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Abstract 

This slI/dy was condllcled 10 examine Teachers PeJjumlClnce Appraisal systelll in 

General Secondwy schools of JilJ'lllla Zone. Orolllia Naliollal Regional Siale. In order 

10 lIIeet the objective of the sludy, descriptive survey 1I'OS employed as lIIelhod of 

research. Sill1ple randoll1 and purposive s({lIIpling lechnilJlles lPere employed 10 seleci 

woredas, supervisors, schools, princl]Jals and teachers. Six supervisors, fourleen 

principals and 112 leachers drawn from sample Woredas and schools were subjecls 

0/ litis sliidy. Questionnaire, inlerview and docullleni allalysis were dala galhering 

lools elllployed for data colleclioll, while, stOlislical lools percel1lage, chi-square, 

weigilled mean and mean score were used to analyze daia. The findings of the sll/dy 

shOlI'ed Ihal. the current .system of TPA lIIainly serve SUlIIlIlCltive (adlllinisirative) 

PIlJPoses. while developlllemal purpose given less atlel7lion. The appraisal criteria 

have been found to lack objectivity to appraise teachers work and lack reliability (0 

decide on teachers' behavior. In addilion Ihe forlllulation of teachers peljorll1ance 

appraisal criteria were the sale responsibility of principals in lPhich teachers were 

nol fitl ly involved in developing TPA criteria. Furtherlllore, principals who run TPA 

in General Secondat)1 Schools were 1101 skillful to appraise teachers' peljorlllance 

e.IJectively. Lack of principals' skill and experience, low parlicipation of leachers in 

developing appraisal criteria, lack of adequate train ing given 10 principals and 

leoc/lers, lack of belle I' rewarding syslem and lack of lillie I)' feedback to leachers were 

founclto be Ihe majorjClcLOrs ihat affect the i177plelllel1lation ofTPA. Hence, Ihe TPA 

.\yytelJl \vere seems ineffeclive to achieve its {Jwpose due 10 Ihese hinderingfaclOrs. To 

less()11 Ihese problelJls il is therefore suggested Ihal involving teachers in developing 

criteria, providing adequale and ongoing Imining to principals and teachers, 

illlj) l'Oving the relvarding .\yslell1 of good peljorl7lance and giving I ill1e Iy feedback to 

leae/lers based on their peljorlJlance lvere solutionsfonvarded. Based onlhe research 

fin ding and conclusion, recom/llendation fO l1 varded include developing principals 

appmising capacity through contin1l0us training, recruit and assign qualified person 

for principal, jClcilitale the participation of leachers in developing TPA criteria 

,illlprove tlllo-way communication inforlllalion , arrange grievance procedures and 

consider peer and self Appraisal to minimize appraisal bias and taking right decision. 

vii 



CHAPTER ONE 

1. INTRODUCTION 

This chapter deals with the problem and its approach. It conta ins background of the 

study. statement of the problem, objective of ihe stud y, significance of the study. 

delimitation of the study, limitation of the study. definition of terms and organization 

of the study. 

1.t. Background of the Study 

Formal organization is established with definite goa l and objectives to accomplish. 

Any orga ni zation ultimately produces certain output in the form of goods or services 

intended to benefit a given target population. Once an organization is made to exist, 

there is the need for competent management or administrat ion to guide and coordinate 

the effo rt of work group so as to keep the system going. Among the various work 

groups or resources organ izati on employees, it is human resource that supp li es the 

talent, ski ll creativity, and leadership to effectively and efficiently utilize other 

resources for the successful rea lization of des ired organizational objectives (S izi lagy i; 

1981: 123) 

Educational systems like any other for ll1 al organ ization are hierarchically structured 

with desired fo rmal relationship between the centra l adm inistration and basic units. 

Along the overa ll system of educational ladders there al'e some systems each 

independen t and yet unite together to fit one complex system. The general secondary 

schools, for instance, fo rm basic units and system by itself. For the achievement of 

such system goa ls, the school administration plays pivotal role in hand ling of 

resource, particularly human resources (Danielson. 2000: 139). 

Education is base for social and econom ic development of any soc iety by preparing 

we ll informed responsible and productive citi zens who can adapt themselves to every 

changing environment (MOE 1996). ln educational system the goa l of teaching and 

learning process is to change and shape the behavior of studen ts. Basically the 

achievement of this goa l depends mai nly on the performance of teachers and they 

have to be continuously motivated and up graded so as to improve the quality of 

teaching. 
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Schools are important inst itutions that support and promote the rap id socio- economic 

development of society by producing the necessary human power. Schools are 

estab li shed to fac ilitate teaching learning process and ::IS any organiza ti ons have their 

own educational obj ectives to be attained. The level of ac hievement of ed ucational 

goa ls ,vas highl y influenced by perfo rmance of teachers. principals, students and 

society in general. In this connection Hunlock and Settle ( 1990: 124) stated " . .. how 

we ll the program is meeting its purpose , and to the j udgment of whether the 

outcomes are good or bad .. .. appraisa l is the process by which we descri be how well 

we are doing". 

Performance appraisa l IS a major issue practiced in human resource management 

almost in all organizations irrespecti ve of thei r object ives. because they are in terested 

in assess ing how we ll their employees had been perfo rm ing. As to Dess ler ( 1997) 

Cited in Teshome (2009:8) perfo rmance appraisal service as means for compari ng the 

subordinate actual perfo rmance with already set standard. Apprai sa l of teachers' 

performance has primarily been related to eva luati ng teaching personnel. 

The success and the fa ilure of any organ ization was reali zed when performance 

appra isa l is properly done. Pe rfo rmance appraisa l is one of the strategies to test 

whether an organization achieves its goal or not. Organ izations have employed 

performance ap praisa l for manage ri al decision: that is fo r employee's promotion, 

tr::lnsfer and terminat ion. It also helps to identify emp loyees' deve lopment need and 

giving proper training in order to improve the employees' perfo rmance in an 

organi zation (Y ilma, 2007 : 9) 

Performance apprai sa l is of the importa nt task of any manager of forma l organizati on. 

It is related with the goals that have been set by respecti ve organization. Regarding 

the need for performance appraisa l Zaudneh (1987:86) states that orga nizations, small 

or large, maintain thei r ex istence and surviva l by work ing with and through people . .. 

each employee is supposed to expand hi s labor to achieve the orga nizations goa l. But 

people do not exert equal eff0l1s. In order to di scriminate those who exel1 less effort , 

the situation call s per!'ormance eva luation. 

Therefore performance appraisal becomes the concern of people and organizations 

due to its relationship with goals. which are funct ional fo r individual. and the 
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organization. Since it is matter of judgment. appraisa l presupposes continuous 

process. which focuses on the development or improvement of perl or mance. 

According to Olson, as cited by Yilma (2007: 4) states that , true appraisal include 

review and development in which boss and subord inate look at how things are going 

and plan future work based on their joillL view. He al so li sred that evaluating an 

employee 's performance as objectively as possible aga inst pecified job goals. 

providing the basis for improving job performance and provision of informati on about 

the performance and development needs of employees to enhance future personnel 

decisions about job assignments, promotion, transfe r and termination to achieve 

greater use of employee skills and capability directly and in directly are the major 

ob.iecti ves 0 f performance appra isal. 

Major factors associated with education quality relates to teachers quality. Supporting 

thi s idea (Barber and lviourshed, 2007; 40) stated that "The quality of education 

system cannot exceed the quality of teachers" . Teachers e ffectiveness matters, the 

research demonstrates that teachers effectiveness contributes more to improve 

students' academic outcome that any other schoo l characteri sti cs that an effective 

principals are central to support teachers and leading school improvement (Murphy et 

al. 2006 ; Ri vinet . vvaters eLal, 2003) 

Nowaday cOll1pre he l~ s ive attempts have been made to take educa tional reform within 

the aim of improving school performance. I-Iuman resource is the crucial and in 

dispensable input in the sector of ed ucation. Tn thi s way performance eva luation plays 

important role to make educational reform and schoo l improvement more effect ive. 

Slich performance appraisal service for making managerial decision more efficient by 

helping managers to identify training needs to fill the gap between that actually exist 

and the expected one Chandan 1999 cited in Teshome 2009:7). 

A system of performance appraisal is set aiming at improving teacher 's competence. 

Providing opportunity for teachers to develop their professional skills and setting for 

two ways com munication about school system and individual sraff members goals, 

objectives and other performance related concerns to ensure the students are provided 

high quality instruction are the main purpose of teachers performance appraisal 

explained ( Webb and Norton; 1999) 
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The central role in the organization of school is played by prilll:ipa is. I3lase (1990) 

assert"s in Yilma (2007:5) that "A mong all schools administrators. the principal is now 

seen as having the greatest impact on teachers perfo rmance and students lea rning, and 

as result is being he ld more accountable for ed ucat ional outcome". Teachers' 

performance appraisa l is one of the most sensitive human, profess ional and 

organizational aspect of school system (Popham, 1973 :83).Performance appraisa l 

mi ght be the cause of promotion, demotion or di smissa l of teachers'and also difficult 

task that schoo l principal s cope up with in the ir school task. In typical teachers' 

eva luation. it is mostl y the principals and some ass istant principals who do teachers 

evaluation . 

Principals are instructional leaders for all programs in schoo ls (Goor el. al .1997). The 

success of a school is determined largely by the role of principals who are responsible 

for activities of teachers' eva luation, students discipline and several others. The 

expected responsibility also includes mon itoring and eva luating the quality of 

instruction to meet assessment requirement and promote mutually respectful 

environment for staff. 

High quality teaching is essential to improve stuclent' s outcome and reducing gaps in 

student 's achievement. The teachers' performance app raisal prov ides teachers 'with 

meaning full appraisal that encourage profess ional learning and growth. The process 

is designed to foster teachers development and identify opportunity fo r add itional 

support where required to improve teaching which lead to quality education 

(Danielson, 2000). 

Though, principals have delegated authority to implement teachers' performance 

appraisal against the professional standard s. it is difficult task that school principals 

cope up with their school task (West-Burnham 1994 cited in Yilma 2007:3 1). l-Ience. 

teachers' perfo rmance appraisal was expected to im prove teachers and teaching, 

however. it requires skilled and competent profess ionals in implementing effective 

teachers' performance appraisal system for effect ive teaching. There are problems 

that can be attributed to teachers performance appraisa l system in addition to 

personnel characteristics of professionals and school climate which influences the 

objective ohhe system .. 
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Different researches were conducted on teachers' perlo rmance app raisa l and identi fy 

some maj or problems of teachers' performance appraisa l in genera l secondary schools 

of Ethiopia. For example Tigist (20 I 0: 80-82) reported that appraise rs bias. poor 

administration ofTP A process, un relatedness of appraisa l cri te ri a to teachers role and 

lack of timely feedback for both poor and good performance were the maj or prob lems 

that aA'ect teachers performance appraisal in general secondary schools. 

Yilma(2007: 108)concluct research on practices and probl ems of ROTPA currently 

practiced and identiFy problems that incompetence of principals to appraise teachers 

performance objective ly ,inadequacy of training given to teachers ane! principals and 

exc luding teachers traits were some suggested problems that were revealed when 

TPA has been practi ced in schoo ls. This research also indicates that the extent to 

which teachers in vo lved to revise and develop appraisa l criteria was low. This leads to 

un com mitment and di ssati sfacti on of teachers with performance appraisa l results. 

Even though the above prob lems encoun te red TPA system were ident i fled by 

dille rent researchers :;till there are gaps that left to be fill ed by conducting research 

.Some of them were ambi guity on appraisa l purpose and criteria, examining 

principals' competence in apprai sing teachers' perfo rmance objective ly and the like 

were still gaps that need further invest igation. Hence, taken as innovative principal 

activity, and given its considerable im portance to teachers devc lopment, improve 

students achievemcnt and school success, c 'amining teachers' performance appraisal 

system genera l secondary schools of Jimma Zone,Ormia Nati onal Regiona l State 

becomes area 01' interest for researcher. 

J illlma Zone is one of the zones in the Orom ia Region of Ethi opia. The zone is found 

in the southern part of Oroillia Region that has common boundaries with western 

Showa, East wo llega, lIubabor, South West Showa Zones of Orom ia Region and 

South Peoples Nation and National Regional state. The adm ini strati ve center of the 

zone is Jiml11a Town which is 336 Kilo Meters away from the center Addis Ababa. 

There were eighteen woredas and thirty two genera l secondary schools were fou nd in 

the zone. Coffee, maize and barely are the most widely cultivated crops in the zone. 

Coffee and Chat are the major cash crops ill the zone. 

5 



1.2. Statement of the Problems 

Schools as educationa l institution, have goals, gu idelines. operating procedures and 

rules that in fluence the behavior of its teachers, students. principals and other 

members of the schools. Among others, performance appraisal of stu fr becomes a 

function of guiding principle to measure and judge the level of teachers' eFfectiveness 

for effective teaching (Bennet, 1981: 87-90) 

Evaluation is the process of comparing an indi vidual' s documcnt job performance 

with previously established duties and acceptable performance standards. 

Consequently, it incl udes deferent means by which ev idence is co llected ancl 

illlerpreted for judging the efticacy of certain process. In thi respect. teaches ' 

eva luation is the process of estimating the va lue of teachers' work (Atsede 199 1 :8). 

Performance apprai su l is the process of identi fying. eval uating and developing the 

work performance of employee in organizat ion, so that organ izat ional goa ls and 

object ives are more effect ively achieved, while at the same time benefiting employees 

in terms of recognition. receiving feedback. creating for work needs and offering 

career guidance. It includes fo rmal system of periodic review and eva luation of 

employees' job performance to achievc organizCltional goa l and objectives. Because 

of individual difference and variability or human beings on the one hand , and 

increas ing heterogeneity and complexity within the educational fie ld on the other 

hand evaluation must be ca ll ed up on to help determine the appropriateness of one for 

the other (Clirford, 1956 :87). 

In the school situation, teachers ' performance is hi ghl y concerncd about the 

professional improvement of teachers and hence students learning .Because of this, 

the main purpose or teachers' performance eva luation is to ass ist the individual 

teachers to make the best of him and contribute to the attainment of the educational 

objectives. In this regard, teachers' appraisal is the periodic rev iew and eva luation of 

teachers in teaching learning process to realize the attainment of educational goa l and 

objectives (Temesgen. 2007:8).This can be facilitated or affected by giving attention 

to individual teacher's total life in the school and in comJ1lunity. 

The implementation of teachers ' performance appraisa l becomes complex because of 

the fact that it deals with diverse human variables. These are mental ability. age. 
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teaching experience, sex, qualification, and va ry gn:atl y in the conlribulion lO 

student s' achievement etc, that differ from tcachers to leac hers. In thi s sellsc ap praisal 

or teachers is very essential to determine how the insrrucli onal process is going on and 

take measure to improve the weakness observed (Alsede, 1991 :4) Currently. result 

oriented system of appraising the performance of teachers operating at all leve l of our 

education system ,general secondary Schools being one of the level o f the educational 

system in which high school teachers are being appraised primarily by school 

principals were department heads, unit leaders and vice principals are cited as 

in formation prov iders. 

The central purpose of teachers ' performance appraisal is to improve teachers which 

lead to improve teaching and learning. Eva luati on as essential element in helping one 

make valuable decisions for the individual as we ll as t'o r the administration becomes 

necess ity at a ll level of educational process. Particul arl y proper teachers' performance 

appraisal lor teachers teaching effic iency become very u e ful to give feed back to 

tcachers on the strong and weak points of works, serv ice as indicator of the leve l of 

attainment of the objecti ves of instruction in the schoo l as we ll as help concerned 

individuals or organi zat ions to give reliable decision pertaining to the teachers' 

instructional process (Newman, 1980: I 03). 

There are also different purposes for apprai sing teachcrs' perfo rmance. Key reason is 

to identify weakness in instruction and developing a way to address them. f or thi s 

reason, one goa l of eva luating teaching effectiveness of teachers should be LO collect 

intormation that will be useful in designing approp ri ate strategies to improve 

instruction (Peterson 200 I: 187) 

The above statement indicates that, although appraisal IS very important III making 

dec ision due to the non-existence of fi xed quality of effec ti ve teaching it may mislead 

the decision making procedures used .J-lence, evidences fo r making dec ision need to 

be collected from deferent sources and by differenl means in order LO assess the 

di fferent aspects of effective teaching (Keno 2009:5) 

A II type of performance appraisal process has its own strength and weakness which 

need reviewing and improvement at different levels when practiced to meet the 

purpose of the appraisal system. MOE (1966) cited in Yilma (2007:48) states that 

principals and teachers may not able to prepare specific, measurable. achievable. 
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rclevant and time based objective plane to implement appraisal systcm .Thc cxtent o r 

teachers participation in deve loping appraisa l c rite ri a was low. Teachers were 

invo lved in giving comment on what was already developed by other body. The 

pract ice of teachers ' performance appraisal in genera l secondary schoo ls or Jimma 

zone was not free from the above mentioned problems whi ch needs in vestigation. 

Even though studies were conducted on the appraisal system, most o r them did not 

g ive emphasis on the purpose of TPA, characteristics of appra isa l criteria and 

competence of principals in implementing teachers performance appraisa l system for 

the purpose of pursing effective teaching and leaming in General Secondary Schools. 

Therefore, this study attempted to fill in this gap by address ing the following bas ic 

questions. 

A) What are the major purposes or teachers' perfo rm ance appraisa l ope rat ing 111 

General second ary schoo ls of Jirn ma Zone? 

8) To what extent are the appra isa ls cr ite ri a app ropriate enough to measure teache rs' 

performance 

C) To wha t extent are principals ' skillful to appra ise teac hers' performance? 

D) What are the lactors that affects teachers ' perfor mance app ra isa l in Genera l 

Secondary Schools? 

1.3 Objective of the study 

The study was condu cted to achieve the fo ll owing object ives. 

1.3.1. General objective 

The General objective of the study was to examine Teachers' Perfo rman ce Appra isa l 

system in General Secondary Schools of Jimma Zone, Oromia Regional State. 

1.3.2 Specinc Objectives 

The spec ific objectives of this study were to: 

I) Exa mine the purpose of Teachers Perfo rm ance Appra isa l III Genera l Secondary 

school s. 

Tl) Investigate how Teachers ' performance Appraisal criteria appropriate enollgh for 

principals to sllccess fully di scharge their responsibility. 
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III). Assess the extent to which principals are ski ll ful to appraise the performance of 

teachers. 

V).ldentify the major facto rs that affect the implementation of teachers' perfo rmance 

appraisal system and challenges to the principal during teachers' performance 

appraisa l and forward poss ible so lution that alleviate these problem . 

. 1.4 Significance of the study 

This study was conducted to examine Teachers' performance appra isa l system \11 

General secondary schoo ls of Jilllma Zone, Oromia Regional State. Thus, the 

resea rcher be lieves that, this study was considered signi fica nt to teachers to avoid 

ambiguity about the major purpose of teachers' perfo rmance app raisa l and helps 

princ ipals to identi fy the strength and weakness of teac hers' performance appraisa l 

cri teria fo r successful im plementation of TP A and is hopped to create common 

understanding in the school teachers and principa l concern ing the effecti ve 

implemcntati on 0(" tcachers' performance appraisa l and related issues in genera l 

secondary schoo ls. 

The study also enab les teachers and principa ls to identify and aware or the major 

factors that affect the implementat ion of teachers ' performance appraisa l system in 

General secondary schoo ls so that Woreda Education Office can seek ways of 

improvement. In addit ion the study also has contri bution to in itiate and open ways for 

other researchers to ca rry out further st ud y in wicl er scope and depth on I'elated topics 

and area. 

1.5 Delimitation of the study 

Even though the existing system of teachers performance ap praisa l is working at all 

leve l of government schoo ls allover the country, thi s study was delimited to examine 

Teachers' Performance Appraisal system in Governmcnt General Secondary Schools 

ofJimma Zone, Oromia National Regional States. 

Studying teachers ' performance appraisal covers di f"ferent aspects, but the mam 

concern of this study was to examine the purpose of TPA, the objectivity and 

reliability of' criteria employed, the competence of principals to conduct teachers' 

pcrf'ormance appraisal ancl factors that affect teachers' performance appraisal in 
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General Secondary Schools of J imma Zone. In dealing with thi s maner and making 

the study manageable six out of eighteen which constitute 33% of woredas of the 

Zone were se lected using simple random sampling to give equal and independent 

chance for a ll population in the stud y arca. The study area \Vas selected on the 

assumpti on of getting dependable information concerning the issue since the 

resea rcher works their as teacher and vice principal in general secondary school for 

several yea rs. 

1.6 Limitation of the Study 

The co ll ection of the information has invol ved primary and secondary source. Even 

though the investigator explains the main purposes of the study to the respondents, 

two of teachers were ca reless ly responding to open ended questions, while one of the 

principal was limited to show documents related to TPA . However. using available 

and accessi ble source of info rmation obtained frolll closed ended quest ion' s and 

interview conducted with supervisors. attempts were made to come up with 

dependab le result of thi s work. 

1. 7 Opcrational Definition of tcnns. 

For the purpose of thi s study the following term s and defi nitions were used. 

Appraisal- Eva luatin ~ teachers' success and failure in teaching andlcarning process. 

Pcrformance- The act of teachers in performing, accomplishment, usually regard to 

eriectiveness in teaching learning to achieve educational objecti ve. 

Performance appraisal- The process of evaluating how we ll employees do their job 

compared to the set o f standards and the comll1unicati on of that information to the 

emp loyees (Math is and Jackson, 1997) 

Principals- A person or manager who is in charge of school activity and occupies 

the position of school leading and perceived as responsible body for carrying out 

teachers ' performance appraisal in General secondary school . 

Implementation:-An action that occurs after a policy is formulated and indicates a 

phase in which a policy is actually put in to practice (Craig. 1990:22) 
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General Secondary Sehool:-In th is study. the term refe rs lO Ethiopi an _chool system 

which has level of educational structure from grade (9- 10) 

1.8 Organization of the Study 

The research contains five chapters, the I·irst chapter dea ls with the in trod uction part: 

the second was review of related literature. The third chapter clea l with research 

design and the fo urth chapter dea l with presentation, ana lys is and interpretation of the 

data. Finall y chapter fi ve presents the summary, conclusion and recommendations of 

the study. 
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CHAPTER TWO 

2. REVIEW OF THE RELATED LITERATURE 

This chapter of the thes is deals with literature review on teacher perfo rmance 

appraisa l system in a sense of implementing it in Genera l secondary schools. The 

chapter mainly presents on the current teachers ' performance appraisa l system that 

had been adapted and implemented. Especiall y the chapter addresses major issues in 

perfo nnance appraisa l system where some of which included in performance 

appraisa l concept and definition, types, characteri sti cs, purposes, major fac tors that 

afrects the system and means of reducing in general view and in Ethiopia context as 

well. 

2.1 Concept and Definition of Performance Appraisal 

Perfo rmance Appraisa l is an integral part of soc ieta l activ ity which ex ists where 

peoples li ve and wo rk together fo r speci fi c pur pose. Formal System of perfo rmance 

appraisal in unorga nized fo rm was started in the American established during the time 

or World War I. The system has since then graduall y spread (0 the technical, 

profess ional and managerial personnel system of other organ ization (Gupta, 

1998:53).Moreover the theory of appra isa l ystell1 came with the advantage of MBO 

since 1960s in which em ployees are eva luated by how we ll they accomplish a specific 

set of objecti ves that have been determined to be criti ca l in the success ful completi on 

of the job (F idler and Cooper 1992:47). 

Di fferent Scholars have di fferent views regarding what perfo rmance is. For example 

Bernatian (1995) ci ted in Keno (2009:27) de fine performance as 'T he outcome of 

work". As quoted by Armstrong (200 I :465), the dictionary mean ing of perfo rmance 

is, "Accompli shment, execution, carryin g out, and workin g out ofanYlhing ordered or 

undertaken" . In such away perto rmance rej·ers to not on ly outcomes accompli shment 

but also states that, performance is about doing the work as we ll as a being about the 

res ul t achieved. So, the definition of perfo rmance is achieved if it is comprehensive ly 

defined as embarrass ing both behavior and outcomes. 

Burmbach in Arm strong (200 I :469) states that, "Performance means behaviors and 

results". Behaviors emanates from the perfo rmance, transforms performance from 
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abstract to action ; not,iust the instruments for resu lts". Behaviors are also outcomes in 

their right the product of mental and physica l efforts app lied to tasks and could be 

judged apart from results. 

As Hertl e ( 1999) cited in Birehanu (2006 :37) diffe rent definitions staled by many 

scholars lead to the conclusion that both behavior and results need ro be considered 

when managing performance of teams and individuals. Thi s is the so ca ll ed mixed 

model of performance management, which covers competency Icvels and 

achievements as well as objective setting and review. 

Once an organization grows, the human resource manager is expected to playa key 

role in the effort to make an organization effective and effi cient in achieving it 

objectives by providing the organization with a productive work force. since people 

are the necessary components in any orga ni zati on. To ensure the productive efforts of 

thc individuals and to know we ll members perfo rmance ass igned orga nization as 

activities as we ll as to members worth quality managers in any organizations 

constantly uses Performance Appraisal methods. Thi s te rm is however applied in 

per onnel management to a forma l and systematic eva luation made in a prescribed 

and unitorm manner at a certain time. Different scholars give different names to 

performance appraisa l. This is we ll put by Melaku (20 I 0: 14), as: 

Peljormance Appraisal is elllployees raring. e/l1ployee evaluation and 
result appraisal. However peljormance appraisal is an integral part of 
Inanagement activity which is concerned wirh (he identification of areas 
of strengths and \lIeakness of workers in organization 10 provide 
fee dback on the level of employee's cOlllpetence in accomplishing 
assigned tasks. 

Many author clefi ne the term performance appraisa l in different ways . For example 

Werther and Davis (1982:233) define performance appraisal as "The process by 

which organizations evaluate employee's job performance". Prased and Bannel:jee 

(1985: 18) define performance Appraisal as systematic cva luat ion of an employee by 

some person who is fa miliar with the employee's performance. French (1990:382) 

al so defines performance appra isal as "The process of eva luating how we ll employees 

do their job compared to a set of standards and the commun ication 0 f that in fo rmation 

to employees". Finally, Rue and Byars (1990:20 I) define performance appraisa l as 

the process involving communication to empl oyees how well they have been 

performing the job, and also ideality involves estab lishing a plan for improvement. 
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This definition quite seems to be comprehensive in that it encompasses standards of 

perfo rmance prov ision of feedback and planning for future improvement on the basis 

or performance appraisal results. 

2.2. Basic Purposes of PcrfomJancc Appnlisa\ 

Determining the purpose or eva luation system and communicating these purposes to 

all school staff is critica l to all aspects of the appra isal process. As Webb and Norton 

(2009:251) states, "The determination of the eva luation purpose influences the des ign 

or the eva luation instruments and their administration. as we ll as the interpretation of 

results" . Appraisal system that lacks clearly art icul ated purposes are essentiall y 

meaningless and contribute little to the accomplishment orthe school goa l. 

The app raisa l of staff performance is expectcd to provide :lIlswer to many questions in 

m<l nag ing human resource in all organizations, including schoo l system . As stated by 

Wa lker ( 1992:274), "Performance eval uation is im portant to employees because it 

answer their basic question". People want feedback how they are doing for the 

organ ization. Thi s feedback according to him prov ides the right things and the 

awareness or the im pact or performance on desi red resul ts. It also prov ides a measure 

or the adeq uacy of perrormance and recognition of the importa nce and value of their 

performance. 

The reasons of any ap praisal are mostly relared to thc object ive of organization 

illlendcd to achieve. Mathis and Jackson (1997) states that, performance appra isal has 

two roles in any organizat ion. The fi rst role is in rc lation to deve lopment uses. 

Admini strat ive role uses manage rs to measure performance of employees and making 

decision about such subjects as reward ing, transfer, promotion or layoffs, sa lary 

increase discharge. The second role of performance appra isal is, as primary sources of 

inform ation and feed back for employees. which is a key for their futu re deve lopment. 

EITective managers perceive performance apprai sal as an opportuni ty to 

communication and share idea with employees what the organizat ion wants them to 

do. Furthermore, Graham (1998:240) suggestcd that moti vating the employee to do 

better in his/her present job ,indicating training needs and determining the ruture use 

of an employee are principal uses of performance appraisa l for both manage rs and 

employee. 
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Performance Appraisa l is of paramount significance to the orga ni zati on, the manager 

and the employees apart from the above sa id purposes. Accordingly. Thom on (2000, 

129-1 30) presents that, organization bene fits from perfo rmance Appraisa l by giving 

standard informati on about its employees. the staff needs. whilc the empl oyees ' 

benefit from performance Appraisal in that it is a good opportunity to eva luate 

performance 0 f one se l f. 

The performance of staff members is evaluated fo r many reasons. According to the 

National Schoo l Board Associa tion ( 1987) Stated in (Webb and Norion 2009 : 18 1) is 

that, the teachers' performance appra isa l indicates training nceds, recogni ze 

out standing teache r~' performance and prov ide an evened for two way 

communication about schoo l system and individual staff members' goa ls. obj ecti ves 

and other perfo rmance related concern s. To document. in fa ir man ner, the objecti ve 

in fo rm ati on the board and administrators need when mak ing decis ion re lative to 

ass ignments, transfer, granting of tenure, proillot ion or dissatisfyi ng and prov ide 

ev idence to the community that proper care it taken to hirc. develop. and retain good 

teachers are same purpose of teachers ' performance eva luation. 

Although in line with the teaching professio n too. Fawcett ( 1986: 145), Go ld 

(2000:3 11 ), and WeDb and Norton ( 1999:380-38 1) idcnt ify the overa ll purposes of 

perfo rmance appra isal in teaching to be im proving teachi ng lea rning process, 

promoting research on teaching process moti vating the taff, enhanc ing professional 

career development, ensuring that students have been provided quali ty instructi on, 

~111 c1 rcorga ni zing oLi tsta nding te~lc h c rs pl: rformHncc. ,\s to Duke: ( 1995:65) too, 

performance ap praisa l is signi fica nt to teachers by prov id ing info rmation about the 

quality of instructi on he/she prov ides. 

2.3. Guiding Principles for Teachers' Evaluation 

Performance evaluations are not arbi trarily ca rri ed out acti vities and each activity 

must have sound principles to govern . I-licks (1987) cited in Kibirc (2005: 15) 

explained that, principles are instruments to guide our efforts. prov ide sense of 

direction. and serve as delimitated boundari es to keep eftorts and <e nergies and 

relevant acti vities considered. Principles to perform ance appraisa l can be drawn 

either in general or specific terms. The general principles for perform ance evaluation 
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as identifi ed by Linda in Kibire (2005: 10) are to have clearl y de fin ed purpose; 

multiple score of inputs; careful identifi cat ion of areas and criteria to assessment; 

mensurab le standarcl ; and nexible individuali zed eva luati on plan. 

Many scho lars forward di fferent principles regardi llg performance appraisal. 

Accordingly Andrews ( 1995: 13) enumerates some worth while principles, which 

include ensuring consistency, fa irness as must element, privacy of apprai sa l resul t, 

allowing teachers to express di sagreement, recogniti on fo r excell ence. and the li ke. 

Finall y, accord ing to Newman and Hinriches ( 1980:6) there are maj or principles 

governing performance appraisal, namely accuracy, employing systemati c and 

measurable techniques, satisfying the needs of both the orga nization and employees. 

App li cat ion of the above principles during appraisal re ul! s in effective appraisa l with 

the fo ll owing characteri sti cs, which include the li sted ones; Accord ing to Monday 

cit.cd in Birehanu (2006: 17) thi s include; job related criteria mutual agreed up on 

expectations, standardization, open communicati on(transparency),related to important 

teaching skill s, being as objective as poss ibl e ,a ncl must also be linked to profess ional 

developmen 1. 

According to Melaku (20 I 0), there are also some key guiding princip les which have 

emerged from resea rch and experi ence and prov ide relevan t to any system of staff 

performance apprai sa l. These are Principles of erfective communication. eva luator' s 

training, Principle of staff partic ipation and Principle of contex tual fac tors. 

Understanding these key principle can be des igned and operated in the interest of 

enhancing the deve lopment o r the indi vid ual employee and that of the employer. 

The Ethiopi a FCSC ( 1997 E.C: 34-39) li sts the princi ples of result oriented plan of 

perfo rmance appraisal. These are, what is to be measured is the outcome after certain 

process not the persons individual behav ior, results are measured on the bases of 

achievements of outputs, outcome and impact to the organizati on, Plans should be 

transparent, measurable, achievable, tangible, ancl relevant which could be perfo rmed 

with in a specific be revised and improved. Principle. are strateg ic plan derived 

from national and organizational vision and mission, full y implementing principles of 

transparency, commi tment and accountability, acceptance of plan performance 

measuremen t system ensures the effectiveness of the system itse lf; and the li kes are 

other principles of result oriented performance appraisal. 
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2.4 Types of Teachers Performance Appraisal 

There are variations in "j'equency with which personnel in di ffere nt orgn ni zat ion are 

eva luated. In thi s rega rd Lewis ( 1982). Webb and Norton ( 1999) and Duke (1995) 

describe two approaches of eva luati on. The first one is "i"ormat ive" appra isal and the 

second one is "summ ative" appraisa l 

2.4.1. Formative Appraisal 

Formative eva luat ion is an ongo ing eva luation designed to provide continuous 

feedback to the person be ing eva luated for the purpose of se lf improvement and 

profess iona l development. Formative aspects 01" the eva lua ti on cycle occurred when 

j udgments in the fo rm of narratives were reported to teachers during the course of 

confe rence scheduled within a few days of classroom observation (Duke 1995:46). 

Accordi ng to Lewis ( 1982: 135), fo rmative eva luati on is used to gather spec ific 

in fo rmati on about each teacher's strengths and weakness in order to improve 

individual perfa rmance. Formative appraisal can protect the organi zation from 

unnecessa ry wastage of resource by tak ing corrective action on the short comings or 

performance defaults. Formative appraisal is employee di rected. individuali zed and 

gea red to promote renect ion and support profess iona l growth. 

Concerning fo rmative eva luation (Howa rd, 2005 in Webb and orton 2009: 193) 

states that goa l setting based on comprehensive seJ(~a ssessrnent of practice and 

feedback from coaching sUl11m at ive, supporting resource to meet th is goa l and 

se lecting a method of feed back (peer, quality co ll eague, portfol io, etc) that supports 

the goa l fa r eva luating impact on students are the major components of' fa rmati ve 

eva luation are. 

2.4.2 SUlJIm ative Appraisa l 

According to Webb and Norton (2009: 193), sUllll11 nt ive eva luation is "The eva luation 

that is conducted at the end of an activity or peri od of' time and is des igned to assess 

terminal behav iors or overall performance over a peri od of time". In similar way. 

Lewis ( 1982:9) al so processed that, "summati ve eva luation is used to co llect aboard 

sample of information about a teacher overa ll pe r!'a rmance in fo rmed to make 

ad mini strati ve dec isions, such as sa lary increment, promoti on or di smi ssa l' . 
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As Howard 2001 cited in (Tesfaye 2010:34), sumlTI 'ltive eva luation is terminal 

activity somewhat frequent and focused onl y on thc person being eva luated. In 

summative evaluation the individual subordinates being eva luated does not participate 

in judging hi s behavior face-to-face with the superi or as the case of formative 

eva luation. It is conducted at the end of tlte acti vities set with in specified time 

interval. Its objectives is not to improve or take remedial ac ti on to the short coming 

seen during ongo ing performances, rather it is more used managerial dec ision 

regarding sllch matters as contract renewal, tenure, performance pay, and assignment 

Summative Eva luation system was intended to all organizati on dec ision such as 

promotion, tenure, and contract, renewa l. and ta If deve lopment programs to be made 

on the basis of observed conditions of practice (Duke 1995:46) classroom ob ervation 

is the strategy most commonly used to conduct sllmmat ivc evaluati on. 

2.5 Key Features of Effective Teachers ' Appraisal System 

As described by Webb and Norton (2009: 192). a comprehensive ancl effective 

evaluation system can be characterized as one that ( I) is supported by schoo l boa rd 

poli cy; (2) clearly acti vates purposes: (3) ensures cri teria and data are va luab le; (4) 

uses multiple sources of data: (5) conforms to all clata and local lega l tandards; and 

prov idcs for ongo ing appraisa l and review 

According to Monday et.al ( 1999:354-356), the fo ll owi ng are considered 

characteristics of an effective appraisal system. 

A) Job Related el"iteria: - The criteria used for apprais ing employee perfOl"mance 

IllU t be j ob-related. The job ana lys is, regarding the spccific job Ill ust bc clea rly 

shown. The information that we must have about the job must be re ll ec ted in the 

job analysis or as Monclay (1999:354) indicated that j ob in [ormation should e 

determined through job analysis. 

B) Performance expectations: - For the appraisal period it is ve ry important that 

might and employees agree on performance expectations in advance. It is 

considered In appropriate to assess employees using criteria that they know 

nothing about. 
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C) Standardization :-It is advisable that employees in the: same job category under 

the same supervi sor should be appri sed using the same even instrumelll (Monday 

el.a J. 1999:355). It is also importa nt to appraise empl oyees regularly and that the 

appraisa l accurse at si milar periods of time fo r all or them. Arte r regular even have 

been made it is also essent ia l that feedback sessions and appra isal interviews are 

regularl y schcduled for all employees. 

D) Trained Appraisers: - Eva luat ing empl oyee perfo rma nce should be conducted by 

individual who know about workers job pe rfo rmance. Usua lly. lhe common 

practice is the responsibility given to the employees' im med iate upervisor. Irthe 

immediate supervisor is not in the capacity to know and eva luate, mul tiple rates 

may be used. As stated by Monday, et.a l ( 1999:356) however train ing in 

perfo rmance appraisa l should be an ongoing process to ensure consistency . The 

trai ning should cover how to rate employees and cond uct appraisa l interviews. 

Instruction should be rather deta iled and stress the importance of maki ng objecti ve 

and unbiased ra ting. 

E) Open communica tion: - As employees have a strong need to know how we ll they 

are performing there should be an appra isal system which provides wo rkers with 

the required feedback on a continuing basis. 

F) Employee access results: - Perfo rmance app raisa l results must be commun icated 

to employees. Employees should have acces (0 the in formation about have 

perlo rmeci : even if it is means the employees are to cha llenge the resu lt of their 

perfo rmance. Employees who reeeived appraisa l resu lts be low the req ui red 

standards need to be offe red training ancl guidancc: after they have becn info rmed 

of lhe spec ific consequences of their perfo rmance. 

G) Due process: - Managers of organizations should assure due process i.e. to permi t 

employees to appeal on appraisa l resul ts. A fo rmal po ti C) should ex ist and 

proced ures fo r employees to pursue their grievances. 

J-I ) Ethi cs of Perrormance Appraisal : According to I-li cks, 1-1.1. ( 1960:26). princ iples 

se rve to guide our effort. They prov ide a sense of direction and serve as boundary 

to keep effort and energies confined to relevant issues and acti vities. In efkct a set 

of principles-constitutes the fl at forms, which serves as the bas is tor determining 
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appropriate actions. A principle. in short, therefore is the law that governs our 

actions. Stressing that appraising the performance of ' mployees in a very serious 

undertaking, and that he assessor's behavior and alt itude has crucia l impact on the 

process of appraisal. 

Finnegan ( 1973:70) outline that. before even takes place. eva luators should eva luate 

themselves; i.e. examine thei r own attitudes, feelings and behav iors towards the 

employee they are go ing to evaluate. Appraisers fee lings. ideas and beliefs should be 

respected by the evaluator, and the eva luator should carefully implel11ent his/her 

evaluation without damaging the feeling and the ri ghts of' app ri se. \Vhen eva luati ng, 

assessors should forget any personal relations with the appraise and should understand 

the situation and the kind of work the appri se is perfuming. 

Eva luato rs should be loya l and honest, and renect these conditions in their eva luation 

0[" an employee. Eva luators must have sOl11e knowledge about eva luat ion and to carry 

Olll the eva luat ion they need to have the ski ll s. Emp loyees have ri ght to be evaluated 

by competent, experienced and helpful eva luators (Lewis, 1982:57). Evaluators 

should arrange the scl ,eme of eva luation by com illunicating with the appraiser or they 

should te ll them where and wh y they are go ing to evaluate, employee has the ri ght to 

di scuss the eva luation wi th eva luators (Lewis, 1982:57). Generally evaluation should 

be used for promotions, transfers, strengthening thc strong points (md for rhe 

improvement orthe weak points of the employee. 

Mathis and Jackson ( 1997) also describe that, an e rrective pe rformance ap praisa l 

system \vill be, consistent with the strategic miss ion of the orga ni zation. useful as 

deve lopment tool, usc as an administrati ve too ls lega l. viewed as generall y fa ir by 

emp loyee " and documentation of employee performance. The acti ve participation of 

all employee groups, schoo l boa rd members. and schoo l patrons as we ll as hav ing at 

least an equal voice in both development and implementation of any teachers 

evaluation system will guide the evaluation system is criti cal to its success (Webb and 

Norton 1999: 182). 

2.6 Components of Teachers' Performance Aprraisal system 

We know that school principals are an important figure in the development of quality 

evaluation program. But his ability to make appropriate personnel. resource. sc hedule 
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and supported decision is impaired if the teachers ~\'al uati on does not provide a 

rea li stic picture and assessment of his or her rol e and contribution (Webb & Norton 

2009). 

I-lav ing decided the purpose of eva luation the school must des ign an eva luati on plan 

to achieve these purposes. Gary Dess ler ( 1988 : 195) describes tilat. the evaluation 

plan has three major components which. in effect. in volve the answer to three 

questions: (I) what 'vv ill be evaluated? (Criterion) (2) "V hat leve l of performance is 

expected? (The standard) and (3) How will evidence be co llected? (Data co llection). 

2.6.1. Performance Appraisal Criteria 

Are the job-related behav iors expected of the te<lchers. admini strators or other staff 

members (va lentine. 1992). A number of source li ke state stat ue. negotiated 

employce agreements and deve loped by nati onal orga nizations can be consulted for 

guidance in determining criteria. 

Whether derived from negoti ated employee agreement , or development by national 

organi zations, what is important is that the criteri a be based on recent research about 

teaching, lea rning and relationship. This is im portant to ensuring the va li dity of 

criteria. It is (1 lso importan t domains of the.i ob and not be limited to, for exa mple, just 

what the teachers does in the classroom or how the superin tendents interact with the 

school boa rd . 'Webb and Norton ( 1999:38 1) describe that the criteri8 of performance 

appraisal can be: 

A) Trait criteria: describe what the employee is, rather thnn what thc employee does. 

B) Outcome criteria: the employee's performance can be mean ing full y assessed by 

examining the extent to which the stated objectives h8ve been accomplished. 

C) Process criteria: refers to administrative activities such as planning, budgeting, 

orga nizing, and staffing. 

D) Performance-based criteria: are criteria which are based on the re ea rch about 

effective performance. Lastl y, whatever criterin me adopted must be objective, 

clear, unambiguous, and communicated in advancecl to the indiviclual s being 

evaluated. 
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2.6.2 Perrormance Standards or Appraisal 

Whereas the criteria define the dimensions of performance to be eva luated standards 

are the indicators of performance required with respect to the criteria . The standards 

movement has brought a host of performance st(l nd(l l'ds fo r both teachers and 

administrato rs. The choice of standards that are incorporated into the eva luation 

process can have a significant impact on employee beh:lYior, formalizing expectations 

of employees, and reinforcing the adage. " What gets measured gets done" (Catano & 

Strong, 2006) cited in Dess ler ( 1988: (92). 

Standards are the leve ls of performance requ ired with respect to the criteria vVebb and 

Norton ( 1999 :385) . The ul timate source of eva luat ion system in assess ing employees 

rel ative to a particular criteri on li es not in how many standards are associated with it 

but in how c lea r and objecti ve the standard are and how effective they have been 

communicated to the employee. Vague and subjective standards will onl y results in 

di sagreements in interpretation later on. Standards may be ca librated to distinguish 

between levels o f performance rangi ng from "satisfactory" to "out sanding" or they 

may be stated so as to require a more definitive judgment. 

As cited in Kibire (2005:2 1), Webb and Norton ( 1999:403-404) propose the foll owing 

technica l standards fo r sound appraisa l. 

A) Reliability : Refers to the consistence of measurements across evaluati on and 

observation (Ginsberg and Bery, 1990. in Webb and Norton , 1998). 

B) Validity: In personnel eva luati on is the extent to wh ich the eva luati on measures 

the performance it is intended to measure. 

C) Propriety: Standards required that eva luation be conducted ethi ca lly and with 

regard for c lients. 

D) Utility and feasibility : Are related to both reliability and va lidity and re fer to the 

real istic consideration that must be add ressed to ensure each. 

2.6.3. Data So urce and Collection Procedure 

Multiple sources of data should be used when making the va lue judgment required for 

'\ appraisal of ed ucational personnel. The use of mul tip le data source serves to increase 
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the va lidity of the eva luation system (Kyriakldes. cut! . 2006 in We bb and Norton 

1996: 198). Moreove r. tht: use of multiple data source i ~ imponant because no one 

source can address a ll the varied and complex respons ibili ties 01" e ither teachers or 

adm ini strators. Nor is any single data source appropri ate fo r all employees. a ll 

purpose. or a ll settings (Peterson, 200 I ).Us ing multiple data source not onl y gives a 

more complete picture of teachers or administrators practi ce. it allows distri cts to 

inc! ivid ual ize the eva luati on process. 

More innovation appraisa l system are not only u ing mult iple source. but are using 

differentia l procedures, criteria, and time lines for defe rl: 11l procedures. criteria, and 

timeliness fo r dif ferent groups of teachers. The data used in the eva luat ion process 

will vary not onl y by source, but by the way they are co llected. \V hatever process is 

used to collect data, it is imperati ve that the procedures be we ll defi ned and adhere to 

any employment contrac t, and school board pol icies. It is also imperat ive that all 

eva luators rece ive the trai ning necessary to competentl ) pe rfo rm the appraisa L and 

that they adhere to a ll appl icable laws, contract and pol icies (Peterson 200 I). 

A survey of ap praisa l practice of schools fOLl nd that the most common teachers 

appraisa l me thods were directed systematic observati on of teaching, in fo rmal 

observat ion of teachi ng, teachers self evaluation, tudents achievement elata. teachers 

portfo lio assessment, pcer eva luati on, ancl stude nt ratings of teachers perfo rmance 

(LOllp, Ga land , Ellett , and Rugett, 1966 in Webb and No rton 1999: 199). 

Observation : Is the most com monly employed methodo logy in the eva luation of 

teachers. The observat ion may foc us on narrow range of" behavio rs; or it may atte mpt 

to encompass a ll that is being on se rved. Observat ion may be spaced through the 

course of the yea r; in other situati on it may be more des irab le to conduct the 

observat ion several cl ays in the row Stiggnes and Duke. 1995 in (Webb and Norton 

1999). Observation is the central to eva luation program in most schoo l systems. 

Variation in the size and complexity of schoo l system. d if"fe rent leadership sty le of 

principals and varying needs of individual teachers requi re fl ex ibili ty in applying 

evaluati on procedures. Observation may be class il ied as fo rmal, sched uled, and 

structured observa ti on or informal unscheduled observat ion. Cri tica l to the SLl ccess of 

eva luation is that the person being observed be made aware 01" requircments and 

purpose(s) of the observation and that good communication be main ta ined throughout 
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th e proc<..:ss. In combination with othel' source o f data . informal observation allows 

admini strato rs of supe rvi sors to make judgments about teache rs ' pe rformance with a 

good dea l of confidence (Murhy 1987 in Webb and No rton 1999: 202). 

Self Evaluation: Almost a ll teachers and admini strato rs engage in some form of 

info rm al self evaluation to assess their performance. Se ll ' eva luatio n ca n be used as 

part of both formative and summative than expe rienced teache r, because nov ice 

teache rs are less ski ll ed than experienced teachers in assess ing th e ir own proactive 

accurate ly, w hen used, it should take the fo rm of se lf direc ted growth for t:xperi enced 

teachers. and guided se lf evaluation for novice teache rs (Danie lson and McGreal , 

2000). 'vVhatever format is used, if a self eva luation i on that has been requested by 

th e employer and subsequ ently conducted by th e emplo),l'c, it must be cons ide red in 

the employee ' s overa ll eva luation. 

Studcnt Performancc Achievement Data: T he foc us on students ' ach ievement that 

accompanied on the impact o f teache rs and admini strators on students lea rning. To 

many po licy makers and parent, as we ll as to m[lny educators. tudents learning is 

primary goa l and indicators of teache rs quality (Peterson. 200 I: 206) . 

Portfolios: - It is not un common in profess ion other than edu cat ion port fol ios are 

inc reasi ngly seen as be in g a more authentic form o f assessment a nd are c lose ly 

aligned with a constructivist view of lea rning (,,vaters 2006). Portfo li o is used as a 

central compo nent of thc certi fi cation process, as docs many schoo ls know uses 

portfo li os as a components in the ir teac he rs admi nistrators assessment programs. 

Basicall y, portfo li o i a co ll ection of informati on about teachers o r administrators 

practice. 

Thc spec ifi c structure and component of portfo li o can va ry depending on how it will 

be used as a part of a form ative o r sUlllmati ve eva luation. ff it is used a a part of 

pe rform ance eva luation process, the teacher and admini strators being eva luated must 

know the standards by which they are be ing assessed and be g iven c lea r guide lines as 

to what is to be presented and how the portfo lio is to be prepared (Russo : 2004). 

Peer Review: Peer review is the process by which an employee's perfo rm ance IS 

rev iewed by one or more peers. Given the collaborati ve nature of Educati on; it does 

not seem reasonable to ignore pee rs as a source of perform ance feedback (S tronge and 
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Ostrander, 2006). Peer typically involves formative eva luation although in minority 

or schoo l teachers are evo lved in the surnmati ve evalUCllioll of peers that both the 

person being reviewed and the rev iewer have simi la r ass ignments. training. 

knowledge. and expertise, but are not from the sa me sc hool or work site and are not 

soc ial connected (Pete rson, 200 I) . 

Student l':Iting:- Students are in the position of observing the classroom performance 

of teachers every school day. Students can be major source of in formation about the 

accompl ishment of Educat ional goa ls, methods of instruct ion, various elements of the 

classroom and relationship with the teacher. Stude nt assc sme nt can provide va luable 

feedback to the teacher and often can be more effec ti ve in changing behavior than 

administrative eva luation (NSBA, 1996). Student survey can prov ide va luab le 

insights in to a teachers or administrators performance that are unavai lable from any 

other source. 

2.7 Developing Performance Appra isa l Process 

Recognizing that quality ed ucation for children and ado lescents of the school depends 

on the leve l of teachers, admin istrator, and staff members' performance. so the board 

of schoo l gives direction to develop and implement a process for teachers' evaluati on. 

The first step in the eva luat ion development process is di vision orth objective by the 

appropriate superintendent. After divi sion of objecti ves established. all emp loyees in 

that division are responsible personal object ives that support the di vis ional objectives. 

The next steps in the evaluation deve lopment process are ( 0 decide on fo rmal 

eva luation procedures (Webb and Norton 2009:20 I) 

Developing the actual process and procedures is a task that is best performed by 

in vo lving employee represen tati ve who both eva luate and will be eva luated. Of 

course, the procedures will be tailored to the needs of the indi vidual school. 

According to Diane Montomery and NornHl Hadfie ld ( 1989) states that deve lopment 

of eva luation plan may involve whole school and indi vidual in vo lvement in planning, 

preparat ion and training. Sensible plann ing the eva luat ion began wi th the applicat ion 

of Kipling six questions that should be raised in every set of eva luati on procedures. 

A) Who. by position, ahs the primary respons ibili ty for making eva luation (exam ple; 

principal. vice principaL .. ) 
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B) Who is eva luated by thi s designated position? (Example. teachers .. . ). 

C) In what selling will formal eva luation lakes place? (Exampl \!. teachers' wi ll be 

evaluated in the classroom when he or she is teaching lesson). 

D) On how many occasions will formal eva luation Occurs') (Example, teachers will be 

eva luated on at a minimum on two formal occasions). 

E) In what setting wi ll the results of fo rmal evaluation be comm unicated to person 

evaluated? (Example, in confe rence held in principal' s offi ce at the end or each 

semester). 

F) I f an empl oyee disagrees "v ith thi s eva luat ion. what grievance procedure shou ld be 

avai lable? (Examp le, written rebuttal may be attached to the eva luat ion form, 

appea l may be made to the superintendent). 

G) What e ffect will eva luation have on salary increase? (Example. a tcacher with an 

exce llent rat ing may receive a double step 0 11 the sa lary sched ule; an employee 

may receive a merit increase in addition to a steep increase on the salary 

schedule). 

The I'inal steps 111 eva luation process are analys is or the result of that has been 

obtai ned though employee eva luation to detcrmine if di vision objective are be ing met. 

In analyzi ng these proced ures. it is important to real ize that eva lu at ion of all 

employees is a conti nual and ongoing process. 

2.8 Appraisers' of Teachers' Performance 

As of past several years teachers had been appraised by three parties namely schoo l 

management body, representative of pa rents and stlldclltS. Rece lltly th is system of 

teachers appra isa l (by parents and students) havc hi ghl y been criti cized with notion 

that students and parents lack ski ll for doing such decisive rating which would have 

impact on teachers ca reer development (Birehanu, 2006:3 1). Because of thi s reason 

that, currently school management, chaired by principal is responsible for carrying out 

teachers' performance appraisal. 

It also pointed out that ,Appraisal system require sk ill and indi vidual accountabil ity 

rather than group accountabi lity; and thus the highest responsibi lity is left to the 
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principals .More especiall y ,the school managerial body in charge or rating teachers 

IJerlo nnance comlJrise of' til ." I (I " . . e ptll1Clpa s lavlllg the highest accountabilll), and 

responsibility) ,vice principal. department heads and unit leaders(OECBB. J 997: 15) 

2.9 Benefit and lnitiatives of Teachers' Performance Appraisal 

Our own experi ence of appraisal schemes leads LI S to aoree that successful schemes do 
'" 

have results which are often remarkably beneficial. fo r ind ividuals. departme11ls and 

the whole schoo l. 

Appraisal can bring about renewable of moti vation. more effective classroom 

teaclling, improved relationship with pupils and co ll eagues. more openness and 

sharing of ideas and problems, and a general improvement in the atll1 0sphere of the 

school. 

As Mathis and Jones (1987) stress that one of the va luab le benefi ts is that a well 

conducted appraisal offered teachers the opportunity to have their contribution valued 

and apprec iated. The fact that self-esteem is boosted is !"el l by many teachers to be of 

great importance. Recommendation can be considered to be as important as financial 

rewards. Anot her benefi ts described by teachers is that ap pra isal pl"Ocess o lTers them 

the opportunity to di scuss and renect, on a one-to-one basis. their individual concerns. 

This is a situati on which does not often apply in bll sy schoo ls, and often it is the 

introduct ion of an app ra isal syste m which afford s the f'irst opportunity fo r many yea rs 

to talk Ih lllkly about their own perfo rmance and constrain ' lip on it. 

The appraisal process can increase the sense of belonging to a school, department. 

especially if the process is two-way and the teacher can feel thM he or she has a 

valued contributi on to make towards the policy mak in g. Another benefit is that 

re lerenccs can be written from a more informed view point. They are li ke ly to be 

more open, in that the teacher can read and pred ict the contents. since he or she is 

aware of what can be placed to him or her credit (Mathi s and Jones 1987). 

From the management point of view, the appraisal proce s can greatl y enhance the 

level of institutional awareness, information about staff feelings, achievements, 

strengths and difficult, constraints and problems can mean increased sensit ivity to the 

working atmosphere and improvement in decision making and communication. 

27 



Furthermore, as to Monday et.al ( 199 1) stated in Kibire (2005 :1 4 ) that, every 

functional organization will benefit from pe r forll1an~~ eva luat ion to ac hieve beller 

con tro l system and have identified the !'o llowing seven u~('s of perlormance appraisal 

in human resource function area. 

Human resource planning: Perf'o rill ance eva luation is potential source of 

in fo rmati on about the weakness and strength of worker .. Th is is helpful to describe 

the promote ab ili ty and potential of employee. 

Recrui tmcnt and selection: Gives opportun ity to prove applicant responses obtained 

through interview, va lidity se lect ion test and so on. 

Training and development: Because performance idcl1[ifies defi ciency of workers 

perf'o rmance that adversely affects organizational poten tial, it helps fo r line managers 

to determine and create trai ning. 

Career planning and development: Is the systems. whi ch are adva ntages fo r 

identify ing emp loyee 's weakness and strength for bette r achievement of des ired 

objectives. This identifica ti on informat ion is useful fo r subordinate counse ling. 

ass isting them in developing and im plementing their ca reel' plans. 

Assessment of employee potential : Improved potential according to Schemehorn 

( 1989 :432) for an ind ividual employee benefit section : to communi cate concerns, 

ideas, needs. and plans to supervisor; to deve lop on the orga ni zati on management. 

The organization in its part benefits from improved perfo rm ance evaluation thought 

increase predictability of performance fo r better decision on different administrative 

matters and to get good information for trai ning and development. 

Int crna l employees' rclation: - Performance appraisa l is useful to maintain in the 

se l f es teem of productive workers and to protect ignorance of defic iency in a person's 

perl'ormance which is hindrance of ind ividual opport unity to improve his/her 

potential. 

Compensation program: - fs a common understanding of any mangers to design and 

implement better perfo rmance appraisal system and reward the producti ve workers 

and teams. 
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2010 Components App.oaised during Tcachc.os ' Pcrformancc 

App.oaisal 

The concept classroom management of Appraisal as John Math is and Jeff .Jones 

(1989:3) states that. as a means of enhancing the profes ional deve lopment of stuff 

that thi s program was formulated. Members of the profess ion cannot reali stica ll y enter 

teaching and remain .in it poss ibl y without frequently up dating this professional 

knowledge and skill. So, the appraisal of professionals should focuses on teaching and 

learning related duties as we ll as profess ional and personal competence. 

In supporting thi s Lontokjr, R. (2007:4) suggested that teachers' performance is 

judged based on knowledge of contents , knowledge deli ve ry method, understanding 

students neecl s, ability to use technology as too l in thc class, communica ting with 

stockholders, ability to use stanclard course instructi on and asses men!. ability to 

di saggregate and use students achievement and data in planning instruction and 

In our cause ,in Ethiopia secondnry schoo l teachers were appra ised by using of 

appropriate teaching strategies and teaching aids ,coverage of semester and annual 

plan, participation in co-c urriculnr and other related !asks, provision of student 

centered lesson, student achievement data. teachers port fo li o. provision of addi ti onal 

academic support for girl students and slow learners, participation in teaching learning 

process meetings and conferences, pedagogica l and labol"atory work participation, 

dai Iy attendance, prov ision of tutorial for students (Tigist 20 I 0:32) 

2011 Major Performance Appraisal Problems 

Problems can occur at any stage in the eva luation process. All typcs of teache rs' 

performance appraisal method have their own COl11lllon pitfall in apprising the 

employees. There is no error free appraisa l model or techniques, as each ha ve its own 

strength and weakness. 

Concerning major problems hampering the successful implementation of the appraisal 

system John E. Olivar (1985: 449) identi fi es the followillg appraisal barriers. 

Lack of standard: Without standards, there can be no objective evaluation of results, 

only subjective guess or feeling about performance. 
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Irrelevant or subjective standard: Standards shoul d be hed by analyzing the job 

out pu ts to ensure that standards are job related. 

Unrea listic standards:- Standards are goa ls with moti vH ting potential. Those that are 

reasonab le but challenging have eh most potenliallo motivation. 

Poor measures of performance: Objecti vity and comparison require that progress 

towards standard or accolllplishment of standards be measurable. 

Rater error: Rather errors include rather bias or prejudice, hale, effect, constant 

error, central tendency, and fear of confrontation. 

Poor feedback to employee: Stands and/or rat ing must be com l11unicated to the 

emp loyee in order for the performance eval uat ion to be erlective. 

Nega ti ve communication: The eva luation process is hindered by communication of 

nega ti ve att itude, sllch as in nex i bi I i ty, detens i veness. and a non-developmental 

approach. 

Failll re to apply ed nca tiona I da In : Fa i lure to use eva Illat ion in pe rsonnel dec ision 

making and pe rsonnel deve lopment nega tes the pr immy pu rpose o f performance 

evaluation. 

The prob lems of staff perfo rmance apprai sa l are related to the design and operation 

of the appraisa l system, sk ill s and com petence of eva luators, and perception of 

employees about performance appraisa l. The design and operation of a system of 

performance appraisa l can be blamed if its purpose and crite ri,l are not clearly 

defi ned. specined ancl comlllunicated ; and if its process fa il s to operate effectively 

Melaku (20 I 0:40) 

2.11.1 Problems with the Appraisers 

Perfo rmance appraisal process and results oft en prove infective mainly because 

appraisers lack the required knowledge and sk ill s in and comm itmcnt to ap praisal. 

COlllmon appraisers ' errors are: 

A) The Halo effect: This is when apprai sers tend to take a single aspect of the 

c to 'In 'nLlellce the entire alJpraisal. Appraisers fail to employee's performance 
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discriminate the various dimells'o . f' · I . . 
I ns 0 c1n emp oyee S .l ob «(Vic Cormic and Irgen 

1982:77). 

B) Central Tendellcv Error ' Tl' . t d . . 
J . liS IS en ency 01 appr~ l se rs to erroneously rate all 

stalT members within a narrow range of appraisa ls re ults regard less of the actual 

perfo rmance differences ex isted among them. Th is is the case when all the 

appraise are rated near the middle by the appraiser (Rue and Byars, 1990:214). 

Appraisers do this for fearing of res istance frol11 lower ro les. 

C) Constant etTor: Appraisers vary in thei r percepti0n of rating starr members' 

performance. Some are len ient of easy rate rs, rat ing employees ' perFormance 

extremely high and some are serve or thought rates, rating employees' 

performance extremely low. 

D) Recent behavior bias: Many appraisal results suITer subjectivity because 

cva luators often forget or are not concerned about thc cumulative past performance 

of worke rs. The raters remember the recent behav ior more and being influenced by 

these in judging the entire performance of the rates. 

E)Similar to me error:- It is the case when th e appraiser consider certain behaviors 

as "wrong" and others as " ri ght" from hi s/her own personal point of view and uses 

these as appra isa l criteri a (Melaku .1 992:37). The eva luator in thi s cause judges 

more favo rably the performance or those staff mel11bel's who ap pear to be similar 

in the behavior to him. 

F) Con trast error: This error often occurs in the sequenci ng of rat ing: or when the 

performance of a staff member is taken as a reference to rate the pe rformance of 

others. 

G) 'Personal bias: A rater may exhibit biases related 10 his/her employee's personal 

characteri stics such as race, religion, gencie r, age and olhers. 

H) Leniency error : This goes to the ability of making judgment among appraises on 

a single item (Zewdneh, 1985: I 72) . 

The foreaoina evaluators' IJroblems in ca rrying out appra isa l process are onl y a few 
'" '" 

b I · t ' alll10st all schemes of appri sing staff performance. These 
UI common y eXlsten 111 ' 

problems are behaved to be signi fi can tly reduced i r app raise rs are offered proper 
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orientation and trainino in the IJlll' 0 ' I . . '. ., 
o p se anc cntena 01 pl' rlormance appraisal. and III 

the tec hniques of task observat"loll d t, II ' . . . , ,a d co ecllOlI and analysIs, confcrenclng. target 
setting, and reporting (Melaku 20 I 0:40). 

2, I t.2 Problems with the Appraises 

According to Millaman stated in (Birehanu 2006: 18). the acceptance of eva luation 

depends heavily upon evaluates perception of the eval uators authority. expertise, 

profess ionali sm, sensiti vity, trust, and worthiness. eflkien t and effective performance. 

If eva luators are not use of evaluation reports related to their employment. lack of 

favorable perception of teachers about a system of performance appraisa l may cause 

barri ers in the process of its operation. 

Staff members' anxiety and fru stration a lmost certainl stem from an appraisal system 

that they rega rd as arbitrary, imposed and faultfindin g. Staff members' Negative 

attitude towards performance appraisal may al so result from their doubt about the 

validity, reliability, and utili ty of performance feedback and rat ing presented by 

appraisers. Many employees complain abou t being rated wi thout any single task 

observation, or of quick observat ions or visits. As a result, they often question 

eva luators' competence in ancl commitment to performance appraisal; and 

consequently tend to lose trust and conscquently tend to lose trust and confidence in 

their eva luators; and often res ist acce pting evaluation rcsult (M illaman, 1981 ). 

Another appraisal problem is evaluates' reaction to pos itive and Negat ive appraisal 

result. Most staff members have di mculty in facing up to evo lutional in vo lving 

negati ve feeciback about their performance that often deve lops in them a sense of 

tension , frustration , anger, friction, and anti-organizat ion feelings and ac ti on. In 

general , undes irable evaluates' percept ion about performance appraisal often sterns 

frolll inf requent and quick. observation, inadequate opport uni ty for them to participate 

in the design and operation of the system, and unfavorable artitude towa rds eva luators 

(Millaman, 1981). 

2. L2 How to Minimize Appraisal Problems 

U d " 1' bl ·s a bio step towards avo iding it. Each or the techniques n erstancilllg t le plO em I, '" 

I, C' lce alJpraisa l has its olVn advantage anci L1 sed ill the implementation 0 ·' periOrmal 
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di sadvantage. Since a ll techniques or '\ I) I) I' ~" I I I' I'" I' fr' . . ( "Isa lavt: tl elr own Imitations: ( I 'erent 

scholars cited different methods of minim izing appnli sa l problems. Richard Miller 

(1974: 43) Dess ler (1988 :51 4) has fo rwarded some mec hanisms to minimize the 
appra isa l problems. 

2.12.1 Develop positive Attitude Among Appraises 

There are fi ve things you can do here. First. be sure to eva luate subordinate's 

perfo rmance frequently even if the forma l appraisa l takes place only once or twice a 

year. I I' the person is doing we ll, the feedback gives him or her opportunity to improve 

and means there won' t be any smprises when the formal ap praisa l roll s around. Four 

other things; fi rst make sure it is clear that yo u are 1 ~l1nili a r with the perfo rmance of 

the persons being app ri sed this is when crit ica l incide nts can be use ful. Second make 

sure, there is agreement between employee and subordinate concerning their job 

duties. Third, ask fo r the subordinates ' perfo rmance weak ness. Finall y, keep in mind 

that subordinates who part icipate in developi ng rhe appraisa l loo ls also react more 

favorab ly to the resulting appraisal interview (Dess ler.1 988). 

2.12.2 T raining of til e Appraises 

DeI'erent scholars agree that, tra ining and development of appra isers can red uce or 

minim ize appraisa l error. The effect iveness of any eva luation program of the 

employee depends on appropriate ongoing tra ining of the apprai sers. In this regard. 

Benton 1992 and Amuel (1998) in (Y ilma 2006) states thaI, management must 

prov ide the training essentia l to acqu ire the skill needed. In fact as the put it. not onl y 

the appra iser who need training on how to apprai se the subordinates but the 

subordinates be ing rated must get tra ini ng on how the supervisors rates them. Giving 

training about the rate and the rater develop consensus of determining the dimension 

and perform ance standards. 

As Ronlad, W. Rober (2009) states that. there are methods of deve lopmenta l irain ing 

are cO lll1l10nl y Llsed on large seale throughou t. 

1. On-the-job training-most training takes place on the job; on the probab ility thi s 

. fli " lS of trainin cr Bes ides being the eas iest form of tra ining method IS an e ' ectlve meal o ' 
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or organizing. it IS also least I 
c . cost y to operate alld makes employees feel 

iml1lcdiately productive. 

2. Orf-the job training: refers to various kinds of program s. such as lecture, 

seminars. workshops, case studies, programmed instructions and simulations. 

3. Apprenticeship training: - The oldest from form or trainino in which trainee 
'" 

understudies a master work for given peri od of time or until the trai nee acquires the 

necessary ski lis. 

It is quite possible; of course, that rating by a trained and unbiased person sometimes 

may be va lid ancl as what Anderson ( 1990) has tried to explain a valid evaluation 

mi ght be exceedingly helpful for the guidance. promotion and improvement of 

teachers. 

2.12.3 T raining of Appraisers 

Tr<lining of raters to e liminate rating crrors such as ha lo, len iency, and central 

tendency can improve their effect iveness as appraise rs. One method of training that 

help to minimize the rating errors of evaluators is stafT development program. The 

objective of staff development program is helping teachers and other employees to 

overcome deficiencies that affect the ir job performa nce (Rona ld W. Rober 

(2009:216). 

All aclministrators warder from time to timc about how thcy will be ab le to continue 

meeting the Illultiple challenges of their job. but schoo l principals are particularly 

vulnerable because they are on the front line (Reducing Battle Fatigue-or (James 

Olivar in Ronald. W. Rober 2000). It is slUff development for school principals which 

signilicantly addresses these problems. 

2.12.4. Teachers Development programming 

Appraisal of teachers could be done for deferent purpo es out of which primary goal 

is to encourage and promote professional improvement through staff development 

I . I I . . tile pel,col'mance of teachers· performance in instruction. program w lIC 1 a so Illlplove II 

000) t es of IJrOgral1lllling can meet the deve lopment According to Rober (2 two yp . ~ 

needs 01' stafr. The first is the traditional vehicle, which includes, workshop 
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conlercnces, and seminars that usuall., fOC llS 0 11 :1 cI'11 0_le . ~ _ topics amI attempts to 
translll it a oiven body of information I' . ' . 

'" , , 011 suc 1 ISsues as nc w legislation or drug abuse. 

The second type of program is taking a more personalized approach to staff 

developlllent program. For staff which emphasizes acq uiring knowledge sk ill that 

either help principals with their job or enhance their per onal devel opment. Programs 

that emphasize the principals' job could include developing performance objectives 

and personal growth program emphasize on methods or communica ting verbally and 

in writing, stress management or time Ill anagt!ment. 

2..13 Types of Staff Development 

Many studi es concerning the ever-changing role of the school principals have 

identified the following major area as ap propriate lor princi pals' development 

program s.CRober 2000) 

1. I nstructional skills : To effectively eva luate supervise their instructiona l process. 

wh ich include provid ing curricul um leadersh ip and sec uring instructional resource. 

2. Management skill : To establish job object ives and be Clb le to assess the needs of the 

starr To be capable of budgeting and reviewing priorities in the effici ent use of 

scarce resources. 

3. I-Ium an relation abilities : To establish an open, two-way system of communication 

between teachers and other members of the comll1unity. To develop a method of 

invol vin o staff in schoo l based decision making process, To create atmosphere of 
'" 

trust in the school thClt encourages the stall' and students perfo rmance to the best of 

their abilities. 

4. Leadership skills : Thought a plan of staff deve lopment, to keep current with 

advances in the field of education parents and other publics. 

5. Self understanding: To develop a plan of' se lf improvement through eva luation by 

school based publics. Whatever an illCli vidual principal identifies as the area of 

personal need, a perquisite for success is commitment. 
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In many organizations it's t I I I na 'ura t lat all the SvstelllS I I dr" 
J anc metlO S 0 apprlslllg 

employees have their ow I" . . 
n Il11ltatlOl1S. Regarding thi s Dessler 2005 in (Yilma 

2009: 18) has forwarded some solution to Ill ' .. _ . 
Inllllize appnll sal problems. 

1. Learn and understand the potential proble lS 1 ·1 I' , n alll Ile so lIlion (Like clarifyi ng 
standards) understandin o the bl 

" pro em can help the appraiser to avo id it during 
a ppr~li sa l period. 

2. Use the rioht apl)raisal tool Eacl t I I . 
" '. , 1 00 la S Its own porn and cons. For example the 

rankin cr method of al)praisal ca . I ' . I " '" ,n aVO IC centla tendency error, bllt has another 
limitat ion. 

3. Train supervisor to reduce rating such as halo, leniency and central tendency. 

4. Dairy keeping is worth the effort, it is possible to reduce the adverse effects of 

app r,li sal problems by having raters compi le positive and negative critica l incident 

as they occur during ongoing activities. 

2.14 Teachers' Perfonllance Appraisal ill Ethiopia. 

In Ethiopi a teachers performance appraisa l was staned since 1930s and its main 

purpose was to contro l and inspect the instruction process of which later on 

chan ging its name to supervis ion and continued to operate (Yilma, 2007:46).The 

major object ive of the past teachers perforllHlnce appraisa l as stated by 

MO E( 19S0:GS)citeci In Atsede ( 199 1,46-48) werc to rrovicle educati onal 

opportunity, salary increment promOlion and reward to effecti ve teachers which 

was highly subjective instrument of graphic rating scale and cannot measure 

teachers performance objectively. Thc past teachers performance ap praisa l had 

been done by committee ancl there is no responsible body to be accounted for 

appraisal error done. 

Tigist (20 I O. 80-S2) states that, clepartment heads studenl ancl parents we re in vo lved 

in the appraisal system of teachers performance app rai sa l system of teachers 

performance in the past appraisal system. However. thi s participation of parents and 

students in TPA was criticized in the assumption that students and parents do not have 

required skill and knowledge of appraisal process. The reason indicated for this was 

student s and parents were lack of adequate training and experi ence. 
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Later. III 1996 the MOE add Il ew purpose of past p~rl ()l"Jn a ll ce appra isa l as career 
ladder IJlan which helps to create 11'l e" . I ' . . 
' , I ell C lies among teachers and proy Ide a means for 

promotion fro m one leve l to the next higher leve l accompanied \vith propol1iona l 

salary ill cr~men t (Vilma 2007:47). 

FCSC (2004) as c ited by Birehanu (2006) describe the objective or currentl y 

implemented TPA system ROTPA as to identify strcngth ancl weakness at school 

leve l, department, group ancl indi vidual level with inten tion 01' improvement in the 

com ing performance period, identifying the need assessment development and 

training for both principals and teachers, providing per fo rmance based payment for 

principals and teachers in add ition to making dec isions on principals and teachers 

mailer that is based on tangi ble documents and concrere fac ts. 

All types of performance appraisa l have its own slrengrh and weakness and also 

prov ide not to be out of difficulties wirh different naIure hindering its effectiveness. 

These problems are rel ated to the design and operation of" the app raisal system, skill 

and competence of eva luators and percepti on of teachers about teachers' performance 

appraisa l (Tigist 20 I 0:33) 

The training manual document of ROTPA method cUITently practiced has its o\vn 

merit and demerits. Creating transparencc and measurab le standard that ensure 

accountnbility to what is done, developing task on the bas is of agreement between 

teachers and principals, correlate indi vid ua l plan with school plan and promote cul ture 

of di scussion and participation which is a core of cxperience exchange among 

teachers and principals were some merits of ROTPA currently practi ced in general 

secondary schoo ls. 

I I . . Is alld teachers may not be ab le to prepare specific and measurable - owever, prlllci pa , 

time based obj ective, complexity of agreemcnt targets between teachers and 

. . I d -f' . on results leads to undermining of behavioral dimensions pnnclpa s an ocuslllg 

I' I d ··t · of ROTPA method. This method is favored above all for were some 0 - t le emel l S 

, I co npared to the past app raisa l its object ivity in apprai sing ones performa nce W 1en r " 

b· t' and rater is innuenced by bias and prejudice system, which is more su ~ec lye , , 

(Birehanu 2006:49) 
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In relaiion to general secondary schools, the above problems of performance appraisal 

are usua l. However these can be minimized by using differelll techniques .Different 

scholars cited different methods of red ucing appraisal errors. According to Dssler 

(2005:329-330) learn and understand the potential problems of the solution for each 

like clari fy ing standards use the ri ght apprai sa l tools, tmin appraisers to reduce ratting 

errors and dairy keeping is worth efforl. Lack of clarity and specificity on purposes 

and criteria the manner in which the appraisal will go ing to be implemented ,including 

who wi II be the appraisers , when and ho'vv frequently \0 appraise are some of the 

design related problems of teachers performance appraisa l(Melaku, 1996:30). 

In general, to make appraisal system more effect ive using objective criteria, proper 

following of the appraisal process ancl appropriate methods by appraisers who trained 

in and committed al appraisal had a signilicant bene lit for achievement of school 

objective and improvement of teachers ' profession. 
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CHAPTER THREE 

3. RESEARCH DESIGN AND METH ODOLOGY 

3.1. RcseaI"ch Methodology 

The research method employed in this study was descri pti ve survey based on the 

nature of data which enables the researcher to examine Teachers' Performance 

Appraisa l system in General Secondary Schoo ls of .I imma Zone. Descripti ve sUfvey 

often u ed to organize and monitor the implementation of specific decision Of new 

procedure and to eva luate the result of that procedu re (Sarantakos 2005: 147). 

Descri ptive survey is relevant to show current situation and also important to gather 

data from large number of respondents at a pa rtic ular time. 

Furthermore, the descripti ve survey methoci also assumeci to enable the researcher to 

fi nd the solution for ex isting problems of teachers' performance appraisal system in 

General secondary Schoo l. To descri be quantitati ve data that were co llected through 

questi onna ires to answer the basic questions, descripti ve survey was fo und to be 

relevant and appropr iate. 

3.2. Sources of data 

Both primary and secondary source or data were used. The primary data were 

obta ined [:1-0111 schoo l princi pals. teachers' and supervisors. They are the malll 

participants in the implementa tion of teachers' performance appra isal in General 

secondary schoo l. Secondary data were co llected li'OIl1 classroom perfo fm ance 

observation check list, teachers' perfo rm ance apprai sal doc uments and report s. 

3.3. Sample Size and Sampling Techniques 

, d . d ' J' a Zone It foc ll ses on six ra ndomly selected 1V0redas 1 he study was con ucte III Imlll , . . ~ 

. . "30/( f the total population of woredas III the Zone. out of eiahteen which const itutes.) 00 

'" " G · eral Secondary Schools out of 14 schoo ls To make the study manageable, SIX en . 

. . I tedusin o si mple random sampling techlllque to totally fo und 111 the woredas wei e se ec '" 
. - II 0 f the 1V0redas has more than one oive equal and independent chance Slllce a 

b . titutes 42% of the total population of schools General secondary schools. ThiS cons 
. determ inino types and number of 

d . d s Concern lllg '" found ill the se lecte WOI ea . 
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respondents, the groups of respondents werc teachers. principa ls and supervisors who 

implements current teachers' perrormance appra isa l at chool leve l. 

However. Practices of teachers' performance appraisal. Ilumber of teachers and school 

principals (both head and vice) as we ll as number or Genera l Secondary Schools are 

not uni fo rm in al l over the woredas. So, di fre rent sampling techniques were used. 

All sample schools have two pri ncipal s each except Kersa and Manna which have 

three each. Therefore all the 14 principals head ing the six sample schools were 

invo lved in the study. One supervisor rrom each of the six sample woree!as also 

involved in the study. So purposive sampling was used to include all 14 principals and 

6 supervisors since they are involved in operating teachers' perrorlllance appraisa l in 

creneral secondary schools. Out of the 224 total teaclh. rs across the six se lected o 

schools. the researcher determine ane! include alm os t h<ti t' 11 2(50%) of the teachers, 

because as stated by Cohen (1994, 107) '"The larger the salllple the better the study". 

So, thesc teachers were se lected using simple random sa lllpling to give equal chance 

of se lect ion or the samp le. The school se lectee! was the fo llowing. 

Table 1 Types and Size of Sample Respo ndent. 

No Woreda Schools populat ion sam Jle 
Teachers Teachers 

L/Gellet LlGenet 40 20 
I ' 1'~~~----~---------r----79~-------~--~2)~- ------~ 

2 Kersa Serbo 4 
1-;: --

Gomma Gembe 14 8 ~ 
.) 

4 Llseka Atinago 29 14 
5 Dedo Dedo 49 24 
6 Manna Yebu 43 2 1 
total 6 6 224 11 2 
~--- -

3.4 Data Gathering I nstruments 

Re levant quantitative and qual itative data from teachers_ principals and supervi sors 

. . . t . . IV and document ana lys is . were collected using questlollnaI re, 111 elVie , 

3.4.1. Questio nnaire 

. ' tionnaire consisting 36 In order to secure Information ques items was developed by 

14 . d d ni nisterecl al11on o 112 teachers and . I terawre an a I 0> researcher based on the rev iew I . . 
. I I clearly interpretable meanrng 111 some . . d> ' t l1'1ve data whle 1 lave 

prrnclpa ls. In or el 0 , . '.~ ' . ",ere constructed in 
. . ed ended questrOl1nall <;; Items \ sort of quantrtatlve sense, the clos 
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the form of likert sca le and level of agreement indicaied on five point rating sca le 

ranging from very high to very low and strongly ag ree to strongly di sagree. Open 

ended items were designed in the way that enables respondents to free ly express their 
ideas. 

3.4.2 Interview 

Interview whi ch support questionnaire was deve loped by researcher based on 

literature review were employed in the study to co ll ecl data from supervisors. One 

supervi sor from each WEO was se lected purposively s ince they have responsibility in 

developing school plan at woreda level and ea ily manageable to conduct interview. 

After the objecti ve of the study was informeci and reaches at consensus. the interview 

which consists six items was conducted once separately. Interview is importan t to find 

out what is or on some ones e lse's mind (Bes t and Khan 2005). Interview is also 

commonly used instrument for data collect ion especially on matters concerning staff. 

Gubriulll and Holi stein (2001:67) also states that, illlerview is a useful instrument to 

oenerate useful and often crucial inl"ol·mat ion. b 

This inst rument also he lps the researcher to have morc relevanr and va lid information 

for triangulating and suppl ementing the quantitati ve data gathered through 

questiollnaires. It is with this assumptioll the interview is selected as data gathering 

insrrument for this study. 

3.4.3 Document Analysis 

DocLlments like performance report check li sts, classroom observation check li sts; 

teachers' portfolio, se lf and peer eva luati on check li st, and feedbacks were observed 

and needed to gather information in addition to quest ionnaire and intervie w. These 

docllments were se lected 111 the assumption ' . .. of their direct relation with the 

inform at ion about teachers' perormance j - in the schoo l with rega rd to teaching 

learning process. 

3,5 Procedure of Data Collection 

. n both closed and open ended questionnaires and Durino the process of data collectlo 

b , -d. . lIect in torrnat ion from respondents. To - " 'epal'ed 111 01 el to co intervIew Items were pi ( _. h 

l'l 't alld relevance the questionnaire developed by lesearc er enSLIre irs content va IC I Y , 
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were tested a\ B i ftu Nonno Ge le' IS ·' ct· ' -I la t:Con my School of Jlmma Zone as pilot test 

that is not included in the saml)le of the st d I u y on ten lcac leI'S and two principals 

which arc selected through available sampling techniques. 

Participants of the IJilot test wel'e '111 ""0' I b I .. II Imee a out tle objectIve of the pilot study and 

how to eva luate and oive feeelb'lclr I'e . 1' "1 .. . . '" , , "gale Ing t le content vallehty 01" the questIon 

items, its lengthy and layo ut. Then, based on the iml)Onanr feedback and sU(Joestion 
"'0 

forward ed, the questionnaires were improved and necessary corrections were made 

belore they were administered to subjects of the study. As result of these seven 

question ' were modi [jed and three others were deleted because of lack of clarity and 

redundancy. 

Finally. a lte r adjustments were made questionnaire were distributed to 112 teachers 

and 14 principals. The topics included in the instrument are characteristics of 

respondents, purpose of teachers' performance apprai sa l. appraisa l criteria, skills and 

knowledge of principals, apprai sers of teachers' performance, problems of TPA and 

interventions to problems of teachers' performance appraisal system . 

3.6 Method of Data Analysis 

To eXalll llle the Teachers' performance Apprai sal system in se lected General 

sccondal'Y schools of Jilllilla Zone. questionnaire. interview and document analysis 

was used. Data gathered through questi onnaire has two parts; the first part is related to 

factual information that is about the background of the informant. The second part of 

the questionnaire is related to basic research questions. These clata obtained were 

tabulated and expressed by using statistical tools Percentage. mean score and 

weighted mean score to describe what portion of subj ect agreed or disagreed on given 

items. 

Chi-square(X2) test was also employed to detect whether there is stalistically 

significant difference 01' not between the opinions of teachers and principals on the 

gi ven items. Interview conducted with se lected subje ·ts, open ended questions 

an swered by respondents and document like performance report checklist, classroom 

observation checklists were discussed qualitatively. 
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CHAl)TER l"i'OUR 

4. PRESENTATION, ANALYSIS AND INTERPRETATION 

OF DATA 

This chapter deals with the resul ts of the study . The ana lys is consists of t,vo parts. 

The first section was about presentation and ana lys is of the characterist ics of 

respondents and the second part deals with the presentation, ana lysis and discussion 

or the findings . 

4.1. Characteristics of Respondents 

The data wcre co llected from sample schools using questionnaires, interv iew and 

docllment analysis. A tota I of 126 copies of quest ionnaires had been distributed to 11 2 

teachers and 14 pri ncipals of the sample schools. Out of these, 105 teachers and 13 

principals completed the questionna ire and returned . The characteristic of these 

respondents are presented in terms of their sex, work experience, qualification, and 

leadership experience of principa ls. 

Table 2 Respo ndents by Sex a nd Q ualification 

Item Teachers (No 105) Principals (No=13) 

No % No % 

94 89.5 12 92.3 l iVlale 

II 10.5 I 7.87 
~ 

. f-e male 
~ 

'" Total 105 100 13 100 

Diploma 8 7.6 -
12+211 0+3 

II 84.6 = I3A/BSC 97 92.4 
0 

15.4 
·c 

2 <: -:; MAl MSC -
l.= 

100 .- I 100 13 <: 
105 -

\ 

To ta l 0 
~o .' ci als are ? (92 Y< ) of pi III P " . 5% of the teachers and 1- . J 0 • • 

As Il1d lcate In Table 2, 94 (89.) .' d wcre 1 1 (10.5%) 01 teachel s 
. resentation In thiS stu Y . 

ma le respondents. Females lep . b h teachers and prinCipals, l06 
tl e tota l numbel , ot 

and 1(7.7%) of principals. From 1 
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(89.8%) and 12 (10 .2%) are male and female respondcnls respectively. However, the 

sex di sc repancies mentioned have insignificant effect to the study as per formance 

appraisa l is almost not sensitive or indcpendent of sex when compared to variation 

betweclI responses from teachers and principals. 

As indicated in the Table 2, II (84.6%) principals and 98 (93.3%) teachers were first 

degree holders. On the other hand, 7 (6.7%) teachers are diploma holders and only 2 

(15.4%) principals held MA/MSC degree. It would , thererore, be possible to in fer that 

majority of the sample schools were managed by personnel who did not fulfill the 

requirements set by MOE that supports gencra l seconda ry schools shou ld lead by MA 

holders. Besides, there are also eight 8(7 .6%) teachers who were assigned in teaching 

profess ion were also below requirements. 

Table 3 Respondents ' Vork experience in Service year 

No Items Respondents 

Teachers Principals Total 

(n= 105) (n= 13) (n= 118) 

% No % No L No 

1-
12 11 .4 Below 5 years 12 11 .4 -I 

2 (j - 10 ?" _J 
1

22
.
0 3 - I 23. 1 26 22.0 

15.4 34 29.0 ~ II - 15 32 30.5 2 J 

4 16 - 20 24 22 .8 5 i "8-J . ) 29 24.0 

I I 
"t i 23.0 17 14.0 

-
14 13 .3 J 5 2 I and above 

I 
i 

Total 105 100 13 I 100 118 100 
1 

'ervals o · f . . , . . ' the largest proportion 0 f teachers falls 111 lilt 
With regard to WOI k expCllence , . ' . . a 32(30.5%) and 24(22.8%) 

.' e of which COllslltullll", 
II - 15 and 16 - 20 years expellenc . blow 5 years and above 21 

1 '1 those with expel'lence e . . 
of' the tota l sample; W 11 e, I Those principals group failing 111 

14% of the tota l samp e. . constituting 11.4% and 
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interval of 16 -- 20 years of experience comlJrises of ~ 8 )-U / I' I I 
.h. / 0 0 t le tota sample. Other 

(JO between 6 - 10 and 11 - 15 yeal S f . 
" ' ,' o ' experIence makes sample proportion of 
23 .1%. and 15.4% respectively. 

From mcntioned representation in terms of work experi ence, it would be poss ible to 

infer that both the teachers and principals were sampled from service intervals of 

years and experience above 5 yea rs which enables thcm to be familiar with the 

performance appraisal system and can provide the rescarcher necessary information 
about teachers performance appraisal. 

4.1.1 Principals by Ficld of study 

Concerning field of study, four principal and five of them had academic background 

of language and social sc ience, while two principals had natural sc ience educational 

background respectivel y. On the other hand, two principals were graduated from 

Educational management that is there was very small number speciali zed with 

requirement. Generally eleven principals who constitute 84.6% were academic subject 

graduates. This implies that most of the sample schools appraisal system was 

managed by principals with different academic backgrounds. However. with the 

already cliscllssed duration o f experience and diversificat ion of speciali zation they can 

provide valid informat ion for the study. 

4.1.2. Principals by year of leadership experience 

As far as principals ' year of leadership experience, eight principals had 1-5 years 

leadership experience and fi ve of them had 6-10 years of leadership experience in the 

sample schools . From this one can say that maj ority of the General secondary school 

principal s had few years of leadership experience. This may show that 111 0st of the 

. I'" I rocess which may in turn have an principals are not experIenced to t le appl elIsa p 

.. .' f ." I . ' performance appraisal process due to impact on effectIve ImplementatIon 0 te elc leI s 

lack of experience. 
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4.2 Presentations, Analysis and D' , . . 
ISCUSSlons of Findinos 

b 

Table 4 Purpose of Teachers' IJe'~ . 
1 01 malice Appraisal 

No ih~ 1Il 
nCSpOII(lcllts 

Te~c"ers 
-

SA prin( lpals A UD DA so MS 
1 To i~ i en t iry NO - - SA 1'Fm-- 7 9 1 

tl.!:ll:hcrs sliccess 7 

- 3 T all~i 1 ~lIll1re in 
tc~c"ing 2.0 % -

1-;, - 6.7 86.7 6.7 t- --
To improve No 2 211 6 66 f--. - 23 1 76.9 _ 

7 2.47 prol~' SS J01Kl l 3 - 10 
quality of % 1 9 ?' 5.7 62.5 _ J 

6 .7 I l~lIc.he rs " _ 0 - 76.9 

I 
-

3 To r~\Vo rd No 'I 60 2 ~ I 
oUI:i [ (I ll di ll ~ 

22 306 2 6 I % 3.8 57 1.9 
- ·1 1 

perfonnallce 
16 2 1 15 16 - 31 

I 
7.7 

4 To provide NO - 15 - 78 12 2.74 3 7 rccdlJac1, % - 14 - 3 - 711 11 
5 To id clltiry NO 5 

- ~:; 54 7' 
6 1 4 28 7 2 1-6 

_ 0 

Ir;lin illg lI eeds % 
3.27 - 4 1 4 .8 58 3.3 27 (' .7 ~'16 

6 For NO 10 64 - 20 - 3 1 -
13 3.4 1 7 1 ll1:ln:lgclllclll % 9 .5 6 1 

4 -- 19 12 
D.:cisioll 7.7 5·1 7.7 3 1 -

7 To rll1lill NO 26 64 2 7 6 
Admin istrati ve 

3.94 - 12 1 -
fbnIl:"! lit)' fo;;- I 25 6 1 1.9 6 .7 5 .7 J-- -91 rg 7.7 I To ass ign NO 10 64 

-- 18 13 3.38 
tc:lCI1CrS 

1 ., 
1 4 -% 9 .5 6 1 r-:u-- 17 12 =' ,1 7.7 3 1 

9 To take No 12 - 3 90 2.37 - , 
1 10 -

COITL'c tl ve 

measure % 14 2.9 85 .7 ~I 15 7.7 76.9 
A verage Mean Scor~ 2 95 

NB: SA =5, 11 =4, UD =3, D=2, SD=/ 

MS=Mcol1 Score WMS=Weighled iV/eon Score 

~IS W~IS 

202 
22 

2.46 2.-16 

3.0 3.05 

2.78 2.75 

3.30 3.27 

388 3.39 

3.95 3.94 

3.38 3.38 

2.38 2.37 

2 9 

Regarding item I of Table 4, 98 (93.3%) teachers and len principals di sagreed that the 

currenl system of TPA mainly serving 10 identify teachers strength and weakness in 

the teaching learning process that is lI sed to gather information aboul teachers in order 

to improve individual performance and take corrective action on the shorl comings. 

Referring to item 2 of Table 4, 83 (79.04%) teachers and ten principals disagreed that 

the current system ofTPA is serving to improve the quality of instruction, while three 

principals Agreed and 6 (5.7%) teachers undecided on the item. This implies that, one 

oCthe major tasks ofTPA in General secondary school wh ich is 10 improve quality of 

inSlruction is not satisfactory achieved -
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A questi on regardin o to the purpose ofTPA . ' I " .. 
b mdln y se rving 111 recoglllZll1g and reward 

outstanding teachers was also raised Accordin ol)1 G/l (GO 9"0/ ) I d ' I 
. 0 t .) 1 0 teac leI'S an elg lt 

prillcipals agreed that better achievement of teachers' performance should be 

rewarded to recogniz-; teachers' e fforl and to moti vate them far better perfo rmance 

results. However, thi s was denied by 39 (3 1. 14%) 01' teachers and 5(38 .46%) of 

principa ls which is co ntrary to the purpose ofTPA curren tly serving in schools. 

Three principals and 90 (83.71 %) teachers disagreed that TPA used to prov ide 

feedback on teachers ongo ing performance, while 15 ( 14.28%) teachers and three 

principals agree about this item that helps teachers to make comprehensive se lf" 

assessment based on the stated goals. Concernino the identi ficat ion of trainino needs 
~ '" '" 

for class ified incompetent teachers as main purpose 01' TPA currently serving were 

supported by 66 (62 .85%) of teachers and eight principals. This revels thal the aim 

of TPA is serving to prov ide training to teachers by identify ing training needs. 

However 35(33.3%) teachers and fi ve pr incipals disagreed th is purpose which is 

contrary to the main purpose ofTPA that states appraisal of teachers should be made 

mainly to identi fy teachers training need fo r continuous im provement, 

As can be seen from ta ble 4, to documcnt perfo rmancc defaults fo r management 

dccision as main purpose of TPA were supported by 74 (70.47%) teachers and eight 

principHls, while 33 (3 1.42%) teachers and fo ur principa ls disagreed on the item 

wh ich may used manageri al decision regarding perfo rmance pay, tenure, ass ignment 

and the I ik.e. 

4 ., f d l 90(8)" 740/,) teachers and 13 Pertainino to item 7 of tables majorI ty 0 respon en s . 0 

'" 
( 100%) principals agreed that TPA mainly serving to ('L1 l1 ill adm inistrati ve formali ty 

. I'fi . I I d 'It' evel')1 semester of the year however this item were not Sll1ce 0 'ICW S C eman ' 

supported by 13 ( 12 .4 %) teachers. To ass ign and promotion of teachers as the main 

purpose of TPA were supported by 74 (70.47%) teache rs and eight principals that 

I . d '" relati ve assianment and promotion. 
administrators need when ma ( ll1 g eClSlon, '" 

Finall y to tak.e measure on incomplete teachers as the main purpose of TPA was 

d b 14 (1
" '> 0/) teachers and twO principals; in the contrary 90 (85.71 %) 

supporte y .). ,) / 0 ' . 

. ' ' . d 1 the measure should be taken on ll1competent 
teachers and ten prIncl pals clI sagl ee 01 

' . sui t as the main purpose of TPA. 
teachers based on the performance Ie 
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In gen.:ral as indicated in the Table <I above both groups of respondents clearly 

l·e l10rted that. the sUl11mative purpose of "\' PA · I I r: f 
IIl C Ul e; to lui ill adrninistrative 

fonnalil Y with weighted mean Score (].94),for managel11 l;nt dec ision as revealed by 

weightcd mean score (3.39) , ass igning and promoting tellchers with weighted mean 

score (].]8), provide service training wilh weighted l11 eclll score (3 .27), and 10 reward 

outstanding performance confirmed by weighled l11ean Score (3.27) were the 

principal purpose ofTPA which currently serving in the schoo l. 

On the other hand, the second major purpose of TPA pe rceived by bOlh groups of 

respondent was that the formative or developmental pmpose of TPA, i.e. to provide 

feedback with weighted mean score (2.75), to improve the quali ty of teachers 

instruction reveled with we ighted mean score (2.46). 10 lake measme on incompetent 

teachcr with weighted mean score (2 .]7) and to identi fy teachers sllccess and fai lure 

in teaching learning process confirmed by weighted mean score (2 .02).This 

contradicts to Keno (2009:48) finding. 

Open ended questions also conducted to both respondents to report other purpose of 

TPA currently serving in their schools. Accordingly the respondents reported that; to 

make dccisions on teachers' career structure, for control or teachers, to ass ign teachers 

to upgrade their educat ional level that accounts teachers efficiency as one criterion 

were li sted as some of the purpose of TPA currently serv ing in their schoo l. The 

respondents also indicate that identificat ion of training need during appraisal 

followed by training pract ica lly. 
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Table 5 G roups Appraisino Teachcl's ' l~ .. r . 
b CI IOlmancc 

Responsc 

Teachers -
No Itcm Pri ncipals Tota l 

(n= I 05) (n= 13) (n=11 8) 
I n % n % 11 % 

I Pri ncipals 82 79 .61 9 69.23 9 1 86.6 
2 Vice Principals 79 75.23 12 92 .3 9 1 86.6 -3 Department head 56 53 II 84.6 67 63.8 
4 Unit leaders 2 1 20 10 76.9 3 1 29.5 
5 Schoo l supervisors 14 13.3 - - 14 13.3 
6 I Students 

1 5 4.76 I 1.6 6 5.7 I 

7 Parent representatives I 0.95 - - I 0.95 

Table 5, respondents were asked to identi fy individua ls in vo lved in appnslllg 

teachcrs' performance. As indicated above 82 (79.62%) teachers and nine principals 

identify principal s as appra isers of teachers' performance. The invo lvement of vice 

directors in teachers ' performance appraisa l was identi ried by 79 (75.23%) teachers 

ancl twc lve principals. The invo lvement of department heads and unit leaders in 

apprising teachers performance was identified by 56 (53%) and eleven teachers and 

principals respectively. On the contrary 5(4.76%) teachers and one principal identify 

the in vo lvement of students in teachers' performance appraisa l. The involvement of 

parents in teachers ' performance apprai sa l is identified by one teacher. 

Accordingly, both the teachers and principals respondcd that the invo lvement of 

students and parents on TPA "vere very low. As to MOE ( 1997 E.C) students and 

parents are not skill ed to carry out such a decisive appraisal which could have impact 

on teachers career deve lopment, so as such the highest responsibility is left to 

principal and vice principal with co llaboration of department heads and unit leaders. 

1'1' . b 'f ' . t (20 I 0) findin o which stale ' lhat currently teachers were liS IS supports y Igls '" 

appraised ty pically by principals and department heads. 
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Table (" Principals' skill and Knowl I . . 
" • C( ge to Appralsc TP as Reported b ' 
leachers. ) 

5= Very High ; 
4=1-ligh; 

Scale foJ' Responses 
3= Medium: 2=Low 

0 Items 5 
1= very low 

z. 4 3 2 I MS 
n % n % % 11 n % n % 

I Develop ing -
appraisa l - - - - 6 5.7 criteria 82 7S 17 16.2 1.89 

2 COJl1Jl1l1nicat i n 
g performance - - - - 20 19.0 ~ 711 defau lts 67 60 2.02 

3 Recilici ng -- -
appraiser - - 2 1.9 14 3.3 76 errors. 72 33 31.4 2.00 

" Co ll ect on 
going 
performance - - - - 12 I 1.4 73 69 20 19.0 1.93 
data 

5 Administratin 
g the overall 

- 4 3.8 evaluation - 17 16.2 71 67.6 13 12.4 2. 11 
pmeess 

'V ' I\~ . ~ -> 1 B .. 1.\ l 1ean Seol e 

Questionnaires were developed and di stributed to teachers to check whether the 

principals were skillful and knowledgeab le to apprai se teachers objectively. The 

degree of agreement concerning the perception or teachers about principals 

knowledge and skill in appraising teachers performance in table 6 was inferred as, the 

mcan values less than 1.5 is very low; from 1.5 to 2.49 is low; from 2.5 to 3.49 is 

medium; from 3.5 to 4.49 is high ; and above 4.5 is very high. 

As Table 6 depicts, 99 (94 .2%) teachers responded that, principals skil l in developing 

TPA criteria was low, and 6 (5.7%) of them responded as medium. The mean score 

for this item (1.89) also supports this conformity. T hc sk ill and knowledge of 

principals in communicating performance defaults, 75 (77.1 %) teachers reponed that 

principals did not have adequate knowledge and skill whi le the remaining 20 (19.0%) 

of them responcled as medium. Also the mean score 2.02 confirm the fact. 
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With respect to principals sk ill in reducin o alJpnisal " . I 
" '( ell OIS arge number of teachers 

abo ut 89(84.8%) reported as loyv, while 14 ( 13 .3%) 'md ") (190/.) to· _I . 
' . ' - • 0 0 t lem respectively 

reported as medllllll and high which is confirmed b I • • 

) mean seOle 2.00. Regarding 
Principals ski ll and knowledge in understandin o I t II . 

' "lOW 0 co eet, orgal1lze and 
documcnting ongoing performance evaluation data, m<uority of teache rs. 93 (88.0%) 

responded as low, only 12 (11.42%) of them responded as medium. This is confirmed 

by mean score (1 .93). For principals skill and knowledge in administrating the overa ll 

implementation of TPA, 71 (67.6%) and 13( 12.38%) teachers responded as low and 

very low respective ly, wh ile 17 (16.19%) responded as medium and on ly 4 (3.8%) 

responded as high .Thi s was supported by mean score(2. 1 I). 

Lewis ( 1982) indicates that teachers have ri ght to be appra ised by competent, 

experienced and helpful appraise rs. However the analys is revealed that. the principals 

how have responsibi lity to run teachers perfo rmance appraisa l in the study area didn 't 

have adeq uate knowledge and ski ll in ad mini stering teac her' s performance apprai sa l 

system effectively. 

Additional questions were raised to teachers if other principa ls skill and knowledge 

problems in implementing performance appra isa l system. Most of the teachers 

reporteci that lack of com mitment and se lf con II dcnce (0 apprai se teachers, 

un wi llingness of princ ipals to accept constructive cr iticisms, lack of ski ll to arrange 

grievance proced ures and lack of ski ll in es tab li shing proced ures needed to 

implement appraisal process are the major principals sk ill and knowledge problems 

in implementing performance appraisal system. 

4.2.1 Principals in volved in training on TPA 

Questions were raised whether the principals have taken any training related to the 

., " 1" ce 'Ippraisa l system. Accordingly, the eflective implementation of teachers pel olman , . . . 

. . " . -- - . . d that they did not prov ided In tramlng majorI ty of prinCipa ls ten of them I epol te .. 

. .' - -f .' . Is were made to be Involved 111 related to TPA. [n this case, the mCljollty 0 pllnclpa . 

. - . 0' wledoe of holY to carry out the appraisal challenging task of TPA Without hav!l1" k110 "' . . 

. - .. "lined observers cannot see adequately. fails to process effectively and effiCiently. UntI e . . 
I . adequ 'l l'C I'ecorcl s (I-lam s, 1986. 127) control biases, do sample events, and proc LIce III , 
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Interview conducted with Sllpervis' I 
• . . 01 S a so sUpports thal [ile W ' ~ . 

didn ·t arranges trall1Jng and orie t' oleda Educat ion Office 
nation program for Jrin" 

techniques of TPA and related issues I clpals and teachers on 
Concernino tl . I 

~ b le Imp ementation of emect'lve 
teachel's performance appraisal system. 

Table 7, Groups Developing ane! Det>. . . 
. Cln""lI\b(T Appr"I'~'11 C °t . " .. , n ena 

LcvcI of "cSpondcnts ag"ccmcnt 

Strongly agree (5) Undecided (3) Disagree (2) 
No Itcms Agree (4) 

Strongly di sagree (I) 
Teachers (n 105) MS Princi pals (n 13) Ms 
5 4 3 2 I ~l3' 2 

I I 
I Principals 18 87 - - 4.17 ~I-I - 3 10 1-- - - 4.2 
2 Vice 16 82 7 r---- 4.39 

principals 4 9 1- - - 4.07 

-:;-- 'I'cachers _ . __ 1 
.) - - 7 91 7 2.34 - f3 - 10 - 2.2 
4 School - - 2 16 87 1.4 --=-1 board 

- - 13 1.0 

I 
-;:--

WEO I-:> - 14 - 78 13 2.74 - 5 
1- 7 I 2.7 experts 
I 

NJ3: ]..lIs AI/, ean SCOt e 
I 

The degree of agreement concerning the conformity of teachers and principals about 

parties developing and determining appraisal criteria in Table 7 was interpreted as 

the mean value less than 1.5 is strongly disagree; from 1.5 to 2.49 is disagree; from 

2.5 to 3.49 is undecided; from 3.5 to 4.49 is agree; and abo ut 4.5 is strongly agree. 

The mcan value of item one and two were in the range or Agree. That means both of 

the respondents teachers and principals confirmed the participation of principals and 

vice principals in the development and determining appraisa l criteria were high. Item 

3 and 4 have the mean va lue of 2.0 and 1.4 of teachers and 2.2 and 1.0 of principals 

respectively. This shows that in the sam pic schools the involvcment of teachers in 

developing and determining appraisal criteria .vas low. This practice is not agreed 

with the principles of current TPA system, where performance plans, objective 

standards are set on the bases of mutual agreement between apprises and appraisers 

(FCSc. 1996: 12). 
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The trainino document reve'lied tl t t -, °1 .' I . . . -. 
b 'la e,h; leiS slould participate 111 des lgnll1g or the 

'1lJpraiscli criteria for their a . I C ' ' ppralsa. oml11only agreed goa ls must be set at school 

Icvel by involving teachers in action plan development. Mo reover they should discuss 

freely to agree on the developed criteria. Whereas items 5 or Table 7 indicate the , 
mean value occurred in the range of undecided. That means teachers and principals 

did not decided about the participation of Woereda educational office experts in 

developing teachers' perrormance appraisaL 

A despite minor d i~crepanci es as to who developing perrormance criteria for 

apprising teachers' performance. majority of the respondents ti'om both groups have 

assured that setting of such criteria and standards has bcen duty of directors and vice 

director. Respondents Crom open-ended question (;onfirmed that, once the 

performance plans were roughly prepared the school heads had been a trend of 

di scussing up for teachers at an agreement for implementation. The information 

obtained during document analysis also confirms thi s practice. 

The response of the schoo l supervisors to the interview questions also indicated that 

the criteria were drafted and formulated by Warcda Education office where the 

princip,lI s invited to participate at limited leve ls and provides orientation to develop 

the criteria. However, teachers were involved most ly in the implementation process. 
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Table 8, Perccpt ion of R eSIJonde t n s 0 11 the Ob· .. 
Jcctivily of the App r <lisa I e riteria 

.-- , \ 

.; T eachers (n 105) 
Res pon(\ents 

:z Ohjectivity 5 II 3 2 
~ r i ll c i lX1 l s (n 13) 

I X' 
<: ) ' I 3 

~ 
2 I 

Real ist ic to - - l-Na 23 20 S -
be r-o;.;-

30 27 

implemented - - C I 7 3 
2 1.9 13.0 48 28.6 -

z.-
25.7 - 15 

5.3 

Relmed to 
7.7 538 - - 23 1 

educational No 6 9 
- -- -

S6 
objective 

16 18 2 I 7 2 2 
% -

5.7 8 .6 - - -53 .3 15.2 
1.8 

17. 1 15.4 77 53 .8 15 4 
3. tvlc~l su re 

15.4 

teachers No 16 20 12 34 23 - 1 

competence % 15.2 I9.OfIIA 
- 8 3 

32 1\ 2 1 9 5.04 
7.7 

4. M easure - - 6 1.5 23.0 

teachers No 14 27 6 37 

I 

2 1 - 3 
p :\rlicip~t ion 

2 7 1 
% 

III 

addi ti onal 13.3 25 .7 5.7 35.2 20 
9.0 

lask 
230 15 4 53.8 7.7 

5. ivleasure - - --
teachers No 14 22 11 38 10 - - 2 9 
reb t ionship 

2 

% 
13 20 .9 

4.6 
10.5 36.2 19.0 15 4 69.2 15.4 

6. Related to 1-

teachers No 3 12 15 59 16 I - 2 8 2 
duties % 

2.85 I 1.11 14.3 56.2 ~-
2.0 1 

15 2 15 ·1 6 1.5 15.'1 

B. -
Relia bi li ty of T PA cl·it cr ia 

~ A ppropriate 
to clec ide 0 11 No 4 60 10 18 J3 I 9 I 2 

teachers - - - - - - S.62 
career % 3.8 57. I 14.3 17. 1 12.4 7.7 69.2 7.7 

f-g:-
structure 

15.4 

A ppropriate I, to take No 12 25 10 40 18 2 1 

eorrl:!cti ve 
I 5 

mensure --- - - - I-. 0.64 

% 11 .'1 23 8 9.5 38.0 17. 1 15 1\ 230 15.4 38.5 151\ 

- . . 1 Al (J. 0 0) and 4 degree ojjreedom critical x vallie 9.94 

Appraisers and appra ises in these case principals and teachers were asked to examine 

the extent of relevance ofTPA in use to appra ise teachers perfo rmance. Questionnaire 

was administered to both groups. Each of the items were rated as very high (5), High 

(4), Moderate (3), low (2) and very low ( I). 
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Based on the response given above b), tl t , ' 
le \\ 0 gloups pcrcentagc and chi -square (x2) 

were computed as follows , 

As indicated in table 8 majority of tl I 
le responc enls 57(54,3%) teachers and ten 

principal s responded that the objectivit" of the aIJpl"l'I S'l l cl"11 " I I 
'J ' c, ella 0 measure wealler 

thc appraisal criteria was reali stic to be imlJlemellt'ecl by tc I, L I I I 

low, 
ac lCI s at SCIIOO eve were 

In itell1 2 of table 8, 56 (53.3%) teachers and seven principals have rated that the 

extent of appraisal criteria currently serving in the schoo l related to educational goal 

and objective assigned by schools was medium, Moreover, 57 (54,3%) teachers and 

eleven principals indicated that the objectiv ity of the appraisa l criteria to measure 

teachers' competence in teaching was low, 

On thc other hand 58(55 ,23%) teachers and eight principals reflected that TPA criteria 

to measure teachers' participation in co-curricular and addit ional tasks we re low, 

With rc pect to extent of current appraisal cri teria obj ectivity to measure teachers' 

relation with colleagues and students, 58(65 ,24%) teachers and eleven principals have 

rated low, This implies that the currenl appraisa l criteria were fo und to be not 

objecti ve to promote teachers-student and teachers-adm ini stration relationship in the 

school uncler the stucly, Though, 75(71.4%) teachers and ten principals rated that the 

objecti vity of apprais'll criteri a to measure whether the criteria was related to duties 

and responsibilities of teacher was al so poo rly objecti vc. 

Accordingly, as the respondents of both group reported that the criteri a In use 

currently were not related to duties and responsibilities of" teachers and reali stic to be 

perform cd by teachers, Therefore, respondents have perceived that the criteria were 

not hi gh ly objective to generate objective data on perform ance of teachers, 

J " t 7 o·f tile sa ille table 64 (60 9%) teachers and ten principals rated n response to I em " , ' 

, d h' I aplxaisa l criteria (0 decide on the reli ability of the evidences obtallle t lOug 1 , , 

, , '" , I 'al,. Moreover. 58(55,23%) teachers and teachers rank III the career S!luctlll e \.\ as 11", , . 

. ' . ' ' , I' bil it ' of the evidence obtained through seven principals IIldlcated that the Ie la ) . 
. . . ,,' ure on undisciplined teachers behaVior was appnllsal CrIterIa to take cOllective meas , ' 

can understand that maJonty of teachers and poor. 1-'1'0111 the data analysis one 
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principals have unfavorable mind-set towards the reli ab ility of TPA criteri a to obtain 

data to decide on disciplinary acti on on teachers. 

To identi fy whether there is signilicant di fference or not between the response of teachers and 

principals with regard to the objectivity and reli abili ty of appra isal criteri a the chi-square test 

was cOll lputed 

Null lI ypothcsis (1I0) : There is no stat istica l signifi cant dilTerence between teachers and 

principals with regard to object ivity and reliabili ty ofTPA cri ter ia. 

Altel'll a tivc Hypothescs (Ha): there is stati stical s i gnifi canc~ difference bet,veen responses 

of tcachcrs and principals with regard to obj ect ivity ofTPA critcria. 

As notcd on the above table fo r all items, the calculated va luc of Chi-square is less than the 

tabled value 9.49 with 4 degree of freedom a=O.05 levcl of significance. I-Ienee, the null 

hypothcs is' (\-10) is accepted. This impli es that, there is no sign ificant di ffe rence between the 

response of teachers and principals regarding objectivity and rt: liability ofTPA criteria. 
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Table 9 Components to be AIJIJra.·se 1 _I • • 
.( (IInng rl'A 

'------"] 

Teachers 
Respondellts 

No 
Item Response Pri nc ipals Total ( n = 105) (n'= 13) (n= liS) n % 

EI% I Providing Yes n % 
100 95 .2 

tudent centered 10 1 76.9 110 93.2 No 5 4.S 3 
i ~~~I lesson Tota l - 8 6.8 105 100 13 2 Using Yes 118 100 99 94.3 II : 84.6 I 110 appropriate No 93.2 

6 5.7 2 I 15.4 teach i ng method 8 6.8 Total 105 100 1 100 13 118 100 3 Coverage of Yes 101 96.2 1 10 76 .9 II I 94.0 semester and No 4 3.8 I 3 annual plan 23. 1 7 5.9 Total 105 100 1 13 + 100 4 Classroom 118 100 Yes 36 34.3 ~ 53.8 I management 43 36.4 No 69 165.7 16 i~16.2 75 63.5 
1--;-- Total 105 100 I 13 : 100 11 8 100 Student I Yes ) I 83 79. 1 I 12 j 92.3 f95 80.5 achievement I No 122 20.9 I I I 7.7 ? ~ 

c1ata -.) 19.5 
Total 105 100 I 13 I 100 1 100 , liS 

6 Provision of Yes 97 92.4 I 12 I 100 109 92.4 tutorial class for No 8 7.6 I - i - 8 6.8 slow lea rners Total 1 10) 100 
, 

13 100 118 100 

In table 9 schoo l princ ipals and teac hers were asked about the components that were 

apprai sed during TPA.I 0 I (96.2%) teachers and len principa ls indicated that coverage 

of semester and annual pl an of the course was highl y cons idered during TPA. while 

ten pri nc ipa ls and 100 (95 .2%) teachers showed that the prov ision of student centered 

can take higher consideration during TPA. Furthermore. using appropriate teaching 

method and teaching aid we re identified as components to be appraised by 99(94.3%) 

oi"teachers and eleven principals. 

On the other hand item 5 of Table 9. 83(79.1 %) teachcrs and twelve of principals 

responded that student' s achievement data also can be considered in appraisa l of 

teachers' performance. Were as, 36(34.3%) teachers and seven principals declared 

that classroom management during lesson as component to be appra ised during TPA. 

As illustrated on item 6 of table 9 all of the principals and majority of teachers 

97(92.4%) asserted that teachers were appraised by their provision of tutorial class for 

slow learners. The study revea led that a lmost all of the variables identified about 
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components that were appraised during TPA, coverage of semester annual plan, 

providing student centered lesson were an important variables which had influence on 

the appraisal of teachers' performance. Though , others were also accepted as 

important variables by both respondent groups. From data it is clear that the above 

variables were the focus areas on which appraisal of teachers' performance mainly 

depend on. 

As Tigist (20 I 0) states that, Ethiopia secondary schoo! teachers were apprai sed by 

using of appropriate teaching strategies and teaching aici s, coverage of semester and 

annual plan, participation in Co-curricular and other relakd tasks, prov ision of student 

centered lesson, provision of additional academic support for gi rl students and slow 

learners. pedagogica I and laboratory work partic i pation. da i Iy attendance, provision of 

tutorial for students. 

As indicated by majority of both respondents in thc open ended question and 

docum ent analyzed from teachers ' performance appraisa l reports, teachers were also 

apprai sed on the provI sion of continuous assessment, participation and 

implementation ofCPD, Conducting edu cational research and number of tutorial class 

they wcre provided for female students and low achievers. 
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Table 10 Sourcc of Challcl1<rc t· . ). . 
b S 01 I nnclpal' . 

, S Ill llllplc'll cntin TP (J 

A Systcm b 

No - -
Respondents 

~ Teachers -
Hem d Principa ls Total 

0 
0.. (n== 105) Vl (n== 13) 
~ (n= 18) 
~ 

II % n % 
I Lack ofknovvledoe 

n % 
b Yes 92 rn-j-u and experience to 84.6 -

appra ise teachers 
103 87 .2 

No 13 12. '1 I~ 15.4 15 12.8 
Total 105 -100 13 100 11 8 100 

2 Lack of effective 
gu ideline for 

Yes 80 76.2 10 77.0 90 76.3 
appraisa l No 25 100 13 100 118 100 

Total 105 100 13 100 118 100 
, Lack of separated .J Yes 70 

eva luation criteria 
66 .7 18 61.5 

I 78 66.1 
No 

1

35 43.3 15 38.5 40 33.9 

Total 
1

105 100 13 100 118 100 
4 Appra isers reliance Yes 94 

during evaluation 
89.2 3 23.1 97 82 .2 

No 2 1 11. 8 10 
176 .9 31 27.8 

I Tota l 105 100 , 13 100 118 100 
--:--1 Res istance of 

1

9 ) Yes 69 
teachers 

65.7 69.2 78 66.1 

No F- 34.3 14 30.8 40 33.9 

~05 Total 100 13 100 118 100 
f-:- -
6 The complexity of Yes 89 84. 8 12 92.2 101 85.5 

appraisa l system 
No 16 13.2 ' I 7.8 17 14 .5 

Total 105 100 
1

13 100 118 100 

7 
-

Lack of structured Yes 67 63.8 14 30.8 71 60.5 

document for I 

appraisa l No 38 36.2 9 69.2 47 39.5 

~ Total 105 100 13 100 118 100 

In Table 10, school principals and teachers were a~ked to identify source of 

challenges for principals in implementing TPA. Accordingly, majority of respondents, 
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92(87HYo) teachers and eleven principals relJliecl II ." . 
lat, pllnclpals lack of knowledoe 

and cxperience to apprise effective TPA were 01 e f' I . '" 
, 1 0 t lt~ sources of challenoes. Lack 
of separate eva luation criteria for beoinnin o and · ,·' I '" 

'" '" expelleneec teachers was reported to 
be by 80(76.2%) teachers and ten principals as so ' ., f I II . 

< Ul ce 0 c 1'1 enge. Concernll1g 
Principals re liance on teachers relation durino eva lu "lt ioll ' IS so · 'f I II 

'" " , lIIce 0 c la enge were 
reported by majority of teachers 94(89 .2%) and few principals which accounts three 
out of total thirteen principals. 

With regard to the complexity of teachers' performance appraisa l system as source of 

chall enge for principals to implement TPA were reponed by 89(84 .8%) and twelve 

teachers ancl principals respectively. Finally, lack of structured teachers portfolios and 

relevant document for teachers' performance appraisal as Source of challenge for 

princi pals "vas confirmed by 67(63 .8%) teachers and four principa ls. 

Thus, from the above data it is possible to understand lhat majority of respondents 

from groups reported that lack of knowledge and experience of principals, the 

complexity of teachers performance appraisa l system and appra isers reliance on 

teachers relation during eva luat ion were the primar)" source of challenges for 

principals to implement effective TPA. 

From an open-ended item on sou rce of cha llenges for principals, both respondents 

identifi cd that; less exper ience of principals in school leadership, lack of inadequate 

'd d c: .. Is tile IJ1'1'llc 'lpals we re not certified in Educational training provi e LOr pnnclpa , 

administration, burden of work load and level of" educat ion of principals below 

I I . . I with Masters in Ed ucation requirement for General secondary sc 100 pnnclpa s 

c: d I as source of cha llenges for (IVIED) and first degree for teacher were lorwar ec 

. I t' TPA Olll'ino document ana lysis conducted in study area principals in lI11p emen II1g . '" 

'111CII'V'lcILlal teachers ' portfo lio which enab les to show the there was no organized 

. I . ' erfonnance and relevant manuals for ongoing change regardl\lg teac lei s p . 

. . . I .' rfo rmance appra isal were also maciequale. management deCISion about teac lei s pe 
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Table 11, Factors Affecting realization of TIlA S t 
yscll\ ,- -

Tcaeh-ers Principals No I (CIl\ 
( 11= 1(5) (n= 13) 

No 'Yo No % ----
I Lack of appraisers experience and 

knowledge 94 91.3 12 92.3 

2 Poor communication between ~ teacher and principals 70.5 7 53.8 

3 Low participation of teachers in 
developing criteria 

98 79.0 II 84.6 

4 Iligh performance not followed by 
reward 83 92.4 10 76.9 

5 Lack adequate trainino oiven -
"'''' 97 92 .4 13 100 

6 Less use of various tools for 76 72 .4 9 69.2 collecting information (data) 
f-:-:: -

7 In appropriateness appraisal cri tcria --
75 7 1.4 8 61.5 

In Table I L respondents were asked to identify factors affecting implementation of 

TPA. Accordingly, low participation of teachers in developing appraisal criteria, lack 

of adequate training given to principal s and teachers as well as lack of appraisers 

experience and knowledge for teachers' evaluations were the major problems 

identified by both groups of respondents. This is contirmed with 93.3%, 92.4% and 

91 .3% teachers, and 84.6%, 92.3% and all of principals respectively. 

As noted in TPA manuals, teachers should equally participate with principals in 

de ve loping the appraisal criteria. The current TPA in vo lves the teachers when the 

criterion is developed. The teachers and principals reach consensus and mutually set 

performance goals to develop the appraisal criteria. When teachers participate in 

setting school goals and develop the criteria, their comlllitment and devotion of their 

job would be cnhanced. 

High performance appraisal not followed by rewarded and positive reinforcement and 

less use of varies source for collccting information abollt teachers perl·orJnClnce were 

the next major problems selected by both respondents wh ich accollnts 83% and 76% 
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for tcachers ; 76 .9% and 69. 2% for PI" " . I.' . . 
IIlClpa s lespec tl vely. Some pnnclpals may not 

use adcquate data collection instruments to document teachers' ongo ing acti viti es . To 

avo id such problem, it is better if m'1n)' I'ates a ' d . I 

performance. 
c c I e use to appraise teac lers' 

Inappropriateness of evaluation criteria to teachers' du ties and responsibili ties was 

another appraisa l problem selected by both groups or re ' pondents which account 71 % 

teachers and 6 1.5% principals respectively. This might result from lack of va lidity and 

reliability of the appraisa l cri teri a. Principals and leachl' rs who were accounted fo r 

70 .5% and 53 .8% respecti ve ly identi fy poor communicat ion between principals and 

teachers as teachers' performance appraisa l problem. Regarding communication, there 

must be a transparency between principals and teachers. 

Ongo ing feedback given to the teachers helps them illl prove their performance by 

identify ing their strength and weakness in teaching lea rn ing process. From the data on 

the Jbove tab le the appraisa l system has several probkms which may affect to the 

cffcct iveness of appraisa l process in government high schools of Jimma Zone. 

Respondents were also asked to speci fy other prob lem s incorporated in conducting 

TPA. Majority of respondents identi fy poor ad mi nistration and lack of prior 

. c 1 . 1 less al'I'all aelllcllt of pre and post aplJraisa l prepara tion lO r teac lers appralsa , c" 

discuss ion, lack of giving limely feed back to leachers, lack of adopting the 

implementation of teachers 

condition, the inJluence of 

confidence o f princi pals to 

performance appraisa l in line wi th existing school 

principals by biases. lack of cOlllmitment and self 

appraise teachers effecti vely were li sted as grou ps 0 f 

constra ints to promote teachers performance appraisa l d Tccti ve ly. 
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Table 12, Methods of MI'lll' '. 
I11IZl11g Pr bl o elllS Related 10 TP A 

Rcspondcnts 

~ 
en 
c: 
c -Teachers( n= 105) ltem No a.. Principa ls (n- 13) en 
~ 

~ 
1 5 4 3 2 M I 5 , 

4 S I 3 2 I </) 
Vl ... ::a 

1 .<. ?; 
Rewarding No 60 22 18 I L 
b~ t te r 

5 - 1 -7 1 5 -
I -

I Per formance 

hnscd on 
% 1-,-- '" 4.34 

'" "" genuine 57 1 '-. 
21 17 4.S " t:vidc llcc 5'1 1 39 - 7.7 

2 Providing No 93 7 5 
tra ining for 

- -

~2 - - - 4.83 
pri ncipa ls % 89 67 4.S : sst 15 

'" - - "" - - . .". 

3 Full y No -
part icipation - - 4.45 

oi" teachers 76 18 10 I <) 

on the 
2 I 

'0 

deve lopment % '" - r---- '" I ... 
of TPA 
crite ri a 

72 17 9.5 09 - 69 I 15 7.7 

4 Giv ing timely No 9 65 '16 

~ 
-- ---~ 

leed back to 
) 6 2 I - 4.74 

-- '" I 
teachers % 8.6 62 15 

'0 

39
1

46 
'0 

13 09 '" 16 
r-

7.7 " 
'--- - - --5 Provide No 85 12 8 - I -::-rO-;-3- =v 4.74 

tra ining to 
teachers % 8 1 II 7.6 

r- ~! - '" 77 I 23 
1 

6 Linking the No 7 15 ~ 55 -7- --) -1-7 - ~ 'I 1---'2.99 
c\'a lua ti on to - "" '0 - -
pay system % 6.7 14 20 52 6.7 ," 

'" 7.7 1 54 7.7 31 - ,..; 

7 Arraign ing No 5 6 1 4 28 7 ~i 2 6 2 3 
grievance r-

ilSj15 r-

procedure 
N 0 

% 11. 8 58 3,8 27 6.7 ,..; 40 15 J' '" _ J 

I , .. , - -1\ B. MS J\lfean SCOI e, WMS-Welghted Mean SCOIe 

To examine the methods of intervention to minimize problems related to teachers' 

performance appra isal, questionnaire was administrated to both teachers and 

principals. Each of items in each groups were rated as strongly agree (5), agree (4) 

undecided (3), disagree (2), and strongly disagree (I) . 

As depicted in Table 12, majority of respondents li'olll both groups supported that, 

providing training for principals and teachers which hel ps under taking the technical 
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aspect of TPA in addition to classificatiop of . .. . __ 
c • major ISsues III I P A to lesson problems 

which comes as result o f" confusion alld . d . ' . . . . 
_ .. IllISun elstdnd lllg was olle of the IllCIJor 

method for InterventIon. The weiohted meall s . t· I . 
b (COl e 0 tlese Items 4.83 and 4.74 

justif·ies the above di scuss ion. 

As can be seen from Table 12, participating teachers on the development of TPA 

criteria to minimize TPA problem was supported b), 89 )-0 / (7? 40 / ) I 
' . / 0 _ . . , 0 strong y agree 

and 17.1 % agree) teachers and 84.6% (69.2% strongly agree and 15 .4% agree) 

principals; whereas giving timely feed to teachers on their performance as possible 

was supported by 70.6% (8.6% strongly agree Hnd 62% agree) teachers and 

84.7%(38.5% strongly agree and 46.2% agree) of principals, (30.6%) found to be at 

the middle and 21 % di sagree the item from both groups. 

As indicated in table 12, 78. 1% (57.1% strongly agree Cl lld 2 1% agree) teachers and 

92.5 %( 54% strongly agree and 38.5% agree) principcIi s supported that rewarding 

bet:ter performance based on genuine ev idence is one method of intervention to 

minimize TPA problem. With, regard to arranging grieva nce procedure for teachers, if 

the teachers disagreed with the evaluation results was supported by 62 %( 4.8% 

strongly agree and 58% agree) teachers and 30.8 %( 15.4% strongly Agree and 

15 .4%Agree) of princ ipals. 50% found (0 be at middle and 49% disagreed the item 

from the total respondents. Linking the eva luation to pay system is supported by onl y 

21 % teachers and 61 .7% principals as method of interven t ion. 

Fina!!y, the analysis revealed that majority of the li sted va ri ables was accepted by 

respondents as to minimize TPA problems. Moreover. majority of respondents 

confirmed that, providing training to teacher and principal with weighteclmean scores 

4.83 and 4.74, full partic ipation of teachers on the devel opment of TPA criteria and 

rewarding better performance based on genuine evident with weighted mean score 

. . I · I Id be ta ken to solve problems related 4.45 and 4.34 were the top InterventIon tlat s lOU , 

. I ... "f "I' PA and to have skilled apprai sers and appraises" to Imp ementatlon 0 ( 

. d · II t d from supervisors through interview and open-ended In conclUSIon, the ata co ec e 
.. e the measure ihat could be taken to make the questions from respondents descllb 

. ... ·dc all -'rnative method to evaluate . . . ffectlve wele, PIOVI , " IIllplementatlOn of TPA mOl e e " d 
" " achers ortfolio in struClllred way, Improve an 

teachers, organize and document te p .. _" 0 d 
. . b t 'een te '\chers and prInCIpals, CI eallll", an 

facilitate better ways of COllllllunlcatIon e \\ < 
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developing self confidence to evaluate teachers honestlv, creating awareness by 

providing orientation, accepting constructive criticisms and facilitate experience 

sharing between begging and experienced teachers. 

This finding add various optional methods of minimizing problems related to teachers 

performance appraisal that was forwarded by Dessler since I 988.These mechanisms 

identified by this author werc developing positive altitucie among appraises, training 

of appraises and appraisers and promoting professional improvement through staff 
development programs. 

65 



CHAPTER FIV E 

5. SUMMARY, CONCLUSION ~ 
AND REcOMMENDATION 

Based on the data presented this I t I ' 
, as c lapter of" the stud , deals "" 

the major findino of the t d . ) ( with the summary of 
'" s u y, conclusion reael ' d . 

le dt, and the recommendatiOll 
forwarded for the finclin O"s 

"" 

5.1 Summary 

The main purpose of thi s study was to exa' T 
. ' , mll1e eachers' Performance Appraisal 

System 111 Government General Seconda' S I I " 
. (IY c 100 s of JI i11 ma Zone, Oromia National 

RegIOnal State, To this effect q t" I.' " 
, ues Ions ac dl ess ll1g the ISsue related to TPA system 

such as purpose of TPA, characteristics of TPA " ." . . . 
, • r cll tell d, competence of pnnclpals, 

factors affecting rPA and the ways to all ev'lat" tl ( ,e lem were posed. 

I. What are the major purposes of teachers PerfOrtll a \ . ' I ' ,nce f pplalsa currently operatll1g 
in General secondary schoo ls? 

2. To what extent the apI)!"a isa l critel'I','1 apIJI'OPI'I' ',lte I enoug 1 to measure teachers' 
perform ance? 

3. To what extent are principals' skill ful to appraise teachcrs performance? 

4. What are the fac tors that affect Teachers' perfo rmance Appraisa l in General 

Secondary Schoo ls of J imm a zone? 

The study used descriptive survey method and was cond ucted in Government General 

secondary Schools of six woredas of the zone se lected 011 the bas is of simple random 

sampling techniques. Simple random sampling technique was also employed to select 

teachers, while purposive sampling technique used to se lect principals and 

supervisors . To address the above basic questions rai scd, closed ended along with 

opcn-ended questionnaire was prepared and administercd to 14 principals and 112 

teachers after pilot-tested and correction have been made. Among these, 105 teachers 

and 13 principals totally 118 respondents filled and returned the questionnaires. 

M t· clata ,"el'e collected throuoh interview from six woreda oreover suppor we 'V to 

. I . t I 001 office Then the data we re presented in supervisors and document ana YSls a sc 1 . 
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tabular form tallied and analyzed usino st'ltistical ' I ' . I 
b' ., and YSIS suc 1 as percentage, mean 

score wciohted mean SCore and chi-sqll'" t t B I 
' b ,de es. as<.:c on the data analyzed, presented 

and di scussed, the following major findings were obtained. 

1. The study ofTPA purpose suggested that both teachers and principals reported the 

current TPA as summative (administrative) purpose i.e., to fulfill administrative 

formality , management decision, assigning and promotion of teachers, to reward 

outstanding teachers perf'Cmnance and to identi fy training needs. Most of 

respondents agreed that the formative (developmental) purpose i.e. , to improve the 

quality of instruction for identifying teachers SUCcess and failures and to take 

measure on incompetent teachers were considered as the secondary concern of 

TPA in General Secondary Schools. The results of weighted mean score also 

confirm that the main purpose of TPA was similarly perceived by (eachers and 
principals ' . 

2. It was revealed that the teachers performance appra isal in general secondary 

schools was mainly accomplished by principals and vice principals in which 

department heads and unit leaders have supporti ve role in the overall evaluation 

process wh ich allow them to conduct evaluation procedures and to provide data to 

appraisers . Th is 'Nas supported by 86% of the total respondents (see table 5). These 

appraisers were relati ve ly supposed to be better in terms of skill and experience in 

TPA and assignecl by princ iple. 

3. Regarding principals ' skill and 

majori ty of respondents assured 

knowledge in im plementing TPA effec ti vely, 

that. the skill and knowledge of principals in 

. I 't'a colleClinl!. ane! organizing ongoing deve loping objective appralsa cn en" ~ 

. , and communicating I . d t 'educino appraisers error, performance eva uatIon a a, lb. . . 

r· e defaults were low. Similarly, the skill anel knowledge ofpnnclpals 111 per ormanc· , . I 
. . 's low The mean scores With tlese administering the overall evaluation pi ocess I . 

items confirm this fact. 

.., of rincipals in any training program about current 
4 Concernin<J the participatIon P . . ' ... 

• b. j' d that only two principal s had partICipated In tlall1ll1g 
TP !\_practiced, It was oun ffi' 

I . I WEO monitor and follow up the e ectlve WllC 1 program. The extent to 

implementation of TPA 

supervisors from interview. 

., were also low as indicated by to provide tra1l11l1g . 
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5. With regard to individuals deve\opin o and d . . ' . . . ... . 
'=' etel III 1111 ng appnll sa l cntena majOrity 

of the respondents from both 0rou I . . . . 
'=' p lave asslll ed that seUlI1g of such criteri a and 

standards has been the so le responsib ility of d' · ·t· d' . 
lI ec OIS an Vice directors based on 

the perfOJ'mance plan which were prel)ared at ' . I I . f . 
,volee a ec L1Cat lon 0 'fice leve l. This 

is confi rmed with mean SCore 4.2 and 4 07(see tab I 7) I l I 
• < e . - owe vel'. teac leI'S were 

ori cnted and invo lved onl y in the implementation process. 

6. The finding o f the study indicates that the objecti vity of perfo rmance appra isal 

crit eria to measure teachers competence, teachers relation with co lleague and 

students real ity of cri teria to be implemented by teachers as we ll as re lated to 

teachers duties and responsibil ity were low. Similarl y. the reliabili ty of the cri teria 

to take corrective measure on und iscipl ined teachers was lovv. Wh i Ie the reli ab i I ity 

of perfo rmance appraisa l criteria to dec ide on teachers rank and career strLlcture 

was moderate which is confirmed by chi -square te t. 

7. Both groups of respondents believed that provision of student centered lesson, 

prov ision of tutori al class for slow lea rners. provision of continuous assessment, 

coverage of semeste r and ann ual plan. pa rticipation and imp lementation of CPO, 

usi ng appropriate teaching methods and participat ion of teachers in add itional and 

co-curri cular tasks were the main im portant va riab les and to be appra ised during 

TPA as it was confirmed large portion of respondents (see tab le 9). 

8. Regarding source of challenges fb I' pr incipa ls in im plementing teachers 

performance appraisa l majority of respondents indi ca ted that lack of effective 

guide l ines and manuals, lack of knowledge and experience to appraise teachers, 

appra isers reliance on teachers relation the complex ity ofTPA system and lack of 

separated criteri a fo r beginning and experienced teachers were some of sources of 

., . f TP A process as reported by challenges of princi pals dllJ'Jng Jlnplcmentatlon 0 

large porti on of respondents. 

d .' . Is the major prob lems encountered in 9. As reported by both teachers an pi JIlClpa , . 

I 0 ldary school teachers were fo und to be .. h .r . a lce of aenera sec I appraJs lllg t e pel 101 m, I 0 . . , . 

deve loping appraisa l cn tena, lack of ddequate low participation of teachers in 
. I' lacl' or appraisers experience and . " Is and teac lei s, ' , training given to pnnclpd 
. ' I ot fo llowed by reward and pos itive . I .C 'll allce appI (l lsa n knowledge, hlg 1 pellol I , 

. ' ·ted b large portion of respondents. rein fo rcement whIch IS Sli PPOI Y 
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10. The result of the stud y clepicted tint (. " f " 
' ( lall1l11g 0 pnnclpals and teachers, full 

participation of teachers in developino 'I,' ,,', " . 
'" appralsa Cillclld, glVll1g timely feedback to 

teachers, arranging grievance procedure for t , I ...' . 
edC lCI S, I cwardl11g better performance 

based on genuine evidence and de I I' " , 
\ e Oping performance cnteria related to teachers' 

J' ob were some 0 f measures that sho I I b (' I" , 
u c e a "en to tackle poor Implementation of 

TPA. The weightedl11ean SCore with 4,83 to 2,99 confirms this fact. 

5.2 Conclusion 

Based on the findings obtained, it can be concluded that teachers and principals 

consider the recent TPA primarily serving su mmativc (administrative) purpose, 

Administrative purpose he lps managerial decision mak ing about matter such as 

promotion, performance pay, and assignment of teachers and hence improve the 

performance of school. On the other hand developmental purpose of TPA helps 

teachers to il11pl'Ove quality of instruction by doing so improve the students' 

achievement. Therefore thi s giving unequal attention for both summative and 

formative appraisa l leads to unsuccessfu l achievement of teachers ' performance 

appm isa I purposes, 

From the finding report, both ad ministrative and developmental purpose differs in 

purpose, process, criteria and procedures, But from the performance description 

check.- list employed, it "vas observed that both purposes were stated in the same 

check-list. Hence, the existence of these two purposcs in one check-list leads to 

confusion and misunderstanding of teachcrs about TPA, So, they should be stated in 

separate checklist. 

Regard ing individuals appraising teachers' performance the sole responsibility was 

d ' 1)]'I'11C 'lpals, while department head and unit leaders have left to principals an vice 

fi ' al process, The ski ll and knowledge of supportive role in providing data or apprals 
' I 't " and organizing ongoing , develop'111!!: effective appralsa cn end ( principals In ~ 

I . 'lstel,'111 C1 the overall app raisal process were low, performance data and ac ml n '" 
, I bein o biased to teachers' activities and 

Therefore, principals seem questIOnab c " ' " , 
"' lude that the re ult ofTPA mIght be affected beha vio r of teachers, J hus, one can cone 

, , isers which in this casc principals, being appraised by unskIlled appla 
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The finding of the study indicate tllat 111' . 
Cljonty of I)" .' . I I . Ilnclpd s lOW run TPA process in 

the school were InCompetent. One of the r ' . '. 
. ' . . easons IS that maJonty of principals 

asslgncd to lun the school were de~ree h Id ' I' 
. •. b 0 el s W lIch were below requirement. Even 

those II1dlvlduals who assi gned to pia)" .' . 
- ,c\ Plll1clpal role had not had Educational 

Administration background and have less or s' '1' I'r: . 
1m I al qua 111catlon and experience with 

teachers (see table 2 and 3). Moreover they were t . ' d '" 
, no expose to any tral11l11g with 

reoard to the mechanics of TPA and its s)'sten I_I" . . .' . 
'" 1 . ence. Pll11clpals would have been 

susceptible to commit appraisal errors ohny hllCI S'I C tl . Idl 
' , n e ley wou lave no necessary 

background about the system administers TPA process effectively. 

The finding of the study revealed that teachers ' participation in designing TPA criteria 

was low. This non-involvem ent of teachers' in development of performance appraisal 

criteria may result in teachers feeling of uncooperativeness, low commitment and 

adversely teachers ' performance which possibly contributed to those teachers 

dissati sfaction with their performance. 

From the finding obtained the criteria currently implemented in general secondary 

schools lack objectivity, reliability and cannot measuI'e teacher' s competence in 

teaching learning. Therefore, the criterion against which teachers ' performance has 

been lI1easlII"ed was regarding to be considerably too wcak to generate accurate and 

objective evidence. I-rence, lack of objectivity and reliability were the defects 

observed on the current teachers ' performance appraisal criteria in general secondary 

school of the Zone. 

011 the basis of the findin g obtained concernl11g the factors affecting TPA, it is 

possible to conclude that low involvement of teachers in development of TPA 

criteria , lack of adequate training given to principals ancl teachers , lack of principals 

. . cI t· 'd'n cr s)'ste1l1 low understandin o how to knowledge and experIence , lI1a equa e lewal I b ' '" 

collect and documenting ongoing performance evaluation data and un appropriateness 

. , . I . I t' - were found to be the main factors that of performance CrIterIa to teac lei s c u les 
. I . creneral secondary schools of study affect teachers performance apprmsa system In '" ' . 

area. Hence, the teachers' performance appraisal system currently implemented 111 

. ft'ective to achieve its purpose due to the above general secondary schools seems lI1e 

hindering factors. 
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Based on the major finding concerning t . I '. ' . , 
, , , ec lnlque of mlI1lmlzing problems related to 

TPA , It IS possible to conclude that providin rr I. ' . ' . . , 
b ae eq u<1te tl dlI1lI1g for both teachers and 

principa ls, enhance full participation of teache' , I . , ' '" 
, IS W len appi alsa l cntena IS developed. 

rewarding better perfo rm ance based on oenuine 'd ", 
to eVI encc. giv ing llInely feedback to 

teachers on thei r performance arranoino orieva '. , I fi ' . 
' to b b ( nce pi Ocee ure 'or teachers II' the 

teachers disagree with the eva luation result: and sche ' , , 
mlng appropnate ways by which 

the WEO monitor and follow UI) the rea lizat'l'oll of _ f'e: t' l'PA ' 
( - e lec Ive were variOUS 

mcasures that ought to be taken to minimize problems coupled with teachers 

performance appraisal system in general secondary schoo ls of the Zone, 

5.3 Recommendation 

On tile basis of the findings obtained and conclusions reached at, the following 
suggest ions are forwarded. 

As ind icated in the fillding, the study revealed that the purpose of current TPA system 

of sam pled schoo I pri mari Iy se rve were summati ve (aclm i n istrati ve) purpose, whi Ie its 

deve lopmental purpose was to limited extent. Therefore to make TPA as a sOl1l'ce to 

develop teachers ' professional competence ancl moti va te teachers to obtain their 

commitment, educational management bodies in hierarchy need to give equal 

emphasis to both formati ve and summative apprai sa l. 

Formative apprai sa l and summative appraisal are considered to differ in purpose, 

proced ure, criteria and type of informat ion in vo lved, I-fence. it is suggested that 

appraisers out to separate and treat both sUllllll ati ve and formative appraisa l in to 

di fferent performance check li sts 

At school level, principals may poss ibly forming apprai sa l commi ttee orga ni zed from 

ethical and experienced teachers of each department to develop effective appraisa l 

criteria and appraise teachers ' performance objectively, 

, , I 'I 0 run TP A in the school under the The fi ndin o of the study proved that pnnclpa s \~ 1 

b , e to 'll)praise teachers' performance objectively, study were lack ski II and experIenc ( 

, " I W 'eda Educat ion Office recruit and assign Therefore, it is sugeested that t le 0 1 ( , 

, I I bacl'o roulld knowledge of Educational , - . I " CII)als w 10 lave ( ' b qualified and expenencee pi III ( ", 

, , Ilaboration With Oromla Education 
I Z 'Education BUleau co, , Management and a so ~one ' , 
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Bureau be required to lIporade tile d " 
b e lIcatIonal 

through in service education , 
level or'lll'e'ld ' ( " Y assigned principals 

Thc Rcgional Educat:on Bureau and Zonal Educ'lt' Offi 
" , , , IOn " Ice with collaboration of 

higher EducatIOn I11stltute out to prepare 'I " 
" speCIa trallllllg programs at zonal level for 

zonal education supervisors, school princ ' I d 
, Ipa s an department heads which mainly 

focus on mechaniCS of TPA , And those t, ' , 
I alilees III turn should prepare training for 

teachers ', This particil) t ' 
a 01 y approach enhances teacllel'S ' 

comm i lmen t. 
responsibi I ity and 

As the finding revealed that the TPA ,' , ,' 
Clltel Ia currently scrving to appraise teachers' 

performance were lack obj ectivity and reliability t ' , ,r 
( 0 meaSlI l e pellormance of teachers, 

It is therefore, recommended tl t I 
la more emp lasis ollght to be given to proh:ssional 

approach appraisal system in which the stockholders full participated to revise and 

develop appraisal criteria, 

Woreda Educational Office experts should facilitate and provide training for school 

supervisors and principals on mechanics of TPA, the purpose of the system, 

formulation of criteria, organizing performance data and standards aGainst which the 
b 

teachcrs' performance is be ing judged, 

As the study proved that, teachers' participation In the developing, reviewing and 

improving ofTPA criteria implemented in the school was low, This contradicts what 

was stated in the performance appraisa l principl es, So, the Regional and Zonal 

education office ought to follow up the practice of TPA and conduct workshop for 

awareness raising purpose and creating common understanding among officials of 

woreda and school principals, 

As the study indicates one of the major factors that aft'ect the implementation of 

effective TPA was lack of necessary skill and knowledge of principals, Hence, to 

allevi ate such problems necessary support should be givcn hom both teachers and 

WEO for principals to practice TPA effectively, 

P ' , I d t d leGate their authority to share their responsibility during rlllcipa S are suppose 0 e b' , 

d tl Chool needs to be give attention for effective appraisal process an 1e s ~ 

, 'b facilitatinG the participation of teachers in Implementation of appraIsal system Y '" 
, ", , II as 'lppraisal criteria, plannll1g and settIng objectives as we ( 
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The school should arrange rewardino S)'stem fo. t'. I . . . . 
'" I eac 1el s 111 accordance with their 

Performance based on genuine evidence collectecl ·.·0 d . 
, 0 1 gdnlze and documented ('rom ongoing appraisal data . 

Appraisers ought to provide timely feedback for both poor and good performing 

teachers which might be good opportunity to suggest means for achieving established 

objectives including support to be provided by principals and school. 

Two-way communication information should flow betwecn teachers and principals to 

crcatc strong awareness of school plan and performance criteria to be used for 
appra isa l of teachers. ' 

Principals ollght to consider context of the school system and experienced appraisers 

slIch as peer and se lf appraisal to minimize appraisal bias .Peer and self appraisal 

helps to give additional information for taking right decision and also increase 

teachcrs understanding of measuring their own performance. 

Finally the Zone and worecla educational office be supposed to be conduct inclusive 

research on the area thoroughly to exam ine the current teachers ' performance 

apprai sal system in Government General secondary Schools of Jimma Zone for its 

proper implementation and its contribution to thc attainment 

school objecti ve, besides teachers also comm itled to accept 

system. 
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Appendices A 

Addis Ababa University 

School of Graduate studies 

Department of Educational Planning an(1 Management 

Questionnaire to be Fill ed by General Secondary School Teachers and Principals. 

Q..ear Respondent, 

This questionnaire is prepared to gather information for a rese:-trch on the Teachers 

Performance Appraisal System in General Secondary Schools of Jimma zone. Oromia 

National Regional state, The objective of the study will be realized only when you 

sincerely participate III giving valid and reliable information through this 

quest ionnaire. At the outset, I would like to ass ure you that your response will be used 

only l'or academic purpose and kept confidential. Thus. please be honest. confident 

and objective while 1~llin g the questionnaires. The researcher kindly requests your 

sincere response and acknowledges your cooperation to greater excellent. 

In responding to the questionnaire, please note the following. 

• No need of writing your name on this form. 

• 

• 

Make a check mark (./) in the space provide for questions with options and multiple 

choices. 

Write precise and genuine response on the given space for open-ended questions. 

• Put a mark ./ in the box adjacent to the items given. 



Part 1. Background Information 

Direc tion: For the follow ing items oiv I ' . • 

b e ) OUI lesponse III the S . pace prov ided 

I. Name of the Schools - - ---
2. Sex: Male 0 Female 0 

4. Academic qualificati on; IvI .AlMS 0 D egree 0 Diploma 0 
5. Ex perience in te rms of service year 0 

6. Field of specia li zation ------

7. Year ofl eaclership experi ence ( for principals) 
---- - --

Ques tionnail'e 

Part n. Purpose of Teachers performa nce appraisa l 

Key: strongly agree (5 ), agree (4) neutral (3), Disagree (2) , strongly di sagree (I ). 

No Purposes ofTPA 5 4 
, 

2 I -' 

8 

a To identify teachers sllccess and fail ure in leaching leaming. 

b To improve the quality of teachers in teaching 

C To recognize and reward outstandi ng teachers performance 

cI To provide feedback ( 0 teachers concerning their performance 

e To provide servi ce training for classified incompetent leachers 
- -----

To document performance default for management decision f 

0 To fuHil1 administrati ve formali ty, because offi cials ciemand it 
'" every semester 

~. To assign, transfer and promotion of teachers. 

I To take measure on incompetent teachers 



9. Please spec ify other purpose of teacher's .f,. . 
pel Ollllance appraIsa l in your schoo l. 

a)' __ ----____________________ _ 

b)_--_____________ _ 

C), __ ------____________________________ _ 

Part Ill. Individuals Evaluating Tcachers Performance 

10. 'vVho evaluate (appraise) teachers in your schoo l? (M ore than one answer IS 

poss ible) 

A) Head teacher (p rincipal) 0 B) vice principals 0 
C) Department heads 0 D) unit leader 0 
E) School supervisor 0 F) Students 0 
G) Parent's representative 0 H) Woreda education office expert D 

Part IV Appraisers S ldli and Knowledge 

KEY: Very High= 5 High = 4, Mediulll= 3 , Low= 2 Very Low = I 

No Response 

II Principals competence to: 5 4 3 2 

A Developing appraisal criteri a 

I 
B Com m un ica ti ng performance defaults 

rc· Reducing appraiser errors 

D Understand i ng how to co llect, organize ancl 

docllmenting ongo ing performance eva luation cl ata. 

E Administrat ing the overa ll eva luation process I 

1 



12.Specify other appraisers skill d I 
performance apprai sa l in your school an cnowledge problems 

111 implementing 

a .. _-_________ _ 

b._---____________ _ 

c._-___ _______ _ 

13. Did YO ll participate in Teacher' s performance eva luation before? 

Yes No o I don't know o 
14. I-lad YO ll been given any trani ng or orentation about effective Teachers Perfo rmance 
Appraisel? 

Yes No I don't know 0 

Part V Groups Developing and Determining Appraisal Criteria for 

Implementation of Performance Appnlisal 

Key: 5 (strong ly agree), 4 (agree), 3 (undecided) , 2 (d isagree) , I (strongly 

di sagree) 

No Response 

15 Groups developing appraisal criteria 5 4 3 2 

1-. 
Pr incipa l A 

I 

I---
Vice principa ls B 

C Teachers co llective set criteria 

D School boarcl (committee) set criteria 

E Woreda Educational office experts set criteri a 

who develop and determine 16. Please li st clown if any other parties 

. I .' .' . your school. performance appralsa clltella III 

A ____________ -------------

8 __________ --------------

c~ ___ ---- - ---



Part VI Characteristics of Teacher's Perf . ' 
orm,lnce Evaluation Criteria 

Plcas~" show your opinion by pu tt in o a check "I " / " " 
" " b l1lal " v In the c I " 

Perfo rmance appraisal cnteri a in YO llr school " " ." 0 lIl1ln CO ncernlllg the 
uSing I atlll n scale" V . I I ' I " (4), iVloderate (3), low (2), very Low ( I) '"'" el) llg l ()), High 

,--
No 

Response 
17 Characteristics of appraisal criteria 

5 4 3 2 I 
A Related to educa tional goal and objectives ass igned by school 

~ B Realistic to be implemented by teachers 

I 
I---

C Related to the duti es and responsibility of teachers teach ing III 

\----
D Measure Teachers competence in teachers lea rnino 

I 
b 

E Measure Teachers relati onship with peers and students 

'f -
Teachers co-clIrricul ,,-;:-and 

, Measure partic ipat ion In 
add itional tasks 

~ Appropriate to decide on teachers rank III the career 

I 
struc ture 

I H Appropriate to take correcti ve measure on undisc iplined 
teachers 

Part Vll Components to be a ppraised durin g Teacher's Performance Appraisal 

No Response 

18 Components appl"aised durin g TPA Yes No Not sure 

A Providing student centerecllessoll 

B Using appropriate leaching method and teaching aids 

C Coveraoe of semester and annual plan of the course b 

1-::, 
0 Classroom management 

E Students achievement data 

F Provision of tutorial class for slow learners 



)9 Please I ist down if any other com 
. ponent that are appraised d·' T 

perlormance Appraisal in your school Ullng eachers 

A __ ------________________ __ 

B_ ----------________________ _ 

c. __ ----------__________________ _ 

Part YIn Source of challenges for ll r incillals \'\\' I 
IJIIP cmentation of Teachcrs' 

Performallce Appraisal 

20. Which Of the fo llowing are the Source of challenges for principals III 

implementation of teachers performance appraisal? 

20 . I Lack ofKnowleclge ancl experience to appraise teacher's performance 

Yes 1 '-__ ~ No 1....1 __ -, 

I don't Know 

20 .2 Lack of effective guide li nes andlllanua is for appraisa l: 

Yes 1 '---__ No I clon't K.now 

20.3 Lack of Separate eva luation criteria lor beginning and experienced teachers; 

I clon ' t Know Yes 1 

'----' 
No IL-__ .....I 

20A Appraisers reliance on Tcacher re lation cluring eva lu at ion 

Yes ,---I _~ No I clon't know 

20.5 unwillingness or Resistance of teachers 

Yes 1 '---_~ No I clon't know 

20.6 The complexity of Teachers performance appraisal system ; 

Yes 1,-----------, No 

20.7 Lack of structured teachers portfo lio 

appraisal ; Yes No 

I clon-t Know 

and relevant document for teachers' 

o I don-t Know 0 



20,11 Please li st down i r any other SOurce of I , II 
, C 1<1 enges lhat principal faced in the 

'1111plcmentation of teachers performance al)l)raisal ' I 
' In yoUsC loo l. 

a) _ ----______ _ _ ____ _ 

b)_---_____ ___ ____ _ 

C) _ ----_____________ _ 

P'lJ't IX, Problems related to implemellblti oll ofTcachcr' s l'lC ' I' , , 
• , I 0 1 malice appl'msal 
~o 

Response 
21 Problems in implementing TPA system 

Yes No Not Sure 
A Lack of appraisers experi ence and knovvledrre for teachers '" eva luation 

B Poor comm unication between eval uator and teachers 

C Low participat ion of teachers in deve loping apprai sal criteria 

to- J-I igh performance appra isal IS 

pos it ive reinforcement 
not followed by reward and 

E Lack of adequate tra ining given to eva luators and teachers 

I" Less use of varies Source (tools) for co llecting information 
-, 

about teachers performance 

G Eval uation cri teria are not related to teachers duties and 
responsibiliti es 

~-

22 , Please specify any other implementntion related problems in Teachers' performance 
appraisal in your school 

A)I ____________________________________ __ 

8)1 ____________ _____________ _ 

C), ________________ _ 



l"lrt X. Methods of Minimizing Problems Rei t d . 
. a e to Teachers' Perform 

alice Appraisal. 
Please put a check mark "v''' in the column \ 11 . I 

. . " . _ . \ ll C 1 illostl y matches to Your response 
concernmg ways of mlnlln lz lIlg problems related t T '1 ,.' 

. 0 cae leI S Performance Appraisal 
bv ll sing rallng sca le; Strongly Aoree (5 ) Aure (4) N 

J ::, ' ::, e . I eutral (3), Disagree (2 ). strongly disagree( I). 

,..---c-

No 
Response 

23 
Methods of minimizing TPA problems 5 4 3 2 I 

'--

A Reward better perfo rmance based on genu inc ev idence 

B Providing training fo r eva luators - I-

e Full partic ipation of teachers on the developmenr 
of teachers perfo rmance appraisal criteria 

D Give timely feedback 
performance as poss i ble 

to teachers on their 

E Training to teachers 

F Linkin g the eva luat ion to pay system 

G Arrange grievance procedure for teachers, if thc 
teachers di sagree with the evaluation res ul t. 

24. Please speci fy any other methods used to red uce prob lems related to teacher's 

perfo rmance appraisa l in your schoo l. 

A) _ ____________ _ __ _ 

B)I _______________________________ __ 

C)I _ _____________________________ __ 



Appendices B 

Addis Ababa University 

School of Graduate Studies 

Department of Educational Plannino & "t. 
, b Iv ,Inagement 

Interview Guide Question for Supervisors 

The aim of this interview is to investigate the Teachers ' Performance Appraisal 

system, the implementation status and measures that should be taken for better 

implementation of Teachers ' Performance Appraisa l. 

1. Who develop and determine teachers' performance Appraisal criteria under your 

General Secondary school? 

2. Did the Education Office provide adequate training or orientation for principals and 

teachers on the overall implementation of teacher's performance appraisal? 

3. To what extent the implementation of teachers' perfo rmcl\1ce appraisal administered 

as required? 

4. How the education bureaus monitor alld follow up the effective implementation of 

teachers' performance apprai sal at school leve l? 

5. What are the major probl ems encountered during the implementation of current 

Teachers ' performance appraisal system? 

6. What are strategies (Methods) should be introduced to alleviate the problems with 

teacher's performance appraisal? 

Documcnt Analysis 

The documents which m-e analyzed during data collection are; 

I. The structural and components of teachers ' portfolio 

2. Sclf and peer evaluation chccklists & reports 

3. Performance report checklist 

4. Class room observation check lists and 

. . d c: t t d'n o performance teachers 5. CertIficate or rewards prOVide fOr ou s an I b 

6. Appraisers of teachers ' performance. 
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