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Abstract

The purpose of this paper isto assess the problems of teachers' performance appraisal at
KolfeKarenio Sub City. The researcher was interested in finding the problems of teachers’
appraisal because the researcher is a principal and saw the teachers unhappy because of the
appraisal. Descriptive survey design was used to conduct the study. All the 216 teachers working
in the three preparatory schools were included in the study using stratified sampling for
principals and teachers. Moreover 12 principals as well as 3 supervisors were also involved in
the study. Accordingly, 216 questionnaires were distributed for 216 teachers and interview was
held with 12 principals and 3 supervisors. The quantitative data gathered through questionnaire
was analyzed and interpreted using appropriate analysis and presentation techniquessuch as
percentage, frequency distribution table. In addition to this, the data gathered through interview
were analyzed qualitatively. The findings of data analysis indicated that school leadership,
especially non participatory decision making attitude of principals and partiality during
appraisal period was the problem observed from principals side. On the other hand, the
conclusion of the study indicated that, in KolfeKeranio Sub-City, teaching staff performance
appraisal is negatively influenced by the attitude extreme involvement of principals and current
practice of appraisal process as well as perception of teachers. Based on the findings and
conclusions of the study, the following recommendations are forwarded for concerned bodies;
Appraisal process should include all concerned bodies including representative of parents and

Teachers as well as students. Training should be provided for raters to increase their awareness.
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CHAPTER ONE

INTRODUCTION

This chapter dealt with the presentation of background of the study following brief description
ofstatement of the problem, objective of the research and research questions with brief

explanation of significance, scope, definition of operational terms and organization of the study.
1.1Background of the Study

Reform efforts in education in developing countries have mostly aimed at making education an
effective vehicle for national development. Governments and education policy makers have
emphasized that developing countries need to invest more in education and ensure that systems of
education are efficiently managed and that limited funds allocated to the sector have maximum
impact (World Bank, 1988; UNESCO, 1996). It is often asserted that children’s future, and
within the development of the Nation State, depend, to a large extent, on the education system
and the skill and dedication of its teachers. Perryton (2000) reminds that; good education
demands good teachers and yet in many countries (particularly the developing countries) teachers
remain poorly educated, poorly paid and all too often poorly regarded. As moves for greater
accountability and quality delivery gain momentum in the public and private sectors, attempts to
assess the performance of teachers in a number of different countries have been made. Ethiopian

teachers were also assessed for performance in teaching.

Traditionally in Ethiopia and other developing countries, unfair appraisal has long flourished
based on impulse, prejudice and incorrect or inadequate data. The government, parents, non-
governmental organizations and donors recognize that although major strides have been made in
education, there are serious shortcomings in the education system (Abagi&Odipo, 1997). There
was a rapidly increasing national debate on the quality of teaching and learning and a feeling that

a more effective teacher appraisal program would lead to this quality.

In Ethiopia, teachers’ performance evaluation started in the 1930s, and its main purpose was

to control and inspect the instructional process.



Appropriate appraisal schemes have the potential to improve the professionalization of teaching,
the cffective management of schools, the quality of education provided for the students, the
professional development of teachers as well as satisfying legitimate demands for accountability
(Ingvarson&Chadbourne, 1994). They further indicated that; the most important purpose of a
school was to provide children with equal and enhanced opportunities for learning; the most
important resource a School has for achieving that purpose is the knowledge and skills of its
teachers; and the most important strategy for maintaining and improving that resource was a

career development process of teacher evaluation and professional development.

According to Bureau of Education over the years, teachers’ appraisal in Addis Ababa preparatory
Schools has been mainly inspectorial, achieved through occasional inspection of schools and
teachers by school inspectors as a result principals and supervisors are seen as a rivalry by the

teachers.

Moreover; Riesom (2014) in his study of, staff performance appraisals of Secondary School
teachers, he has tried to see the attitude of teachers and principals towards performance
appraisals. Participation of teachers in developing the criteria for performance appraisal and
appropriateness of appraisal system is mandatory. He further showed on his findings that the
majority of teachers and principals have low attitude towards performance appraisal and teachers
were not participated in criteria development for appraisals. Teachers did not participate in the
practice of formative evaluation conducted by the school principal and vice principals. However,

the study was conductedin the central zone of Tigray region Secondary Schools.

This paper tried to assess the problems related to the performance appraisal of teachers at
KolfeKaranio Sub-City Preparatory Schools, and tried to bridge the gap to which those studies

didn’t address particularlyat this educational level.

Employee performance appraisal, whereby a superior evaluates and judges the work performance

of subordinates, is one of the most common management practices being utilized in many

organizations in Ethiopia. On the other hand, Over 90 percent of large organizations worldwide

employ some performance appraisal system and over 75 percent of state employment systems

require annual performance appraisal (Locker & Teel, 1988; Murphy & Cleveland, 1991; Seldon,

Ingraham & Jacobson, 2001). The widespread use of performance appraisal can be attributed to
2



the belief by many managers and human resource professionals that performance appraisal was a
critically needed tool for effective human resource management and performance improvement
(Longenecker& Goff; 1992). The assumption appears to be that an effectively designed,
implemented, and administered performance appraisal system can provide the organization, the
manager, and the employee with a plethora of benefits (Cascio, 1987; Coens& Jenkins, 2000). In
spite of its widespread use, or perhaps because of it, the practice of formal performance appraisal
continues to come under considerable scrutiny and criticism. Performance appraisal is one of the

most widely researched areas in organizational psychology (Murphy & Cleveland, 1991).

Researchers have developed and practitioners have implemented various changes to the
evaluation criteria, rating instruments, and appraisal procedures in an effort to improve the
accuracy and perceived fairness of the process (Banks & Murphy, 1985). However, in spite of the
attention and resources applied to the practice and dissatisfaction with the process still abounds
and systems are often viewed by employees as inaccurate and unfair (Church, 1985). Nakimera
(2001) studied the effect of appraisal systems on the quality of teaching and found out that there
was no significant relationship between appraisal systems used in schools and the quality of
teaching sighting inadequate instructional materials and unqualified teachers as obstacles to the
quality of teaching in the secondary schools. In addition, Gillen (1996) observed that feedback
from performance appraisal can be most beneficial to people at work where it is regular and
timely because this helps the employees to set the linkage between their efforts and results and
later be able to take corrective actions. Moreover, Tigist (2010) has tried to address teachers’
performance appraisals in Addis Ababa high Schools; that were not Specify the educational level
as well as the Sub-City. Furthermore, Tigist (2010) indicated that teachers participation in the
development of performance appraisal criteria was low, majority of raters were not competent
and the criteria was lack of objectivity and reliability as well as was not related to teaching
learning process. However, the study by Tigist was limited to the high School level but not for

Preparatory Schools level.

1.2 Statement of the Problem

There are different challenges and problems related to teachers’ appraisal. There is a halo effect

in the appraiser when the appraiser assigns the same rating to all traits regardless of an

3



employee’s actual performance on these traits. The problem often occurs with employees who are
especially friendly (or unfriendly) toward the supervisor. For example, an unfriendly employee

often be rated as unsatisfactory for all traits rather than just for the traits “gets along well with

others.”

According to Melaku (2010:39)many raters have a central tendency when filling in
questionnaires or ratings. For example, if the rating scale ranges from one thought seven, many
raters will tend to avoid the highs (six and seven) and lows (one and two) and put most of their
check marks between three and five. On a graphic raring chart, this central tendency could
mean that all employees are simply rated “average.” This restriction can seriously distort the
evaluation, making them all most use less for promotion, salary, or counseling purposes.
Principals often forget or underminepast performance of teachers, rather they tend to see
employees based on recent work behavior or performance only. When the evaluator do not have
the necessary performance data or information about the employee, then the appraiser commit

mistakes instead of evaluating employee based on the cumulative performance.

Principals differ in their rating styles some manager’s rate harshly others easily. The lack of
uniform  standard is un fair to employees, who can become confused about where they
stand, it is also unfair to organization, since it makes it difficult to decide which teachers
should be rewarded.Some principals rate each teacher by difficult standards andexpectation. A
low performance but motivated employee for example, might be rated higher than atop
performing but seemingly indifferent employee. These all are the challenges faced in evaluating

the teachers.

A study was conducted by Hilina(2011) which is delimited to look major causes of teachers’
turnover in selected secondary schools in Addis Ababa city Administration. A study conducted in
Tigray Eastern Zone high schools showed the Dimensionality and Reliability of Teachers’
Performance Evaluation in Eastern Zone High Schools, Tigray National regional State, Ethiopia.
More specifically if identified the dimensional pattern of the teachers’ evaluation questionnaire

and assessed the general reliability of the questionnaires. It didn’t study about the challenges

especially related to the principals.



A study conducted in Botswana showed PedzaniMonyatsi, Trudie Steyn and GerritKamper
(2006) showed the importance of teacher’s evaluation in the effectiveness of teaching learning

process.

According to Bureau of Education 2014/15 report 700 teachers were left teaching profession; one

of the reasons for this turnover rate might be inappropriate staff performance appraisal

Therefore, in order to address such gaps this study considered the problems of appraisal practices
as a factor for influencing the quality of teaching staff in Preparatory Schools in KolfeKarenio
Sub-City. Hence; it was possible to raise and answer the following basic research questions that
might enable the researcher to assess the problems related to performance appraisals of teaching

staff; and hence this study attempted to answer the following basic research questions:-

|. How is teachers™ performance appraisal practiced in secondary schools?

2. What major factors affect teachers’ performance appraisal?

3. To what extent does teachers’ performance appraisal affect their work, motivation, and

school performance?

1.3Objective of the Study
1.3.1 General Objective

To assess problems of teachers’ performance appraisalof teaching staff in KolfeKarenio Sub-City

government preparatory schools.
1.3.2 Specific Objectives

To the objective, which is stated as a general objective of the study, it is break dawn in to small

fragments as follows: Hence the specific objectives of this study were to:

|. To assess how teachers’ performance appraisal is practiced in government preparatory

schools of KolfeKeranio sub-city.

2. To assess the major factors that affect teachers’ performance appraisalin government

preparatory schools of KolfeKeranio sub-city.
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3. To examine to what extent teachers performance appraisal affect their work, motivation.

and school performance.

1.4Significance of the Study

First and for most this study is significant to the teachers who got appraised every time by the
school principals and supervisors. The teachers working in government schools shall be seen
extra from personal attitudes. The attitudes of the principals and the supervisors towards or
against the teachers may affect the performance of the teachers not to be seen based on criteria.

This study showed such gaps and hence the study is significant for the teachers. It is the start of

the action.

Second of all this study is significant to the ones who appraise the teachers® performances. It
provides opportunity for enhancement of teachers’ performance appraisals within the
Government Preparatory Schools of KolfeKarenio Sub-City. So that it gives an insight for
principals and other stake holders about teachers performance appraisals and its impact on
teachers involvement in instructional process and decision making as a result institutional goal
attainment could be accelerated. It is believed that the findings would also increase the
awareness of the school administrative and supervisors towards the impact of teacher’s

performance appraisal on teachers’ encouragement to accomplish their job.

Third of all this study is significant to the government of Ethiopia to enact proclamations and
strategies to appraise the teachers’ performances away from personal attitudes. It also helps to set
critical performance appraisal procedures which cannot be affected by what the supervisors™ or

the principals’ attitudes are.

Finally, it could help other researchers pursuing problem in the area of teachers’ performance

appraisals in detail.
1.5Delimitation of the Study

Although the problem of teachers’ performance appraisal might be observed at all educational

level and in all Sub-Cities of the City Administration, but in order to make it manageable; the



scope of this study was limited for KolfeKarenio Sub-City. The other reasons for limiting the area
of the study to one sub city is the time and financial constraint. Moreover, this study is limited to
government preparatory School level, since the private Schools are already competitive due o

business oriented model among them and the problem is more observed in Government Schools.

This study is delimited in study variables too. The study focuses not the necessity of the
appraisal. It instead focused on the challenges faced during teachers’ performance appraisal, the

practices performed during the appraisal and the effects of the appraisal.
1.6 Limitation of the Study

The findings of this study were confined for KolfeKarenio Sub-City it might not be generalized
for all sub-cities of Addis Ababa. It might be the limitation of this study. On the other hand, all
the respondents did not return the questionnaire on time. But the researcher coordinated the

school principal to collect the questionnaire.

1.7Operational Definition of Terms
The following are some key operational terms with their respective meaning used in this study.

Appraisal-is a formal method employed in the evaluation, and analysis of given tasks with a

major aim of rewarding, appreciating or revising employee performance

Performance Appraisal- The process of evaluating how well employees do their job compared to

a set of standards and the communication of that information to the employee.

Preparatory School- School, the purpose of which is preparation of students for entrance to

another educational institution

Secondary Schools Range-from grade 9 to 12 with two cycles. First cycle, 9-10, and second

cycle, 11-12.



1.8Organization of the Study

This study in its first chapter begins with introduction part of the study by indicating the gap it is
going to bridge. Chapter two tries to elaborate the definition of performance appraisals and
problems of teaching staff performance appraisals with exhaustive review of different sources.
The third chapter dealt with the methodology; it includes different techniques of data collection
including, sampling and the design of the study. Chapter four presents the result of the study that
includes analysis of data and discussions of the results. The last chapter summarizes the findings
and give conclude the conclusion of the study based on the findings. Finally, based on the

conclusion and findings of the study, recommendations will be forwarded under this chapter.



CHAPTER TWO
REVIEWOF RELATED LITERATURE

This chapter presents the review of literature relating to the problems of performance appraisal

from different perspectives. The theoretical review and conceptual framework are also presented.
2.1Definition and Concepts of Performance Appraisal

According to Pennington and Edwards (2000: p. 163) performance appraisal is systematic review
of the performance of staff on a written basis at regular time intervals and holds appraisal
interviews at which staffs have the opportunities to discuss performance issues, past, present and
future, on one —to- one basis, with their immediate line manager. Mathis & Jackson (1997: p.
343) also defined performance appraisal as “The process of evaluating how well employees do
their job compared to a set of standards and the communication of that information to those
employees.” Employees need feed - back on their performance as a guide to know their strong

side and weak side for their future performance behavior.

Different scholars give different names to performance appraisal; it is also called employees

rating, employee evaluation performance review, performance evaluation and result appraisal.

As most scholars agree that the term appraisal in this sense means the evaluation of the
performance or potential of employees. Performance appraisal is an integral part of management
function. In other words employees performance appraisal is part had parcel of any organizational
management activates. Other scholars like, Werther and Davis (1982:233) define performance
appraisal as “The process by which an organization evaluate employees’ job performance.”
Systematic and accurate performance evaluation can clearly indicate where the weakness or the
short comings of the employee’s performance are the result of the performance appraisal is useful
to make compensation, placement, training development and career guidance decisions to be
more effective. In short performance appraisal serves as a quality control check on employees and

personal development performance (Werther, Davis, 1982:233).



William (1993:388) also described that when performance appraisal is done properly, it can give
a benelit to employees, supervisors, the human resource development and finally the organization
itself in this regard, as noted by Werther& Davis (1982) without an effective appraisal system
decisions regarding to subordinate promotion, transfers, salary increment and lay off will be
subject to trial and error. Performance appraisal can be conducted both informally and formally.
Informal appraisal tends to take place an ongoing basis like formative evaluation within the
organization. But systematic and formal appraisal of an individual employee is likely to occur at
certain intervals throughout that person’s history of employment just as summative evaluation. In

general performance appraisal is both periodic (summative) and ongoing process (formative).

Accordingly, this paper tries to analyze problem of teaching staff performance appraisal which is

more of summative one that takes place once or twice in a year.
2.2 Performance Appraisal Theories

Performance Appraisal is defined by different scholars of human resource management in
different time. Therefore, some theories of those scholars have been discussed as follows.
According to Longenecker (1997) performance appraisal is two rather simple words that often
arouse a raft of strong reactions, emotions, and opinions, when brought together in the
organizational context of a formal appraisal procedure. Most organizations throughout the world
regardless of whether they are large or small, public or private, service or manufacturing, use
performance appraisal, with varying degrees of success, as a tool to achieve a variety of human
resource management objectives. Organizations use different tools and have a number of goals
for performance appraisals, often resulting in some confusion as to the true purpose of
performance appraisal systems. However, at its core, the performance appraisal process allows an
organization to measure and evaluate an individual employee’s behavior and accomplishments

over a specific period of time (Wiese & Buckley, 1998).

Regardless of the definition or the specific components included, performance appraisal in most
organizations including schools is formal, structured, and required. The process is generally
defined to include an interview between the rater and appraises as well as performance
documentation required by the formal evaluation system. One descriptor left out of most

definitions is that performance appraisal is often dreaded by participants (Folger and Lewis,
10



1993). Folger and Lewis (1993) also suggest that performance appraisals typically engender the

same degree of enthusiasm as paying taxes.

2.3 Appraisal Methods and Instruments

According to Erasmus (2005) there are many appraisal methods and instruments that can be used

for appraising employee’s work performance including schools such as:

Rating scales: Graphic rating scales focus on employee behavior and outcomes. The scale is
developed by selecting various characteristics that relate to the specific job. The appraiser rates
the employee in terms of a number of defined work or personal qualities by placing a tick
somewhere along a line from the highest to the lowest score. A non-graphic rating scale is more

valid than a graphic scale. The employee is ranked in terms of a brief description relating to each

point on the scale.

Comparative methods: Ranking: This is the simplest appraisal method. The appraiser ranks
employees according to merit (from best to worst). Ranking is usually embedded with an
assessment of overall performance. This instrument is popular when a large number of employees
are involved. The final ranking of each individual employee is determined by the number of times
he/she is judged to be better than other employees. Forced distribution requires supervisors to
spread employees' evaluations in a prescribe distribution. The categories are chosen from a
certain percentage of workers assigned to a group. The supervisors place employees in
classifications ranking from poor to excellent. Paired comparison refers to a series of pairs of
comparison. Each worker is compared with every other worker in a selected group. The number
of times each individual is preferred is calculated, and a performance rating index is determined

based on the number of times an employee is rated higher than his/ her peers.

Critical incident: This technique focuses on the continuous recording of job behavior to reflect
performance of employees in terms of success or failure. It is a time-consuming method, usually
describing the strengths and weaknesses of the employees. Essay method: This method requires a
written report to evaluate the strengths or the weaknesses of the workers. It's also a time-

consuming method that depends on the rater's writing skills and is reliant on comprehensive

Ll



reporting. Specific points of discussion have to be addressed in the report which, too, is a time-

consuming method.

Management by Objectives (MBO): This method that has been mentioned before is a motivation

driving skills. It provides a goal-setting phase, based on the formation of long term organizational
objectives (Erasmus, 2005).

Accordingly; graphic rating mechanisms is the one assumed to be practiced at KolfeKarenio Sub-
City. Hence; this paper tries to assess its appropriateness and problems related to teaching staff

performance appraisals during the implementations of the mentioned or other performance

appraisal types in detail.

2.4Types of Performance Appraisal

Casio (1995) states that; the fundamental requirements for any rater are that an adequate
opportunity be made available for performance to be observed over a reasonable period of time.
Once the performance appraisal method has been developed, the next step is to determine who
will perform the assessment function and where to get the feedback from. There are five parties
who can do the appraising that include Self-appraisal, Supervisor’s appraisal, Subordinate’s

appraisal, Peer appraisal and Persons outside the immediate work environment.

Self-appraisal: Self-appraisal is justified where there are strong reasons to believe that the
employee/teacher himself is in the best position to observe and evaluate his/her own methods of

work and outcomes (Cummings & Schwab, 1973).

Self-appraisal gives a chance for the employee/teacher to look at his/her strengths and
weaknesses, the achievements, and judge his/her own performance. (Cascio,1995) suggested that
the opportunity to participate in the performance management process, particularly if appraisals
are combined with goal setting and the chance to add value to the organization, improves the

employee’s motivation and reduces defensiveness during the evaluation interview.

Self-appraisals tend to be more lenient and more biased, and are probably more appropriate for

counseling and development than for employment decisions.
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Supervisor’s appraisal: The supervisor’s appraisal focuses on the employee’s responsibilities and
the actual performance is rated by the supervisor, because the supervisor is the person who most
familiar with the subordinate's performance and also is in the best position to observe the

employee’s behavior and his/her performance (Cascio, 1995

Subordinates” appraisal: Subordinates’ appraisal gives a chance to judge the employee on
capabilities such as communication and motivational skills. Subordinates know how well a
supervisor delegates, organizes and plans. The information for subordinate's appraisal can
provide a sense of morale within the unit and is an indicator of the respect the staff has for the
supervisor. Subordinates’ ratings can assist management in identifying individuals who are

promotable because of their skills in managing people (Latham &Wexley, 1943).

Peer appraisal: Peers' feedback can help to assess employees’ abilities to work in a team, be co-
operative and sensitive towards others. The judgment of peers can provide a perspective on
performance that is different to that of the supervisor (Cascio, 1995). According to Latham and
Wexley (1943), the high reliability of peer appraisals is a function of at least two factors. First,
reliability is affected positively by the daily interaction among peers. Peers have a comprehensive
view of an employee's job performance development. Peer coaching where written and verbal
feedback is provided to the observed teacher by the observer teacher who acts as coach,
reinforcing correct instructional skills and identifying incorrect behaviors according to the
standards of a prescribed model of instruction. Peer coaching requires teachers to judge one

another’s performance which ultimately can cause interpersonal problems.

Peer observation, which eliminates the element of judgment is another form of peer appraisal.
The role of the observer teacher is to provide specific feedback on some aspect of teaching that
has been chosen in advance by the observed teacher. This feedback is in the form of observed
objective data that has been recorded by the observer and which the observed teacher critically

reflects upon during the post-observation conference

Among these, supervisor’s appraisal and subordinates’ appraisal are the types of appraisal
practiced at KolfeKarenio Sub-City. Therefore; it is important to assess the problems related to
teaching staff performance appraisals in implementing the aforementioned performance

appraisals techniques.
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2.4.1 The Appraisals Process

According to William (1993) regarding the appraisal practice process, staff performance appraisal

can be carried out through serious of systematic process. Staff performance appraisal consists of

the following major steps.

I. Pre appraisal meeting: this is mainly done for the purpose of creating common
understanding and agreement of objectives between the evaluators and the evaluated ones.

This should be scheduled from the first week of the academic year up to the end of the

program.

!\J

Task observation and data collection: all tasks given to the staff members should be

observed, collected, analyzed. The tasks can be the teaching learning process in the class

room at committee or staff meetings and the like. However the class room observation
should occupy a prominent position in the process of data collection.

3. Post appraisal conference: post appraisal conference is a sensitive position that requires
wise approach in the appraisal process. This dialogue or discussion gives staff members to
criticize and comment on performance feedbacks presented by the evaluator. This helps to
set targets and increase future performance.

4. Follow-up and discussion: the following discussion has three main advantages. (1) A

remedial approach: this is important that to evaluate clear specific and objective feedback.

In this approach the evaluator and the evaluated ones jointly find ways on how feature

difficulty could be tackled. (2) Maintenance approach: both evaluator and evaluate ensure

strengths and skills of the evaluated in relation to satisfactory level of performance and
job satisfaction to be continued. (3) Developmental approach: this is staff professional
development and merit pay. When staff numbers successfully accomplished the

performance targets of the organization they can get professional development and merit

pay.

Among the above mentioned once there appraisal meeting and task observation and data

collection are the processes mainly practiced at KolifeKaranio Sub-City Education office.
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2.4.2 Problems Undermining Staff Performance Appraisals

According to Gary (1985) there are different types of performance measurement errors

committed by appraisers. The following appraiser problems are discussed below.

. The Halo effect problem is when the appraiser assigns the same rating to all traits
regardless of an employee’s/teachers actual performance on these traits. The problem
often occurs with employees who are especially friendly (or unfriendly) toward the
supervisor.

2. The central tendency problem is the problem of not rating lows and/or highs. For
example, if the rating scale ranges from one thought seven, many raters will tend to avoid

the highs (six and seven) and lows (one and two) and put most of their check marks

between three and five.

According to Melaku (2010) there are other types of raters’ errors of evaluation such as recent
behavior bias. Under recent behavior bias: evaluators often forget or undermined past
performance of employees, rather they tend to see employees based on recent work behavior or
performance only. When the evaluator do not have the necessary performance data or information
about the employee, then the appraiser commit mistakes instead of evaluating employee based on
the cumulative performance. James and Edward in (1992) also added the following appraisal

errors by raters.

Different rater patterns: managers (like teachers) differ in their rating styles some manager’s rate
harshly others easily. The lack of uniform standard is unfair to employees, who can become
confused about where they stand; it is also unfair to organization, since it might cause the

difficulty to decide which employees should be rewarded.

Shifting standards: some managers rate each subordinate by difficult standards and expectation. A
low performance but motivated employee for example, might be rated higher than a top

performing but seemingly indifferent employee.

According to Melaku (2010) there are problems of evaluation regarding performance appraisals.

These are (1) Staff members view appraisal as arbitrary and a mechanism of fault finding due to
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this they tend to frustration and anxiety and (ii) Because of the negative attitude of some staff’
members resist to accept performance appraisal results. Such mistakes are common for many
managers, therefore; this study tried to assess this problem in scientific manner with evidence

based inquiry whether such mistakes committed or not at KolfeKarenio Sub-City during

performance appraisal of staff.

2.5Teachers’ Performance Appraisal in Ethiopia

According to Yilma (2007), in Ethiopia teachers’ performance evaluation started in the 1930s,
and its main purpose was to control and inspect the instructional process. Later on, it continued to

oed.

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

Berhanu (2006) reported that, since 1996, in Ethiopia in addition to administrative evaluation,
students and parents’ evaluation of teachers’ performance has been in effect at elementary and
Secondary government Schools. The evaluation criteria of the near past of teachers’ evaluation
system comprised performance appraisal criteria. In these criteria, how work is done is given

much emphasis than what work is done.

Graphic rating type of performance appraisal had been employed to appraise the overall teachers’
performance. As described by Robbins and Decenzo (1988) in the graphic rating scale, the
individual employees is assessed not only on the quality and quantity of work but also includes
personal traits, such as cooperation, loyalty, reliability and job enthusiasm, which have positive or
negative impact on employees’ performance. The major objectives of the past teachers’
evaluation as stated by MoE (1980; as cited in Atsede, 1991) were: (I) to provide education
opportunity, salary increment, promotion and reward to effective teachers. (ii) To identify
inefficient teachers’ and arrange in service training to help them minimize their weakness (iii) To
develop positive proportional attitude and (iv) To take proper measure on teachers’ who do not
improve their performance after taking in service training. (v) To measure the attainment of the

objectives of the educational process.

Later, in 1996 the MoE added a new process of performance appraisal which was career ladder
plan, which helps to create hierarchies among teachers and provide a means for promotion from
one level to the next higher level accompanied by proportional salary increment. The current

training manual of ROTPA criticizes past teachers’ performance appraisal (MoE, 1996) as, ...
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the past teachers’ performance appraisal had been done by committee and there is no responsible
body to be accounted for appraisal errors done.” In addition to this, the past teachers performance
appraisal was highly subjective and teachers were appraised for years in such kind of appraisal
system. (FCSC, 2004; as cited in Berhanu, 2006) the 1996 performance appraisal was substituted
by evaluation system which is called ROTPA. Hence the following points were described as the
objectives of ROTPA: Ensuring that managers and employees are fully performing to their level
best as expected of them in terms of quantity, quality, time and cost, identifying strengths and
weakness at organizational level, department group, and individual level with intention of
improvement in the fourth coming performance period, identifying the need assessment for
development and training both for the managers and employees, providing performance based
payment or incentive for the managers and employees and making decision on management and

employees’ matter that is based on tangible documents and concrete facts.
2.5.1 Appraisal Practices and the Involvement of Teachers in Schools

Appraisal practices can measure a variety of things. They are sometimes designed to measure the
quality of teaching in schools, the participation of teachers in school activities. Musoke (2003)
found out that confidential reports were the commonly used methods of appraisal practice in that
they provide more feedback on the involvement of teachers in school administration. However,
Musoke (2003) did not put into perspective other appraisal practices like; appraisal
interviews(and interview prepared to evaluate a subordinate or teacher by his or her principal or
employer), management by objective and graphic rating scale which are also effective in

determining the effectiveness of the educational system.

Although, Musoke (2003) observed that confidential reports were the commonly used appraisal
practices in schools, Kakande (2004) found out that for an appraisal system to be declared useful
and valid in a school setting, first and foremost it should be able to emphasize key aspects in
regards to the involvement of teachers in school administration. These aspects include the
teachers” regularly participating in staff meetings, the teachers participating in counseling and
guidance of students and peers and also the teachers ensuring a democratic students’ leadership
through regular, free and fair elections among others. Kakande (2004) is in agreement with Cardy

(2003) who found out that performance appraisal practices involves performance assessment of
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an individual in relation to the objectives, activities, outputs and targets of the job over a specific
period of time. However, in regards to a school setting, the appraisal exercise should be aimed at
helping teachers to grow professionally by enabling them express their concerns, realize their

weaknesses and helping the teachers to overcome such weakness.

In addition, since Cardy (2003) stressed that appraisal practices helps teachers to grow
professionally is in line with Onzoma (2002) who found out that positive feedback from the
performance appraisals had the strongest and most consistent effect on the teachers’ willingness
to involve them in school administration where the principle is open, facilitative, supportive and
collaborative. Rao & Narayana (1997) pointed out that when properly conducted, performance
appraisals do not only let the employee know how well they are performing but also influences

the employee future level of effort, activities, results and task direction towards their involvement

in organizational administration.

However, Okello (1997) does not agree with Onzoma (2002) were he stresses that there was no
significance correlation between the appraisal practices used and the employees’ organizational
administration. He asserted that feedback from the performance appraisal system is hardly given
as well as a high degree of confidentiality is not exhibited in the process. Ssenabulya (2006)
agrees with Okello (1997) who also did not find a significant relationship between appraisal
practices used in organizations and the employees’ involvement in organizational administration.
Ssenabulya (2006) contended that employee involvement in organizational administration would

only be achieved if the appraisal practices were transparent, open- ended and participatory.

Therefore; the participation of teachers in decision making as well as in developing the
instrument of rating will be assessed in this study with special focus to teachers® participation in
performance appraisals of teaching staff of preparatory Schools at KolfeKaranio Sub-City since

most teachers didn’t accept the result that they are given after rating.
2.5.2 The Appraisers of Teachers Performance in KolfeKeranio Sub-City

William (1993) explained that “evaluators believe that evaluating staff performance should not

depend on single formally designed evaluators, the superior or the immediate superior.” In
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addition to the superior or the immediate superior, student appraisal, peer/ colleague appraisal and

self-appraisals are also important for valid and reliable performance appraisal of staff.

At KolfeKaranio Sub-City student appraisal and superior/director as well as supervisors appraisal
are commonly practice one, therefore; this paper tries to assess the problems related to
performance appraisals during these bodies at this Sub-City. In case of superior appraisal the key
person for evaluating staff performance is the immediate superior. The immediate superior has a
good opportunity to supervise and observe subordinates performance, due to this position and
knowledge of instructional objective. In the case of students appraisal the key person to evaluate
are students because of their unique position in class room and their proximity to the teachers’

performance in the class room can have ideas about the qualities of effective teaching and can

evaluate their teachers based on the class room performance.

2.6 Teachers’ Perceptionstowards the Appraisal

Different studies on evaluating the effectiveness of performance appraisal focuses on teachers’
perceptions of the effect of the appraisal process on their motivation and practice. Lustick&
Sykes® (2006) evaluation of the NBPTS found teachers involved in the certification process went
on to apply what they had learnt in the classroom and had a newfound enthusiasm for teaching
and learning. The OECD’s Teaching and Learning International Survey (TALIS) which involved
90,000 secondary teachers and principals across 24 countries found that the greater the emphasis
placed on a specific aspect of teaching in the feedback offered through the performance appraisal
process, the greater the impact teachers believed it had on their teaching (OECD, 2009a). This
provides useful insight into the formative aspects of appraisal and the extent to which teachers

believe the process assists in developing their practice.

This indicates that the involvement of teachers is critical to implement and make the process
more of effective; accordingly, in this piece of study the overall involvement of teachers at

KolfeKaranio in staff performance appraisals will be assessed.
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2.7Conceptual Frame Work of the Study

From the above literature review the following conceptual frame work was developed.

Principals’ Attitude
-Fairness of principals
-Interference

g Practice of
Teachers’ i

Perception: Performance
-OnFairness A Improved Teachers | Appraisal
of Raters Performance | -Sched'uled
-On Appraisal ' Appraisals

knowledge of

Figh conceptual frame work of the study
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CHAPTER THREE
RESEARCH DESIGN AND METHODOLOGY

This chapter presents the design of the study, sampling technique, source of data, data collection

instrument, reliability and validity of the instrument, method of data analysis and ethical

considerations.

3.1Research Design

In order to address the research questions and objective of the study, descriptive survey design
was employed. This design helps to describe the natural setting of events and things. In addition
to this, mixed research approach (qualitative and quantitative) research approach was employed
to collect both quantitative and qualitative data for the study under investigation. Creswell &
Clark (2007) also indicated that mixed method approach was more than simply collecting and
analyzing both kinds of data; it gave the overall strength of the study which was greater than

either qualitative or quantitative method.

3.2Target Population and Source of Data

The study area is KolfeKeranio Sub-city. One sub city was chosen because it would be difficult to
address more than one sub city at a time by a single researcher due to time and managerial
constraints. Currently KolfeKarenio Sub-City was divided into 15 ‘woredas’. There were three
government preparatory Schools. Due to manageability all of the three Schools namely; Ayer
Tena Preparatory School, KolfeKaranio Preparatory School and Millennium Preparatory School
with 216 total numbers of teachers and 12 principals as well as the three supervisors, supporting
these Schools. Hence, the information gathered from these participants through questionnaire and
interview were the primary source of the data for this study. Furthermore, the documents such as

previously studied researches and Annual abstracts of Education Bureau were serving as

secondary data sources of the study.
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3.3Samplesand Sampling Tech nique

This study was mainly focused on Preparatory Schools. Due to its manageability all the three
preparatory Schools of KolfeKarenioSub-city were selected. Moreover, the target population for
this study was 216 teachers of the three preparatory Schools in KolfeKarenio Sub-City, 12
principals of these three preparatory Schools and the three supervisors supporting these Schools.

All 216 teachers, 12 (four from each school) principals in these three Schools and the three

supervisors were included in the study, as indicated in the table below

TABLE | SAMPLE OF SCHOOLS, SUPERVISORS, PRINCIPALS AND TEACHERS.

Sub-City Selected Preparatory Schools Total Population
e . Ayer Tenaprep ' T 76
4
Millennium Prep i 73 !
P 4
KolfeKeranio Karanio Prep T 67
P 4 ‘
Supervisors sup 3
Total 231

3.4Instruments of Data Collection

Two data collecting instruments (questionnaire and interview) were employed. These instruments

were appropriately used to elicit relevant information for the study under investigation.
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3.4.1 Questionnaire

A questionnaire having three parts and a total of five items assessing demographic profile,

attitude of principals about the problems of performance appraisal of Teachers, the extent of
current performance appraisal practices of teaching staff at KolfeKarenio Sub-City, extent of

Teachers’ perception of in performance appraisal of teaching staff were developed by the

researcher from Addis Ababa University.

3.4.2 An Interview

An interview was conducted with the objective of collecting relevantinformation aboutproblems
of teachers’ appraisal. Since, it is particularly useful for getting the story behind the participant’s
experiences. The interviewer can pursue in depth information around the topic. Even though there
are different types of interview implementation the researcher for current study was held face to

face interview both with principals and supervisors.

The interview has 10 items; all of them prepared by the researcher from Addis Ababa University

focusing on problems related the teachers’ appraisal.
3.4.3 Document

In addition to questionnaire and interview, document was used to substantiate the information
gathered by the questionnaire and interview. Documents like, Annual abstracts of Education
Bureau, Standards of Secondary and Preparatory Schools in Addis Ababa (Education Bureau,
2013). In addition to this, apromotion policy of teachers from Education Bureau were also

assessed and used as secondary data sources.

3.5Procedures of Data Collection

The researcher had gone through the following steps, to collect relevant data. First step was
getting permission from the school director. After getting the permission the researcher
distributed 20 questionnaires for 20 teachers (taking 10% of the total sample that used for the
grand data collection for the purpose of pretest and editorial. After some editorial work and

correction, 216 copies of actual questionnaires were prepared and distributed for sample teachers.
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Furthermore, an interview was held with principals and supervisors in order to enrich the data

collected through questionnaire,

3.6 Method of Data Analysis

Descriptive statistics was used to present demographic variables using percentages and
frequencies based on the survey.Mean value and standard deviations were also used to describe
characteristics of the sample changing the five point in to three point characteristics since three

score point characteristics. Qualitative data gathered through interview was embedded to

strengthen quantitative explanation of the findings.

3.7Ethical Consideration

An official letter was taken to the concerned bodies /institution or organization/ written by Addis

Ababa University by the Department of Educational Planning and Management to inform the

issue.

Based on the letter the researcher has secured permission and began establishing rapport with the
concerned bodies for the successful accomplishment of the study. Moreover, the cover page of
the questionnaire was clearly indicated and provided adequate information regarding
confidentiality of data for the respondents as well as the procedures of filling out the

questionnaire were also indicated.
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CHAPTER FOUR

PRESENTATION,ANALYSIS AND INTERPRETATION OF
DATA

This Chapter dealt with presentation, analysis and interpretation of the data gathered from the
participants through questionnaires and interview. The questionnaires were distributed to a total

of 216 teachers of Preparatory Schools of KolfeKeranio Sub City. Among the distributed
questionnaires 203 (93.98%) were filled by the participants and returned.

The data collected were categorized in to two main sections. In the first section, respondents’
demographic characteristics were analyzed and in the second section, data gathered from
questionnaires and interviews were analyzed to see the problems of appraisal at KolfeKeranio
Sub City Preparatory Schools. The analyses and discussions of the major findings were presented
under each table. Therefore, in the first part of data presentation the demographic characteristics
were analyzed and tabulated. The second part of the analysis had presented the data from

questionnaires collected; its analysis was given using mean value, standard deviation.
3.3Demographic Characteristics of the Participants

The demographic variables were presented using descriptive statistics in the following tables

using frequency and percentages:
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TABLE 2 DEMOGRAPHIC PROFILE OF THE RESPONDENTS

Characteristics

Items

Respondents
Number Percentage %
Gender Male 147 72.4
Female 56 2776
Total 203 100
Age of the 21525 35 17.2
respondents 26-30 97 47.8
31-35 36 167247,
36-40 16 7.9
41 -50 12 5.9
51 & above 7 555
Total 203 100
Educational status MA/MSC 87 42 .86
BA/BSC/Bed 116 57.14
Total 203 100
Years of Experience | 0-5 56 27.6
6-10 92 45.4
11& above 55 27
Total 203 100
Number of promotion | O(No promotion) 25 [958
1-3 times 112 55.2
4-6 times 29 14.3
7 times 37 18.2
Total 203 100

As shown in table 2 above, among the participants, the largest proportion was male composition
that constituted about 147(72.4%) whereas 56(27.6%) were female populations. Therefore, this

indicates that gender difference was observed in upper educational level. Age is studied because

it is related to attitude.

On the other hand, regarding to age composition, the larger group was categorized under the age

group of 26-30 which constituted

26
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constituted about 36(17.7%) out of 203 was the second larger of the age category. Whereas out

of 203 participants, about 35(17.2%) were aged between 21-25. 16(7.9%) were aged 36-40,
12(5.9%) were aged 41-50 and 7(3.5%) of the participants were aged 51 and above.

Therefore, from this age data one could see that, most of the teachers at preparatory level were
young and energetic enough; it brought a great opportunity in attaining organizational goal if they
were treated well. One of the key elements of well treatment for these young teachers was
applying appropriate performance appraisal. If the appraisals had been properly measuring their
work, they wouldn’t have been demotivated. So, the school principals should be aware of it. as

they were the front line actors during appraisal process. Hence, the work of each and every

teacher should be kept properly and acknowledged well.

As shown in Table 2 above, regarding to educational level of the teachers, majority of them were
BA/BSC/Bed holders; it constituted about 116(57.14%) of the total population. While
87(42.86%) were MA/MSC holders. This analyzes the teachers’ qualification indicated that the
Education Bureau of Addis Ababa didn’t attain its standard that is required to be filled by every

preparatory school with MA/MSC holders.

On the other hand, with respect to teaching experience of the participant teachers; majority of
them were with 6-10 years’ experience which constituted about 45.4% (92 out 0f 203), the second
largest group, 0-5 years’ experience constituted about 27.6% (56 out 0f 203) and the rest 27% (55
out of 203) served for 11 and above years. Since the majority of the teachers were with the work
experience years of 6 to 10, there was a need for more capacity building for young teachers, it
was shown that 73% (148 out of 203) were with 10 or less years’ experience much consideration
should be given for capacity building works to motivate the young teachers, and to maintain the

turnover and let them love the profession.

With respect to teachers’ qualification, from the above analysis of teachers’ qualification, there
was still a lot of work to be done by Education Bureau to meet the minimum requirement of

preparatory school teachers’ qualification standard which demands MA/MSC in every subject

(Addis Ababa Education Bureau, 2013).
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The above Table 2 revealed that 25(12.
whereas 112(55.2%

3%) of teachers were not promoted and newly deployed:
) of them were promoted one to three times: 29(14.3%) of them were

promoted four to six times and 37(18.2%) of them were promoted seven and above times.

According to Educational Bureau, newly deployed teachers promoted afler two years’ service, the

remaining teachers with a work experience more than 3 years were promoted in every three
years’, from the above analysis majority of the teachers were promoted one to three times. This
indicated that most of the preparatory school teachers in KolfeKeranio Sub-City were below 10

years’ service since promotion of teachers in government schools took place every three years
(Addis Ababa Education Bureau, 2014),

3.4 Statistical Analysis of the Responses of the Respondents

This section of the analysis mainly tried to present the response of the participants using

percentage, mean and standard deviations as well as t-test.
3.4.1 Attitude of Principals on Teaching Staff Performance Appraisal

Teachers’ performance appraisal was influenced by a number of factors. Among these factors;
principals’ attitude was one of the variables to be assessed in this study. Hence, the following

table tried to present respondents view on principals’ attitude towards teachers’ performance.
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TABLE 3 RESPONDENTS VIEW ON

ATTITUDE TOWARDS

TEACHERS® PERFORMANCE

Wrﬂms Agree Neutrals Disagree | Total M SD

R N o [N [ s h v [ o
1| Principals’ attitude about 150 1739 126 12827 [ 133 | 203 | 100.0 A
appraisal is positive, Aol :
2| The impact of principals on 86 | 424 133 1163 [84 [41.4 [ 205 [ 1000 |3.08 | 130
teachers’ appraisal is low.

3 | Principals might not perceive 92 1453 |53 [26.1 |58 |28.6 | 203 | 1000 |3.50 | 1.16 |
their role very well during staff
appraisal. ’

4| Principals play critical role 1391 68.4 34 [16.7[42 [20.7 | 203 | 100.0 |3.72 'ﬂ.di“;
during staff appraisal. ! E
|5 | Staffappraisal is influenced by | 141 | 69.3 [30 | 14.8 | 32 15.7 1203 | 1000 13.75
the extent of principals’ 1.06
involvement. |

6 | Principals influence the 120 |59.1 |52 |25.6 |31 [153 [203 | 100.0 |3.55 3
committee during performance iz
appraisal rating.

7 Principals biased for teachers; 108 | 53.2 |44 21.7 |51 252 | 203 | 100.0 {3.70 | 1.08 i
who are their friends; even if |
they didn’t complete their task ;
properly. |

8 Principals Influence students 121 | 59.6 |29 143 {53 | 26.1 | 203 { 100.0 |3.32 | 1.16
during appraisal rating,

9 The role of principal during 120 | 59.1 |40 19.7 | 43 [ 21.2 | 203 | 100.0 |3.12 | I.14
appraisal is not as such !
expected. | J'

e Mean value range: (<2.5 low, 2.5-3.5 medium, >3.5 is high)

For the table above three point rating is used because the two ratings from each side vary only in

degree of feeling or agreement or disagreement.
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: able 3, nine ite e nrace
In the above Table 3, nine items were presented to respondents (o share their view on principals’

atitude. Accordingly, item 4, 56 and 7 were strongly provoking the view of respondents on

pl-incipals attitude towards performance appraisal of teachers: whereas, item 1, 2, 3, 8 and 9had

moderdie Tsah ualie fand relatively weak items toprovoke respondents view. Existence of no

statistical differences among the respondents confirmed similarity of responses within the four
items on the five rating scales.

Table 3above also revealed that performance appraisal of the teaching staff was influenced by the

attitude of principals. From the response rate of the respondents for item 5, it was observed that
20, - ~ 3

141 (69.3%) of the respondents agreed for the item “the staff appraisal was influenced by the

extent of principals’ involvement®”. Moreover, this was also assured by comparing the mean value

of all items under principals attitude, i.e., the mean value for the item “the staff appraisals was

influenced by the extent of principals involvement”

On the other hand, among the respondents; 30(14.8%) of them replied that they neither agreed
nor disagreedbut chose to remain neutral; whereas 32(15.7%) of them replied that they disagreed
on the item that stated “the staff appraisals was influenced by the extent of principals
involvement™. It was only one third of respondents who remained as neutral and disagreed on the
same item whereas more than two third of them agreed with item 5. Therefore, this indicated that
the majority of participants believed that extent of principals’ involvement had an influence on

staff appraisal.

The other item with the highest mean value was item 4 which presented as, “principals played
critical role during staff appraisal” it had highest mean value =3.72; this indicated that
participants believed that principals were played either negative or positive role during staff
appraisals. Moreover, among the respondents 139(68.4%) of the participants were agreed with the
item that “principals played critical role during staff appraisal” while 34(16.7%) of them were
responded as neutral for the same item. The rest 42(20.7%) of participants were replied as
disagreed for the same item. It was also an indication that the principals’ attitude was influenced

the appraisal performance of the teaching staff. In addition to this.

Similarly, the principals’ attitude toward teachers’ performance appraisal was assessed by asking

the item “principals biased for teachers; who were their friends, even if they didn’t complete their
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task properly.” Among the respondents more than half 108 (53.2%) of them responded that they

agreed with the item provided for them. This also indicated that principals’ attitude was one of

the factors during teachers’ appraisal,

e other hand, 44(21.7% : :
On the 0 ( o) of them were countedasneutral neither agreed nor disagreed while

51(25.2%) of them reflected that they disagreed with the item. Furthermore, the mean value of

- item “principals biased for teachers: R 0 : :
the item “princip achers; who are their friends, even if they didn’t complete their

5 - 1 ~ . .
task properly” was 3.70 which was the third largest mean value among other item with this

category and its deviations from the normal distribution line was (SD=1.08)

o f¢ item with the large , > P : ; ;
The fourth argest mean value was “Principals influence the committee during

A1 1 i 73 e =9 . . .
performance appraisal rating”. The response rate of the respondents for this item was agreed by

120 (59.1%) of the participants, while, 52(25.6%) of the participants replied neither agreed nor
disagreed but remainedneutral and 31(15.3%) of them responded as disagreed. Moreover, its’

mean value was 3.55 with standard deviations (SD=1.13). It indicated that principals had the

potential to affect teachers” appraisals either positively or negatively.
Moreover, one of my informants from KarenioMedihanialem Preparatory School informed that:

“Teaching staff appraisal is affected by principals’ carelessness, friendship and religion biases.
He further explained that if the school principals carelessly handle the appraising process or gel
biased by friendships as well as religious affiliation, it will bring conflict among the staff and the
administration.” (P, 14" March, 2016)

The analysis of principals’ attitude towards teaching staff performance indicated that principal’s
attitude was an influencing factor for teaching staff performance appraisal. This finding was also
consistent with the previous finding of William (1993: p.67) explained that “evaluators believed
that evaluating staff performance should not depend on single formally designed evaluators, the

superior or the immediate superior.”

In addition to the superior or the immediate superior, student appraisal, peer/ colleague appraisal

and self-appraisals were also important for valid and reliable performance appraisal of

staff Melaku (2010) also indicated that, other type of rater’s errors of evaluation such as recent
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behavior bias. Under recent behavior bias: evaluators often forget or undermined past
pcrlbrma“cc of employees, rather they tend to see employees based on recent work behavior or
performance only. When the evaluator do not have the necessary performance data or information

about the employee, then the appraiser commit mistaken instead of evaluating employee based on
the cumulative performance.

3.5Current Teachers’ Performance Appraisal Practice on Teaching

StaffPerformanceAppraisal

Other than the influence of principals’ attitude on teachers’ performance appraisal; the influence
of current performance appraisal practices was also assessed. Hence, the following table tried to

show the respondents’ view on current performance appraisal practices with respect to teachers

performance.
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TABLE 4 CURRENT PERFORMANCE

10 TEACHERS’ PERFORMANCE.

e Oy v 1
Partiality in performance appraisal

|

[tem ol

APPRAISAL PRACTICES WITH RESPECT

Response Rate

Neutralsﬂph

DA

Total

%

N

%

practices of teaching staff at
KolfeKarenio Sub-City negatively affect
teachers’ moral.

121

59.6

50

%

N

%

SD

24.6

32

15.8

203

100

1.14

Currently unscheduled performance
appraisal practices of teaching staff at
KolfeKarenio Sub-City might affect
teachers’ job satisfaction.

117

57.6

46

22T

40

|27/

100

91.18

Teachers are negatively influenced by
unscheduled performance appraisal
practices of teaching staff.

128

63.1

17.7

39

100

3.6

Currently performance practices of
teaching staff at KolfeKarenio Sub-City
focus on paper work rather than
considering students’ performance.

118

(9]
.DO
3]

17.2

100

n

Currently performance appraisals are
carried every quarterly; based on
teachers portfolio. So it might help to
increase teachers’ trust on the
administration.

109

38

18.7

205

100

(98]
[$®)
o

Currently The raters are not well aware
of Teaching staff burden. This affects
teaching staff performance appraisal.

S5

271

35

17.2

203

100

3.59

1.19

Currently students and their parents are
also included in the committee; while
they are not well aware of the burden we
teachers’ face. This affects job
satisfaction.

104

51.3

46

wn
w

100

3.4C

Teachers are not invited during appraisal
rating it might affect our trust on the

administration.

112

45

46

2K

100

(OS]
(921
(e

33



[n the above ;able 0, eight items were Presented to respondents in order (o reflect their view on

actice. Accordingly, item 1588
tensifying the view of respondents on current te

current teachers’ performance appraisal pr
, 4 and 6 were strongly

achers’ performance appraisal practice.

whereas; item 2, 5, 7 and 8 were with moderate mean value; and relatively weak items to

owing respondents view. rence of i .
growing resp The occurrence of no statistical differences among the respondents

confirmed similarity of responses within the four items on the five rating scales
Cl .

Table 6 above revealed that currently, teachers were influenced by unscheduled performance

aPpraisals. From the response rate of participants for item 3, it was observed that, 128 (63.1%) of

the respondents agreed for the item “Teachers were negatively influenced by unscheduled

performance appraisal practices of teaching staff.”Moreover, this was indicated by comparing the
mean value of all items under current teachers’ performance appraisal practice. i.e. the mean
value for the item, “Teachers were negatively influenced by unscheduled performance appraisal
practices of teaching staff, “With (mean value=3.68) was the largest value among other items
mean value. Besides, its deviation from the center of the normal distribution of the data

(parabola) was very small amount in relation to others since its standard deviations (SD=1.13)

which was the least value among others.

Hence, it was indicated that unscheduled performance appraisal practices of teaching staff
influence teachers’ appraisal at KolfeKeranio Sub-City Preparatory Schools. Moreover, the
analysis of the independent t-test on staff appraisal indicated that there was statistical significance
between the independent variable, current unscheduled performance appraisal practices of
teaching staff and the dependent variable (teaching staff performance appraisal). It was indicated
using the t-test for the item “Teachers were negatively influenced by unscheduled performance
appraisal practices of teaching staff.”’; where differences among the respondents on the five rating

scales for item 3 was significant at alpha level less than 0.005(P<0.05).

Whereas, 36(17.7%) of them responded neither agreed nor disagreed on the item. On the other

hand, 39(19.2%) of them disagreed for the same item. Therefore, the current unscheduled

teaching staff appraisal might affect teachers trust and consistency about the performance

appraisals. Besides, the mean value of this item among the other item in this category was the
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greatest one (mean value=3.68 with standard deviations | 13). Hence, unscheduled staff
13). : sta

performance appraisal negativelyaffected the teaching staff performance appraisal
[4 .

S 7o) ite W. i i a .
The second item with the highest mean value was item | that was presented as, “Partiality in
as, artie

performance appraisal practices of teaching staff at KolfeKarenio Sub-City negatively affected

oachers’ moral”. It had highest mean valye = St S cr e
tez S alue =3.61; this indicated thatpartiality in teaching staff

peri‘bl"“a"ce appraisal at KolfeKarenio Sub-City negatively affected teachers’ moral

Moreover, among the respondents 121(59.6%) of them agreed for this item: whereas 50 (24.6%)
of the participants were reserved from saying neither agreed nor disagreed. The rest 32(15.8%) of’

participants were replied as disagreed for the same item. Moreover, this was indicated by relating

the mean value of all items under current teachers’ performance appraisal practice. i.e.; the mean

value for the item, “Partiality in performance appraisal practices of teaching staff at KolfeKarenio
Sub-City negatively affected teachers’ moral“with (mean value=3.61) was the largest value

among other items mean value.

Besides, its deviation from the center of the normal distribution of the data (parabola) was very
small amount in relation to others since its standard deviations (SD=1.14) which was the least
value among others. Hence; it was indicated that, partiality in performance appraisal practices of
teaching staff at KolfeKarenio Sub-City was negatively affected teachers’ moral” In addition, it
was also indicated using the t-test for the item “partiality in performance appraisal practices of

teaching staff at KolfeKarenio Sub-City negatively affected teachers’ moral”,

In similar way, the third item with largest mean value was item 6; it was presented as “currently
the raters were not well aware of teaching staff burden. This affected teaching staff performance
appraisal.” For this item majority, 113(55.7%) of the participants responded as agreed on the item
and 55(27.1%) of them responded by saying neither agreed nor disagreed. On the other hand, 35

(17.2%) of the respondents were disagreed for the same item.

Therefore, currently the raters were not well aware of teaching staff burden. This affected

teaching staff performance appraisal. Besides, the mean value of this item among the other item

in this category was the third greatest one (mean value=3.59 with standard deviations 1.19).

Hence, low awareness of raters negatively affected the teaching staff performance appraisal.
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AL e item \Vilh largcsl mean value vas | 4.1 f ance
] I] iOllllh < dile vy das llCI'n as "esSe C
¢ . It we pre nted as l!l'l'elltly l)el' orman

practices of teaching staff at KolfeKarenio Sub-City focus on paper work rather than considering

ajority 1 18(58.2%) of them were responded as
irem and 35(17.2%) of them were s

students’ performance.” Since, m .
agreed on this

aid neither agreed nor disagreed.

On the other hand, 50(24.7%) of them responded as disagreed for the same

currently the teaching staff appraisal was unscheduled: this in turn

item. Therefore,
affected teachers trust and

consistency about the performance appraisals. In addition to this, the mean value of this item

ne the other items in this categor ourth or 5 i
among gory was the fourth greatest one (mean value=3.54 with

andard deviations 1.36). Hence, T for ‘acti g T
stands ) Current performance practices of teaching staff at

KolfeKarenio Sub-City, that focused on paper work rather than considering students®

performance negatively affected the teaching staff performance appraisal
Furthermore, one of my key informants Millennium Preparatory School informed that:

Some teachers perceive that Teaching staff appraisal is affected by raters, they assume that
parents and students are not aware how to rate their performance. He further explains that some
teachers also blame the school principals, that they focus on frequent report and paper work but

they don’t consider teachers effort for students result. (P3, 16" March, 2016)

Therefore, the finding of this study was contrast with the finding of Cardy (2003:p:82) who found
out that performance appraisal practices involved performance assessment of an individual in
relation to the objectives, activities, outputs and targets of the job over a specific period of time.
Whereas at KolfeKarenio appraisal process focus on simply amount of paper or report that the

teacher submitted to the office.
3.5.1 Teachers’ perception on Teaching Staff Performance Appraisal

Other than the influence of principals’ attitude and current appraisal practice; the influence of
teachers’ perception on teaching staff performance appraisal was also assessel Ihisistie )
Hence, the following table tried to show briefly the respondents’ perception with respect to

teachers’ performance.
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Table 5Teachers’ perception on Tczlching Staff P

crformance Appraisal

| Response Rate |

Lens A Neutral | DA Total M | SD 1
S
INT% [N % [ NT% [N T%

— 7 think teachers perception about performanc e
(lqppx.aisal of teaching staff might llpe low th:liz e 1221 2 OH FTOOR 0D Ao
why most teachers are weak in documentation of
their job.

™ | Teachers’ perceive the evaluation system of 15 =

- performance appraisal as excluded li:eir 1135150 | 24 40| 19.77203 100 | 374 k08
represemalive. this affect trust on School
management.

3 | Some teachers might think the management of the 114 54150 | 24] 43 21.2] 203 | 100.13.70 l.I:’j
School is biased during the performance appraisal :
of teaching staff it might demotivated them.

4 [ Teachers perceive performance appraisal of 103 511 45 [ 22) 53| 26.1] 203 | 100.[ 3.57 | 1.16
teaching staff as it has no significant effect on
their life. ;

"5 | Some Teachers perceive performance appraisal of | 84| 41] 63 | 311 56 27.6{ 203 | 100 { 3.88 | 1.02
teaching staff might be insignificant for them; that
is why most teachers are weak in documentation
of their job.

Teachers formally agreed and involved in 10( 49 53 | 26.[ 50| 24.6{ 203 | 100 | 3.14 | 1.23
developing the performance appraisals objectives

and standards to be performed.

Staff performance appraisal objectives, criteria and | 99| 48.f 47 | 23, 57| 28.1} 203 | 100 | 3.32 | 1.18
standards are clear to all teachers. 8 2
The majority of teaching staff have no trust in 104 52, 45 | 22 52| 25.6/ 203 | 100 | 3.65 | 1.15
current appraisal; that is why they give low 2 2

attention to document their work. i
Teachers are distrust with current appraisers’; that | 10§ 53.1 45 | 22, 50| 24.7} 203 | 100 | 3.83 | 1.01
is why they isolated with their own from 2 2

|| committee during appraisal season.

1 | Most of currently deployed teachers are younger | 96 | 47 39 | 19, 68 | 33.5 203 | 100 | 3.36 | 1.20

_0_ and not give attention for staff appraisals. 3 2 |
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(n the above table 5, ten items were presented (o respondents to sh

‘ are their view on teachers’
I,crccplion on performance appraisal. Accordingly (o

‘ o llem 2, 3, 4,5, 8 and 9 were strongly
S > view of re > s o e
inciting the view o spondents on teachers perception in performance appraisal. Whereas: item

were witl : :
(G and 10 ' moderate mean value; and relatively weak items; to stimulate

L] - it} = . . o
rcspon([cnls view on teachers perception in performance appraisal.,

Hence, the existence of no statistical differences among the respondents ratified similarity of
responses within the six items on the five rating scales. The above table 7 also shown that

performance appraisal of the teaching staff was influenced by the perception of teachers’ in

performance appraisal. From the response rate of the respondents for item 3, it was observed that

84 (41.4%), of the respondents agreed for the item “some teachers perceive performance

appraisal of teaching staff was insignificant for them; that was why most teachers were weak in

documentation of their job.”.

Moreover, this was also assured by associating the mean value of “some teachers perceived
performance appraisal of teaching staff was insignificant for them; that was why most teachers
were weak in documentation of their job.” with(mean value=3.88) was the largest value among
other items mean value. Besides; its deviation from the center of the normal distribution of the
data (parabola) was very small amount in relation to others since its standard deviations

(SD=1.02) which was the least value among others.

Hence; it was indicated that teachers perception of performance appraisal influenced teachers’
appraisal at KolfeKeranio Sub-City Preparatory Schools. Moreover, the analysis of the
independent t-test on staff appraisal indicated that there was statistical significance among the
independent variable, teachers’ perception and the dependent variable (teaching staff performance

appraisal).

On the other hand, among the respondents; 63(31%) of them replied that they neither agreed nor
disagreed but remain neutral; whereas 56(27.6%) of them replied that they disagreed on the item
that stated “some teachers perceived performance appraisal of teaching staff was insignificant for
them; that was why most teachers were weak in documentation of their job. “Therefore, this

indicated that teachers® perception of performance appraisal had an influence on staff appraisal.
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o other item with the highest me 0
The other 1 can value was item 9l
1al was presented as. “teachers wer
) . . “teachers were
distrusted current appraisers’; that was why they isolated with their own from the itt
. N ) ) committee
during appraisal season.” with highest mean value =3.83; this indicated that participant
03] : at participants were

distl'USted on their raters this negatively influence teaching staff
5 (e

appraisals.

reover, among the respondents 108(53.29 ici -
Mo (53.2%) of the participants were agreed with the item that

sprincipals played critical role during staff appraisal” while 45(22.2%) of them were responded

as neutral for the same item. The rest 50(24.7%) of participants were replied as disagreed for the

item. It was also an indication ¢ rincipals’ attit :
same hat the principals’ attitude was influenced the appraisal

performance of the teaching staff.

gimilarly, item 2, that was presented as “teachers’ perceived the evaluation system ol

performance appraisal as excluded their representative, this affected their trust on school

management.” Was the thirditem that askedto assessteachers’ perception onteaching staff

performance appraisal?

Among the respondents, majority, 113 (55.6%) of them agreed on item 2. This indicated that
teachers’ perception was one of the factors that affected the performance appraisal. Furthermore,
the mean value of this item was 3.74 which was the third largest mean value among other item

with this category and its deviations from the normal distribution line was (SD=1.08).

Furthermore, it was indicated using the t-test for the item “teachers’ perceived the evaluation
system of performance appraisal as excluded their representative, this affected their trust on
school management.”, it showed statistically significant differences among the respondents on the
five rating scales for item 2 at alpha level 0.005(P<0.05).0On the other hand 50(24.6%) of them
were responded as neutral, i.e.; neither agreed nor disagreed for the same item. While 40(19.7%)
of them reflected their feeling as disagreed for the same item. Therefore; teachers’ perceptions on

the evaluation system of performance appraisal was the factor that influence the teaching staff

performance appraisal.

The fourth item with the largest mean value was item 3 that was presented as “teachers might
think the management of the school was biased during the performance appraisal of teaching staff

it might demotivate them.”The response rate of the respondents for this item was agreed by 110
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o) of the participants, while g
(54270 © ; d tile, 50(24.6%) of the participants re

e | plied neither agreed nor
Jisagreed but remain neutral and 43(21,29,

) of them respond

' ed as disagreed. Moreover, its’ mean
value was 3.70 with standard deviations (SD=1.13) ,

e : It indicated that teachers assumed the
management of the School was biased during the performance apprais

tivated the al of teaching staff; this in
(urn demotivated them.

Among the respondents 106(52.2%) of them agreed for this item, whereas 45(22.2%) of the

articipants were reserved to say neither aore - disaor CApna) : :
particl agreed nor disagreed rather they remain neutral. While

52(25.6%) of the respondents were disagreed on the same item. In addition to this, the mean

value of this item in this category was also the fifth large one (mean value=3.65 with standard

deviations 1.15). This indicated that teachers’ perception towards appraisal was low and they do

not trust the school administration; due to this, they were not willing to document and file their

work.

i T nalysi < or : « A v :
Moreover, the analysis of the t-test for the item “the majority of teaching staff had no trust in
current appraisal; that was why they gave low attention to document their work.” This was
showed that there was statistically significant difference among the respondent on the five rating

scale for item 8 at alpha level 0.05(P<0.05).

In the same way, item 4 was the sixth item with the larger mean value, which was presented as
“teachers perceive performance appraisal of teaching staff as it had no significant effect on their
life.” Among the respondents 105(51.7%) of them agreed for this item, whereas 45(22.2%) of the
participants were reserved to say neither agreed nor disagreed, rather they remain neutral.
Whereas, 53(26.1%) on the same item. In addition to this, the mean value of the item in this
category was the greatest one (mean value=3.57 with standard deviations 1.16). This also
indicated that teachers’ perception towards appraisal was low and did not trust the school

administration; due to this they were not voluntary to document and file their work.

This indicated that teachers’ perception towards appraisal was low and they do not trust the
school administration; due to this, teachers perceived performance appraisal of teaching staff had

no significant effect on their life. Moreover, the analysis of the t-test for the item “teachers

perceive performance appraisal of teaching staff as it had no significant effect on their life.”” This
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s revealed that there was statistically significant difference

i among the respondent on the five
rating scale for item 4 at alpha level 0.05(P<0.05)

Moreover, one of my interviewee from Ayer Teng Preparatory School informed that:

some teachers perceive that teaching stqff appraisal is the only job of principals and they assume
il [),.incrpals are the only person that decides on their /J!'Omotion.- As a result they do m)l[ st
us and show unwillingness (o document theiy activity; this is manifested as; when we ask them 1o
show their work, they prefer to debate and dialog with us to cover their carelessness in

documentation not only this they also think it as the oppressed mechanism for principals (o

revenge them which is out of reality. He further explains that eve

a _,-,'gng'ﬁcmﬂ_/'or their future life. (P, 15hMarch, 201 6)

n some teachers don’f think it as

In the interviews, one of my interviewee from KolfeKarenio Sub-City Education Office painted a

bleak picture about the appraisal process when he declared that, the current system of appraisal

was effective

.. Inthat it opens up both the appraiser and appraise to talk about the strong and weak points
and see a way forward, and this might bring healthy environment and smoothen the teaching
learning activity; instead that when the weaknesses were identified and to them some teachers
perceive as their appraiser are biased and assume that they are mistreated by their appraiser.
He further demonstrated that, some teachers do not trust their appraiser, since they  assume
that except their peer nobody threat them equally and genuinely, they assume both school

principals and supervisors are biased while evaluating them.(S, | 7"March, 2016).

Furthermore, the above finding was found to be consistence with, the study of Kim Wan. (1998)
he concluded in his study that, the effectiveness of appraisal, as measured by teachers'
perceptions of the formative outcomes, was predicted by teachers' formative attitudes lowards
appraisal, the appraisal procedures, and feedback. Teachers were more likely to benefit from

appraisal if they perceived the appraisal as helping them grow pro fessionally. (Kim Wan., 1998)
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3.5.2 Analysis of Pearson correl

The analysis of Pearson correlation was

ations of the i i
ations of the independent variables over

thedependent variable

al : .
also used to identify the correlation between the

indept‘“dcm variables;principal attitudes, current practice of appraisal and teachers perception
c :

with performance appraisalat alpha level 0.05. It was indicated in the following Table 6

TABLE 6 CORRELATION MATRIX BETWEEN THE INDEPENDENT VARIABLES
AND DEPENDENT VARIABLE

Independent Variables

Dependent Variable

Performance Appraisal

appraisal

Pearson Sign.(2tailed) ’

correlation ‘i

rncipals Atlitude 0.69 0.000% |
Current practice of 0.435 0.000* _“E
!

Teachers perception 0.852 0.000%* ‘l

#Significance at alpha level 0.05

o The range for Pearson correlation r, (<2.45 is low, 2.45-3.45 is average, >3.45 is

strong).

The analysis of the Pearson correlation indicated that the independent variables principal

attitudes, current practice of appraisal and teachers perception were correlated at alpha level 0.05

with performance appr

perception was strongly correlated wit
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CHAPTER FIVE;

SUMMARY, CONCLUSION AND RECOMMENDATION

guiislic pienen the study deals with! the summary of the major findifigs o e oo

. ) udy. On the
basis of these findings, conclusions were drawn, Finally, recommendations which were assumed
1o be operational were also forwarded,

i | Summary

The purpose of this paper was assessing the factors that affect teachers’ performance appraisal

inKolfeKeranio Sub City. According to, the following research questions were raised and

analysis was done based on the research questions.

|. How is teachers’ performance appraisal practiced in secondary schools?

o

What major factors affect teachers’ performance appraisal?

3. To what extent does teachers’ performance appraisal affect their work, motivation, and

school performance?

Descriptive survey design was used to conduct the study. Hence, to assure representativeness all
216 teachers were included in the study using one stage cluster sampling and 12 principals as
well as 3 supervisors were also included in the study from three preparatory schools. 216
questionnaires were distributed for 216 teachers and interview was held with 12 principals and 3
supervisors. The quantitative data gathered through questionnaire was analyzed and interpreted
using appropriate statistical tools like percentage, mean, standard deviation. In addition to this the

data gathered through interview was analyzed qualitatively.

The findings of data analysis indicated that principals ‘attitudeespecially bias of principals based
on friendship, religion affiliation and other relationships were some manifestations during
appraisal, extremely involvement of principals during appraisal carried by committee whereas
with respect to current appraisal practices; unscheduled appraisal process, raters’ low awareness
and focusing on paper work only rather than teaching and leaming process were e etien

influencing factors of teaching staff appraisal.
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iilar ith regard to teachers’ perception:
gimilarly. Wi B¢ atliers ® perception; misunderstanding of appraisal process, poor habit
; . I' napl
~ > l l' ] L)
of documentation, distrust on school management and misunderstanding of the significance of
. o C
erformance appraisal were also the misperception f;

p actors that influences the appraisal process.
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S.2 Conclusions

e data interpretation of findings remi ,
rhe data In €S reminded to draw th i
e fo]lowmg conclusions from the

i nd the interpretati :
P]-csemallon a pretation as well as from the data analysis, the following conclusions
L
were drawn:

he teachers” appraisal in the sub cit | onifi
[he teachers’ ¢ ¥ under stud g ion signi i
y has no any regulation significance. According

{o the current policy of Ethiopia,Education and Training Policy (1994), set out a very clear

teria to appraise the teachers’ performance. But the principals devi

Cl'i : . ‘
ate these criteria and

appraise the teacher by their own way and criteria. Relationship and friendship come to their

mind before the education policy of the country

Staff appraisal is influenced by the extent of principals’ involvement; Principals influence the
committee during performance appraisal rating; Principals biased for teachers; who are their
friends; even if they didn’t complete their task properly; Principals Influence students during
appraisal rating; The role of principal during appraisal is not as such expected. These attitudes of
principals negatively affected the practices of teaching staff performances appraisal at
KolfeKeranio Sub-City. Majority of participants indicated that principal’shad the potential to
influence students as well as parents during teaching staff performance appraisal. Similarly,
partiality due to religious affiliation and friendshipof the principals with teachers during the
appraisal process was also an influencing factor of performance appraisal. It was also indicated
that extremely involvement of principals during appraisal carried by committee was also a factor

to influence teachers’ performance appraisals.

Currently, inKolfeKeranioSub-Citythe appraisal processes carried on annually and sometimes
unscheduled appraisalprocesses were held, this in turn made teachers’ to distrust on the appraisal
process. Moreover, the appraisal focusedonly on paper work rather than the core teaching and

learning activity.

The appraisal process brought about different effects. Teachers lost believe in teaching, hate

working as a teacher since most of the teachers perceived that the performance appraisal was

insignificant for them as a result, they were not documenting their work properly; on g o

hand, teachers did not trust the school management as genuine body that evaluated them based on
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heir work: it became difficult for them (o (ke the appraisal as
<

: a real performance measurement.
Besides, raters’ low awareness about performance

appraisals was also an influencing factor on

wqclwrS’ performance appraisals.

To summarize, in KolfeKarenio Sub-City, teachers’ performance appraisal was influenced by the

attitude of principals and current practice of appraisal process as well as perception of teachers.
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S.3Recommen dations

Based on the analysis of this study and conclusion that has been drawn. the following
f 3
recommendations wereforwarded.

it was found that the attitudes and extreme involvement of principals negatively affected the

practices of teaching staff performances appraisal at KolfeKeranio Sub-City. Currently, the

. im i i :
government In plemented the policy to involve parent and students to rate teachers” performance.
e principals of the schools and the supervisors r ’ '
The p I pervisors rounding the schools or any separate organized
body for the purpose of teachers’ performance appraisal may coordinate teachers themselves,
students and parents in ration the teachers’ performance. So, by increasing the involvement of

s 1 ~ ? - ] . g o 4 5
representatives of teachers’, parents’ and students’ the involvement of principals could be

reduced and actualization of policy will be reached.

Currently, unscheduled appraisal process is one of the major factors that influenced the teaching
staff appraisal process. It would be better ifa concerned body such as ministry of education
through its agents organized for the appraisal of teachers only should enforce the appraisal
process to perform on its schedule, as indicated in the analysis currently the government
performed that performance appraisal took place twice a year, in the middle of the year and at the
end of the year. The principals and the supervisors including the teachers who are appraised every
timewould better take action to perform according to the government policy so that the

government policy up on the teachers’ appraisal will be implemented properly.

Teachers™ perception was also one of the factors that influenced performance appraisal, therefore,
to increase teachers trust on performance appraisal process, it is better to give them training for
raters, making transparency, including teachers’ representative and providing training for
teacherson the importance of performance appraisal might increase the teachers’ perception. It is

better if the training is prepared and provided by the government immediately before the

evaluation periods of the teachers.

Above all it would be better for the government, the teachers who are appraised every time, the

principals and all the stalk holders of the teachers’ performance appraisal if a separate chained

and a well-trained professionalized body under ministry of education is organized for the purpose
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Appcndix

ApendiX I
Addis Ababa University

School of Graduate studies

College of education and behavioral studies

Department of Educational planning and Management/Leadership
Questionnaire to be Filled by Teachers

General Direction

The purpose of this Questionnaire is to collect information about the practices of teaching staff
o

appraisal performance at KolfeKarenio Sub-City Preparatory Schools.

The information from this questionnaire is used to analyze and see the practices of Teaching staff
appraisal at KolfeKarenio Sub-City Preparatory Schools and not transferred to anybody else,
accordingly its confidentiality is kept save. Therefore, you are kindly request to give genuine

information.

Note: No need of writing your name in the questionnaire.
Thank you in advance for your devotion of time!!

Abdi.kawo@yahoo.com

Part I. Back ground information

Direction: Please give your response by putting (v )" mark inside the box or by writing

appropriate answer where needed.

Name of the School



Number of times you get promotion —




part 11, Questions related to the practices (‘euching staff appraisal at Kolf K
< dl ¢ olfe ar ~
City Preparatory Schools phes

please Read the statements carefully and put “y

m g i
| ark corresponding to the numbers that
 dicate your agreement level of your response for eq

ch statement.

s=strongly Agree  4=Agree 3= Undecided2=Disagrec I=Strongly Disagree

o [ Items related to attitude of principals about the practices of

performance appraisal of Teachers

1| Principals’ attitude about appraisal is positive, EE

1.2 | The impact of principals on teachers’ appraisal is low.

13 | Principals might not perceive their role very well during staff

appraisal.

1.4 | Principals play critical role during staff appraisal.

1.5 | Staff appraisal is influenced by the extent of principals’®

involvement.

Principals influence the committee during performance appraisal

1.6 | rating.

Principals biased for teachers; who are not friend of them even if

1.7 | they did their task better.

1.8 | Principals influence students during appraisal rating.

1.9 | The role of principal during appraisal is not as such expected.

[tems related to the extent of current performance appraisal

practices of teaching staff at KolfeKarenio Sub-City

2.1 | Current performance appraisal practices of teaching staff at
KolfeKarenio Sub-City are carried out annually. This might

affect teachers® moral either positively or negatively.

2.2 | Currently at KolfeKarenio Sub-City performance appraisal
practices of teaching staff is implemented unscheduled; This

might affect teachers’ job satisfaction.

Teachers are negatively influenced by unscheduled performance

23 | appraisal practices of teaching staff.




—TCurrently performance practices of teaching staff

T at e e SRR
2.4 KolfeKarenio Sub-City focus on paper work rather than
considering students’ performance.
L—Currently performance appraisals are carried every quarterly; = T | (S | |
25 pased on teachers portfolio. So it might help to increase
teachers’ trust on the administration.
—Currently The raters are not well aware of Teaching staff e R
2.6 burden.
— [ Currently students and their parents are also included in the [P [
27 | committee; while they are not well aware of the burden we face.
.8 | Teachers are not invited during appraisal rating it might affect
our trust.
L
Items related to extent of Teachers’ perception of in
performance appraisal of teaching staff
5 |4 2| ]
T | think teachers perception about performance appraisal of
teaching staff might be low that is why most teachers are weak
in documentation of their job.
3.2 Teachers™ perceive the evaluation system of performance
appraisal as excluded their representative it might affect trust on
School management.
3.3 | Some teachers might think the management of the School is
biased during the performance appraisal of teaching staff’ it
might demotivate them.
3.4 | Teachers perceive performance appraisal of teaching staff as it
has no significant effect on their life.
3.5 | Some Teachers perceive performance appraisal of teaching staff
might be low that is why most teachers are weak in
documentation of their job.
3.6 | Teachers formally agreed and involved in developing the
performance appraisals objectives and standards to be L




=
=
3.7

78 |

[
3.9

I)C

Sraff performance appraisal objectives, cri
, Criteria q
nd

standards are clear to all teachers

The majority of i
jority teaching staff have no trust
n current i
appraisal;

that is why they give low attention to docu
ment their
vork.

eachers ar i '
are uncomfortable with current a
ppraisers’; i
rs’; that is why

the iSOl’lted wit i
y 2 h their own from committee duri
ing apprais
al

season.

Most of curre
ntly deployed teachers are younger and
" and not give

attention for staff appraisals




part 111. Open ended items.

multi response; that you are not satisfied with the above items

[n your opinion to what extent do principals® attitude and involvement affect teaching staff
ts g staff

performance appraisals? Please list at least more than three reasons

Please list some constraints that associate with the current teaching staff appraisal system

Please can you mention some factors associate with the level of teachers’ perception towards

current teaching staff performance appraisals?
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Addis Ababa University

gchool of Graduate studies

College of education and behavioral studies

pcl)artment of Educational planning and Managcment/Lcadcrship

An interview guideline to be presented for Principals and Supervisors

at KolfeKarenio

Sub-City

[8S]

B

W

9.

How often do you involve in appraisal performance of staff?

Do you have a regular Schedule to administer appraisal performance of staff?

How do you perceive the importance of appraisal performance of staff?

What are threats for you during the implementation of appraisal performance of staff?
To what extent do the current performance appraisal practices affect teaching staff at
KolfeKarenio Sub-City?

To What extent does the perception of Teachers’ affect performance appraisal of teaching
staff at KolfeKarenio Sub-City?

Who develop the criteria for teaching staff performance?

Who is responsible to set the task like key, major, specific and additional during criteria
development?

How do you appraise senior and newly deployed teachers?

10. If you have post discussion with your appraise how do you include teachers comment
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Appcndix C
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Appcndix D

pilot Test Result

This section presents the Pilot Test Result of the items reliability Statistics Accordingly:
o0

cronbach's Alpha value of the items is 0.758 which is almost accepted value (o me

intended objectives.

Reliability Statistics

_,(:;6];6;&]-.5 Alpha N of Items
T8 22 i
CREE

the

asure the

Item-Total Statistics

Scale Scale Variance Corrected ltem- Cronbac
Mean if if ltem Deleted Total Correlation h's
Item Alpha if
Deleted Item
Deleted
I.1 principals atitude about apparisal is positive 93.2000 131.314 -.195 767
1.2 the impact of principals on teachers appraisal is low 94.9333 113.210 .565 733
1.3 Principals might not perceive their role very well 94.6000 129.686 -.080 769
during staff appraisal
1.4 principals play critical role during stafl appraisal 94.1333 140.410 -484 790
1.5 StafT appraisal is influenced by the extent of 94.8667 118.838 399 744
principals’ involvement.
1.6 Principals influence the committee during 94.4000 112.400 .567 732
performance appraisal rating.
1.7 Principals biased for teachers; who are not friend of 95.4667 113.410 331 735

them even if they did their task better.




7§ Principals influence students during :1|)pruwWW-~Tog‘\
9T Tole ol'pl'incipul during appraisal is not as such WWMW\E
L.,\-pcclcd. . 751
37 Current performance appraisal practices of teaching WWT\—‘—-‘J
qaffat KolfeKarenio Sub-City are carried out annually, EN 756
This might aftect teachers’ moral either positively or
ncg(l(i\‘cly'
73 Currently at KolfeKarenio Sub-City performance 94.0000 121.571 257 E
nppri!iSi‘l practices of teaching stafT is implemented 752
anscheduled: This might atTect teachers” job
satisfaction.
7.3 Teachers are negatively influenced by unscheduled 94.4667 121.695 208 733
performance appraisal practices of teaching staff, i
7.4 Currently performance practices of teaching stafT at 94.4000 114.686 776 e
KolfeKarenio Sub-City focus on paper work rather than
considering students performance.
7.5 Currently performance appraisals are carried every 94.3333 127.238 015 763
quarterly; based on teachers portfolio. So it might help
1o increase teachers’ trust on the administration.
2.6 Currently The raters are not well aware of Teaching 94.2667 124.352 206 754
stafl burden.
2.7 Currently students and their parents are also 94.6667 115.238 724 732
included in the committee; while they are not well
aware of the burden we face.
2.8 Teachers are not invited during appraisal rating it 94.7333 112.352 .616 730
might affect our trust.
3.1 [ think teachers perception about performance 94.4667 123.124 .248 292
appraisal of teaching staff' might be low that is why
most teachers are weak in documentation of their job.
3.2 Teachers’ perceive the evaluation system of 93.8000 125314 A77 2755
performance appraisal as excluded their representative it
might affect trust on School management.
3.3 Some teachers might think the management of the 94.4000 126.829 .060 761
School is biased during the performance appraisal of
teaching stafl’ it might demotivate them.
3.4 Teachers perceive performance appraisal of teaching | 94.6667 122.524 204 155
stafT'as it has no significant effect on their life. _
3.5 Some Teachers perceive performance appraisal of 94.4000 122.257 236 753
(caching staff' might be low that is why most teachers
are weak in documentation of their job.
3.6 Teachers formally agreed and involved in 94,2000 133.171 -.284 772
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: ance” § 127
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: riteria for Teaching StalT 105
performance IS designed and operated based 96.5333 EE TS
3. Do Teacher partici i e pichens 2
pate in categorizi -396
i SV A zing task
Key. Major, Specific and Additional? s under 96.1333 5
: ! 119.55
4. If your response for Q3 5
e p for Q3 above is No. Who is .485
responsible to categorize the tasks? 95.4667 .743
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