:  21 ዓመትና ከዚያ በሊይ 

1.5. የትምህርት ደረጃ 

1.7.1 MA/MSc/MED     1.5.2: B.A/B.Sc/BED      1.5.3:  Diploma    

1.5.4: Certificate     1.5.5 ላሊ ከሆነ እባክዎ ይግሇፁ.--------------------------------------------- 

1.8 ሓሊፊነት 

1.6.1: ር/መምህር      1.6.2: የመምህራን ሌማት ም/ር/መምህር 

1.6.3: የመማር ማስተማር ም/ር/መምህር     1.6.4 የአደረጃጀት ም/ር/መምህር 

1.6.5 ላሊ ከሆነ እባክዎ ይግሇፁ --------------------------------------------------- 
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ክፍሌ ሁሇት፤ የመምህራን የሥራአፇፃጸም ግምገማ ሥርዓት ስኬታማነት 

2.1 የመምህራን ግምገማ ሥርዓት ከዚህ ቀጥሇው የተረሩትን ዓሊማዎች ስሇማሳካቱ ከተቀመጡ 

ደረጃዎች በሚስማሙበት ሥር የ(√) ምሌክት በማስቀመጥ አስተያየትዎን ይግሇጹ።  

የስምምነት ደረጃዎቹም፣  

በአሌ = በጣም አሌስማማም፣  አሌ=አሌስማማም፤  ሀየ = ሀሣብየሇኝም; እስ = እስማማሇሁ እና;  

በእስ = በጣም እስማማሇሁ ናቸው;  

ተ.ቁ የሥራ አፇጻጸም ግምገማዎ ሥርዓት በአሌ አሌ ሀየ እስ በእስ 

2.1.1 የመምህራንን የሥሌጠና ፍሊጎቶች ሇይቶዋሌ      
2.1.2 የት/ቤትን የሥራ አፇጻጸም አሻሽሎሌ      
2.1.3 የመምህራንን ሙያዊ ብቃት አሳድጎዋሌ      
2.1.4 የመማር ማሰተማሩን ሂደት ጥራት አሻሽሎሌ      
2.1.5 መምህራን በሥራቸው ተነሣሽነት እንዲኖራቸው 

አድርጎዋሌ 
     

2.1.6 መምህራን ከት/ቤት ማኅበረሰብ ጋር ያሊቸውን ግንኙነት 
አሻሽሎሌ 

     

2.1.7 እባከዎ ላልች የመምህራንን ሙያዊ እድገት የሚያሻሽለ የተሳኩ ዓሊማዎች ካለ ይግሇጹ 

…………………………………………………………………………………………………………………… 

2.1.8 እባክዎ ከመምህራን ሙያዊ እድገት አንጻር በግምገማው አሊማዎች ስኬት ሊይ ያሇዎትን አስተያት 

ይግሇፁ 

…………………………………………………………………………………………………………………… 

2.2 የመምህራንን ግምገማ መስፇርቶች አስመሌክቶ ከተሰጡ አማራጮች በሚስማሙት ሥርየ(√) 

ምሌክት በማስቀመጥ አስተያየትዎን ይግሇጹ።  

No  ወቅታዊው የሥራ አፇፃጸምዎ የግምገማ መስፇርት በአሌ አሌ ሀየ እስ በእስ 

2.2.1 የሥራ አፇፃፀም ግምገማውን መስፇርቶች በማጋጀት 
መምህራን ተሣትፇዋሌ 

     

2.2.2 የሥራ አፇፃፀም ግምገማው መስፇርት ከዓሊማው ጋር 
የተጣጣመ ነው 

     

2.2.3 የሥራ አፇፃፀም ግምገማው መስፇርት የመምህራንን 
የትምህርት ዕቅድና ዝግጅት ሇማሻሻሌ የሚያስችሌነው 

     

2.2.4 የሥራ አፇፃፀም ግምገማው መስፇርት የመምህራንን ሙያዊ 
ብቃት ሇማሣደግ ተገቢነት አሇው 

     

2.2.5 የሥራ አፇፃፀም ግምገማው መስፇርት የመምህራንን ሙያዊ 
ሀሊፊነት ሇማሣደግ ተአማኒነት አሇው 

     

2.2.6 የሥራ አፇፃፀም ግምገማው መስፇርት የመምህራንን 
የማሰተማር ተግባር ሇመገምገም የሚያስችሌ ነው 

     

2.2.7 የሥራ አፇፃፀም ግምገማው መስፇርት የመምህራንን የሥራ 
ተነሳሽነት ማሣደግ የሚችሌ ነው 

     

2.2.8 የሥራ አፇፃፀም ግምገማው መስፇርት መምህራን ከት/ቤት 
አስተዳደር ጋር ያሊቸውን ግንኙነት ሇማሻሻሌ ተገቢነት አሇው 

     

2.2.9 የሥራ አፇፃፀም ግምገማው መስፇርት መምህራን ከተማሪዎች 
ጋር ያሊቸውን ግንኙነት ሇማሻሻሌ ተገቢነት አሇው 

     

2.2.10 እባክዎ ከመምህራን ሙያዊ እድገት አንጻር መስፇቱ ላሊ ፋይዳ ካሇው ይግሇፁ 

…………………………………………………………………………………………………………… 

2.2.11 በግምገማ መሰፇርቶቹ ረክተዋሌ? ሀ. አሌረካሁም        ሇ. ረክቼአሇሁ 

2.2.12 መስፇርቱ የመምህራንን ሙያዊ ብቃት ሇማሣደግ የበሇጠ አስተዋጽዖ እንዲኖረው ሇማድረግ ምን 
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መደረግ አሇበት ይሊለ? 

…………………………………………………………………………………………………………………… 

ክፍ ሌሦስት፤ የመምህራን መገምገሚያ መሣሪያዎች ተገቢነት 

3.1 የሚከተለት የግምገማ መረጃ መሰብሰቢያ መሣሪያዎች ሇመምህራን ሙያዊዕደገት አስተዋፅዖ 

አሊቸው ብሇው ያስባለ? እባክዎ መሌስዎን ‘’አዎ” ወይም “አይደሇም” በሚሇው ሥር የ (√) ምሌክት 

በማስቀመጥ ምክንያትዎን በባዶው ቦታ ሊይ ይግሇፁ። 

ተ.ቁ መሣሪያ አይደሇም አዎ ምክንያት 
3.1.1 ር/መምህራን ምሌከታ    
3.1.2 የባሌደረ ባምሌከታ    
3.1.3 ራሥን መገምገም    
3.1.4 የተማሪዎች ውጤት ሪፖርት    
3.1.5 የተማሪዎች ግምገማ    
3.1.6 የወ.ተ.መ.ሕ ግምገማ    

 

3.1.7 እባክዎ እነዚህ መሣሪያዎች በመምህራን ሙያዊ እድገት ሊይ ባሊቸው ሚና ሊይ አስተያየትዎን 

ይስጡ 

…………………………………………………………………………………………………………………… 

3.1.8.እባከዎ ላልች ሇመገምገሚያነት እያገሇገለ ያለ መሣሪያዎች ካለይ ግሇፁ  

…………………………………………………………………………………………………………………… 

3.2 በሚከተለት የግምገማ መሣሪያዎች መምህራን በዓመት ምን ያህሌ ጊዜ ይገመገማለ? እባክዎ 

ከተቀመጡት አማራጮች በመረጡት ሥር (✔) በማስቀመጥ ይመሌሱ 

ተ.ቁ መሣሪያ ምንም 1 ጊዜ 2 ጊዜ 4 ጊዜ ያሇማቋረጥ 
3.2.1 የር/መምህራን ምሌከታ      
3.2.2 የሥራ ባሌደረባ ምሌከታ      
3.2.3 ራስን መገምገም      
3.2.4 የተማሪዎች ውጤት ሪፖርት      
3.2.5 የተማሪዎች ግምገማ      
3.2.6 የወ.ተ.መ.ሕ ግምገማ      

3.2.7 እባክዎ እነዚህ መሣሪያዎች በዓመት ምን ያህሌ ጊዜ ሥራ ሊይ መዋሌ እንደሚገባቸው ላሊ ሀሣብ 

ካሇዎት ይግሇጹ 

………………………………………………………………………………………………………………… 

ክፍሌ አራት፣ የመምህራን የሥራ አፇፃፀም ግምገማ አተገባበር 

4.1 የመምህራንን ሥራ አፇፃፀም ግምገማ አተገባበር አስመሌክቶ በሚከተለት ሀሣቦች ሊይ መስማማት 

አሇመሰማማትዎን በ”አይደሇም” ወይም “አዎ” ሥር የ”✔”ምሌክት በማስቀመጥ ይግሇፁ 

ተ.ቁ የሥራ አፇፃፀም ግምገማ ውስጥ አይደሇም አዎ 
4.1.1 ከመምህራን ጋር የቅድመ ግምገማ ውይይት አደርጋሇሁ   
4.1.2 የመምህራንን የማስተማር ዕቅዶችና ዝግጅቶችን እገመግማሇሁ   
4.1.3 የማስተማሪያ ክፍልችን በመጎብኘት መምህራን ሲያስተምሩ እገመግማሇሁ   
4.1.4 የመምህራንን ሙያ ብቃት እገመግማሇሁ   
4.1.5 የመምህራንን የማስተማሪያ ክፍሌ አደረጃጀት ምቹነት እገመግማሇሁ   
4.1.6 የመምህራንን አሳታፊ የትምህርት አቀራረብ አተገባበር እከታተሊሇሁ   
4.1.7 የመምህራንን የክፍሌ ውስጥ ተከታታይ ምና አፇፃፀም እገመግማሇሁ   
4.1.8 መምህራን በክፍሌ ውስጥ ሇተማሪዎች የሚያደርጉትን ግብረ መሌስ አፇፃፀም 

እገመግማሇሁ 
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4.1.9 መምህራን ከወሊጆች ጋር የሚደርጉትን ግንኙነት እገመግማሇሁ   
4.1.10 መምህራን ሌዩ ፍሊጎት ሊሊቸው ተማሪዎች የሚያደርጉትን ድጋፍ እከታተሊሇሁ   
4.1.11 የመምህራንን ሙያዊ ዕድገትና ሌማትን እከታተሊሇሁ   
4.1.12 የመምህራንን የይትና የፔዳጎጂ እውቀት እገመግማሇሁ   
4.1.13 መምህራን ከተማሪዎች ጋር ያሊቸውን ግንኙነት እገመግማሇሁ   
4.1.14 መምህራን ከት/ቤት አስተዳደር ጋር ያሊቸውን ግንኙነት እገመግማሇሁ   
4.1.15 ገምጋሚዎች መማር ማስተማር ባሌሆኑ ተግባራት ሊይ ትኩረት ይሰጣለ   
4.1.16 ከመምህራን ጋር የድህረ ግምገማ ውይይት አደርጋሇሁ   
4.1.17 በመምህራን ጠንካራና ደካማ አፇፃፀሞች ሊይ ገንቢ የሆነ ግብረ መሌስ እሰጣሇሁ   

 

4.1.18 በወቅታዊው የሥራ አፇፃፀም ግምገማዎ ረክተዋሌ? ሀ. አሌረካሁም      ሇ. ረክቸአሇሁ 

4.1.19 እባክዎ በግምገማ አፇፃፀሙ ሊይ ያሇዎትን አስተያየት ይስጡ 

…………………………………………………………………………………………………………………… 

ክፍሌ አምስት: የመምህራን የሥራ አፇፃፀም ግምገማ ግብረ መሌስ 

5.1 ከግምገማ በኋሊ ምን ዓይነት እርምጃ ይወስዳለ? ትክክሌ በሚለት መሌስ ትይዩ የ”✔” ምሌክት 

ያስቀምጡ። ከአንድ መሌስ በሊይ ሉሰጡ ይችሊለ 

ተ.ቁ እርምጃ መሌስ 
5.1.1 ዝቅተኛ አፇጻፀም ያሊቸው መምህራንን እገስጻሇሁ  
5.1.2 ከፍተኛ አፇጻፀም ሊሊቸው መምህራን ማበረታቻ እሰጣሇሁ  
5.1.3 በሥራ አፇጻጸም ሊይ ሇመምህራን መመሪያና ምክር እሰጣሇሁ  
5.1.4 በመምህራን የአሰራር ክፍተቶች ሊይ ስሌጠና አመቻቻሇሁ  
5.1.5 አስፇሊጊ አቅርቦቶችን በማመቻቸት የትምህርቱን ሂደት አሻሽሊሇሁ  
5.1.6 ዝቅተኛ አፇጻፀም ያሊቸው መምህራንን እቀጣሇሁ  

5.1.7 ላሊ የሚወሰድ እርምጃ ካሇ ይግሇጹ 

…………………………………………………………………………………………………………………… 

5.1.8 ሥራ አፇጻጸም ግምገማን ተከትል የሚወሰዱ እርምጃዎች በመምህራን ሙያዊ እድገት ሊይ 

ያሊቸው አስተዋጽኦ ምንድን ነዉ? እባክዎ አስተያየትዎን ይግሇፁ ------------------------------------------------

------------------------------------------------------------------------------------------------------------------------------------ 

5.1.9 ስሌጠናዎች ከተሰጡ በኃሊ መምህራን የሚያሣዩትን መሻሻሌ ይገመግምለ?  

ሀ. አይደሇም     ሇ. አዎ 

5.1.10 በትምህርት ቤትዎ በሚከናወነው የሥራ አፇጻጸም ግምገማ በመምህራን ሙያዊ እድገት ሊይ 

ባሇው አስተዋጽዖ ደስተኛ ነዎት? 

                   ሀ. አይደሇም     ሇ. አዎ 

5.1.11 ሇ ጥያቄ 5.1.9 መሌስዎ አይደሇም ከሆነ ምክንያትዎን ይግሇጹ 

…………………………………………………………………………………………………………………… 

5.1.12 የሥራ አፇፃፀም ግምገማው የመምህራንን ሙያ አሳድጎዋሌ ብሇው ያምናለ? 

                   ሀ. አይደሇም     ሇ. አዎ 

5.1.13 እባክዎ በሥራ አፇፃፀም ግምገማውና በመምህራን ሙያዊ እድገት ግንኝነት ሊይ ያሇዎትን 

አጠቃሊይ አስተየት ይስጡ። 

   ስለትብብርዎ በድጋሚ አመሰግናለሁ! 
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Annex: Appraisal Tools 

 

 

 

 

 

 

 

 

 

 


