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ABSTRACT 

The main purpose oj this study was to investigate the current practice and problems oj 
teachers' peljormance appraisal (!,PA) in government high schools oj Addis Ababa. 
In/ormation and data needed jor the study were collected by presenting jive basic questions 
with regard to TPA pwpose mainly serving, extent ojrelevance ojTPA criteria, competence oj 
appraisers and operation ojTPA process. Descriptive survey method was used as a method oj 
research. Lotte,y method simple random and availability sampling technique were employed to 
select sample resjJondents and sample schools. Based on the research questions, the literature 
was reviewed. Survey questionnaire were developed and administered to 214 teachers, 27 
principals, 40 department heads and 102 students to gather relevant data on TPA. Interview 
was also held with 6 principals and 14 parents who were involved on appraisal oj teachers ' 
peljormance in the sample schools to collect addilional injormation. Statistical tools such as 
percentile, mean score, chi-square and .ljJear- l11an rank- order correlation were used jor 
analyzing the data. The finding oj the study reveals that the current system oj TPA has not 
mainly servedjor the developmental purposes. Even it served the administrative pwposes to a 
limited extent. However, both summative and jormative pwposes were jound to be inadequate. 
The appraisal criteria have been found lack oj objectivity to evaluate teachers' work. In 
addition teachers were not involved in thejormulation ojTPA criteria. Furthermore, there was 
poor administration ojTPA process in the sample schools. It was also found that appraisers 
lack oj compelence to appraise leachers ' peljormance effectively, mainly because oj lack oj 
training and experience. Time constraint on the part oj appraisers, appraisers bias, inadequate 
classroom observation and appraisal period were also jound the major problems oj TP A. To 
redress the problems, it is therejore recommended that appraisal result should primarily use 
j ar development purposes oj leachers '. Moreover, Appraisal oj teachers to be effective both 
summative and formative pWjJoses should be separated. Adequate and relevant training should 
be given jor appraisers. Teachers should be involved in the jormulation oj TPA criteria. 
Furthermore, peljormance appraisal should be reviewed periodically, self and peer appraisal 
should be encouraged to minimize appraisers bias andfinally, comprehensive research should 
be conducted on the area to redesign and to implelhent the appraisal system. 

VII 



CHAPTER ONE 

THE PROBLEM AND ITS APPROACH 

This chapter deals with the problem and its approach. It contains background of the study, 

statement of the problem, objective of the study, sign ificance of the study, delimitation of the 

study, li mitation of the study, definition of terms aI)d organizat ion of the study. 

1.1. Background ofthe Study 

A sound appraisal system is very essential if teachers are to offer the ir best services for the 

realization of school objectives. This is because performance appraisal deci sions have 

consequences on teachers' compensation, recognition, development, promotion and salary 

Increase. 

For teachers performance appraisal to be effective the appraisal method, evaluators' skill , 

decision using the evaluation resu lts, appraisal period and other aspects must be alli ed with the 

objectives aI1d strategies the school is pursuing. Proper and consistent implementation of 

appraisal procedures must be assured. Continuous monitoring and providing the necessary 
I 

support for teachers are also impottant. 

Performance appraisal serves a vaI'iety of purposes. Regarding to this Chandan (1999: 207) 

states that, manageri al decisions on promotion, transfer, termination, training, improvi ng 

employee performance are some of the functions under the process of performance appraisal. 

Other authoriti es like Mathis and Jackson (1997: 344) classi fy the purpose of perfo rmance 

appraisal into two broad categories namely, developmental and administrative functions which 

seem conflicting. The summative purpose emphasizes on current performance in particular job 

often linked to pay, Selection, promotion, redeployment and dismissal of employees. Whi le the 

formative one is development through provision of info rmation about performance expectation, 

feedback and discussion remedial action to meet expectation that have not been achieved. 
I 

Thus, if performance appraisal operates appropriately, it contri butes to the employee's 

motivation. development and promotion as well as for the achievement of organizational goal s. 
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As Gold (2000: 311) identifies the purpose of performance appraisal is improving the teaching 

learning process, promoting research, and motivating staff, enhancing professional career 

development, ensuring the students have been provided with quality of instruction and 

recognizing outstanding performers: teachers or principals. 

This idea indicates that, in school situation, teachers ' performance highl y concerned about the 

professional improvement of the teachers ' and hence students learning. Due to this reason, the 

main purpose of teachers ' performance appraisal is to ass ist the individual teachers to make the 

best of him-self and contribute to the attainment of educational objective. 

On the other hand, a well -designed performance criteri a related to instruction can constitute 

valuable professional development fo r teachers. Therefore, in order to put teachers best effort 

performance criteria should be designed carer-ully. In support of thi s Yilma (2007: I) indicates 

that " ... A properly designed performance evaluation criterion serves as a tool for the 

development of teachers as well as for the attainment of institutional goals." 
/' 1 

Moreover Cooper (as cited in Fidler and Cooper, 1992 : 54) properl y designed appraisal system 

can help to enhance the quality of education by improving the moral and job satisfaction of 

tcachers. Furthermore, the criteria in appraisal should be clearly defined and accepted by the 

teachers concerned in the appraisal program. 

l' In Ethiopia Teachers' perfonnance appraisal has been introduced since 1930 and its purpose 

was to control and inspect the instructional process. Later on, it continued to operate by 

changing its name to supervision and teachcrs were evaluated by administrators and the 

purpose by large remai n the same (Atsede, 199 1: 9). 

Since then, diffe rent types of performance apprai sal approaches have been applied in Ethiopian 

educat ion system to evaluate teachers' performance. However, none of them have been free of 

criticism due to different drawbacks they had. The traditional approach of performance 

appraisal in Ethiopia lacked clearly defined objectives and expected outcomes and such 

practice is open to personal bias and difiicult to measure ones performance contributed to 

hisfher organization (AAEB, 1999: 3 and MOE, 2003: I). Hence, it was this notion that 

necessi ties MinistTY of Education introduced result-ori ented teachers ' performance appraisal, 

which has been practiced since 2004. 

2 
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The concept of result oriented performance evaluation has appeared with the aim of improving 

school performance through developing the decision mak ing authority of lower echelons in the 

education system. Furthermore, appraisals by resu lts involve mutual goal setting. Besides, it 

includes measuring performance as part of the process. This means that, resul t oriented 

teachers performance appraisa l is high ly output oriented and working towards measurable 

objectives. 

As MOE (1995: 5-7) the attainment of educational objectives and goals are measured against 

the major curri cular issues such as : coverage o'f annual curriculum, usage of appropriate 

teaching strategies and teaching aid , provis ion of quality lesson aided by laboratories and 

li brary references, participation in co- curri cular and other related activities, conducting 

peltinent educational research contri bution to foster girls education by providing special 

academic SUppOlt, and provision of student centered lesson. 

These results also will be measured based on four performance standards, these are: quantity, 

quality, ti melines and cost effectiveness. Furthermore, teachers are expected to be fall under 

the four performance measurements these are: poor (25-49), acceptable (50-74), very good (75-

94) and excellent (95- 100) based on their result on key, major and minor tasks (AAEB, 1999: 

16 and FCSC, 1995: 12). 

Thus, in the current perfo rmance appraisal it is not performance process and behavior of 

teachers that would be appraised. But results of the measurable parts of performance are 

appraised. 

Moreover, professional accountability was introduced through the representation, by the 

appra isers and key stake holders in the process especially students, staff, parents and 

governors (Hewton and West, 1992: 38). FllIthermore, depending on the results of 

performance evaluation and year of teaching service, teachers have got the 0ppoltunity of 

going up six stages of carrier ladder structure: beginner teacher, junior teacher, teacher, senior 

teacher, associate lead teacher and lead teacher (Keno, 2009: 3). 

Yet, in the Ethiopian education system, regarding teachers' performance apprai sal most 

teachers complai n that the criteria used to appraise their performance are not relevant to their 
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activities. Teachers Illay also interpret the appraisal system as a chall enge to perform at higher 

level (Millmar and Darling, 1990: 26). 

Moreover, performance appraisal seems to be occasional process with in adequate fo llow-up, 

appraisers ' knowledge about the notion of evaluation is low, the appra isa l process appears to be 

ineffective and finally , the appraisers seems over loaded by other office works. This may result 

less improvement in performance. 

This study is therefore, intended to assess the current practice and problems of teachers ' 

perfonnance appraisal in selected government high schools of Addis Ababa and to come up 

with plausible recommendations that will help schools for effective implementation of 

performance appraisal of teachers. 

1.2. Statement of the Problem ~ . / 

Schools have goal s, guide lines, operating procedures, and rules that influence the behavior of 

teachers, students, principals and other members of the schoo l. Among others performance 

appraisal becomes a fu nction and the guid ing principle to measure the performance level of 

teaching effectiveness (Dessler, 2005: 55). The goal of the teaching learning process is to 

change the behavior of students. Basically, the accomplislun ent of this goal depends mainly on 

the perfonnance of teachers. Therefore, success in schools can be rea lized when teachers ' 

performance appraisal is successfu lly done. 

However, as it has been observed teachers' performance appraisal has different problems. The 

appraisers ' bias, unrelated ness of perfonmmcc criteria to teachers job and negative attitude of 

appraiscrs to accept negative feedback from theil' 'appraisers are some of the problems related 

to TPA. 

In line with the problem related to the design of performance criteri a, Performance evaluation 

activities can fa il or malfunction because they are poorly designed. The design can be blamed 

if the cri teria fo r evaluation are poor, the teclmique used is cumbersome, or the system is more 

form than the substance. If the cri teri a used focus on activities instead of output results, or on 

the person rather than pcrformance, performance appraisa l will be hurt (Glueck, 1982: 374). 
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Regarding the appraiser problem, even if the system is well designed , problems can arise if the 

appraisers are not cooperative and well trained. Inadequate training of appraiser can lead to a 

series of problems in conducting performance appraisal (Ivancevich, 1989, Chruden, 1959: 

226). 

When we came to the case of teachers performance appraisal in Ethiopia teachers complain 

that curren! performance appraisal criteria were not clearly specified, irrelevant criteria were 

commonly employed, data gathering is often superficial, objectivity is neglected and analytica l 

procedures were largely lack ing (Keno, 2009: 5; Berhanu, 2006: 4). Moreover, the fo llowing ,,­

complaints were observed concerning the manner in which the appraisal system was 

administered: 

There was no mutual involvement of principals and teachers in developing the appraisa l 

criteria, beside the diffi culty to prepare appropriate performance criteria. Moreover, they 

complain that inadequate fo llow-up and feedback mechanism in the process of appraisal. In 

addition sufficient training was not given for those who are involved in the process. Finally the 

appraisal result was not valued or followed by atly action, either positive or negati ve (Keno, 

2009: 5, and Wondosen, 2007: 6). 

From the above discussion one can understand that, the current system of teachers' 

performance appraisal has several problems. Furthermore, the problem may be related with the 

development of performance criteria, with the appraiser trai ning and appraisees perception 

towards the apprai sal process. Besides, performance appraisal seems conducted without in 

adequate follow-up. 

Therefore, it is timely and important to see practice and problems of teachers' performance 

appraisal in high schools of Addis Ababa. Thus, the major purpose of this study is to assess the 

current practice and problems of TPA in high schools of Addis Ababa with the intention of 
I 

answering the fo llowing basic questions. 

1. What are the major purposes that the current system of teachers' Performance appraisal 

serving? 

2. To what extent are the appraisal criteri a relevant as perceived by teachers? 

3. How competent are the appraisers of teachers' performance? 
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4. To what extent of success does the process of teachers' performance appraisal operate? 

S. What are the major problems that encountered teachers' performance appraisal? 

1.3. Objective ofthe Study 

1.3.1 General Objective 

The genera l objective of this study is to investigate the current practice of teachers performance 

appraisal in selected high schools of Addis Ababa and to investigate the problems associated 

with it and finally, to provide possible recommendations that help to alleviate the problems. 

1.3.2 Specific Objectives 

This study is conducted in pursuit of the following specific objectives: 

• To identify the objectivity of the appraisa l criteria used to measure teachers ' 

performance 

• To investigate how the process of TPA was under use. 

• To find out the main purpose ofTPA currently serving in high schools of A.A. 

• To investigate major problems ofTPA. 

• To suggest some possible means of improving the practice ofTPA. 

1.4. Significance of the Study 

This study attempted to investigate the cu rrent practice and problems of teachers' performance 

appraisal in high schools of Addis Ababa. So, taking appraisa l of teachers in to consideration, 

this study is believed to make the following contributions: 

• It wi ll help to create awareness of the practice and problems of TPA among school 

administrators, and those who arc directl y or indirectly concerned with the system and 

the school community in general. 

• It wi ll help to identify major problems ofTPA. 

• It may help to fo rward some possible recommendations for future actions on the bas is 

of the findings made. 

• The study wi ll serve as a reference material to those indi viduals who have the desire 

to ca rry out an in depth and broad study on the problem . 
• 1 

• It may also encourage others to carry out an in depth study on the problem. 
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1.5. Delimitation of the Study 

To make the study manageable fro m the existingJ2 government high schools in Add is Ababa 

in the ten sub cities, 10 schools were selected {i'om different sub citi es. Content wise the study 

was also confi ned to the current practice and problems of teachers ' performance appraisal in 

selected government high schools of Addis Ababa. 

1.6. Limitation of the Study / 

The researcher does not believe that the study is totally free from limitation. Time constraint , 

uncooperativeness of some respondents in filling the questionnaire and return on time wei:> / 

the factors created some inconvenience on thc researcher during her conduct of the study. 

Furthermore, school principals were busy in a series of meetings that access to them for the 

interview was reall y a challenge. Above all time constraint played a great role in limiting the 

scope and depth of the study. 

1.7. Operational Definitions of Terms 

The fo llowing are some key operational terms with their respecti ve meaning used in this study. 

Appraisees: Secondary school teachers whose perfOlll1anCe being judged or appraised. 

Appraisers: It refers to those school managemcnt bodies in charge of undcrtaking appraisal of 

teachers' performance (i.e. members comprising directors, vice di rectors, 

department heads, students and parents) 

,/ 

I-ligh schools: In Ethiopian education system the school division comprising general sccondary 

education, i.e. grade 9-10. 

,/ 

Performance appraisal : The process of evaluating how well employees do their job compared 

to a set of standards and the communication of that infonnation to the 

employees (Mathi s and Jackson, 1996: 343.) 

/ -
Performance: The act of perforilling, accompli slUl1ent, operati on of functioning, usua ll y with 

regard to effecti veness to achieve a desired result. 
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Result-oriented Teachers ' pCI-formance appraisal: It is the appraisal method that is used to 

appraise the employees ' performance based on the resul t achieved not on 

performance activi ties or process (Kibre, 2005). 

1.8. Organization of the Study 

This study consists of li ve chapters. The first chapter deals with the problem and its approach, 
I 

the second chapter treats review of the rel ated li terature, the third chapter presents the research 

design and methodology, the fourth chapter deals wi th presentation, analysis and interpretation 

of data. Finall y, chapter five contains summary, conclusions, and recommendations of the 

study. Besides, references and necessary documents were attached at the end of the chapters. 

8 



CHAPTER TWO 

REVIEW OF THE RELATED LITERATURE 

This chapter presents the review of literature which is related to the system of appraising the 

performance of teachers in high schools. The topics dealt with are defi nition of TPA, purpose 

of TPA, process of TPA, criteria of TPA, principle of TPA, methods of TPA, feedback on 

TPA, characteristics of TPA, appraisers of TPA, problems of TPA and ways of improving 

problems of teachers ' performance appraisal. 

2.1 Definition of Performance Appraisal 

The term performance appraisal has different definition 111 different literature. It has been 

defined by several management scholars, and the following are only few of them. According to 

Rue and Byars (1992: 480) " ... Performance appraisal is a process that involves determining 

and communicating to employees how they are performing their jobs and establishing a plan 

for nlture improvement." 

The above definition qu ite seems to be comprehensive in that it encompasses standard of 

performance provision of feedback and planning fo r nlture improvement on the basis of 

performanct;; appraisal results. The definition also reveals that appraising the performance of 

employees is a continuous activity and the means to conuTIunicate with employees about past 

present and n llure job achievements. .1 

Performance appraisa l is a method by which the job performance of an employee is evaluated 

generally in terms of quality, quantity, cost and time (http://www Defn\en. wikipedia.org 

Wikipedia encyclopedia, 2009: 1). Reddy (200 1: 31) also defines performance appraisal as an 

instrument through which an employee's performance and capabilities can be matched to the 

job requirements and career plan over a period of time. Pinnington (2000: 162) in his side 

defines performance appraisals as the systematic review of the performance of staff on a 

written basis at regular time interval. 

Melaku etal. , (2002: 358) on hi s part defines performance appraisal " ... as the process of 

evaluating a staff member' s worth or quality in terms of the requirements of the job; that is 
I 
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knowing how well a member performs assigned organizational activities. It is a process 

whereby the strengths and limitations of a sta ff member are identified or defined." 

/ AS elaborated by the Ethiopian Management lIistitute (2004: 12) employees perfonnance 

appraisal is a process of eva luating performance of worker, a process of assisting employees to 

accomplish their task efficiently and effectively toward the achievement of Shared goals, a 

continuous process of monitori ng performance and a means to reward good performers and the 

assessment of potentials of employees for development. 

The forgoing definitions indicate that, appraisa l of employees should be perfo rmed 

continuously in systematic manner demand ing adequate knowledge of individual who carry out 

the appraisal. The defin ition also emphasizes to pre-determined performance cri teria against 

which the actual performance of employee will going to be compared, indicating the 

objectivity of performance appraisal in evaluat ing ind ividuals' performance. Hence, 
1 

performance appraisal should be a continuous pl'ocess rather than annual program. This may 

give opportunity to feedback resu lts to teachers in order to improve thei r performance. 

On the other side, there are writers who define and explain performance appraisal fi'om 

administrative point of view as a tool used for decisions concerning pay, promotion and, 

demotion, which mostly done by comparing the performance of one employee with that of 

another. The definition given by Winston and Creamer (1997 :2) to performance appraisa l is, 

" . .. a process of assessing and recording staff performance for the purpose of making judgment 

about staff that led to decision." Regarding thi s Ivancevich and Glueck ( 1989: 32 1) defined 

performance appraisal as " ... a personnel decision that affects the status of employees 

regarding their retention, termination, promotion, demotion, transfer, salary increase or 

decrease, or admission into trai ning program. " 

In general the above definitions reveal that, performance appraisal is a process of evaluating 

the performance of employees to make administrative and developmental decisions. 

According to Adesina (as ci ted in Keno, 2009) " ... performance appraisal is the process by 

which individual teacher effecti veness is determined." 

Finally, Torrington and Taylor (2003: 225-226) define performance appraisal as an important 

and integral part of human resource management in which organi zations use systemati cally to 
(c5) 
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assess employees wo rk performance in line with their organization mISSIon and objective 

through appropriate means of measurement that best fit to the purpose of appraisal. 

To sum up, performance appraisal is part of management function , which must be carried out 

inline with organizational goals, if appraisal is properly conducted, not only let the teacher 

know how well he or she is performing, but should also influence their future effort, activities , 

results and task direction. 

2.2 Purpose of Teachers Performance Appraisal 

Appraisal has a purpose to serve that has to determine during its design. These purposes may 

be perceived differently by the participants of the appraisal process. Hence, defining the 

purpose of a given performance appraisal and communicating to all concerned in relation to 

what an organization intends to achieve is therefore important. According to (Mathis and 

Jackson, 1997:344, and Karim, 2009: 4) performance appraisal has two major roles: 

developmental (formative) and administrative (summative). These roles seem conflicting. 

J<' igurcl. Roles for Performancc Appraisal 

I Pcrformance Appraisal , 
I 

I 
I I 

Administrativc uscs Dcvclopmcntal Uses 

• Compensation • Identifying strength 

• Dismissal • Identifying areas of growth 

• Downsizing • Development planning 

• Layoff • Coaching and career planning 

Source: Adapted from Mathis and Jackson (1997: 344) Human Resource Managcment. New 

York: West Publishing Company 

In line with this (lvancevich 1989: 325, and I-hItchinson 1995: 19) identified the following 

purpose of performance appraisa l: 

Developmcntal purposc: It can determine which employees need more training and helps 

evaluate the results of training programs. It helps the subordinate-supervisor counseling 
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relationshi p; and it encourage supervisor to observe subordinate behavior to help employees 

(Moses, 1990: 39). Similarly Dess ler (as cited in I-Iaileselassie, 1999: 171) states that 

, .... performance appraisal in organization helps not only to make personal decision but also to 

identify employee 's development needs and to ensure that those needs are sati sfied ." This 

implies that performance appraisal is to help with identi fy ing training needs of employees. 

Reward purpose: it helps the organi zation to decide who should receive pay raise and 

promotions. It can determine who will be laid ofC It re inforces the employee's motivation to 

perform more effecti vely. However, Oplatka (2007: 6) indicated that, teachers usually are 

trapped in their limited opportunity for career advancement. 

.1 

Motivational pUl·pose: it encourages initiative, develops a sense of responsibility, and 

stimulates effon to perform better. Accord ing to Kelly and Protsik (1997: 495) the 

accomplishment of goal motivates employees for further commitment when the goals are 

challenging and achievable. Moreover, employee 's eva luation will affect their behavior and 

well-being. Their behavior includes motivation to work effectively, to go the extra mile for the 

organization and to stay with the organi zation (Guest, 2009: 12). 

Communication purpose: it is a basis for ongoing di scussion between supenor and 

subordinate about job related matters through interaction, the parties get to know each other 

better. Dessler (as cited in Hailcselssie 1999: 17 1) also points out that performance appraisal is 

beneficial to promote two- way communication between management and employee. 
1 

These purposes indicate that how impoltant this human resource acti vity is to the organi zation. 

It is job related and linked to other human resource activities. 

With regard to TPA Melaku eta!. , (2002:35 8-359) has noted that, teachers evaluated for the 

following objectives: 

Knowing and improving the quality of teachers : staff performance apprai sal serves to guide 

human resource development. It is a process that helps in clearly knowi ng the teacher's 

strengths and weakness, and also becoming a basis for improving hi s/her performance. This 

implies that, improvement in performance can occur when appraisal of Teachers is properly 

conducted. 
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Making administrative decisions : a systematic perfo rmance appraisal of teachers provides 

information of great assistance in making and enforc ing about such subjects as promotion, 

salary increase, discharge, layoff, and transfers. 

Helping teachers to know their cun-ent status and providing them motivation : 

performance appraisal puts a psychological pressure on people to improve performance is 

being appraised properly and their conscious that their performance is being appraised properly 

and their future largely depends on such appraisal results, they tend to be motivated to improve 

their performance purpose. 

Bringing Satisfaction to Teachers and Improving their Morale: The existence of regular 

and appropriate performance appraisal program is an important incentive to teachers. Such 

appraisal program can serve to provide information to teachers that their performance and 

contribution to the school is well appreciated and that there is every oPP0l1unity to deve lop 

themselves both for their personal satisfaction and (or the benefits of the schoo l. 

Furthermore, Disclaimer (2009: I) and Norton (1999: 380-381) proposed that, improving 

teaching and learning process, promoting research on teaching profession, enhancing 

professional career developments, ensuring that students have been provided with quality 

instruction and, recognizing outstanding teachers performance as the major objective of 

apprai sal in teaching profession. 

In the same way John (1992: 225), Riches and Colin (1989: 193) and Befkadu (as cited in 

Wessenu 1992) enumerates giving feedback to teachers so that they know where they stand , 

developing valid data for pay and promotion discussion, identifying strength and weakness, 

counseling and coach teachers so that they will improve their performance, strengthening 

appra isee-appraiser relationship and encouraging the acquisition of new skill as outcomes of 

TPA. 

MOE (1996: 10) has also added another imp0l1ance of teachers' performance appraisal by 

saying: [t helps to create hierarchies among teachers and provide a means for promotion from 

one level to the next higher level accompanied with proportional sa lary increment. 

Furthermore, Milman and Linda (1990: 150) have identified the following purposes of 

teachers' performance appraisal: 
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Professional growth: Foster the professional growth of a teacher 

School improvement: Promote school improvement and the enhancement of students ' learning 

Selection: Ensure that the best quali fl ed teachers are hired 

As di scussed above, different authors explain purpose ofTPA in di fferent ways depending on 

their center of stress. However, mostly purposes can be set into two broad categories: 

sUITUllative and fo rmative. Summative purpose is data gathering technique to make 

administrative decisions. On the other hand, fOI~11a ti ve evaluation is used fo r growth and 

development. Generall y, evaluation for formati ve purpose is to assess problem areas and find 

solution for those problems for future better accompl islunent. However, the classification 

emphasizes the purpose of performance apprai sal to be primarily developmental focusing on 

how employee performance capacity has to be improved, considering the administrative one as 

secondary. 

2.3 The Process of Teachers Performance Appraisal 

Performance appraisal is a process containing several logica l steps to be fo llowed by the parties 

involve in thc appraisal process (Kirchy 1995: IS). As Jenks M. (992: 11 8) the basic steps of 

performance appraisal are: The individual discuss his or her job and job description with the 

supervisor and they agree on the content of the job, performance targets are established for 

each responsibility for the coming period, the supervi sor and employee meet to discuss the 

targets and to reach agreement on them, checkpoints are established lo r the evaluation of 

progress toward goa ls and the methods of measuring progress and the supervisor and employee 

meet at the peri od to di scuss results. 

Dessler (2005: 35) on hi s part descri bes that; the appraisa l process contains three steps: define 

the job, appraise performance, and provide feedback . Defining job means mak ing sure that you 

and your subordinate agree on hi slher duties and job standards. Appraising performance means 

comparing your subordinate ' s actual performance to the standards that have been set: third, 

perfonnance appraisal requires one or more feedback sessions. Similarly, teachers' 

performance appra isa l will also passes trough dlfferent stages In thi s regard Melaku eta!. , 

(2002: 36S) points out that, a systematic process of teacher performance appraisal comprises 

fo ur major steps: 
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Step 1 Prc-appraisal Mccting: it is crucial aimecj at establi shing common understanding and 

agreement between teachers and their appraisers. The primary objective of pre-appraisal 

meetings should focus on establishing teacher acceptance and agreement to voluntary take part 

in the appraisal process. 

Step 2 Task Obscl'vation and Data Collcct·ion: classroom observation should occupy a 

prominent position in the process of data co ll ection on teachers' performance. It is a teclmique 

of performance data co llection, helps to objectively identify both weaknesses and strengths of a 

teacher in his teaching task performance. Mi llman and Darling (1990) proposed that, Class 

room observation leaves out directly systematic evidence about teacher planning, teacher 

assessment and modification of instructional material, teacher choice and adaptation of 

instructional methods, and teachers' working, relalions with colleagues, parents, and members 

of the school community 

Step 3 ])ost-appraisal Confcl'cnce and Targct-setting: It is at this stage a teacher's total 

contribution to the school is frankly di scussed, appraised, and valued. The teacher will have the 

opportunity to criticize and comment on performance evidences presented by the appraiser. 

Post-appraisal conference, when done properly, encourages and develop in them comlllon 

understanding about what was and will be observed and appraised. 

Step"" Follow-up and Discussions: It is at the fo llow-up stage that perfonnance targets set 

during the post-appraisal conference are worked on, supported and monitored. The appraiser 

must have cred ibility with thc teacher as someone whose observation, judgment, and 

comments will be valued. 

In add ition to these Ontario (2009: 3) suggests that during a teacher performance appraisal one 

can follow the following steps : 

I. Pre-observation meeting to promote professional dialog between the Principal and 

teacher. A principal must arrange a pre-observation meeting with the teacher. 

2. Classroom observation to assess the teacher's skill s, kno wledge and altitudes 

3. Post-observation meeting these meetings provide opportunities for rcllection and 

collaboration to promote growth and improvement 

15 I 



4. Summative report to document the appraisal process. The report is used to assess 

teachers ' overall performance and provide feedback about strengths and areas for 

growth. 

5. A process for providing addi tional support depending on the outcomes of the 

appraisal. 

Furthermore, result oriented teachers performance appraisal is a process containing several 

logical steps to be followed. It is a systematic process of plmming work and setting objectives, 

monitoring performance mld examining results(Phillip 1991: 13).FCSC (1997: 27) elaborated 

ROTPA as a process including employee rating, taking actions based on performance result in 

addition to the plmming and continuous review of performance. MOE (I 99SE.C: 7) suggests 

that the performance plan and its measure are developed at school level, with consideration of 

realities in the school context. 

AAEB (I 999E.C) also presents the following components in the process of ROTPA: Plmming 

of wo rks and setting objectives, setting standards, monitoring of performance examining 

resul ts and Reward better performance . I 

Planning of work and Setting Objectives: is the stage of developing performance 

criteria against on which teachers ' performance going to be evaluated (AAEB, 1999: 2) . The 

base fo re individual performance plan is an organization' s yearly plan which is deri ved from 

the strategic plan. Strategic plan is long term plan consisting of school mission, vision, 

strategies and objectives prepared based on overall national vision, mission and policies of 

organization Planning of work is the stage of developing performance criteria against which 

employees performance going to be eva luated. According to FCSC (1 996: 12) and AAEB 

(1999: 8) the tasks categori zed in to key, majo r and minor tasks. 

Key Tasks : criti cal tasks they must be accompli sljed for the organization to exist. Key task is 

should be done properly for the organization to ex ist. It should be developed from the school 

strategic plan. Failure in accomplishing these tasks leads the organization to crisis and 

unsatisfactory performance in alone, wi ll result indetermination that employees overall 

performance to be unsatisfactory. Key tasks carry minimum of fifty percent of the weight given 

for all ki nds the tasks. 
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Major Tasks: are important tasks next to key tasks fai lure in accompl ish ing these tasks can 

also cause signi ficant problems to the organization. 

Minor Tasks: they are tasks with lower importance that are not included in key and major 

tasks but they will support the achievement of organization goal 

Performance Standards: are expressions that must met for each task at particular level 

perf0l111ance Arterly (200 I ).FCSC ( 1997E.C: 48) presents the level are very high-top level , 

high, sati sfactory and poor level ca rrying a rating score 4, 3, 2 and I respectively. These 

standards developed using performance measures quality, quantity, cost and time. Accord ing to 
1 

FCSC( 199 1: II ) each task should at least be measured with the tree the four measures under 

each of the fou r levels .. 

Monitoring Performance: Individuals actual performance of planned tasks is assessed 

continuously to give employee support and feedback. Other important activity during 

monitoring stage of process is data collcct ion, organization and usage (FCSC, I 997E.C: 20 1-

12 1).The major objective of monitoring performance is that it serve to identify early possible 

barriers that might appear and soon followed by corrective actions: provision of necessary 

support for employees that ensure the success of implementing the plan (FCSC 1997: I 12), 

Exa mining Results : is the stage of reviewing the standards overall performance at 

scheduled time after certain appraisal period (FCSt, 1999E.C: 12). Fletcher (as cited in Dereje 

2007: 23) at this stage individuals are rated by comparing their actual performance against 

clearl y defined and agreed standards that must be suppOited by evidences. Performance criteria 

are reviewed modified, progress is di scussed and actions are taken in between at the 

monitoring stage. At thi s stage organizations also evaluate its improvement. 

Action Based on Performance Results: Appraisal result should be followed by 

negati ve or positive rewards. MOE (1995: 17-18) presents teachers' performance results fa ll s in 

either of the foll owing rates. 

Very High (95-100): a teacher who has do ne additional tasks. Others could learn fro m him. He 

should be rewarded, recogni zed and promoted. 
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nigh (75-95): a teacher who has done activities requi ring creativity with minimum cost and 

time. They should be appreciated and rewarded next to very high power. 

1 

Satisfactory (50-75): a teacher in normal circumstances. All tasks are completed according to 

the minimum requirements expected. 

Poor (25-49): a teacher whose performance does not meet the mmlmum requirements 

expected. He would be given chance to share experience from skilled teachers to improve his 

performance, reducing salary if same result is repeated and di smissal if no improvement with 

hi s performance. 

As noted above, performance appraisal is a step wise process. It is a systematic approach to 

performance improvement trough ongoing process of establi shing strategic performance 

/' objectives, measuring performance, collecting, analyzing, rev iewing and reporting performance 

data. Therefore, it is essential to fo llow the prpcess to meet its objecti ve. Moreover, an 

effecti ve teacher performance appraisal process requires the commitment and shared 

understanding from participants who are engagcd in appraisal. 

2.4 The Appraisal Criteria 

Key component of any performance apprai sal process is the "reation of speci fic performance 

criteria against which the individuals performance wi ll going to be monitored and evaluated 

Scott (200 I : I). However, they vary across organizations and the method of performance 

appraisal used. Web and Norton (1999: 38) define criteria as "the job related behaviors 

expected of the teacher, administrator, or other staff member." Similarly, Melaku etal. , (1992: 

49) has also defines " ... performance cri teria are statements of standards against which a 

teacher' s competence in accomplishing teaching /activities is measured." This denotes that, 

before designing teacher' performance appraisal systems' standardizing effective performance 

criteria is paramount important decision 

Mathis and Jackson (1997: 341) classifY the types of criteria into three. The first one is trait­

based criteria which focus on individuals personal character or trait such as having "good 

att itude," or "confidence," or "cooperative," and the like which mayor may not be correlated 

with position outcomes and has li ttle to do with specific job. The second one is behavior-based 

criteria which focus on specific behaviors that led to job success; and finally , result-based 

r' 
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criteria that looks at what the employees has done or accomplished rather than hi s personal trait 

or behavior. 

In result oriented teachers performance appraisal the performance criteria for teacher is set 

fi'om the school plan in accordance with teachers work responsibility. Standards of 

performance fo r each task set by mutual participation and agreement of appraisees and 

appraI ser. 

1 

Whatever type of cri teria used, they should be effective to the purpose for which they have 

been designed. The effectiveness is characterized by their level of val idity, reliability, and 

utili ty Melaku (1992 : 49-50). That is, the extent to which the criteri a actually measure what it 

tends to measure (va lidity), the extent to which the criteri a yield to some results each time it is 

used (reliabi lity), the utility which refers to the balance between the resources spent in 

administrating the criterion and advantage gained. Furthermore, the cri teria to measure 

teachers' performance appraisal should be specific and should provide th~ basis for appraisal 

the teacher against standards, not against another teacher. Similarly Dull (198 1: 266) deals with 

consistency, validity, appropriateness and comprehensiveness of the appraisal criteria 

Consistency refers to the extent to which teachers activities should be congruent with the 
1 

objective of the school and strategic plan. Whi le, validity refers to the extent to which the 

content taught or appraisal procedure used are accurate. Moreover, comprehensiveness refers 

to the extent to which teacher includes all major aspects of the curricu lum, the students abil ity, 

and learning styles. Appropriateness means the behavior of teachers should be in congruent 

with the cUITiculum 

Moreover, Dattner (2002: 5) cited performance criteri a to be under employees ' control , yet 

chall enging, specific but comprehensive enough to cover major areas of employees work 

responsibility, and su bject to change when added. In addition to this Noe et aI. , (1996: 20 I) 

said that performance criteri a should be valid, reliable, specific and acceptable to measure the 

performance of employees. 
,I 

Thus, performance appraisal criteria measure relevant aspect of performance, consistent to 

/ measure perfOrmaI1Ce, accepted by the people who use it and should measure what is expected 

from the employees. Moreover, the criteria to measure teachers' performance appraisal should 
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be specific and should provide the basis for appraisi ng the teacher against standards, not 

against another teacher. To SLun up the forgoing descriptions indicates that the development of 

criteria that indicate successful performance is crucial step in designing a performance 

appraisal system . 

2.5 Principles of Teachers Performance Appraisal 

There are key guiding principles which have emerged from research and expenence and 

proved relevant to any system of TP A (Melaku 1992: 2). 

Pl"inciplc of single purpose 

This emphasizes the need for the separation of summative and formative purpose of TPA, and 

the need for establishment of two different appraisal forms to be completed by two different 

designated appraisers, respectively Gorton ( as citetl in Melaku 1992: 27). 

Principle of effcctivc communical'ion ~ 

Effective two way communication between teachers and appraisers IS essential for the 

successful operation of TPA schemes. A full support and commitment of teachers and 

appraisers can be ensured when they have mutual understanding about purpose, criteria aIld the 

process of the appra isal scheme. 

Principle of appraiscr training ...-

TPA is a complex and sensitive task which requires appraisers' adequate competence in human 

teclmical and conceptual skills. Because of lack of adequate pre-and in-service training in sk ills 

of appraisal , many appraisers approach the task of TPA with some reluctance, or little about 
I 

appraisal better than their apprai sers Bollington (as ci ted in Melaku, 1992: 28). 

Ploinciple of Tcachc.os participation /' 

TPA will succeed when teachers, who are directl y affected by appraisal, are directly invo lved 

in the design and operation of the system. Thus, for a system of appraisal to be effective, 
° , • 

teacher participation in the formulation as well as implementati on of the scheme must 

necessaril y. 

Principle of contcxtual factors ,/ 

School factors which are beyond the control of teacher can influence hi s performance 

effecti veness such as availab ili ty of instructional materials, relevance of curriculum, the 
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physical condition of the classroom, the size of the class, and the type of students in the 

classroom are few factors which are not within the control of the teacher. 

As confirmation to the Melaku ' s idea Mathias and Jones (1989: 40) on his part suggest the 

following principles of appraisal: 

Principles of Mutual Benefit 
I 

The goal of employees is not mostly similar with the goals of the organ ization. Thus, the 

appraisal technique must take into account the goal differences between employers and 

employees, and set appropriate teclmiques for ITIutllal benefit of both. 

Principle of Multiple Sources 

Multiple source method encouraged better than method that uses single data sources. Using 

multiple sources for appraisal technique wi ll increase the objectivity of data. 

Principle of Appmisec and Appraiser Training 

Adequate and relevant training must be prepared for both the appraisees and the appraiser. 

Otherwise, personal interpretation can lead managers to misunderstanding of the purpose of the 

appraisal prOgram. 

With regard to result oriented performance appra isal AAEB (1999: 6-7) and, FCSC (1997: 34-

39) presents the fo llowing basic principles of ROTPA 

Results are measured on the basis of achievements of out puts, outcomes and impacts, 

measures are developed in line with the organi zational strategic plan, the objecti ves should be 

achieved with availab le resources, the strategic plan are derived fro m national and 

organi zational mission, the criteria prepared should be specific, measurable, achievable, 

tangible, and relevant which .could be perfo rmed within a specific period of time, and under 

compelling situations, performance plans could be revi sed and improved. 

The forgo ing descriptions shows that for effective teachers performance appraisal to happen in 

schools there are different principles that should bl: cons idered by the pmties who will involve 

in the appraisa l process. 
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2.6 Performance Appraisal Methods 

There are many types of performance appraisa l methods. The purpose of appraisal and the type 

of job the appraisee performs however inHuences the methods of appraisal Graham (1990: 

2003). Since performance appraisals employed for various purposes, it requires different 

methods and approaches Wossenu (1997 : 32) Moreover, performance appraisal methods are 

the means by which organization used in eva luating or assess ing the performance effectiveness 

of their employees. Reddy (1991: 32-36) and Robbins (2006: 296) identified the following 

methods ofperfonnance appraisal: 

2.6.1 Traditional Method 

2.6.1.1 Trait Based Appraisal 

This rating method works mainly by identifying a subjecti ve character trai t such as "pleasant 

and personality," "initiative" or "creativity" and has little to do with the specific job. 

2.6.1.2 Behavior-Oriented Appraisal 

This method focuses on employee 's behavior, either by companng the performance of 

employees to that of other employees or by evaluating each employee in terms of performance 

standard S". Include in thi s evaluation system are: 

Graphic rating Scales: This method lists a set of performance factors such as quantity and 

quality of work, job knowledge, cooperation, loyalty, attendance, communication ability 

honesty, and initiative. The evaluator has gonc down the li st and rates the employee on each 

factor using an incremental scale, which usually ~pecifi es 5 points (it ranges from "poor" to 

"excell ent" . However, graphic scale, raters more likely use only characteristics that are closely 

related to the actual performance exclude such as "loyalty." 

Forced Choice: In this method the evaluator must choose from a set of descriptive statements 

about the employees. The two, three, or four statement items are grouped in a way that the 

evaluator cannot easi ly judge which statements apply to the most effecti ve employee. 

Essay Evaluation: It is a perfo rmance appraisal technique in which an evaluator writes out a 

description of an employee's strengths and weakness, past performance, and potential. 
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However, in thi s method more a measure of evaluator' s writing ability than of employee's 

actual performance. 

Checklist and Weighted checklist: In its simplest fo rm, check li st is a set of adjectives or 
l 

descri ptive statements. If the rater bel ieves that the employee possesses a trait listed, the rater 

checks the items; otherwise he uses variation of the checklist method is the weighted list. 

Under this, the value of each question may be weighted more heavil y than others. 

Cdtical Incidents: this focuses the evaluators' attention on criti cal or key behaviors that 

separate effective from ineffective job performance. The appraiser writes down a record that 

descri bes what an employee did that was especia lly effective or ineffective. But, it is time 

consuming and lack of quantification. 

Behaviorally anchored Rating Scales (BARS): These scales combine major elements from 

the criti cal incident and graphic rating scale approaches. The appraiser rates an employee 

accord ing to items along a numerical scalc, but the items are example of actual job behaviors 
.1 

rather than general description of traits. 

Confidential Report: It is a descriptive report prepared, generall y at the end of every year, by 

the employee ' s immediate superior. The report highl ights the strengths and weaknesses of the 

subordinate. The report is not database. The impressions of the superior about the subord inate 

are merely recorded there. It does not offer any feedback to the appraisees. The appraisee is not 

very sure about why his rating have fa ll en despite his best efforts, why others are rated high 

when compared to him, how to rectify his mistakes, if any; on what basis he is going to be 

evaluated next year, etc. 

Ranking: This method primarily compares one employee with the others resulting in the best 

being ranked fi rst, than selected the next highest arid next lowest and move toward the middle. 

Paired Comparison Method: Ranking employees by making a chm1 of all possible pairs of 

the employees for each trait and ind icating which the better employee of the pair is. However, 

thi s could be a complex exercise if the number of employees to be appraised is large. 

Performance Test: One approach to evaluation is to design a job perfo rmance test or 

simulation. Depending on how well the employees do on thi s, they are promoted or their 

salaries are adjusted. 
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Field Review Technique: Unlike many of the approaches discussed earli er, the field review 

uses on "object ive" outsider as evaluator. The person to be evaluated and the supervisor are 

questioned orally by an investi gator, who usually is from the personnel depaItment. The 

personnel evaluator probes and questions the supervisor about the employee, and this result in 

an overall rating such as outstanding, satisfactory, or unsatisfactory. 

2.6.2 Result Oriented Rating Method I 

Resu lt oriented appraisal emphas is on what employees produces. Management by objective is a 

special type of result oriented approach. 

Management by Objective 

Although the concept is generally attributed to Peter Druker, it was Douglas McGregor Who 

allied it to performance appraisal MBO is seen by many scholars as a device for ensuring that 

employees in an organization overall objectives as identified by the most senior persormei in 

the organization. Others have seen MBO as emphasizing employee paIiicipation, better 

communication and enhance motivation tlu'ough clearly identified goals and the achievement 

of results Fidler (1989: 192) and Mondey (1999: 351). On thi s system, the superior and 

employee to be evaluated jointly set objectives prihlarily in quantitative terms. The key to thi s 

method ' s success is to clearly define the goals, and then accompany each one with specific 

standards that measure success (JenksM.1992: I 16). With MBO, employees are evaluated by 

how well they accomplish specific goals that have been established by them and their manager. 

However, this method is time consuming. The emphasis is on objectives mutually arrived at by 

an employee and hi s supervisor or manager. As a part of this process, the employees specifies 

the measures by which accomplishment of such objectives will be determined and outlines 

action plan he or she will use to achievc these objectives(Greer 200 I : 226). 

Schuster in Colin (1989: 192) have identified tlu'ee structural elements to MBO 

Performance goals or targets initiated periodically by the employee, mutual agreement on a set 

of goals by the employee and his superior after d,iscussion, periodic review by the employee 

and hi s superior of the match between goals and achievcments. These are the features of MBO 

which changed the naturc of the appraisal process. The appraisal process is then concerned 

with the performance of employees as demonstrated by the extent to which they have achieved 

targets to which they were commi tted. 
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The appraisal portion of management by objectives invo lves two steps. First, a set of 

performance objectives is established for the employee to implement during some future time 

period. The second step is involves rating the employee 's performance at the end of the 

specified period . Herc the focus is on how well the employee met the goals establi shed in the 

preceding steps (I-Ieneman 1996: 155). 

Hence, with MBO once an objective is agreed, the employee is usually expected to self-audit; 

that is, to identify the skill s needed to achieve the objective. Typically they do not rely on 

others to locate and specify their strengths and weaknesses. They are expected to monitor their 

own development and progress (http://www.perfortllanceappraisal.com\methods htm). 

Advantages 

The MBO approach overcomes some of the problems that arise as a result of assuming that 

the employee traits needed for job success can be reliably identified and measured. Instead of 

assuming traits, the MBO method concentrates on actual outcomes. 

If the employee meets or exceeds the set objectives, then he or she has demonstrated an 

acceptable level of job performance. Employees are judged according to real outcomes, and 

not on their potential for success, or on someone's subjective opinion of their abi lities. 

The guiding principle of the MBO approach is that direct results can be observed, whereas 

the traits and attributes of employees (which mayor may not contri bute to performance) must 

be guessed at or inferred (http ://www.performanceappraisal.com\methods htm). 

MBO advocates claim that the performance of employees cannot be broken up into so many 

constituent parts - as one might take apart an engine to study it. But put all the parts together 

and the performance may be directly observed and measured. Moreover, Jenks M. ( 1992: 11 6) 

indicates that MBO system offers a structured firm of guidance. Employees know in advance 

exactly what is expected of them. They also know they wi ll be judged by their 

accomplishment. 

Disadvantages 

MBO methods of performance appraisal can give employees a satisfying sense of autonomy 
.1 
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and achievemenl. But on the downside, they can lead to unreali stic expectations about what can 

and cannot be reasonably accomplished. 

Supervisors and subordinates must have very good "reality checking" skill s to use MBO 

appraisal methods. They will need these sk ill s during the initial stage of objective setting, and 

for the purposes of self-aud iting and self-monitoring. 

Unfortl U1ately, research studies have shown repeatedly that human beings tend to lack the skills 

needed to do their own "reality checking". Nor are these skill s easil y conveyed by training. 

Reality itsel f is an intensely personal experi ence, prone to all forms of perceptual bias 

From the forgo ing description even if different methods ex ist to carryout appraisal of 

teachers' performance there is no one best performance appraisal method: appropriateness of 

the method depends up on the purpose of the appraisal and the type of job to be performed. 
1 

In general , though different methods exist to carryout teachers' performance appraisa l, the 

method to be implemented should be cooperative ly planned and agreement should be reached 

as to the criteri a by the concerned parti es. Fo llow up of the procedures is al so important. 

2.7 Performance Feedback 

Employee's feedback on their performance used as a guide to fi.lture behavior. Human resource 

departments also use the info rmation gathered tlu·ough performance appraisals patterns of bad 

or good evaluations give feedback abo ut the success of recruitment, select ion, orientation, 

placement, training, and other activities Werther and Davis ( 1993: 338).Moreover, Cart Wright 

(2005: 57) states that: 

Appraisal feedback tends to be more readily accepted asiclir by recipients and 
lead to more positive reactions when it first , is preceded by a discussion of 
peljormance expectation at the beginning of the performance period and by the 
provision of feedback. Next, it allows the recipient to input his or her views 
about peljormance. Third, discuss the rater 's rationale for the peljormance 
appraisal, and finally is given by a rater who strives 10 be unbiased and 
considerate of the teacher'sfeelings. 

Generally once the expected performance has been defined and the employee 's performance 

has been measured, it is necessary to feed that perfo rmance information back to the employees 

so that they can correct any deficiencies . Noe eta!. , (1996: 225). Moreover, mUltiple feedback 

(360° feed back) is important which proves employees with performance feedback fro m 

26 

.1 



supervisor, co-workers, peers, customers and reporting staffs if handled properl y(Lontok 1r: 

2009). 

Therefore, feedback is an essenti al feature of appraisal program. Feedback presuppose that the 

manager understands the actual requirements of the job, has the ability to perceive and 

diagnose the short-comings of an employee, th<)t he is motivated and trained to give the 

feedback, that there ex ists an enabling relationship between the two, that the employee wou ld 

not only accept but would take action for modifying develop ing himself and the all this would 

result in better performance on the job. 

2.7.1 Ways to Improve the Performance Feedback Process (appraisal 

interview) 

An effective manager must possess the ability to provide specific performance feed back to 

employees in a way that eli cits positive behavioral responses. As Noe eta!. , (1996: 226) the 

following process increases the potential for a successful performance feedback session. 

a. Feedback should be given every day, not once a year: managers have a responsibility to 
I 

correct performance de fi ciencies immediately on becoming aware of them. Employees 

should receive fi'equent feedback that already know almost exactly what their formal 

appraisal will be 

b. Encourage the subordinate to participate in the session: mangers can take one of three 

approaches in performance feedback sessions. In the "tell-and-listen" approach, 

managers tell employees how they have rated them, and then let the employees explain 

their side of stones . In the "problem-solving" approach, managers and employees work 

together to so lve performance problems in an atmosphere of respect and 

encouragement. 

c. Recognize effective performance through pratse: one usually thinks of performance 

feedback sessions as focusing on the employee' s performance problems. This should 

never be the case. The purpose of the session is to give accurate per[01111anCe feedback, 

which entails recognizing effecti ve perfo rmance as well as poor performance. Praising 

effective performance providing reinforcement for that behavior. 

27 



d. Agree to specific Goals and Set a Date to Review Progress: the importance of goal 

setting cannot be over emphasized. Besides setting goals, the manger must also set a 

specific fo llow-up date to rev iew the employee ' s performance toward the goal. This 

provides an added incentive for the employee to take the goa l seriously and work 

toward achieving it (Neo eta1.l 996 : 227). 

As stated above apprai ser tends to be at a focal point of the interaction in the process of 

teachers appraisal. The more feedback session between appraisees and appraisers, the higher 

performance appraisal process achievemcnt will be. 

2.8 Characteristics of Effective Appraisal Programs 

An effecti ve performance appraisal will be consistent with strategic mISSion of the 

organization, usefll1 development tool, use administrative tool, legal, viewed as generally fair 

by employees, and documentation of employee's performance (Mathis and Jackson 1997). 

As Lontok .Ir (2009) indicated in order to create a climate for effective appraisal it is essential 

to use multiple evaluators, use multiple data source and methods, provide explicit criteria, use 

the systematic procedures to enable accurate observations and recording data, have all 

evaluators trained and communicate give instant feedback when appropriate and allow the 

teacher to respond. 

1 

Similarly, Mpokosal eta!' (2008: 55) suggested that, at school level teachers need to be given 

time to prepare for appraisal to be effective so that they are able to demonstrate their 

performance in teaching profession. The day to day issues whether they follow their teaching 

plan should be a matter managed by department heads. The appraisal process should include 

preparation for both teacher and the one who conduct the appraisal, and finall y use the 

appraisal information. 

For an appraisal program to be considered successful it must meet certain technical and legal 

standards Webb and Norton (1999). The technical standards include va lidity and reli ab ility; the 

legal standards are intended to ensure that the system meets substanti ve and procedural due 

process requirements and is free from discrimination . 
. 1 

As stated by Adam (1987: 75) appraisal may run annually, every six months, or every three 

months. The point is that the P A should be set up on a regular basis . Moreover, plan your 
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performance review carefull y and build se lf~cst eel)1 and increase motivation which are helpfcll 

for all managers to conduct effective appraisals. 

Moreover, Hunt (1992: 226) describes that, separation of the different objecti ves of appraisal 

that is (review salary, identi fy ing training needs, etc.) and collecting data for each objective in 

the most effective way to device fo r effective appraisal. 

The above explanation indicates that appraisal of teachers should be in li ne with the school 

objectives and also it is better to use multiple data sources for appraisal. Furthermore, training 

helps appraisers to use uniform methods of appraisal throughout the organization. Training also 

reduces biases, promotes accuracy and stimulates participation in the system. 

2.9 Appraisers of Teachers .1 

The success and failure of the appraisa l system is thus highly tied to the appraisers' knowledge, 

skill and abi lity of appraising. So, the appropriate selection and assignment of appraisers is 

decisive in appraising teachers' performance effectively. Previously appraisal of teachers' 

performance has been viewed as responsibility of the school principals. However, since 

principals ' appraisal of teachers tends to be biased and insufficient, the best way should be to 

gather information from various sources as a basis for TP A. This unfolds the necessary of 

group apprai sal. 

In this regard educators often concerned that TPA should no longer depend on a single 

forma ll y designed appraiser Hale and Whitlam (2000: 18) proposed a concept of triangulation 

which is a process of seeking data or information from at least three independent sources. This 

will enhance the objectivity of appraisal teclmique. Cox (1994: 109), states that, " ... evidence 

on teachers perfolmance can be identified from students, colleagues and educational expelti se. 

No single source of information should be regard as definitive." Thus using different sources 

for constructing performance appraisal system becomes essential. 

The immediate supervisor, peers, employees themselves, subordinates, and multi-source 

appraisers are the most common people and groups who usually do the appraisal Fletcher 

(2003: 56). Different educators recommend the fo llowing are the common appraisers, which 

can carry out teachers' performance appraisal. 
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I. School Principals 

The key person accountable for appraISll1g teachers' performance is the principal or his 

delegate ' s vice principals or department heads. Principals are accessible to have a close 

observation on teachers' accomplishments and work behavior as an immediate source. This 
I 

helps them to measure the extent and quality of teachers work accompiislU11ent against pre-

established standards. In this regard , Zenebe (1998: 508) has said that for all the appraisers of 

teacher performance, school principal play dominant role because they are in a better position 

to obtain first hand information through extensive contacts and conference with teacher. Halon 

and Mertenos (1980: 79) has the following to say regarding principal appraisal of teachers' 

performance. 

Administrators appraise teachers ' peljormance through classroom 
observation, review of students learning and feedback ji-om 
sludems. Strength of this approach is that classroom observation 
helps to interprel data ji-om other approaches. But bias due to 
previous data, over expectation, personal relationships, reasons for 
observations, own values andfavored teaching methodl· could affect 
the appraisal processes. 

This implies that, principals could be very good appraisers of teachers' performance because of 

their day to day contact with teachers if they lise di versified source and improve their 

weaknesses. Moreover, they could be the likely person to appraise teachers ' performance if 

fairly done the appraisal process. 

2. Peer Appraisal 

People working together as equals know one another well and usually understaI1d the scope of 

the job (Jenks M.1992: l1 7).Peers are individuals who work with the appraisees in the same 

work envirolU11ent and for the achievement of groups' objectives. Colleagues conserve as good 

sources of teacher's performance data not only be~ause of their frequent contacts to each other 

but also because of their interdependence to accomplish common instructional objectives. 

Performance feedback from peers, based on observational data, helps to uncover and observe 

teachers' attainments, aptitudes, behaviors, and creativity, and to detect and consider the 

behaviors that a teacher exhibits outside the classroom. 
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3. Student Appraisal 

A student appraisal for their teachers IS go ing to have acceptance on TP A programs very 

progressive ly. This is because most educators threatened on the pit fa ll that student may be 

unable to understand the techniques and purpose of TPA. Present day there is strong 

assumption that students, because of their unique position in the classroom, and their proximity 

to the teachers' classroom perfo rmance, have their own ideas about the qualities of a good 

teacher and an effective teaching. Students who know when they have been motivated to learn; 

and who feel that they have undergone changes in behavior. Students ' performance feedback to 

teachers can therefore, motivate good teaching and develop a feeling of recognition in teachers. 

However, students appraisal criticized is that they are biased by variab les unrelated to teaching 

effectiveness. Students may significantly influence such appraisal. 

4. Self-Appraisal 

Self appraisal process involves both appralsee and appraiser completed nearly identical 

appraisal form s, discussing them an interview, and filling a single agreed report (Dessler, 2005: 

333). Comprehens ivc self~appra isa l conserve as a vehicle of teachers' professional 

improvement. This enhances early involvement of tcachers in the appraisal process, reducing 

their sense of defensiveness and complaints about appraisal. However, sel f evaluation may 

suffer 11-om over inflated assessment and self-serving bias; it can resu lt in low agreement wi th 

superiors rating. However, Mathis and John (1997: 350) states that thi s approach is 

advantageous over the other in that reduce defensiveness by encouraging the appraisees to 

think abo ut their own performance and development needs in a focused way and fi nally, it 

results in more objective assessment by giving the perspective of two people apprasees and 

appraiser than ifrested on either one alone. 

5. Parents Appraisal 

The teachers work has direct and indirect, contribution towards the overall economic, social 

and political development of the local ity. Teachers must be awarded fo r their positive 

contTibution and penalized for thei r negative contributions towards their socio-economic 

development and their students' parents are most 'access ible, stakeholders and cl ients to keep 

thei r eye on teachers' performance than any external bodies Donghue and Brien ( 1995: 

405).Besides parents need to be informed about why their help is requested, to understand the 

3 1 



nature of the actual power they have, and to know behavior for participating in the appraisal 

process. 

In government high schools of Addis Ababa teachers had been appraised by three parties in a 

great extent namely: school management body (i.e, principals and department heads) (60%), 

representatives of parents (1 5%) and students (25%). 

But parents' appraisals were cri ticized because they have less information with regard to school 

objectives and teachers accomplishments. Most parents do not have fu ll information about the 

activities of teachers. 

2.10 What is appraised During TPA? 

What is to be appraised in appraisal process is vel'/)' crucial. According to LontonkJr (2007: 4) 

teachers' performance is judged based knowledge of content a rea, knowledge of delivery 

method, understanding the learning process, understanding students ' need, ability to use 

technology as a tool in the class, communicating with stakeholders, ability to use standard 

courses instruction and assessment, ab ility to disaggregate and use student achievement data in 

platming instruction and classroom management 

In SUppOl1 to thi s, Ahmed and Ali (2004: 9) suggested that the appraisal of teachers should 

focus on performance not on personality. Generally speaking, the appraisal should focus on 

teaching and teaching-related duties, on-teaching duties, Professional and personal competence 

The above di scussion indicates that, TPA practices mainly focus on improving teaching­

leaming process and this wi ll be fac ilitated by teathers who have a particular responsibility in 

schools to achieve educational object ives. 

In our case, in Ethiopian secondary schools teachers were appraised by coverage of annual 

plan, using of appropriate teaching strategies and teaching aid, provision of quality lesson aided 

by laboratories and library references, parti cipation in co-curricular atld other related activities, 

conducting pertinent educational research, contribution to faster girl s education by providing 

special academic support and provision of student centered lesson. Moreover, in some schools 

teachers' portfolios were also used as a source of informat ion during TP A. A portfolio is an 

organized, goal driven documentation of professional growth and achieved competence in the 

complex act called teaching. It is a co llection of tangible evidences of the wide range of 
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activities, knowledge, di spositions, and skills of teachers that possess as growing professional 

(Campbell 1997: 3). 

In conclusion appraisal of teacher conducted by the school admini stration the principal , deputy 

principal, depaIiment heads, students and parents. ,They also will consider data coll ected from 

the library, pedagogical center, laboratory, departments, and coord inators of co-curricular 

activities and from different committees under the school administrators' office. 

2.11 Sources of Data for Appraisal 

Web and Norton ( 1999: 386) pointes out that," multiple sources of data should be used when 

making the value judgments required for the evaluation of educational personnel." 

FUlthermore, they wrote that," use of multiple data sources is important, because no one source 

can tell about what an employee does nor is any single data source appropriate for all 

employees." Moreover, teachers' portfolio which is a co ll ection of information about teachers' 

practice can also be used as sources of data for TP A. According to Ibid, classroom observation, 

co-curricular activi ti es, library documents, departments, students, school committees, parent 

teacher association committee are the major source of data to be employed by appraisers to be 

informed how teachers have been di scharging their duties. For effective appraisal process the 

appraiser should monitor continuously teachers ' performance to collect relevant data. 

2.12 Problems of Performance Appraisal 

The effectiveness of aI1y appraisal system relies on the qual ity and reliability of assessment. 

However, no system is ideal or without drawback Mullins, ( 1996: 642). Performance appraisal 

is an evitable and potentially valuable, but many question its useful ness aI1d value in practice 

because of the presence of celtain problems (Mclaku eta!., 2002: 39 1). 

Performance appraisal also proved not to be out oJ difficulties with different nature hi ndering 

its effectiveness. These problems are related to the design and operation of the appraisal 

system, ski ll and competence of evaluators, and perception of teachers about performance 

appraisal. 
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a. Problems with Appraisees 

If appraisees are not clear with the important concepts of performance appraisal such as: the 

purpose, and the criteria they feel uncomfortable and usuall y view the appraisal as a Zero-sum 

game in which there must be a winner and a looser Mathis and Jackson(1997: 362). 

In addition to problems created because of ambiguity on appraisal purpose and criteria, the 

effectiveness of appraisal depends on appraises ' perception of appraisers' authority, expelti se, 

profess ionalism, sensitivity, trust and worthiness (Berhanu, 2006 in Dereje, 2007: 33). 

b. Problems Related to the Design and Operation of the system 

The design of performance appraisal often contributes to the chall enges facing human resource 

professionals Werther (1993: 344). Lack of clarity and specificity on purpose and criteria, the 

manner in which the evaluation will going to be implemented, including who will be the 

appraiser, when and how frequently to appraise are some of the design related problems of the 

performance appraisal (Melaku 1996: 30). 

Failure to participate appraisees and appraiser in the design of the system is another cause for 

the problem Torrington eta!. , (2003: 307). Moreover, absence of adequate monitoring and 

feedback mechanisms followed by appropriate remedial action during the implementation 

period, which make the process of performance ,appraisal not to be operate effectively are 

problems related the operation of the system (Henery 1982: 162). 

c. Problems Related the Appraiser 

Managers' judgment may be influenced by stereotypes and other personal beliefs or 

perceptions (Gomez, 1995: 257 and Noe etal ,. 1996: 224). The common problems related to 

the appraisers are the following: 

Similar to me: is the error we make when we judge those who are similar to use more highly 

than those who are not. Research has demonstrated that thi s effect is strong, and when similarl y 

is based on demographic characteristics such as race or sex, it can result in di scriminatory 

decisions. Most of us tend to think of ourselves as effective, and so if others are like us in race, 

gender, background, att itudes, or beli efs we assun\~ that they too are effective . 

Recent behavior bias: appraisers often fo rgot about the cumulative past performance of 

employees. As a result performance result of an employee is determined only by evidence 
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obtained just before appraisal rate than by the average behav ior the employees exhibited in hi s , 
past performaI1ce . 

Personal bias: if raters like some employees better than others, this can infl uence the rating 

they give. A rating lower then he/she also be deserved because the person has qualities 

dissimilar to the Appraiser. 

Contrast error: occurs when we compare individuals with one another instead of against an 

objective standard. Consider a completely competent performer who works with a number of 

peers who are outstand ing. If the competent employee receives lower-than-deserved ratings 

because of hi s or her outstanding colleagues, that is contrast error. 

Distributional Errors: are the results of a rater's tendency to use only one patt of the rating 
.' 

scale. 

Leniency: occurs when a rater assigns high ratings to all employees. Strictness occurs when 

manager gives low ratings to all employees-that is, holds all employees to umeasonable high 

standards. Central tendency refl ects that a manger rates all employees in the midd le of the 

scale. 

Halo\Iloms: These errors refer to a fail ure to distingui sh among different aspects of 

performance. Halo error occurs when one positive perfo rmance aspect causes the rater to rate 

all other aspects of performance pos itively. I-Iorns error works in the opposite direction: one 

negative aspect results in the rater assigning low ratings to all other aspects (PhilipI 983: 32). 

FUlthermore, I-Ieneman (1996: 160) pointed out 'that unreliability and problems of varying 

standards are the common rater problems. Unreliability is inconsistency in the evaluation us a 

group of employees by two or more appraisers while va"ying standards will occur when 

different standards used for employees performing similar jobs. Similarly, I-Ianson (2005: I) 

states that, performing performance appraisa l on highl y technical people is more diffi cult and 

calls fo r error than do ing for employees that are performance routine or production oriented 

tasks, 

Addis Ababa education bureau teachers result oriented perfo rmance appraisal document 

(1999:5) presents the fo llowing problems of ROTPA: Measures onl y results of teachers but it 
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rejects behavior those leads to those performances. Moreover it needs continuous reviews of 

task objectives and performance measu res which is ted ious and tiresome activity. 

As clearly stated above, perfo rmance appraisal process has different problems. Therefore, 

serious attention has to be given to minimize these problems in order the perfo rmance appraisal 

process to be effective for improvement of teacljers ' profess ion and achievement of school 

objectives. 

2.13. Improving Performance Appraisal Problems 

In relation to schools, the above prob lems of performance appraisal are usual and even more 

seri ous. However these can be minimized by lIsing different techniques. Different scholars 

cited di fferent methods of reducing appraisal errors. Accordi ng to Dessler (2005 : 329-30) learn 

and understand the potential problems and the solution for each like clarify ing standards, use 

the ri ght appraisal tool, train appraisers to reduce rating errors, dairy keeping is worth the 

effort. 

Therefore, it is possible to reduce the adverse effects of appraisal problems may having raters 
.1 

compile positive and negative critical incidents as they occur during ongo ing activities, the 

results of perfo rmance rather than personality traits should be given due weigh, reward 

accurate perfurmance, and the result of the appraisal particular when they are negative should 

be immediately communicated to the employees so that they may try to improve their 

performance. F inall y a post appraisal interview should be arranged so that employees may be 

supplied with feedback solution for the problems of TPA. 

Beer (as cited in Riches and Morgan, 1994: 195) contend that separation of evaluation and 

deVelopment that is any concern with payor promotion should be removed fi'om the main 

developmental appraisa l and choos ing appropriate performance data related to job are 

fundamental to lesson problems related to TP A. Bush and Oduro (2006: 12), and Muijs (2008: 

195) further points out that, most school leaders mhy commit errors due to fact that they do not 

get adequate tm ining. Therefore, to reduce rater error, trai ning should be given for appraiser the 

rater to have skill s to di scriminate good from poor performance and how to provide feedback 

in a constructive manner. Moreover biases al so can be reduced through trai ning, feedback, and 

proper selection of performance appra isal techniques. The training for appraisers should 

involve: explaining biases and their cause ex plaining the role o f performance appraisal in 
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employees' decision. Melaku (1992) on his part suggests that improving validity and reliability 

of performance criteria, training of appraisers and providing better feedback to make 

perfonnance appraisal more effecti ve. 

In general, to make the appraisal system more effective USll1g objective criteria, proper 

following of the appraisal process and appropriate methods by appraisers who trained in and 

committed to appraisal has a significant benefit for achievement of TPA purposes. Hence, 

appraisers must have the necessary abilities and skills that come from tmining, education and 

experience to accurately understand the job requirements of appraisal process and to keep them 
1 

selves up-to-date because, misunderstanding creates wasted effort which leads to poor 

administration of TPA process. 

In other words, school administrators and those who are engaged in the appraisal process are 

expected to appraise for the purpose of improving the teaching-leaning process and securing 

constant growth of the individual in order to [l.Ilfill the role of the individual teacher rather than 

threatening teachers. Moreover, School administrators and others who are involved in it should 

avoid pure subjective judgment instead they need to evaluate them in a professional manner 

and on the basis of reliable information. / 

.1 
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CHAPTER THREE 

Research Design and Method 

3.1 Research Method / 

In undeltak ing this study, descriptive survey method was employed as it was the appropri ate 

method, which enables the researcher to investigate the current practice and problems of TPA 

in govenmlent high schools of Add is Ababa in a wider magni tude. In this regard Kumar (2007: 

192) describes that the major purpose of survey method is to tell "what is"? That is, to describe 

the present problem or phenomenon. This means that, it is highl y significant to show current 

situati on. Thi s method is also important to gather data from large number of respondents at a 

particular time. Moreovei", the method also could help to reveal the fee lings ~nd views of 

teachers towards their appraisal. Therefore, the relevance of this method that has designed in 

thi s research context is to collect relevant and primary data on the current practice and 

problems ofTPA through designing and administering a questionnaire and interview. 

3.2. Sources of Data / 

Primary and secondary sources of data were used for thi s study. Primary data were gathered 

from principals, vice principals, department heads, teachers, students, and parents. 

Accordingly, 27 principals, 40 department heads, 2 14 teachers, 102 students and, 16 parents 

were subjects of the study. Of the 383 copies of the questionnaires ad ministered, 340 were 

properly fill ed and returned. Principals, department heads, teachers, students, and parents were 

considered in the stud y as a major source of data because they are the main pm1icipant in the 

apprai sal of teachers' performance in high school s of Addi s Ababa. Secondary sources were 

the second hand info rmation which was obtained from various books, reference material s, and 

other published and unpubl ished sources. 

3.3 Sampling Technique / 

According to 200712008 educational stati sti cs annual abstract of Addi s Ababa education 

bureau, in Addis Ababa City Admini strati on there were 32 high schools. Out of these 10 

(3 1.3%) schools were taken as a sample from each sub city by using lottery method simple 

random sampling technique. Teachers, Department heads, Students and Parents at school level 

were also selected through lottery method simple random sampli ng technique to give equal 

38 



chance for all of them in the sample schools. Accordingly, a sampling frame that was a li st of 

names of population was prepared. Then, the sample size was determined and number was 

placed to the names contained in the sampling frame and mixed wel l. Following thi s, the name 

of the first respondent was registered by removi ng one from the mixed. This process was 

continued until sufficient names have been selected. Students and parents were also involved as 

sources of data because they were the parti es invo lved in appraisal of teachers' performance in 
.1 

high schools of Addis Ababa. Accord ingly a total of 214 (3 1 %) teachers, 40 (40%) depallment 

heads, 102(20.3%) stl ldents, and 16 (36.4%) parents were selected. Concerning principals and 

vice principals since they are the key persons in schools all 27(100%) were included in the 

stud y using ~vail abi li tL sampling to obtain sufficient data on the issue related to TPA from 

them. The schools selected were the following: / 

Table I. Type and Size of Sample Respondents 

Population Sample 

~ ~ 

No. Sub city Schools ~ 5 ~ 5 
~ '" " ~ ~ OJ € ~ 

~ 

" "- E f/} 

~ 
~ <1) .9- E j!J 

-5 5 ~ 

-5 'u 5 u " " "'-0 -0 "'-0 -0 ~ '" .5 "- ", 2 i;; OJ .5 c.", 
2 " 0:: '" " " 0:: '" " OJ 

I- ~ /...c r/l a.. I- 0-" r/l 0-

I Kirkos j Shi mclis Hable 120 3 10 78 5 37 3 4 16 2 

2 Gu lele Enlolo Amba 110 3 - 10 54 5 34 3 4 II 2 

3 Bole v Dr. Had is 42 2 10 55 5 13 2 4 II 2 
Alemayeh u 

4 Yeka ..; Berhan Guzo 55- 3 10 75 4 18 3 4 15 I 
---

5 Akak i Bulbu la 77 3 10 60 5 25 3 4 12 2 

6 Nifa ss ilkJ Gin bot 20 50 3 10 33 3 16 3 4 7 I 

7 Addis .J Di lachi n 56 2 10 36 5 17 2 4 7 2 
Ketema 

8 Lideta Africa Uni te 96 3 10 54 4 30 3 4 II 1 

9 Kolfe Keraneo 26 3 10 18 3 8 3 4 4 1 
Keraneo Secondary 1 

---- ------- -1--.,.-
10 Arada Mcskcrem 53 2 10 39 5 16 2 4 8 2 

Total 685 27 100 502 44 214 27 4() 102 16 
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3.4 Data Gathering Tools / 
.1 

Relevant data from princ ipals, department heads, teachers, students and parents were collected 

using descriptive survey questi onnaire and interview. 

A. Questionnaire 

A questiOlmaire is an enquiry form of data gathering instTument which respondents answer 

question or respond to statements in writing and is used to get factual information (Best and 

Kahn, 2005: 300).Therefore, in order to secure informati on from many people, a specially 

developed questionnaire consisting of 33 items was devised in English and distributed to 

principals, department heads and tcachers. Close ended items along with limited number of 

open-ended items were used. Moreover, questiOlmaire consisting of 25 items was prepared in 

AI11haric to be fill ed out by students who were involved in appraisal of teachers in the sam ple 

schools. In order to have the data which have clearly interpretable meaning in some sort of 

quantitati ve sense, the questionnaire items were constructed in the form of likett scal e and the 

level of agreement was indicated on fi ve point rating scale ranging from very high to very low 

and strongly agrce to strongly di sagree (i .e. Very high =5), High=4, Moderate =3,Low=2,and 
I 

Very low= l) or (Strongly agree=5, Agree=4, Undecided=3, Disagrcc=f, and Strongly 

disagree= I). 

B. Interview/ 

Interview givcs the needed in fo rmation orally and face to face. Moreover, interviewing is 

impOltant to fi nd out what is or on someone else ' s mind (Best and kahn, 2005: 255). Interview 

is also a commonly used instrument used for data' co llecti on especially on matters concerning 

staff. Gubrium and Holstein (200 I : 9), also states that, interview is a uscful instrument to 

generate useful and often crucial informati on. Thus, it is with thi s assumpti on interview was 

se lected as a data gathering instrument for this study. Therefore, to gather more detailed 

information fro m principals of the selected schools and parents who were involved in appraisal 

of teachers in the sample schools structured interview was employed . 

Furthermore, an interview schedule was prepared to interview a total of 10 principals and 16 

parents from the sample schools. Before starting the interview, the respondents were info rmed 
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about the purpose of the study. Moreover, for the purpose of ethical consideration, they were 

informed that no harm will come to them as a result of their parti cipation in the study. The 

interview was conducted on person-to-person bases and it was guided by an interview guide, 

which was prepared ahead of the interview 

PILOT TESTING / 

After developing the data gathering instruments, Pilot testing was conducted. The purpose of 

the pilot test is to ensure whether the questionnaire is free from vague and irrelevant item. 

Thus, in the pi lot study one school (Lem Secondary School) that is not included in the sample 

of the study were invo lved. 

Further more, participants of the pilot test were info rmed abo ut the objectives of the pi lot 

stud y, and how to fill , eva luate, and give feedback regarding the relevance of the question , 
items, its length and layout , etc. Based on the suggestion fo rwarded, the instruments were 

improved and necessary corrections were made before they were admin istrated to subjects of 

the study. Accordingly th ree items were modifi ed, and one item was de leted . The topics 

included on the instruments are: Characteri stics of the respondents, purpose of TPA, appraisal 

criteria, process of TPA, appraisers of TP i\, competence of apprai sers, components to be 

appraised during TPA, problems of TPA, and intcr>lentions to problems ofTPA ./ 

3.5 Method of Data Analysis V 
Data coll ected through questionnaires were tallied, organized and tabulated according to the 

nature of issues raised on the basic questions. Moreover the collected data were analyzed 

through employing both descriptive and inferential data analysis methods. Accordingly to 

analyze and interpret the data the fo llowing statist ica l tools were identified to be appropriate 

with the purpose of the study. 

'I- a) Percentage has been employed to analyze various characteri sti cs of the respondents. It 

has also been used to analyze relevance of criteria to improve teachers work, Parties 

involved in the deve lopment ofTPA criteria . training given related to TPA. frequency 

• 

, 
of TPA, pre and post -appraisal conference. frequency of classroom observation. 

appraisers follow-up method of teaohers performance, parti es involved on TP i\ and 

perception of respo ndents on appra isers of teachers 
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b) Chi-square test has been ca lcu lated to determine the significance difference between 

the two groups in responding items related to purpose, criteria and process ofTPA. 

c) Spearman- rank order correlation coefficient (rho) was also employed to see the 

relationship of responses of the two groups with regard to components to be 

apprai sed during TPA and interventions need to taken to problems ofTPA. 

d) For response rating scale (5 , 4, 3, 2 and 1) for problem ofTPA it was analyzed using 

mean score and weighted mean score. 

Finally, informati on obtained tlu'ough the open-ended question items and interviews were 

presented and analyzed using content analysis method. For all significant tests carried out in 

the study alpha value 0.05 was used. 

3.6 Procedure of the Study ./ 

To get relevant and reliable information on the practice and problems of TPA in high schools 

of Addis Ababa first a review of related literatlll"C was made to develop a theoretical 

background. Second, the researcher created smooth rel ationship with school principals in order 

to make them cooperative for the provision of the relevant information. 

In the third stage data gathering instruments were developed and pi lot testing was conducted at 

Lem secondary school on 30 teachers, 3 principals and 15 students. Then, the questiOlmaire 

was redesigned based on important feedbacks obtained (i'om the adviso r and aforementioned 

means. 

In the fou rth stage, the redesigned questiOlmaire were di stributed and coll ected to gather 

relevant data from the respondents. Interview was also conducted with school principals and 

parents who were invo lved in apprai sal of teachers' performance. Finally, based on the 

collected data, analysis and di scussion wcre made fo llowed by summary, conclusion and 

recommendations 
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CHAPTER FOUR 

PRESENTATION AND ANALYSIS OF DATA ,/ 

This chapter deals with the analysis and presentation of the findings collected from ten 

government high schools of Addis Ababa through questionnaires from principals, department 

heads, teachers and students. In addition interviews made with principals of the sample schools 

and parents involved in appraising teachers' performance were included. The data collected 

through questiOlmaires were tallied, tabulated and quantified. Along with absolute number 

frequency and percentage of respondents had been revealed to indicate the characteristics of the 

study population and to describe what portion of respondents agree or disagree on a given item 

related to teachers ' performance. For responses of rating scale (5 , 4, 3, 2 and 1) of TPA 

problem numerical values of each values of each item were multiplied by corresponding values 

assigned to the degree of agreement. Then all thel scores within the category were added and 

divided by the number of respondents in each study group to find mean and weighted mean. 

[n addition, comparative analysis of sample variables of the two group respondents was 

employed using non-parametric test statistics of chi-square (X2
) to check the group difference in 

responding items related to teachers performance appraisal purpose, criteria and process of 

TP A. Moreover, to see perceptual relationship between responses of the two groups with 

regard to components to be appraised during TP A and interventions to the problems of TPA 

Spearman's Rank-order COITelation Coefficient (rho) was computed. 

The analysis consists of two pmts. The first patt presents characteristics of the respondents in 

terms of sex, age, academic qualification, work experience and field of study. The second pmt 
I 

deals with the presentation and analysis orthe findings of the study. 

4.1 Characteristics of the Respondents 

This section presents characteristics of the respondents who responded the questionnaire, and 

who were interviewed. Both appraisees and appraisers were asked to indicate their background 

information through questionnaire and interview. In this respect, the collected data were 

examined to describe characteristics of respondents. 
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The total populations of the study of government schools are 685 teachers, 100 depmtment 

heads, 27 school principals m1d 502 students. Moreover, 44 parents who were involved in 

appraising teachers' performance were included. Among these 2 J 4 school teachers, 40 

department heads 27 principals, 102 students and J 6 parents were considered as sample 

respondents out of 383 questionnaires distributed for the sample schools 340 were properly 
J 

filled and returned. However, 9 of the questiOlmaires were not completely fi lled and 34 were 

not returned at all. Among returned 203 questionnai res were teachers the remaining 137 were 

school principals, department heads and students. Moreover, interview was conducted with 6 

school principals and 14 parents who were involved in appraising teachers' performance in the 

sample schools. 

Table II: Respondents by Sex and age 

Respondents / 
Appraisers 

Apprai sees (N=203) (N= 15l) 
No items No % No % 

I Sex 
a. Male J 166 81.8 11 3 74.8 
b. Female 37 18.2 38 25.2 

Total 203 100 151 100 
2 Age (in years) 

a. 11-20 - - 83 55.0 
b. 21-30 150 73 .9 5 3.3 
c. 31-40 34 16.7 36 23.8 
d. 4 1-50 13 6.4 20 13.3 
e. Above 50 6 3.0 7 4.6 

Total 203 100 151 100 

Table II reveals that, sex and age distribution of the respondents. As depicted in table II, 166 

(81/8%) of appraisees and 113(74.8%) of appraisers were males. While, 37( 18 .2%) of the 

appraisees and 38(25.2%) of the appraisers were females. This shows that majority of high 
J 

school teachers, principals and department heads were males. Although females are given more 

attention currently, the pm1icipation in teaching and administrative area of the sample high 

schools is low because the above result confirms this fact. 

Item 2 of the same table indicates that majority of teachers 150(73.9%) were in the age range 

between 2 1 to 30 years . Whereas, 83(55%) of appraisers were in the age range II to 20.This 
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implies that, most appralsees and appraisers are young. This data may show that most of 

teachers and their app raisers lack the required skill of appraisal process. 

Tablc ITT: Respondents by Grade Level and Qualification 

Respondents 
Appraisees(N=203) Appraisers(N= 151) 

No Items No % No % 
I Grade level 

a. 9 - - 4 2.7 
b. 10 - - 84 55.6 

12 complete I 
7 4.7 c. - -

2 Qualification 
a. Diploma 2 1.0 2 1.3 
b. BA/B.Sc 195 96.0 52 34.4 
c. MA/M.Sc 6 3.0 2 1.3 

Total 203 100 151 100 

As illustrated on item I of table III , only 4(2.7%) of appraisers were grade 9, while 84(55.6%) 

grade 10. Whereas, 7(4.7%) of appraisers were 12 complete. 

Regarding respondents' qualification 2(1%) of appraisees and 2 (1.3%) of appraisers were 

diploma holders. Whi le, almost all the appraisees 195(96%) and 52 (34.4%) of appraisers have 

first degree. From both groups a few have secon0 degree. From this it wou ld be poss ible to 

assert that the sample seem reliable source of information for the research. They al'e in good 

positi on to understand the questions asked and respond accordingly. 

Table IV: Respondcnts by Field of Study 

Respondents 
A[l[lraisees(N=203) Appraisers(N= 151 ) 

No Items No % No % 
I Field of study 

a. Educational management - - 2 1.3 
b. Social science 94 46.3 23 15.2 
c. Natural science 91 44.8 21 13.9 
d. Language 18 8.9 10 6.6 
e. Do not have spec ia li zation - - 95 63 

Tota l I 203 100 151 100 

As depicted on table IV only 2( 1.3%) apprai sers were grad uate of educational management that 

is there was very small number specialized in educational management. whi le 95(63%) of 
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appraisers replied that they have no specialization :n any area. On the other hand all appraisees 

who constitute 203( 100%) were academic subject graduates that is 94(46.3%) social science 

9 1 (44.2%) natural science and the rest 18(8.9%) 0 I' teachers were graduates of language study. 

The data shows that most of the sample schools appraisa l process are managed by the people 

with no professional training This implies that most appraisers had no necessary training for 

teachers ' performance appraisa l. 

However, the diversification of specialization in different subjects with the already discussed 

duration of experience can create enough understand ing of teachers' performance appraisal 

practice so that they can provide valid and reliable opinion for the study. So it is possible to get 

the appropriate information of the current practice and problems of TP A in their schools . 

Table V: Respondents by Years of Service ./ 
Respondents 

Appraisees (N=203) Appraisers(N= /51) 
No Items No % No % 

I Years 
a. 1-5 86 42.3 102 67.5 
b. 6- 10 60 29.6 14 9.3 
c. 11 -15 32 15 .8 16 10.6 
d. 16-20 16 7.9 12 8.0 
e. Above 20 9 4.4 7 4.6 

Total 203 100 151 100 

Conceming years of service as shown in Table V shows that 84(42.7%) of appraisees and 

102(67.5%) of the appraisers had 1 to 5 work eNperience. From the data regarding years of 

service 117(57.6%) of appraisees and 49(32.5%) apprai sers had experience above 5 years 

which enables them to be fami liar with the performance appraisal process. From this one can 

conclude that the highest proportions of the sample school teachers were well experienced. 

However, majority of appraisers 102(67.5%) had few years of servicc. This may show that 

most government high schools appraisers are inexperienced to the appraisal process which may 

intern have an impact to effective implementation ofTPA process. 

4.2 Analysis ofthe Findings of the Study 

This pali deals with the presentation, ana lysis and intellJretation of the data regarding the 

current practice and problems of teachers' performance appraisal into six subsections. The 
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subtopics included in these sections are: Purpose of teachers' performance appraisal, 

performance appraisa l criteria, process of teachers' performance app raisal, components to be 

appraised during teachers ' performance appraisa l, appraisers of teachers; and problems of 
I 

teachers ' performance appraisal. The data were analyzed based on the responses obtained from 

respondents t1u'ough questionnaire and interview. 

4.2.1 Purpose ofTPA 

Table VI: Opinion of Respondents Regarding Purposes of TPA mainly serving 

Purpose Respondents 
X

2 

0 
Appraisees (N=203) Appraisers (N=137) 

2: SA A UO 0 SO SA A UO 0 SO 
I To improve the N 58 19 8 78 40 73 18 15 17 14 44.4 

quality of 0 

educat ion % 28.6 9.4 3.9 38.4 19.7 53.3 13. 1 10.9 12.4 10.2 

2 To enhance N 26 25 3 105 44 66 32 12 19 8 99.1 
teachers ' 

I 
0 

professional 1% 12.8 12.3 1.5 51.7 2 1.7 53.7 14.6 9.8 15.4 6.5 
competence 

3 To provide N 34 2 1 7 88 53 58 24 15 2 1 19 55.9 
feedback to 0 

teachers % 16.7 10.3 3.4 43.3 26.1 27.1 13.2 6.5 32.1 21.2 
4 To decide on N 23 18 5 97 60 12 9 18 56 42 15.8 

teachers' salary 0 
-

increment % 11.3 8.9 2.5 47.8 29.6 8.8 6.6 13.1 40.9 30. 7 

5 To decide on N 60 56 3 35 49 59 40 12 19 7 32.7 
teachers' rank in 0 

the career ladder % 29.6 27.6 1.5 17.2 24.1 43.2 29.2 8.8 13.9 5.1 

6 To identify N I 12 15 99 76 24 8 27 49 29 52.5 
teachers training 0 

needs % 5 5.9 7.4 48.8 37.4 17.5 5.8 19.7 35 .8 2 1.2 
7 To reward N 14 23 6 102 I 58 35 53 14 24 II 95.1-

competent teachers 0 

% 6.9 11.3 3.0 50.2 28.6 25.5 38.7 10.2 17.5 8.0 

8 To lake N 47 33 12 62 49 25 29 14 54 15 13.4 
discip linary action 0 

on teachers % 23.2 16 .3 5.9 30.5 24. 1 18.2 2 1.2 10.2 39.4 10.9 

9 To promote N 30 26 18 9 120 12 23 30 25 47 38.9 
research on 0 

lcaching -learning % 14.8 12.8 8.9 4.'1 59 .1 8.8 16.8 2 1.9 18.2 34.3 , 
process 
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Table VI, dea ls with the responses of both appraisees and appraisers regard ing purpose of 

teachers' performance appraisal currentl y serving in high schools of Addis Ababa. To analyze 

the data five point li kel1 scale of strongly agree (5), agree (4), undecided (3), disagTee (2) and 

strongly disagree ( I) was used. The data analysis from percentage and chi -square (x2
) were 

computed as indicated in the above table were interpreted based on the above classi fi cation. 

Regarding item I of Table VI good number of appraisees 78(38.4%) disagreed that the current 
1 

system of TPA mai nly serving to improve quality of education. This implies that, one of the 

key task in high schools of A.A which is improving quality education is not satisfactori ly 

achieved. This may adversely affect the effective realization of quality education. 

A question regarding the purpose of TPA mainly serving to enhance professional competence 

of teachers was also raised. Accordingly 105(5 1.7%) of appraisees disagreed that the current 

system of TPA serving to enhance teachers professional competence. However, this was 

denied by 66(53 .7%) of appraisers they agreed that the current system ofTPA mainly serving 

to enhance professional competence of teachers. The data di scloses that a great number of 

teachers have responded negatively. Most of the teachers feel that TP A is done not for 

improvement of thei r performance. This goes witl1 contrary to AAEB (1999:3) which presents 

performance appraisal should bc done for continuolls development of tcachcrs. Howcver, 

performance appraisal of teachers should be done for ongo ing profess ional development of 

teachers that is to develop new skill s, or at least the ability to use the existing skill III new 

situations. 

Referring to item 3, of Table VI majority of appraisees 88(43.3%) disagreed that the current 

system of TPA is serving to provide feedback to teachers. This is however, opposed by the 

majority of appraisers 58(42.3%) who maintained the current system of TPA mainly serving to 

provide feedback on teachers ongoing perfo rmance. 

From the data observed in items I, 2, and 3 it could be inferred that there is a contradiction of 

idea between teachers and thei r appraisers wi th regard to TPA purpose mai nly serving in their 

schools. 

In item 4 of Table VI 97(47 .8%) ofappraisees and 56(40.9%) of appraisers disagreed that the 

current system of TP A mainly servi ng to decide on teachers sa lary increment. From the data it 
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is clear that majority of the respondents do not have intention TPA mai nl y serving for salary /' 

increase. The reason may be teachers salary wi ll be increased only by career ladder structure 

when teachers' promote from one ladder to the next in government high schools of Addis 

Ababa. This means performance related to salary increment was not well practiced in 

government high schools of A.A. 

Peltaining to item 5 on the same Table, majority of the respondents 116(57.2%) of appraisees 

and 99(72.3%) of appraisers agreed that the current system ofTPA mainly serving to decide on 

teachers rank in the career ladder. Hence performance appraisal is helpful to estab lish a strong 

link between career structure and teacher in the sample schools. 
I 

Referring to items 6 of Table VI majority of the respondents 99(48.8%) of appraisees and 

49(35.8%) of appraisers disagreed that TPA mainly serving to identify teachers training needs. 

Moreover, good number of respondents 76(37.4%) of appraisees and 29(2 1.1%) of appraisers 

strongly disagreed that TPA mainly serving to identi fy teachers training needs. This reveals 

that TPA in government high schools of Addis Ababa is not much servi ng to identify teachers 

training needs. This implies that, the degree of use of appraisal system to identify teachers 

training needs may lead to no improvement of performance. This goes contrary to AAEB 

(1999:8) training document that states appraisal of teachers shu Llld be made mainly to identi fy 

teachers training needs for cont inuous improvement which may take a variety of forms 

including access on the job-learning and off-job training. 
I 

ltem7 of Table VI indicates that a little more than half of the appraisees 102(50.2%) disagreed 

that the current system of TPA is mai nly serving to reward better performance of teachers. 

However, 88(64.2%) of appraisers believed that TPA mainl y used to reward competent 

teachers in their schools. This indicates that, in high schools of Addis Ababa teachers' 

appraisal seems not mainly serving for rewarding better performance results. This is however, 

in conflict with training document of AAEB (1 999:8) that says better achievements of teachers 

should be rewarded to recognize teachers' effort and to motivate them for better performance 

results. 

Regarding to item 8 of Table VI most of the respondents I I 1(54.7%) of appraisees and 

69(50.4) of appraisers disagreed that TPA used to take disciplinary action based on 
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performance appraisal result. Hence taking di sciplinary action based on performance results,/' 

was not given consideration in the sample schools by majority of both groups of the 

respondents. 

Pertaining to items 9 of Table VI 120(59. 1) of appraisees and 47(34.3%) of appraisers strongly 

disagreed that TPA serving to promote research on teaching learning process were not 

encouraged. 

In general, as illustrated in table VI both groups of respondents clearly put that the current TPA 

system in their schools relatively rated low in achieving the developmental purposes that is 

management decisions were given more emphasis than development. 

Moreover, chi-square test was computed to identify whether there is significant di fference 

between the responses of appraisees and apprai sers on purpose of TPA mainly serving 

currently in their schools. 

Null Hypothes is (1-10): There is no statisti ca lly significant difference between the responses of 

appraisees and appraisers with regard to the purpose TPA mainly serving 

Alternative Hypothesis (Ha): There is stati stically significant di fference between the responses 

of appraisees appraisers with regard to purpose ofTPA mainly serving 

The chi-square test for a ll items of Table VI with 4' degree of freedom and a=0.05 (the two -

tai led) level of significance shows that thc calculated value of chi-squme is greater than the 

critical table value=9.49. Hence, the null hypothesis (1-10) is rejected. This indicates that , there 

is a significance difference between the response of teachers and their appraisers on purpose of 

TP A mainly serving in their schools. 

,I 

Interview made with school principals and parents who were involved on the appraisal of 

teachers in the sample schools also indicated that the ClUTent system ofTPA had contribution in 

promoting from one rank to the next career ladder and to make decisions on salary increment 

for teachers based career ladder. This implies that, in practice the main purpose of the current 

system of TPA in the sample schools seems to make decisions on teachers' career ladder. 

Hence, performance appraisal for determining training needs and development of teachers 

should be strengthened in government high schools of Addis Ababa. / 
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Some parents also reported on thei r interview that, TPA IS useful to determine and 

communicate to teachers how they are performing their jobs and to minimize undesirable 

behavior in the school and to reward the best performers for an improvement geared to the total 

instruction. 

According to the responses of some principals to \he interview questions the school principals 

said that "the purpose of conducting teachers' performance appraisal is to crosscheck what is 

planned and what is ach ieved which is controlling of teachers activity." 

From the above discussion, we can observe that TPA is serving to make administrative 

decisions. But appraisal of teachers could be done primarily to encourage and promote 

instruction improvement. Since TP A purposes focused on formative evaluation, it is possible 

for identifying and solving different problems schools encountered timel y. Moreover, the data 

analysis indicates that both summative and formative purposes were achieved simultaneously 

even if summalive purposes mainly achieved. This fi ndi ng is in li ne with Desslor (as cited in 

Hialesellass ie, 1999) and Gomez (1999: 257) they stated that " ... performance appraisal in an 

organization helps not only to make personal ,decisions but also to identify employees 

development needs and to ensure that those needs are satisfied." However, most scholars 

suggested that the two purposes should be handled separately because they conDict each uther. 

Summative appraisal is overall assessment of teacher performance made by the administrator 

in a comprehensive manner either annually or as required by the organization to make decision 

about personnel. However, formative is to improve the teachers' instructional ski lls. 

Hence, based on the above data it is suggested that TPA purposes should be primarily 

fo rmative in purpose for the improvement of teaching-learning process and for the 

development of individual teacher, to reinforce strengths ,to identify deficiencies, give 

feedback and the necessary information for changes in future performance. In other words, 

school administrators and those who are engaged in the evaluation process are expected to 

evaluate for the purpose of improving the teaching-learning process and securing constant 

growth of the indiv idual in order to fu lfill the ro le of the individual teacher. /' 
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4.2.1.1 Achievements ofTPA Purposes 

To ensure this both appraisees and appraisers were requested to rate their degree of agreement 

on TPA purpose in meeting its overall purposes using five point likert scale strongly agree (5), 

agree(4), undecided (3), disagree (2) and strongly disagree (I) 

Table VII: Opinion of Respondents To The overall Achievements of TP A Purposes 

No. Respondents SA A UD D SD ./ 
I Appraisees (N=203) No 42 18 16 63 64 

--
% 20.7 8.9 7.9 31.0 31.5 9.36 

2 Apprai sers (N= 137) No 21 ~ 2~ 42 36 

% 15 .3 9.5 18.2 30.7 26.3 

Based on the responses obtained, as shown in Table VII, 42(20.7%) of appraisees strongly 

agree that the overall achievement of TPA purpose in their school and this was confirmed by 

21(1 5.3%) of appraisers. While, 18(8.9%) of appraisers agree that the purpose of TPA 

achievement in their schools. Whereas, 16(7.9%) of appraisees and 25(18.2%) of appraisers 

had no opinion whether the overall TPA purposes achieved in their school or not. Conversely, 

majority of the respondents 63(312%) of appraisees and 42(30.7%) of appraisers disagreed the 

achievement of TPA purpose in their schools. Moreover, 64(31.5%) of appraisees and 

36(26.7%) of appraisers strongly disagreed the achievement ofTPA purpose in their school s. 

From the above data, one can suggest that the l overall achievement of TP A purposes 111 

government high schools of Addis Ababa is not satisfactory. This may have an adverse effect 

to the achievement of school objectives and teachers development. 

The discussion made with principals of the sample schools with regard to the extent of 

achievements of TPA purpose also indicated that the existence of gap in practicing teachers ' 

performance appraisal as required by the system. According to the principals, response one of 

the main reason is that most of the appraisers that are department heads, principals, students 

and parents did not get any training to accomplish smoothly the appraisal process. 

Flu1hermore they staled that teachers did not get the necessary feedback to improve their 

weakness on time. Due to time limitation mostly appraisers do not communicate with teachers 
I 

to create common understanding about what was and will be observed and appraised. 
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To identify whether there is significant diffe rence or not in perceiving achievement of TPA 

purpose between teachers and their appraisers' chi:square test was computed. 

Null Hypothesis (Ho): There is no stati stical signifi cant difference between the responses of 

appraisees and appraisers with regard to achievement of TPA purposes 

Alternati ve Hypothesis (Ha): There is stati sti cal significant difference between the responses of 

appraisees and appraisers with regard to achievement of TP A purposes 

The calculated chi-square (lobI) which is 9.36 is less than the critical value 9.49 at df=4 and 

u=O.05 (the two - tailed) level of signifi cance. I-Ience, the null hypothesis is accepted. This 

implies that, there is no significant difference between the tw o groups in perceiving the overall 

achievement ofTPA purpose in their respective schools which is moderately achieved. 

4.2.2 TPA Criteria 
1 

In connection with the current apprai sal criteri a the study also made to attempt to examine the 

perception of teachers toward the relevance of TPA criteria used to evaluate teachers' 

performance. To examine the extent of relevance of TPA criteria in use to appraise teachers' 

performance a questiOlmaire was administered to both appraisees and appraisers. Each of the 

items in each group were rated as very high (5), high (4), moderate (3), poor (2) and very poor 

(1 ). Based on the responses given by the two study groups percentage and chi -square (x2
) were 

computed as indicated in the foll owing table. 

Table VIII: Perception of Respondents on Objectivity of tile Appraisal Criteria 
Item Respondents 

Appraisces Appraisers 2 
X 

0 (N= 203) N= 137 
;z: 5 4 3 2 I 5 4 3 2 I 

I Measure teachers No 22 4 1 34 .1 50 56 24 2 1 32 35 25 
competence in teaching ~ ---

10.8 20.2 16.7 24.6 27.6 17.5 15.3 234 25.5 18.2 8.62 

Measure tcachers' No 26 34 37 45 6 1 26 29 20 27 35 4.36 

2 
relationship with their 
superior, sllIdents and % 12. 8 16.7 18. 2 22.2 30 19 2 1.2 14.6 19.7 25.5 
peers 
Measure teachers' 59 18 20 94 12 38 23 13 5 1 12 7.01 

3 pal1icipmion in eo- No 
clIITicular acti vities % 29. 1 8.9 9.9 46. 3 5.9 27.7 16.8 9.5 39.4 6.6 

4 Related to the dut ies No 15 57 34 89 8 18 41 25 46 7 54 1 
and responsibilities of % 7.4 
teachers 

28. 1 17.2 43.3 3.9 13. 1 29.9 18 .2 33.6 5. 1 

--
Realistic to be No 29 36 35 66 37 3 1 20 22 35 29 5.48 

5 perrormed by teachers 
% 14 .3 17.7 17.2 32.5 18.2 5 1.7 14 .6 16. 1 25 .5 2 1.2 
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As indicated in Table VIlI majority of the respondents 106(52.2%) of apprmsees and 

60(43 .7%) of the appraisers responded that objectivity of the appraisal criteria to measure the 

teachers competence in teaching was poor. Moreover, more than half of appraisees 106(52.2%) 

and 62(45 .2%) of the appraisers indicated that the objectivity of the appraisal criteri a to 

measure the teachers relationship with their supel'ior, students and peers was also poor. This 

implies that the current appraisal criteria were fo und to be not objective to promote teacher­

student and teacher-administration relationship in the schools under the study. This is the 

weakness of result oriented teachers performance appraisal cri teri a it may measure only 

performance results and it may ignore behavior of teachers (AAEB , 1999: 4). 

However, it is better the non-measurable behavior of teachers should be recogni zed during 

appraisal of teachers which has impact to the direct teaching- learning process. Furthermore, 

as they reported the criteria in use currently are not highly related to duties and responsibilities 

of teachers and realistic to be performed by teachers. Therefore, respondents have perceived 

that the criteria were not highly objective to generate objective data on performance of 

teachers. 

On the other hand the same number of appraisees reflccted that TPA criteria to measure the 

teachers' pm1icipation in co-curricular activit ies was also poorly objective. 

With respect to extent of the current appraisal criteria related to dut ies and responsibilities of 

teachers 96(47.2%) of the appraisees and 53(38.7%) of the apprai ser have rated poor. But as it 

is stated in the literature, there has been clear relationship between criteria and job of teachers' . 

Thi s may be realized trough participation of all the parties who will involve in apprai sal 

process on cri teria development. 

FUl1hennore, 103(50.7%) of appraisees and 64(46.7%) of the appraisers have rated extent of 

appraisal criteria reali stic to be performed by teachers was poor. This implies that, teachers' 

appraisal criteria seem lack objective realty to be performed by teachers. 

The responses of teachers and depmiment heads to the open ended questions also indicated that 

some of the criteria were discouraging rather than promoting teachers professional 

responsibilities. They also reported that the cunent appraisal criteria lack objectivity in 

measuring teachers' professional competence. From the respondents that the respondents gavc/ 
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on the appraisal criteri a of teachers' performance, the criteria may not be appropriate to achieve 

improvement of instruction and personal development. Furthermore, they replied that, the 

criteria 's does not give emphasis for direct acti vities of teaching-learning process. The attention 

is given for add itional activities of teachers. 

The di scussion made with parents who involved in the appraisal of teachers indicated that the 

criteria are somewhat difficult to understand to do effective appraisa l of teachers' performance. 

Moreover, they revealed that no enough orientation given to them to have knowledge of TPA 

criteria and on how to evaluate teachers perforni~nce . This could be poss ible to assume that 

teachers' performance is conducted by people who lack the necessary knowledge about criteria 

of TPA and how the process to be implemented. 

To identify whether there is significant difference or not between the responses of appraisees 

and appraisers with regard to objectivity of appraisal criteria chi -square test was computed. 

Null Hypothes is (Ho): There is no statistica l signifi cant di fference between the responses of 

appraisees and appraisers with regard to objectivi ty ofTPA criteria 

Alternative Hypothesis (Ha): There is statisti ca l signifi cant difference between the responses of 

appraisees and appraisers with regard to objectivity ofTPA criteria 

The chi-square test with 4 degree of freedom and u=0.05 level of significance indicates that the 
I . 

calculated value is less than the criti cal value: So, the null hypothesis is accepted. This 

indicates that, there is no significant difference between the responses of appriasees and 

appraisers regarding objectivity of TP A criteria. 

Table IX: Pet'ception of Respondents on Reliability of the Appraisa l Criteria / 

Item Respondents 
App raisccs Appraisers X' 

0 N= 203) N= t37 
z 5 4 3 2 I 5 4 3 2 I 

I Reliable to decide on No 53 58 36 50 26 30 27 25 32 23 
teachers' career ladder 1.60 

% 26. 1 18.7 17.7 24 .6 12.8 21.9 IZ7 18.2 23.4 16.8 

Reliable to take No 39 37 34 62 3 1 24 3'5 18 32 28 5.68 
2 disciplinary act ion on 

teachers % 19.2 18.2 16.7 30.5 15.2 17.5 25.5 13. 1 23.4 20.4 
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In response to item I of Table IX 148 (43.5%) of/respondents have rated the rel iability of the 

evidences obtained trough appraisal criteri a to decidc on teachers rank in the career ladder is 

high. However, thi s was denied by l 31 (38.5%) of the respondents they were rated the 

reliability of the evidences to decide on the teachers' career ladder was poor. On the other hand 

Table IX also shows that reliability of the evidences obtained trough appraisal criteria to take 

disciplinary action on teachers ' behavior was poor. The data analysis revealed that majority of 

the appraisees and appraisers have unfavorable attitude towards the reli ability of TPA criteria 

to obtain data to decide on di sciplinary action on teachers. 

To see whether there is significant difference or not between responses of appraisees and 

appraisers with regard to reliability ofTPA criteria chi-square test was computed. 

Null Hypothesis (1-10): There is no statistical signi,ficant difference between the responses of 

appraisees and appraisers with regard to Reliability TPA criteria 

Alternative Hypothesis (Ha): There is stati stical signifi cant difference betw een the responses of 

apprai sees and appraisers with regard to reliability TP A criteria 

As noted on the above table for all items the calculated value of chi -square is less than the 

tabled value 9.49 with 4 degree of freedom and u=O.05 level of significance. Hence, the null 

hypothesis is (1-10) is accepted. This implies that, there is no significant difference in rating 

responses of appriasees and appraisers regarding reli ability ofTPA criteria. 

Relevance ofTPA Criteria 

AAEB (1999: 6-7) presents the Performance apprai sal criteria of teachers shou.ld be relevant to 

the teaching-learning process to improve work effjciency and development of teachers. In this 

regard a questionnaire was deve loped and distributed to the respondents to identify their 

opmlon 

Table X: O~inion of Res ondents Regarding Relevance of the TPA Criteria / 
No Item Appraisses Appraisers 

(N =203) (N= 137) 
No % No % 

1 Extent of the appraisal criteria relevant to 
improve work effic iency and development of 
teachers S8 28.6 38 27.7 
a. Very re levant 
b. Somewhat relevant 102 50.2 89 65.0 

c. Not relevant 43 21.2 10 7.3 

Total 203 100 137 100 
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As shown in the above table 102(50.2%) of appraisees and 89(65%) of appraisers replied that 

the appraisal criteria of teachers is somewhat relevant to improve work efficiency and 

development of teachers. While, 58(28.6%) of appraisees and 38(27.7%) of appraisers stated 

that it is very relevant. The remaining 43(2 1.2%) of appraisees and 10(7.3%) appraisers rated it 

is irrelevant. This implies that the criteria used in those schools had no significant contribution 

to improve work efficiency and development of teachers 

Table XI: Pulies Involved on Development of TP A Criteria / 
No Item Appraisees Appraisers 

(N=203) (N= 137) 
No % No % 

a Principals 36 17.7 33 24.1 
b Dep31tment heads 28 13.8 23 16.7 

c Teachers 20 9.9 IS 11.0 

d 
Regional education bureau and sub city 

11 9 58.6 66 48.2 
office expelts 

Total 203 100 137 100 
.1 

As portrayed in table XI majority of the apprmsees 119(58.6%) and 66(48.2%) of the / 

appraisers rep li ed that the criteria were developed by regional education bureau and sub city 

education office experts . While, 36(17.7%) of appraisees and 33(24.1 %) of appraisers believed 

that principals were participated in the development of TPA criteria. The involvement of 

depaliment heads confirms by 28(13.8%) of appraisees and 23(16.7%) of appraisers. Only 

20(9.9%) of appraisees and 15(11.0%) of appra isers indicated that teachers were involved in 

the development of TP A criteria. This shows that, in the sample schools the participation of 

teachers is below expectation. This practice is not in agreement with the current system of TPA 

where performance plans, objective standards are set on the basis of mutual agreement between 

apprai sees and appraisers (FCSC 1996: 12). The trai ning document of ROTPA revealed 
1 

teachers' should be participated in designing of the apprai sal criteria for their appraisal. A 

commonl y agreed upon goals must be set at school level by involving teachers and there by 

action plan developed. Moreover, they should discuss freely to agree on the developed criteria. 

Teachers participate from setting strategic plan of the school to action plan. But what is wri tten 

in the training document and what has been practiced did not match. In general teachers have 

not fu ll y involved in the development of TPA criteria which is contrary to training document / 

311d literature review. 
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The response of the school principals to the interview questions also indicated that the criteria (' 

were fo rmulated by Addis Ababa education bureau where the principals were invited to 

parti cipate at a li mited level. However, teachers were invo lved only in the implementation 

process. As the above responses, since the criteria were established outs ide the schools by 

individuals who were at the distant from the actual teaching-learning process without the 

involvement of teachers, the objective reality of each of the schools were not taken into 

consideration. As the result the criteri a are too many and general as complained by teachers. 
I 

Hence revision of TPA criteri a is needed by AAEB, sub city education bureau, school 

administrators and teachers in collaboration in order to attain the objectives of effective / 

appraisal process. 

4.2.3 PROCESS ofTPA 

Performance appraisal has to be done based on the process of activi ties arranged in sequential 

steps. Hence, performance appraisal of teachers to be successful , it should be implemented 

fo llowing systematic processes ordered in logical steps. One of the major purpose of this study 

was to investi gate to what extent of success docs the process of teachers performance appraisal 

operate in selected govenm1ent high schools of Addis Ababa. Therefore, some major 

procedures to be foll owed in the success ful operation of current teachers' performance 

appraisal were listed through a fi ve point likert type of scale that is very high(S), high(4), 

moderate(3), poor(2),and very poor(l). Principals, dep31iment heads, teachers and students 

were asked to rate these processes based on their degree of agreement. Here percentage and 

chi-square were used to analyze and interpreted in the fo llowing Table. Major steps of the 

process of TPA were examined based on the opinion of respondents obtained through a live 

point li kert type of scale. 
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Table XII: Perception of Respondents on Ad ministration of Process ofTPA 

No Process Respondents 

Appraisees (N~203) Appraisers (N- I37) 2 
X 

5 4 3 2 I 5 4 3 2 I 

I Teachers and their No I I 42 129 30 15 8 20 63 31 

Appraise rs develop 
36.78 

schoo l plan and TPA % 5 5 20.7 63.5 14.8 10.9 5.8 14.6 46.0 22.6 

criteria mutually 

2 Appraise rs continuous No 33 40 13 47 70 10 48 13 36 30 

monito r Teachers 18 .37 

perfonnance % 16.3 19.7 6.4 23t2 34 .5 7.3 35.0 9.5 26.3 ~ 
3 Teachers and the ir No 30 26 18 9 120 12 23 30 25 47 

Appra isers compare 
38.99 

results of teachers % 14.8 12. 8 8.9 4.4 59. 1 8 .8 16.8 2 1.9 18.2 34.3 

with planed criteria 

4 Appra isers take right No 16 23 17 6 141 18 10 8 40 61 
54.54 

action on TPA results % 7.9 11.3 8.4 3.0 69.5 13. 1 7.3 5.8 29.2 44.5 

In item I of table XII majority of the respondents 129(63.5%) of apprai sees and 63(46%) of 

appraisers declared that mutual p lanning of school objective and TPA criteria were poorly 

administered in their school. This indicates clearly that there is no mutual objective setting 

between teachers and school admi nistrators. The reason may be school administrators may not 
1 

have skill to convey teachers ideas properl y and some administrators also may handle planning 

only by school management bodies without invo lvement of teachers. However, it will be 

difticult to realize educational objectives and performance criteria without involving teachers. 

This is, because it is in thi s process that teachers, department heads, and school administrative 

bodies exchange ideas and views that are help ful to the smooth running of the school plan as 

well as performance appraisal of teachers . Hence, teachers and their apprai sers should plan 

mutually to realize the achievement of school objectives and the smooth running of the 

apprai sal process. Moreover, this will help to improve teachers work and to focus on their work 

on the objective of school plan. 

.1 
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Regarding item 2 of the same table most of the respondents 70(34.5%) of appraisees showed 

that there were very poor continuous monitoring of actual performance of teachers. However, 

this was denied by 48(35%) of appraisers who said that there is good administration of 
I 

continuous monitoring of teachers actual performance by appraisers. 

Item 3 of the same Table, a question pertaining to examining results of teachers' performance 

based on planned objective (criteria) was posed. Accordingly, 120(59.1 %) of teachers and 

47(34.3%) of appraisers showed that there were very poor examination of performance result 

of teachers based on planned objective . This implies that teachers and their appraisers do not 

examine performance result of teachers and their appriasres mutually. This may happen 

because appraisers lack of sufficient time to gather relevant information on actual performance 

of teachers. 

Regardi ng item 4 of Table Xll majority of the respondents 141 (69.5%) of appraisees and 

61(44.5%) of appraisers reported that taking. /proper action based on resu lt of teaches 

performance appraisal is very poorly achieved in their school. 

[n general respondents perceive that there is poor administration of performance appraisal 

process in their schools. From the data analysis the process of the performance appraisal of 

teachers does not seem to be independent of poor management practice of appraisal process. 

This poor performance appraisal process may underscore the teachers' achievements. 

To identify whether there is significant difference or not between responses of appraisees and 

appraisers with regard to administration ofTPAprocess chi-square test was computed. 

Null Hypotehsis (Ho): There is no statistically significant difference between responses of 

appraisees and appraiscrs with regard to administration ofTPA process 
I 

Alternative Hypothesis (Ha): There is statisti cally"significant difference between responses of 

appraisees and appraisers with regard to administration of TP A process 

The calculated chi-square to look for a difference in views of the two groups for all items was 

greater than the critica l table value 9.49.Hcnce; the null hypothesis is (1-10) is rcjected. This 

indicates that, there is a significance difference between the response of teachers and their 

appraisers on operation ofTPA process in their schools. 
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The di scussion made with principals also confirms the above idea. According to their response 

teachers and principals do not mutually plan tasks and set objectives. Instead teachers are 

expected to prepare their own action plan based on the objectives stated in the school strategic 

plan and the criteri a which was developed by AAEB with minor modification in each sub city 

education office and school principals. This indicates that, teachers' performance should be 

measured by performance criteria which are set by external body. Thus, one can infer li'om thi s 
I 

result that there is no good practice of plann ing of tasks and setting objectives mutuall y III 

government high schools of Addis Ababa. 

The interview response in relation to monitoring of teachers perFormance indicated the same 

situation. As the data obtained from the interview of the school principals and parents they 

expressed that, there is low monitoring of teachers performance due to time limitation. 

Therefore, performance monitoring process should be encouraged to ensure the adherence of 

standards and to make necessary adjustment on time when errors committed. Moreover, 

monitoring performance can reduce the monopol istic power of appraisers in the period of 

appraisal. 

With regard to examination of teachers' performaI]ce at the end of each semester, assured that, 

no logical procedures in examining the result, rather principals and departmellt heads rate 

teachers rate performance result based on the inFormation at hand which is obtained from 

classroom observation, students and parents. Teachers then made to know their rate result with 

one copy of format. 

Finally, the discussion made with some principals' shows that there was no sound actions 

either positive or negative that has taken place following the result of appraisal except minor 

di scuss ion made with some teachers, and rewards provision in some of the sampled schools 

under the study. As they reported the reward [or best performers is applicable often and very 

often. This is in confli ct with Marga ret ( 1996) idea which states that "employees past work 

performance should be rewarded, whi le hopping ~ha t the incentives of reward will encourage 

others in the future." In general school administrators, department heads and teachers should 

plan together both school objective and performance criteria for effective appraisal in their 

school s. Monitoring and examining resu lts should be based on the planned objectives. And 

finally appraisa l results should be prai sed based on relevant and verifiable data. 
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Tablc XIII: Opinion ofRcspondcnts on Training givcn Rclatcd to TI'A 

No Itcms Rcspondcnts 
Appraisees (N; 203) Appraisers (N; 137) 

No % No % 
I Have you pal1icipated in any training 

related to TPA? 
a. Yes 77 37.9 9 6.6 
a. No 126 62. 1 128 93.4 

Total 203 100 137 100 
2 I r your response is "yes" for item I do 

you think the training was enough to 
know about TPA? - - - -

a. Yes 
b. No 77 I 100 9 100 

Total 77 100 9 100 

As illustrated on table XIII majority of respondents 126(62.1 %) of apprai sees and 128(93.4%) 

of appraisers had no any training with regards to TPA. Only 77(37.9%) of apprai sees and 

9(6.6%) of appraisers had participated in trai ning related to TPA. This shows that, even those 

appraisers who have no single experience in appraising teachers, specificall y new teachers, 

students and parents were forced to rate teachers without havi ng a knowhow. As a result, this 

may end with rating errors. 

Item 2 of the same table portrayed that all the respondents that participated in the training 

program related to TPA perceived that the training was insufficient to have deep knowledge 
I 

about TPA activities. It would be detectable that both appra isees and appraisers have no 

necessary training. Hence designing training program for both groups of respondents should be 

taken into consideration for proper implementation of the appraisal process. 

The interview made with school principals was in line with thi s. They replied that there was no 

any training given to parents and students except shott period orientation given to them before 

they were appraise teachers ' performance. Moreover, as they stated even department heads and 

some principals do not have any training related to TPA. According to the interview response 

of principals the reason why teachers, students and parents did not receive training is lack of 

trained expert (responsible body) and lack of commitment from those who were trained to give 

trai ning for others. According to their response there was no any attcmpt to give training for 
I 

appraiscrs with regard to appraisal activities even recently. The only training program running 
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in their school is teachers' development program (TOP) whereby more experienced teachers 

provides SUppOlt and advice to a less experienced teachers. To thi s effect sub city education 
I 

office in co llaboration with AAEB should arrange training program for pa rti es who in vo lved in 

appraisal of teachers performance whereby trainees share experiences in their schools for 

others that could help to improve competencies of appraisa l. The training program should 

concentrate on issues such as, how to evaluate teachers job objecti vely keeping aside personal 

judgment how to communicate feedback and poor performers must be trained so that they can 

be in a position to contribute more to the achievement of their school objectives. 

How often Teachers Performance Is Appraised? 

The design of any perfo rmance appra isal scheme should add ress the question when to appraise 

and how often. Therefore, to study the timing and freq uency some altemative times and 

frequenci es were stated and principals, department heads, teachers and students were asked to 
I 

make thei r choice according to thei r observation in their schools. I-Iere, percentile was used to 

analyze and interpret the data. 

Table XIV: Frequency ofTl'A 

No Itcms Respondcnts 
Appnlisees (N=203) Appraisers (N=137) 
No % No % 

a Once a year - - - -

b Twice a year 203 100 137 100 
c Three times [ler ~ear - - - -

d More than three times per yea r - - - -
Total 203 100 137 100 

With regard to the time interva l when teachers' jJ~rformance appraisal is conducted in their 

respective schools, all the respondents 340(100%) pointed out that, appraisal of teachers 

performance is conducted twice a yea r; that is once in a semester. This is contrary to od iorne's 

(1987) suggestion that is " ... perfo rmance review should be done periodically." So, it is 

believed that teaching learning process calls for periodical follow up to ensure the effectiveness 

of TPA system in schools. Appraisers reviewing teachers' performance with extended time 

period may result recent behavior bias if there was inadequate collection of information about 

teachers performance. 
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The training document of result ori ented teachers performance appraisal also states that the 

purpose of performance follow up is to help teachers to perform according to the performance 

standards set and help them to reach for better performance result. Moreover, teachers whose 

performance default is seen get counseling service, and training to improve their performance 

weaknesses. During fo rmative evaluation, no management decision is taken on the employee 

rather the employee takes a decision of how 1'0 improve their performance better. Both 

teachers ' strengths and weakness are registered to di scuss on progress and to improve 

individual performance. 

The interview conducted with principals and parents also indicated that appraisal of teachers 

performance was conducted twice a year at the end of each semester. Hence, the number of 

teachers' performance appraisal per year should be increased for the smooth running of 

teaching learning process and professional development of individual teacher. More frequent 

apprai sal should be considered to give more feedback on teachers' actual ongoing performance 

to correct their mistakes. 

Table XV: l)re- Appraisal and Post -Appraisal y onference 

No Items Respondents 
Appraisees (N=203) Appraisers (N=137) 
No % No % 

I Do appraisers hold pre-appraisal and post 
appraisal conference with teachers? 
a. Yes 38 18.7 54 394 

b. No 165 81.3 83 60.6 
Total 203 100 137 100 

Pre-appraisal meeting is a crucial aimed at establi shing common understanding and agTeement 

between teachers and their appraisers. The primary objective as stated by Melaku (2002) is that 

to establi sh teacher acceptance and agreement to vo luntary take part in the appraisal process. 

Furthermore, as suggested by Ontario (2009) posh observation meeting should be promoted to 

provide opportunities for reflection and collaboration to promote growth and improvement of 

teachers. Hoy and Miskel (2004) also points out that " ... post appraisal interview is a crucial 

role to provide feedback with the knowledge of results about job performances on how they are 

performing."This indicates that post appraisal discussion might open a room for both 

appraisers and appraisees to talk about strong and weak points of teachers and see away 
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forward feedback. In this regard respondents were asked to identi fy how pre and post appraisal 

practiced in their schools. 

As depicted on table XV majority of apprai sees 165 (81.3%) and 83 (60.6%) of appraisees 

responded that, appraisers was not conducted pre and post- appraisal conference with teachers. 

only 38 (18.7%) of appraisees and 54(39.4%) of appraisers indicated that appraisers conduct 

pre and post appraisal conference. This implies that, pre and post appraisal practice in high 

schools of Addis Ababa is not sati sfactoril y practiced. 

On the open-ended items question some teacher~ reported that, they had no ever call ed by 

appraisers to di scuss over the appraisal result. As they reported mostly appraisers do not 

discuss with teachers. This may be due to lack of knowledge about the impol1ance of post 

appraisal di scussion. Reluctance to di scuss with poor performing teachers may be another 

reason. This indicates that, most crucial action to be providing feedback to teachers was not 

being practiced in the high schools under the study. However, post appraisal interviews should 

be conducted so that teachers must freel y talk about the assessment of their appraisers and to 

discuss on performance weaknesses and to praise good performance of school teachers. 

In the responses of their interview, school principals confirm that due to scarcity of time and 

large number of teachers, they could not able to made pre and post appraisal meeting with all 

teachers to minimize the short coming and to mallimize the strength of teachers performance 

trough praise and reward . 

Whereas, as repol1ed by some of the respondents there is pre-appraisal meeting in their school 

before class room observation is conducted in every semester. Mostly this was done by 

department heads. In addition post appraisal discussion was conducted to explain what is 

expected from teachers to improve future performance moreover, as replied by some 

appraisees and appraisers the post appraisal di scussion focuses on both performance 

weaknesses and strengths of teachers. 

However, as indicated by some appraisees on open-ended items even if post appraisal was 

conducted it is not to encourage teachers' performance behavior but to find faults on teachers. 

On the other hand as reported by the appraisers' :nost teachers were il0t interested to accept 

their low appraisal result when told even with evidence. I-Ience, it is suggested that, bOtll 
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negative and positive performance comments would have been well perceived by the two study 

groups for teachers' profess ional improvement add to provide quality education. Moreover, 

appraisers should provide feedback immediately after appraisal for teachers to improve their 

performance weaknesses and they should be also positive to praise good performances and 

suggestions for improvement of unsati sfacto ry performance. 

Table XVI: Classroom Observation during TPA 

No Items Respondents 
Appraisees Appraisers 

(N=203) (N= l37) 
No % No % 

1 Do appraisers conduct classroom observation? 
a. Yes 203 100 137 100 
b. No - - - -

1 Total 203 100 137 100 
2 If your response for items I is "Yes" how often 

classroom observation conducted per year 
a. Once a year - - - -
b. Twice a year 203 100 137 100 
c. Three times a year - - - -
d. More than three per year - - - -

Total 203 100 137 10 

Classroom observation is the pnmary source o f data on teachers' performance appraisal. 

Moreover, since one of the major purpose of appraisal is improvement of quality educati on 

classroom observation can be used as a source of data fo r continuous help of the teachers to 

bring improvement of instruction. In this regard respondents were asked to ident ify whether 

appraisers conduct classroom observati on fo r appraisal of teachers or not. As a result, all the 

respondents 340 (100%) showed that classroom observation is a common practi ce in high 

schools of Addis Ababa twice a year to collect data on teachers classroom performances. This 

goes with Melaku ' s (2002) idea which states that " ... classroom observation is a prominent 

position in the process of data collection on teachers' performance." However, as observed, 

very short period of classroom observati on about 25-30 minutes was conducted by school 

management bodies only once in a semester to co llect data on teachers classroom ongoing 

performances. But, thi s may not be adequate to see improvement of instruction and teachers 

progress. Therefore, school management bodies should take enough time for classroom 
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observation to secure relevant information. Moreover, it is suggested that the frequency of 

classroom observation should be increased to provide information about performance 

expectation, feedback and discussion remedial action to meet expectation that have not been 

achieved and to provide objective feed back to the person evaluated fo r the purpose of 

improvement. 

Table XVII: Method Used by Appraisers to Follow Up Teachers Performance 

No Items ResjJondents 
Appraisees Appraisers 

(N=203) (N=137) 
No % No % 

I Through information obtained from 53 26.1 48 35.0 
students 

2 By fo rmal or informal interviews and 34 16.8 16 11 .7 
discussion with teachers 

3 By frequent follow up of teachers 12 5.9 43 31.4 
perfo rmance 

4 Through information obtained from 65 32.0 18 13.5 
school administrators 

5 From record duti es of teachers (portfolios) 39 19.2 12 8.8 

Total 203 100 137 100 

Principals, department heads, teachers and students were asked their opinion about the methods 

they used to fo llow up teachers performance. As seen in the table 53(26.1 %) of appraisees and 

48 (35%) of appraisers were replied that they were fo llowed teachers performance through 

info rmation obtai ned from students. while, 34( 16. 8%) of appraisees and 16(11.7%) of 

apprai sers said that appraisers foll ow teacher accompli shment through formal or informal 

interv iews and discussion wi th teachers. On the other hand 12(5 .9%) of appraisees and 

43(31.4%) of appraisers assel1ed that they fo llow teachers performance by freq uent foll ow up 

of teachers performance. The number of respondents who constitute 65(32%) of appraisees and 

18(1 3.5%) of appraisers declared that teachers perfo rmance follow up were made through 

information obtained fro m school administrators. Only 39(19.2%) of appraisees and 12(8.8%) 

of appraisers rely on the record duties of teachers (portfol ios). 

From the data on table XVII most appraisers rel y on indirect sources in their method of follow­

up. Furthermore, heavy reliance on the ind irect sources and the negligence of personal fo llow 

up mi ght open a room for individual bias and favo riti sm. 
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4.2.4 Components to be Considered during TPA 

Table XVIII: Components to be appraised During TPA 
/ 

Appraisees Appraisers 

No Item (N~203) (N= \37) D=rl_r2 D2 

No % rl No % r2 

1 Provision of student centered lesson 203 100 1 137 100 1 0 0 

2 Coverage of annual plan 20 1 99 2 137 100 1 1 1 

" Participation in co-culTicular and 192 94.6 3 127 92.7 4 ·1 1 J 

other related activities 

4 Contribution to foster girls education 167 82.3 4 132 963 " 1 1 J 

5 Use of appropriate teaching strategies 156 76.9 5 109 79.6 5 0 0 

and teaching aid 

6 Provision of quality lesson aided by 124 61.1 6 71 51.8 6 0 0 

laboratory and library references I 

7 Conducting pertinent educational 90 44.3 7 66 48.1 7 0 0 

research 

I D2=3 

In table XVlIl school principals, department heads and teachers were asked about the./' 

components that were appraised during teachers' performance appraisal. 201(99%) of 

appraisees and all appraisers 137(100%) showed that coverage of annual plan highl y 

considered during TPA. While, 156(76.9%) appraisees and 109(79.6%) of appraisers indicated 

that use of appropriate teaching strategies and teaching aid can also take into consideration 

during TPA. 

On the other hand item 3 of table XVIII 124(61.1 %) of appraisees and 7 1 (51.8%) appraisers 

responded that provision of quality lesson aided by laboratory and library references al so can 

be considered in appraisal of teachers' performance. Furthermore, 192(94.6%) of appraisees 

and 127(92.7%) appraisers said that teachers were appraised by their participation in co­

curricular and other related activities. moreover, 167(82.3%) appraisees and 132(96.3%) ./ 
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appraisers indicated that contribution to foster girls education given greater emphasis during 

TPA. 

As illustrated on item 7 of table XVIII all appraisees 203( 100%) and 137(100%) appraisers 

asserted that teachers were apprai sed by their prdvision of student centered lesson. Whereas, 

only 90(44.3%) of appraisees and 26(48.2%) appraisers declared that conducting pertinent 

educational research as a component to be appraised during TP A. 

The study revealed that most of the identified variables had an important influence on the 

appraisal of teachers ' performance. They were accepted all as important variables by both 

respondent groups. From the data it is clear thal the above variables are the focus areas on 

which appraisal of teachers' performance mainly depends on 

Moreover in order to identify degree of relationship on the ranking responses of appraisees and 

appraisers regarding components to be appraised a hypothesis test was made, the spearman 

rank order correlation (rho) was employed. 
.1 

Null Hypothesis (1-1 0): There is no relationship between the ranking responses of appraisees 

and appraisers regarding components to be appraised during TP A 

Alternative Hypothesis (Ha): There is relationship between the ranking responses of appraisees 

and appraisers regarding components to be appraised during TP A 

The resul t for computation of spearman 's rank-order correlation coefficient (rho) has yielded 

0.982 at N=7 and u=0.05 level of sign ificance which is greater than the critical value of 

rho=0.786. i-ience, the null hypothesis is rejected. This indicates that, there exists significance 

relationshi p between the ranking response of teachers and their appraisers on the components 

to be appraised during appraisal of teachers' performance. As reported by some respondents in 

the open ended questions teachers were also appraised on the number of tutorial class they 

were provided for female students and low acl{iever, on their activi ties done to minimize 

repetition of shldents, number of contact made with parents to improve stl1dents resu lt, 

helping stlldents seeking special needs and their participat ion to stop HIV/AIDS. From the 

data analysis one can observe that teachers are expected to accomplish many activi ties in their 

schools. J-Ience many components should be considered duri ng appraisal of teachers' 

perfolmance which seems difficult task to collect all relevant data. 
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4.2.5 Appraisers ofTeachel's 

Before conducting teachers' appraisal, consideration should be given for questions such as: 
I 

who should conduct teachers' appraisal and wha! kind of skill s have. [n thi s regard appraisees 

and appraisers were asked to indicate those who take paJ1 in appraising teachers. [n table XIX 

appraisees and appraisers were asked to rate appraisers against those factors. The percentile 

score from the data analysis also interpreted. For item 3 more than one response is possible for 

respondents. 

Table XIX: Appraisers of Teachers 

No Hems Respondents 
Appraisees Appraisers 

(N=203) (N=137) 

No 0/0 No 0/0 

I Who appraise teachers ' performance? 
a. Principals I - - - -

b. OepaJ1ment heads - - - -

c. Students - - - -

d. Parents - - - -

e. All the above in collaboration 203 100 137 100 

Total 203 100 137 100 

2 Do you think the appraisers involved in TPA 
competent? 

Yes 7 3.4 24 17.5 a. 
b. No 196 96.6 11 3 82.5 

Total 203 100 137 100 
0 If your response for item I is "No" what is ~ 

yo ur reason? I 168 82.8 30 21.9 
a. Lack of relevant experience 
b. They lack of sufficient knowledge on the 176 86.7 24 17.5 
value of appraisa l 
c. Lack of the required training 189 93.0 113 82.5 

N.B. For Item 3 of Table XIX more than one response were possible 

Table XIX pointed out that all 340( 100%) of the respondents believed that principals, 

depaliment heads, students, and parents in combination invo lve in the appraisal of teachers 

performance. As of the introduction of rcsult-oriented teachers performance appraisal those 

parties were in charge of appraising teachers. Based on the above data, the appraisal technique 

7 0 

\ 
.1 



being used in those schools seems a multi -source appraisal. Hence, it seems fa ir. It is li kely to 

be more than individual ones. I-laving multiple raters has the advantage of reducing errors. The 

result of thi s stu dy in this case seems to confirm Whitlam (2000) and Lontokjr (2009) idea that 

is multiple source of appraisal is essential in order to create a climate for effective appraisal. 

This shows that, principals, department heads, parents and students were found to be the somce 
I 

of appraisa l in the current TPA system of the schoo l under the study. 

Item 2 of table XIX shows opinion of respondents about competence of teachers' appraisers. 

As can be seen from the table, 7(3 .4%) of appraisees and 24(17.5%) of appraisers said that the 

appraisers involved in TPA are competent. However, 196(96.6%) of appraisees and 

11 3(82.5%) appraisers believed that the persons invo lved in TPA are not competent enough to 

appraise teachers. 

As indicated on item 3 of the same table respondents were asked the reason for incompetence 

of appraisers. 189(93%) of appraisees and 11 3(82.5%) of appraisers ind icated that lack of 

necessary training is the major reason for incompetence of appraisers. While, 176(86.7%) of 

appraisees and 24(17.5%) of appraisers showed th,at lack of necessary knowledge to the value 

of appraisal is the reason for low competency of appraisers. On the other hand 168(82.8%) of 

appraisees and 30(2 1.9%) of appraisers asserted that lack of necessary experience as factor for 

incompetence of appraisers. As we can understand fi·OITI the responses of the respondents the 

inability and incompetence of appraisers to perfo rm the appraisal task may drastically reduces 

the quality of appraisal. 

On the open ended item questions most teachers reported that parent and student appraisers 

have drawbacks. The teachers perceived that students are not qualified, lack of competence, 

maturity, and experience to evaluate and make judgments about teachers competence. They 

stated that student evaluation of teachers' performance is by large subjective. Student 

evaluation of teachers' performance is affected bb' factors irrelevant to the teaching- learning 

process, and further indicated personal bias as a case in point which even in its positive sense 

does not let teachers to reali ze their weaknesses. Student appraisers also misuse the ri ght to 

evaluate teachers' performance and relate against discipli nary action taken by the teachers 
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being rated. They cannot consider and differentiate between personal and professional 

relationships wi th their teachers in eva luating their performance. 

Moreover, teachers have a view that parents also cannot di stinguish between teachers ' personal 

ri ghts and professional obligation. According to their response some of the problems of parent 

appraisal were they became biased because of wrong information they co llect from thei r 

children, they related teachers activities only to success or fai lure of their children without 

considering other factors, they don ' t show commitment to evaluate school teacher, they lack 

the know how of evaluation and knowledge about teaching and learning process, and they do 

not acqui re adequate information about the teach'ing learning process due to less contact to 

school environments. 

In general teachers had negative perception about their appraisers competence especially 

students and parents. However, if students well informed to the appraisal of teachers based on 

basic principles of performance appraisal the problem can be minimized and this may result 

snldents appraisal to the improvement of instruction. 

Majority of the principals al so reported on their interview that, student and parent appraisal has 

limitations. Students tend to maintain bias and favoritism even if told first the purpose and 

criteria of TPA some students could not understand the criteria of TPA. As they stated Parents 

also incompetent to understand the objecti ves of the appraisal process and sometimes they , 
show inclination to personal relations if they know the teacher. Moreover, some parents do not 

know the teacher and his performance they blindly appraise teachers performance without 

collecting sufficient data on teachers performance. Thus, judgment an individual teacher 

perfornlance seems highly questionable alld unrealistic. Moreover, some principals replied that 

even the school administrators (principals and department heads), relate teachers performance 

appraisal to personal relations. This may be due to lack of trai ning and commitment to their 

responsibi lity. 

4.2.6 Major Problems ofTPA and Its Interventions 

4.2.6.1 Major Problems Related to Teachers Performance Appraisal 

Since teachers performance appraisal is a comple,x acti vity, many SChools faced problems in 

practicing it. These problems may be related to the design and operation of the appraisal 
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system, skill and competence of evaluators, and perception of teachers about performance 

appraisal. In thi s regard some of TPA problems w(lre li sted and apprai sees and appraisers were 

asked to rate those problems based on the fo llowing rating scale: Very highl y serious (5), 

highly serious (4), moderately serious (3), minimally serious (2), and very minimally serious 

(I). The mean scores from the data analysis were interpreted as 0.05-1.49 (very low), 1. 5-

2.49(1ow), 2.5-3.49 (med ium), 3.5-4.49 (high) and above 4.5 (very high) 

Table XX: Problems of TI) A 

No Problem Respondents Mean Weighted 
Appraisees (N=203) Mean Appraisers (N= 137) mean 

5 4 3 2 I 5 4 3 2 I 

Lack of knowledge of 127 62 8 4 2 4.52 36 28 18 5 1 4 
4.03 I 

appraisers 
3.30 

Poor performance 95 48 30 24 6 4.00 30 18 13 74 2 
2 administration J 3.00 3.59 

process 
Teachers lack of I I 42 129 30 2.08 15 8 20 63 3 1 

3 interest to be 2.36 2.20 
appraised 

f-;u 4 Appraisers bias 98 86 7 9 3 4.32 4 54 30 8 3.1 2 3.83 

5 Good performance 103 2 1 4 1 36 2 3.92 51 33 30 21 2 3.80 3.87 
not followed by 
reward 

6 The criteria are not 57 62 48 22 14 3.62 46 18 53 13 7 3.61 3.6 1 
related to the 
teaching learning 
process 

7 Lack of timely 15 57 34 89 8 2.9 1 18 4 1 25 46 7 3.1 2 3.00 
feed back wit h 
regards to TPA 

8 Time limitation on 74 90 19 17 3 4.06 106 20 8 2 I 4.66 4.30 
the part of appraisers 
Average mean score 3.6S 3.37 3.55 

As depicted on table XX the major problems of TPA were li sted to be rated using fi ve point 

likert type scale very highly serious (5), highly serious (4), moderately serious (3), minimally 

serious (2), and very minimally serious (I ) . 

Looking at the mean score of apprai sees fi ve items (b,d,e,f, and h), they related with 

administration of performance appraisal process, appraisers bias, criteria and time constraint of 

appraisers were rated as a highl y serious problems. While, lack of timely feedback with regards 

TPA was rated as a moderately serious problem by appraises with a mean score 2.9 1. 
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Among the very highl y serious problem rated by appraisees is lack of necessary knowledge and 

skill on the part of appraisers with mean sco re 4.52. 

On the other hand appraisers rated time limitation on the part of appraisers as a very highl y 

serious problem with a mean score 4.66. Problems such as good performance not foll owed by 

rewards and unrelated ness of criteria to teachillg-Iearn ing process were rated as a highly 

serious problem of TPA with the weighted mean score 3.87and 3.6 1. Whereas, lack of 

necessary knowledge and ski ll on the part of appraisers, poor administration of the 

performance appraisal process and appraisers bias were rated as moderately serious. While, 

teachers lack of interest to be apprai sed was rated as a minimally serious problem of TP A by 

both groups of the respondents. 

From the weighted mean score SIX items (a,b,d,e,f, and h) were rated as highly seri OUS 

problems of TP A. Appraisers' lack of available time was found to be the first highly serious 

problem of TP A with the weighted mean score 4.30. This is due to principals engaged into both 

instructional and non-instructional leadership acti vities and they caIU10t appraise teachers 

performance appraisal correctly due to TPA needs/ longer time to follow up, to document each 

teachers activi ty and to communicate if default with teachers earl y as soon as possible. 

However, this can be minimized tlu·ough different methods. For example, school committees 

can be run by teachers ' however this can be reali zed when principals of the school delegate 

their authority. 

Lack of necessary knowledge and skill of appraisers was found to be the second highl y serious 

problem ofTPA with weighted mean score 4.03. 

Detachment of good performance fyom reward is the other seriOUS problem of TPA with 

weighted mean score 3.87. Failure to reward good performance has negative impact for the 

development of teachers and they will be reluctance to implement their teaching- learning 
./ 

process as intended. Moreover this may also adversely affect reali zation of school objecti ves. 

The other major problem during TPA is appraisers bias with weighted mean score 3.83. This 

might also increases apprai sers errors cOl11mil1ed during the appraisal processes. 

As confirmation to the above idea majority of the respondents on the open ended questions 

indicated that, very few teachers often receive reward when they achieve better performance. 
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However, during reward allocation all teachers behavior not considered only few variables of 

teachers was observed due to lack of time and commitment to collect sufficient data pe11aining 

to teachers' performance. 

Poor administration of the performance appraisal process is also rated as a big problem of TP A 

with a weighted mean score 3.59. 

In the interview made with the principals also disclosed that due to lack of knowledge, skill and 

commitment of appraisers they found that, managing the appraisal process in their school as 

one of the difficult task and administration of the bverall appraisal process in their school was 

poor. 

Moreover, they indicated that lack of necessary training of appraisers and low participation of 

teachers when TPA criteria was developed and lack of suffic ient time to review teachers 

performance effectively as the major problems ofTPA in their schools during their interview. 

The discussion made with parents a lso indicated that th e existen ce of 

problems during appraisal of teachers . Parents do not know each oth er; few 

parents were responsible to appraise large number of teachers, parents shortage of time to 

appraise teachers' performance due to thei r personal duty, some parents do not understand 

performance appraisal criteria clearl y and parents Lplable to get and use di versified sources 

Students on their pat1 forwat·ded the following as the major constraints. 

• Mostl y higher levels of academic achievement students involve in the appraisal of 

teachers performance. As reported by them student who has rank 1-3 mostl y 

participated on appraisal of teachers. 

• Students do not have any training with regard to TPA and they use the appraisal as a 

revenge mechanism. 

• Some students' bias in marking to mat1ers unrelated to the performance of teachers. 

Furthermore, in their response they added that, only by taking one factor of a teacher as 

positive or negative appraisal of teachers in their schools. From the data on the above table the 

appraisal system has several problems which n{ay affect to the effectiveness of appraisal 

process in govenuncnt high schools of Addis Ababa. 
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4.2.6.2 Interventions for the Problems ofTPA (j? 
.1 

This secti on of the analysis presents the suggestions given by both groups of the respondents 

for improvement of TP A problems based on the data obtained from the questiorUlaire and 

interview. Principals, department heads, teachers and students were asked to give their 

suggestions on how to TPA problems should be improved. 

I XXI V' Tab C : ICWS 0 fR CSPOD( cnts f I 01' lltcrvclltlOllS 0 fTPA P hi ro cms 
Appraisees Appraisers 

No Item (1\=203) (N= 137) D=rU'2 D2 

No % rl No % r2 

I Provide training for appraisers 203 100 I 137 100 I 0 0 

2 Provide training for appraisees 198 97.5 2 134 97.8 2 0 0 

3 Linking appraisal result with action 192 94.6 
, 

126 91.9 
, 

0 0 J J 

4 Develop performance criteria 165 81.3 4 114 83 .2 5 - I 1 
related to teachers job 

5 Increasing frequency of classroom 127 62.6 5 12 1 88.3 4 1 1 
observation 

6 Change of appraiser 106 52 .2 6 30 21.9 7 -I I 

7 Increase number of appraisers 65 32.0 7 77 56.2 6 I I 
I D2=4 

As revealed on table XXI training of appraisers, training of appraisees and linking appraisal 

result with action were ranked 1st, 2nd and 3rd by both groups of respondents. Whereas, develop 

performance criteria related to teachers, increasing frequency of classroom observation change 

of appraisers and increase number of appraisers were ranked 88.3%, 62.6%, 52.2% and 32% 
1 

(. 4th 5th 6th d 7th) b . I. e., , , an y appraIsees. 

On the other hand appraisers, ranked increasing frequency of classroom observation, develop 

performance criteria related to teachers increasing number of apprai sers and change of 

appraisers 4th, 5th, 6th and 7th (i.e . by 88.3%, 83.2%, 56.2% and 2 1.9% of appraisers) as the 

interventions should be taken to minimize problems peltaining to teachers ' performance 

appraisal. 

Form the data analysis one can conclude that , training of apprai sers and appraisees is the top 

interventions that should be taken to have skilled appraisers and appraisees. FUl1hermore, 
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./ 
I. The study of TPA purposes indicates tltat summati ve purposes of TPA relatively 

v 

better achieved as reported by both groups of respondents. According to the result of 

the study the primary purpose of TPA is serving to decide on teachers rank on the 

career ladder as reported by 11 6(57.2%) apprai secs and 99(72 .3%) of the 

appraisers. However, the over all achievement of both TPA purpose was inadequate . 

2. The response of the majority of aprai sees and apprai sers reveals that, the involvement 

of teachers in the development of TPA criteria was low. Teachers were invo lved 

only in preparing their action plan in the implementation phase. Besides, the 

appraisal criteria have been found lack of objectivity to evaluate teachers work, 

seems unreliable and it is not much related to the direct teaching learning process. 

The effect of the appraisal cri teri a in improving the work of teachers was al so 

undermined by both groups of the respondents. 

3. The stud y revealed that the basic acti vities in the process ofTPA such as establi shing 

a mutuall y agreed upon criteria and school plan, rating aga inst the establi shed 

objectives and providing feedback on teachers performance were found to a lmost 

non- implemented in the sample schools under the study as rated by most of the 

respondents .. 
v 
4. The finding of the study indicates that the maj ority of appraisers had no any training 

with regards to TPA. Moreover, the stud y reveal s that even those who were 

part icipated in the training program perceived the training was insuffi cient to have 

the requ ired knowledge about the complex activities of teachers' appraisal The 
.1 

interview response of school principals of the sample schools also shows that 

students and parents invo lve in the appraisa l of teachers wi thout any training except 

short period ori entation given to them before they were apprai se teachers 

performance. 

5. All respondents clai med that the performance of teachers has been appraised tw ice a 

year that is once in a semester. 

(. According to the results of the study all (100%) of respondents confirmed that class 

room observation is a common practi ce in their school once in a semester. During 

the class room observation of data co llection step the appraiser observes the teachers 
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teaching strategies, the lesson that was out lined in his/her lesson plan, usage of 

appropriate teaching aid and other related activities. 

7. The study found that most apprai sers rely on indirect sources of follow-up method of 

teachers ' performance. Mainly it depend~ on information obtained from students and 

school administrators. This may not give adequate information about teachers' 

ongoing performance. 

8. Almost all the respondents believed that coverage of the annual lesson plan, use of 
~ 

appropriate teaching strategies and teaching aids, provision of quality lesson aided 

by laboratory and library references, participation in co-curricular and other related 

activities, conducting pertinent educational research, contribution to foster girls 

education and provision of student centered lesson are the important variables to be 

appraised during TP A. 

? All of the respondents assured that principals, department heads, students and parents .v 

were involved in the appraisal of teachers . However, majority 'of the respondents 
I 

criticizes that student and parent appraisers do not have the required skill and 

knowledge of appraisal process. The reason teachers indicated for this was students 

and parents were lack of adequate training and experience. 

10. The study investigated that possible problems that made TPA tasks difficult are: 

time constraint on the part of appraisers (w.m=4.30), lack of necessary knowledge 

and skill on the part of appraisers (w.m=4.03), detachment of good performance 

from reward (w.m=3.87) appraisers bias during TPA(w.m=3.83), unrelatedness of 

some the criteria to the direct teaching-learning process (w.m=3 .61), poor 

administration of the performance appraisal process (w.m=3.59), and lack of timely 

feed back with regards to TPA(w.m=3.00). Thus, the above problems adversely 

affected teachers ' performance and wdre possibly contributed to those teachers 

dissatisfaction with their performance appraisal. 

I (Both appraisers and appraisces recommended that provIsion of training for 

appra isers and appraisees, linking appraisal result with action, develop performance 

criteria related to teachers ' job and increasing frequency of class room observation 

to minimize the problem of TPA. Moreover, the respondents response on the open 

ended item questions and interview suggested that, full participation of teachers on 
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the development of teachers performance appraisal criteria, giving ti mely feedback 

to teachers on their performance, sa lary increment program shou ld be schedule for 

good performance and giving necessary support and cooperation for principals from 

both superiors and subordinates in order the principals to practice teachers 

performance appraisal effectively to decrease problems pertaining to TPA. /' 

5.2 Conclusions 

Depending on the result of the major findings, the· following conclusions are made. 

o The finding of the study indicates that, both appraisees and appraisers perceive that 

the current system of TPA primarily serving for summative or administrative purpose 

mainly to decide on teachers career ladder. Thus it can be concluded that, in the 

schools most respondents have negative views on the achievement of formative 

(developmental) purposes of TPA. As a result, respondents perceived their level of 

agreement with the overall achievement of purpose to be average. Therefore, it 

appears that the appraisa l result hardly met the intended objectives. 

(iJ The study revea led that teachers ' participation in the development of TPA cri teria 

was low. This low invo lvement of teachers in the development of TPA criteri a may 

resu lt low commi tment of teachers to participate fully in the implementation process. 

Moreover, majority of the respondents perceived that the criteria currentl y 

implemented in government high schools were lack objectivity, reliability, and not 

highly related to the direct teaching- learning process. Therefore, the cri terion against 

which teachers ' performance has been measured was regard to be considerably too 

weak to generate accurate and objective evidence. Hence, lack of objectivity and 

reliability are the defects observed on the current TPA criteri a. o The findings of the investigation also revealed that the overall administration of TPA /' 

process was poor that is planning tasks and selling objectives, monitoring teachers 

performance, examining results and taking action based on performance resu lts of 

teachers. Therefore. one can concl ude that. TPA in government high schools of Addis 

Ababa was highl y affected by poor administration of the performance appraisal 

process. 
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4. The majority of appraisees and appraisers reported that they had no any training wi th 

regards to TPA system. Appraisers at school level have less or similar qualification 

and experience with teachers. I-Ience, they would have been susceptible to commit 

app raisal errors of any kind since they would have not necessary background about 

the system to administer TPA process effectively. 

/ 

5. Concerning appraisers ' competence, the findings revealed that, because of lack of 

training and experience, the majori ty of appraisers were not competent. As reported _ 

by majority of appraisees students and parents were app raising teachers with 

umelated matters to the teach ing learning process and incompetent to understand the 

criteria of appraisa l. Therefore, studcnt and parent appraisal seem questionable being 

biased to some behavior of teachers. Thus: one can conclude that appraisal of teachers 

high ly affected by low competency of appraisers. 

@ Conccrning freq uency of classroom observation all the respondents assured that 

classroom observation is taken place once in a semester. Thus, it would be possible to 

infer that depending only in one classroom observation is inadequate to gather 

sufficient evidence on teachers' classroom performance. Similarly it might limit 

gathering of objective data on teachers ' classroom ongoing performance. 

7. Regarding to the follow-up method, most apprai sers used indirect sources of 

information to appraise teachers' performance. This kind of follow-up method may 

resu lt in problems of bias, halo or contrast error and inadequate gathering of relevant 

evidence on teachers' perfo rmance. 

8. Majority of the respondents agreed that inadequate knowledge and sk ill of appraisers, 

time limitat ion of appraisers, appraisers bias, poor administration of the performance 

appraisal process, unrelated ness of the performance criteri a to the direct teaching­

learni ng process and lack of timely feedback were some of the major Problems of 

TPA in government high schools of Addis Ababa. I-lence, the current system of TPA 

seems ineffecti ve to achieve its purpose due to the above hindering facto rs of 

appraisal activities. 
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5.3 Recommendations 

Based on the findings of the study and the conclusions reached at, the fo llowing suggestions 

are forwarded. 

.' 
l. As indicated In the study, the current TPA system of the sampled schools has not ./ --mainly served the developmental purposes. Even it served the administrative purposes 

to a limited ex tent. However, to make TPA a source to develop teachers' professional 

competence and motivate teachers to obtain their commitment the result of TPA needs 

to given a great attention and value. This could be done in the school by fo rming 

apprai sa l committee which comprises ethical and experienced teachers of each 

department and giving responsibility of each committee member. Furthermore, since 

fo rmati ve purpose differs from summat ive purpose it should be handled separately to 

assist individual teacher in continuing profess ional development of instruction and to 

decide on administra ti ve issues based on teachers' performance results. 

2. The investigation points out that, teachers" invo lvement in the development of TPA 

criteri a implemented in their schools was low. Moreover, the criteri a were not / 

objective to measure the d irect teaching- learning process. i-ience, the performance 

criteri a of the current system of TPA need to be revised by regional education bureau, 
~--------------- , 

sub city education bureau, school management body and teachers cooperatively so that 

the perfo rmance criteria to be acceptable to teachers and to generate valid informat ion 

with regard to the areas of strength and weakness of teachers' job related perfo rmance. 

3. The study asserted that appraisers in the schoo l under the stud y lack appraisal skill and 

experience. I-ience, it is recommended that sub city education offi ce in co ll aboration 

with Addis Ababa education bureau should provide in-service, on and off the job, and 

shon term training on appraisa l skill s. Besides, having continuous record of individual 

achievement is a lso important for the training section in order to promote teachers 

development and help them get informed and to acquire better skill with the teaching 

profession and to keep up with the latest methods of teaching. Tn addition to thi s, sub 

city education offi ces should recruit principals, who have background of educational 

management. Finall y, principals' , department heads and teachers should develop their 

skill and ability through reading vari ous appraisal books, journals, and research wo rks. 
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4. The data analysis revealed that, teachers have been appraised twice a year 111 the 

sample schools. Therefore, to benefi t Illuch from apprai sal school admi ni strators are 

expected to give continuous appraisal to see teachers progress or improvement. 

Therefore, the frequency of appraisal should be increased to see improvement of 

teaching-learning process and the progress of teachers and students. Generall y to make 

the appraisal objective it must be continuously reviewed. 

5. Most apprai sers obtain information from second hand sources for TPA. However, thi s 
I 

may not give data fTee from bias and favoriti sm. I-Ience, it is recommended that for 

apprai sers to widen their source of information in order to ach ieve first hand 

information and to forward reli able and sound teachers ' performance appraisal results. 

So using teachers' portfolio (record duties of teachers) may be one primary source of 

data for appraisal of TPA. Therefore, teachers should be honest to document their 

acti vities in their record duties (teachers' portfolios) and school appraisers should use 

it as a source of information during appraisa l of teachers ' performance. 

6. The result of this study al so indicates that teachers had been appraised by committees 

drawn fro m principals, department heads, students and parents. However, student and 

parent app raisa l were critici zed by the majority of teachers due to they lack skill and 

expenence of appraisal process. Hence, ' the students and parents to be effect ive 

appraisers' school management body should give proper orientation, training and 

awareness raising program before they were appraise teachers ' performance. 

7. Among the major problems to hinder effecti ve TPA was time limitation on the part of 

apprai sers, lack of necessary knowledge and skill of appraisers, lack of reward for 

teachers' j ob, appraisers' bias, poor administration of the performance appraisal 

process and lack of timely feedback on teachers' performance. Hence the following 

recommendations were forwarded to overcome the problem which encountered on 

appraisa l of teachers performance. 

a) [n order to the principals to practice teachers performance appraisal effect ively 

necessary support should be given frolll both teachers and sub city education bureau. 

Moreover, principals should delegate their authority to share the ir responsibility. 

[-lence the teaching load of department heads should be minimized to have suffi cient 

time to co llect relevant informat ion on teachers' performance, to follow their 
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ong01l1g performance and to providd accurate and immediate feedback for 

improvement of teaching-learning process and teachers ' professional development. 

b) Teachers should be rewarded in accordance with their performance results. The 

outstanding performers getting the hi ghest reward followed by above average and 

the average performers. Rewards like increasing salary, promotion, getting 

recognition should be made. For giving recognition to teachers writing letters or 

commendations, oral statements and the likes can serve as a ways of expressing 

recognition for their good performances. In general better accomplishments should 

be awarded to moti vate teachers for better future performance. J 
c) School management must consider potential appraiser such as peer and se lf appraisal 

to minimize appraisers' bias. Colleague.'> can give additional information for taking 

right decision. Self-appraisal also increases employees understanding of measuring 

their own performance and it enables teachers to challenge his/her appraisers to the 

fairness and objectivity of the appraisal result as done by school appraisers. Many of 

the appraisal error could at least be minimized by having such multiple appraisers. 

d) The appraisal process in the schools need to be given attention it must facilitate the ;/ 

participation of teachers in planning and setting obj ectives, teachers' performance 

must be properly monitored that is appraisers should periodically record pertaining 

strong and weak performance of teachers. This periodic record is ought to be 

considered for accurate performance appraisal to be conducted. Examining resul ts 

should be done on accurate information and the right action should be taken based / 
I 

on teachers' performance results. 

e) Schools must create suitable condition for open di scussion between teachers and 

their appraisers as frequently as possible. Furthermore, training should be given to 

them on how to conduct feedback tactfully for both poor and good performing 

teaches. It will present good opportunity to suggest means for achieving establi shed 

objecti ves, including support to be provided by appraisers and the school. It is also 

advisable to organize and enforce the functionality of clear and two-way 

communication information should smoothly Dow both vertically and horizontally 

to create strong awareness of the school plan and performance criteria to be used for 

appraisal of teachers. v 
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In general comprehensive research should be conducted by MOE, AAEB and sub city 

education bureau on the area thoroughl y to examine the problems that affect teachers ' 

performance apprai sal in government high school of Addis Ababa [or its proper 

implementation and its contTibution to the attailUllent of school objectives. Finall y, 

participating teachers in all the efforts made to redesign is very essential. It will help in 

generating valuab le ideas in enhancing the appraisa l system. Besides, teachers will accept the 

system and will be conUllitted. 
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APPENDICES 



APPEDDIX-A J 
Addis Ababa University 

School of Graduate Studies 

Department of Educational Planning and Management 

A Questionnaire to be filled by Secondary School Te achers and Their 

appraisers 

This questionnaire is designed to collect information for the study on the current 

practice a nd problems of teachers performance appraisal in government high 

schools of Addis Ababa and finally to recommend possible solutions. Since, the 

su ccess of this study depends on your genuine response; you are kindly 

:equ ested to be honest in answering the questions. 

n responding to the questionnaire, please }:ote the following. 

1. You a re not required to write your name 

2. All your responses will be kept confidential and wi ll be used only for the 

academic 

3 . Make a check mark "v" for questions with options, and write your 

responses on the given space for open ended questions. 

4. TPA: is used an abbreviation for teachers performance appraisal 

Thank you for your kind cooperation 



PART ONE: General C haracteristics of Respondents 

I. Name of school 
2. Sub city 

3. Sex o a. Male o b. Fcmale 

4. Your age in years Oa.20-30 Ob. 3 1-40 O c.4 1-S0 O d.AboveSO 

S. Your academic qualifi cation 

D a. Dip lo ma D b. ll . AIB.Sc D c. M.N M.Sc 

6. your fi eld 01" stud y 
7. Your responsibility in the school _____________ _ 
8. Years 01" serv ice 

8.11n your present post O a. I-S O b. 6-ll DC. 12- IS O d. 16-20 De. above 20 

8.2 In others 

8.3. 
f 

Total 

O a. I -S Db.6- 11 DC. 12- 1S D d. 16-20 De. above 20 

Oa. I-S Ob. 6-1 1 DC. 12- IS Od. 16-20 De. above20 

PART TWO: Purposes of Teachers performance Appraisal 

Instr'uct ion : The purposes or le.te hers· pe rfo rmance nppra isa l arc li sted in the lo llow ing tab le . Please read 

each o rthc lll care full y and indicate your agreement or di sagreement by putting a check mark ",j" in eac h 

co lumn using the following scales: 

Strongly agree (SA), Agree (A), Undecided (UD), Disagree (D) and , Strongly Disagree (S D). 

---- . __ .-
No Purpose SA A UI) I) 

9 What are the ma in purposes of the current systcm of appraisi ng the 
performance 01" teachers in hi gh schools 01" Addi s Ababa? 

-
9.1 To imErove the 9ualit~ of the teaching 

9.2 To enhance teachcrs' Erofcssional cOIl2l~~~ncc 
--~ 

9.3 To prov ide feedback to teachers 
9.4 To dec ide on teachers' salary increment 

---~-

9.S To dec ide on teachers' rank in the caree r laddc r 
9.6 To identify teachers training needs 
9.7 To reward competent teachers -
9. 8 To take d i sc i p linar~ actions ----- ._-
9.9 To promote research on teaching- l ear~ iI.1.g..l~rocpss 

10 Yo ur degree o f agrecmcilt on CllITc nt teache rs per fo rmance appra isa l in 
meeting the overa ll purpose for which it is intended to serve 

~ - --_.- .-~ 

1 

------
SD 
--

~-

f-.-

---

--
--- ---

- -- -

--

--

---



Part Three: Appraisal Criteria 

Instruction: In the foll owing table concepts related to TPi\ erileri a arc li sted . Please put a eheckmark ",I" 
in the column which 111 0st close ly matches to your response by Ll sing the ro.llowing rati ng 

Very hi gh= 5, hi gh = 4, Moderate =3, Low =2 and , very low= I 
-_. --- :-c- - -

5 4 3 2 1 No Item 
._-- - - .-

II. How objectively do the current appraisal cri teria measure: 

11 .1 The tcachers ' eompetcnec in tcachingL/ 

I 1.2 Relati onsh ip wi th su periors, peers and studcn ts? v' 

--_._--- - ---- . --- -- ._._-
11 .3 Participation in co-curricular activitics'\/ 

-- --- - - -- -
12. To what extent arc the cu rrent appraisal criteria 

12 .1 Related to the duties and responsibi lit ies or teachers? .;.I , 
- - --- ----

12.2 Reali stic to be performed by teachers? v 

- -. 1-
13. How reliable are the ev idences obtained through appraisal cri ter ia? 

13.1 To dec ide on teachers' rank in the career ladder? 

13 .2 To take disciplinary (l(.; lion on teachers? 

\ 
: .--~-~ 

14. [n general to what extent the appraisal cntena o j teachers perJ ormance rel evant to Improve 

work work efiiciency and development ofteachers'l 

a. Very re levant 

b. Some what relevant 

c. Irrelevant 

15. Who develop(s) the apprai sal criteria for teachers performance app rai sa l 

currently employed in schools? 

o a. Principals o b. Teachers 

o e. Department I-leads o d. Regiona l education bureau expcI1s 

If any please spcci fy 

2 



16. 

17. 

18 . 

19. 

~-

PART FOUR: Process ofTPA 

Instruction: The 1'ollolVing is a process oflcachcrs' pcrl'ornwnce appraisal. The alleillpt ;l1a<le 10 flillill 
each activit y urlhe process I ~lvor the success orllle system. Pl ease rate these item s as being practiced 

currently. 

Very good = 5. Good = 4. Average :::: 3, Poor = 2, Very Poor ::: I 

-----_._-
Process 5 4 3 2 

The extent to which teachers and their apprai SCI'S planning or tasks and selling 

criteria of pcri'Or111anCC 

_.-
Cuntinuolls monitoring pcrCorlllallcc Oi'IC.H.:1 

---.--- ---- c-----
H.:rs' ;lclual performance at school 

---_. -- . __ .- .. - . - - .. _-_._-- ._- ,. - .- _. -_ .. - -_. 

The exlenllo which Icachers and Ihcir "pprai Sl'l"S C.\<Ill1ilH': results based on planed criteria 

-------- - -----_. __ .- -- -- --- _._- ----
Taking actioll hased 011 pcrf'orllltlncc result s 

-------.,- -. __ ._-----_._---. 

20. Have you participated in any training related to '1'1' J\'!' 

o a. Yes o b.No 

21. If your answer lor question number 20 is "yes" do you think the training 
was sufJicient to know about Tl' J\? 

o a. Yes o b. No 

22. How ortcn appraisal of teachers ' pcrform ance is conducted') 

D a. Oncc a ycar D c. Three tillles per year D b. Twice a ycar 

D d. More than three timcs per ycar 

23. Do Ihe appraiscrs hold pre-appraisal and posl-appraisal discussion with teachers') 

D a. Yes D b. No 

24. If' your answcr lur qucstion number 23 is 'ycs' ho w pre and post-apprai sa l 

di scuss ion conducted in your school ? (Please spcc ifY) 

3 



25. 0 0 appraise rs conduct classroom observation in YOllr school'? 

o a. Yes o b.No 

26. If your response is "Yes" fo r quest ion number "25" how often classroom 

observation conducted? 

o a. Once a ycar o c. T hree times a year 

o b. Twicc a ycar o d. Above three per year 

27. What methods do appraisers use to fo llow-up teacher~' performance in your schoo l? (YO LI ./ 

can choose more than once) 

oa. Through info rmation obtained from students 

Db. By formal or informal interviews and discuss ion with teachers 

Dc. By frequent fo llow-up of teachers performance 

o d. From the record duties of teachers (port folios) 

PART FIVE: Components to be appraised during TPA ./' 

28. What r-omponents were appraised during the ap praisa l of teachers ' 

o a. Use of appropriate teaching strategies and teaching aids 

Db. Provision of quality lesson aided by laborator i e~ and li brary rell:rences 

o c. Part icipati on in co-curricular and other relatcd activities 

o d. Conducting pertinent educational research 

o c. Contribut ion to foster girl s education 

o f. Prov ision of student centered lesson 

g. Oth ers, (please spec ify) 
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PART SEVEN: Problems ofTPA / 
lnst.-uclion : Prablenls orTPA are li sted in the following table. Ind icate yo ur I' mark "",, in the col umn 
wh ich matches to you r response by using the following rating response by putting a check Very highly 
serious = S, Highly ser ious = 4, Moderatel y se rious =3 Less scri6us= 2, Very less serious = I 

32. If your opinion what are the major problems of the current practice of 

TPA? 
._----- r ----· 

No Item 5 4 3 2 I 
---- -- ----

32. 1 Lack of necessary knowledge alld skill on the part o f the 

appra iser 
.• -- --_."---- r-- --- - .. . -

32.2 Poor administration o f the performance appraisal process 
. -----~-----.- --- --- ----~----~-- - --- -- -- -- - ---

32.3 Good performance not follo wed by rewards 
-

32.4 Lack of timely feedback with regard to tcachcrs performance 

appraisal 
-- - .~ 

32 .5 Less inte raction of appraisers with teachers , 
- - -,--

32.6 Criteria are not related to the teaching learning process 
--- - ._--- ._-

32.7 Timc limitat ion o n the part of apprai sers 
-- - - - -

32.8 Appraisers reliance on personal relations 

33. What should be made to red uce problems pertalll ing to TPA? (you can choose more than 

once) 

o a. Providing training for appraisers /' 

o b. Providing training for appraisees 

o c. Increasi ng the num ber of apprai ser 

o d. Li nking appraisal result with action 

o e. Change of apprai ser 

o f. Increasing the frequency of classroom observati on /' 

g. Others, (p lease specify) ~~~~ 
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APPENDIX-B 

Addis Ababa University 

School of Graduate Studies 

Department of Educational Planning and Management .-/ 

Interview guide questions for school principa ls 

1. What were th e purposes of teachers' performance appraisal and to what 

extent these purposes being achieved? 

2 . To what extent the process of teachers' teacher performance appraisal 

administered as required? 

3 . What methods were used m appralsmg teachers performance In your 

school? 

4. What criteria have been used during teachers ' performance appraisaP 

And t~ what extent it is relevant? 

5. Do you give clear, effective and timcly feedback on teach ers' performa nce? 

6. What are the m ajor problems of teachers' performance appraisal in your 

school? 

7. What strategies should be introduced to Improve the problems with...-­

teachers' performance appraisaP 

Thank you for your kind cooperation 

-
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APPENDIX-D 

ntl ..... fl MfJ n .nco." ; 

I' .I'; UL 9"C:I' :"9" uC 'j ' 1I1j:/,\ 

\"j '9"UC-j ' {d),, ·,'lf.r; 'i ' ~"uc'i ' tJlj : /,\ 

n U·o ,, ·~ ,~.L;~ 'i-In. 'I'·:r- a o 9"U('· ·} "19"'1'''1 1If!, fl ,,·tj 'H · (l)1I,lf-f \""lI f P: :J'fl 

aom.e'1' 

1. nao?"Ut-'} "19"'10'/ 1"'·<'1,'·~·n ,j· ·i-In"j· 1'19" _________ _ 

2. I',H,j' ,v. a: _________ _ 

3, Y:J' ___________ _ 

4 , M;o'L --------------
5, ""',~.r1;;' t»t- _________ _ 

6. m,Ci),9' fl<7ofllJh ,j' l'ao9"Ut-'} I'fl('· flb.:I,l'.9" "/9",/0'1 'PC; MO']Ol' 'I" '} 

.eaofl/'\,91 :J'/'\ 7 

7, \'ao9"U(,·'} \'fl(,· flb.~7,9" flaO '19'''I'!'' \,'!" ,j 'm "'uo' fJ :"(I)' aoflb.C'I'·:r 1If!, 

Yfl9',j· flfl"'YI"'" 'I"'} ,(',aoM/,\? 

8. uW'Uu-'n fl,}ao ,j . fl'}')- 7.11, 'i-'lao''l°']II:r· u·7 

9. !1{/u'!"u(.·'n "1'1"'1"'1 11,1:', \''''I,<'1-H, '/'1":)"'1,9'1, :rfl";}' 11.'1, J'fl,9'-}- ' 'J')'ln, 

'I'''} .eaofll\/'\ 7 

10. MaD'!"ut··} "19"7°'] flb.~)I,9" fl/,\m 'l "·01"I'·,91,j· Ym' :I' /,\ 7 

11 . \'{/IJ'I"u(,·'n \' flt · flb.:!,)!,9" fl{/o'J'!" 'n" a o 9"U('·'}'} ~,,})! .. ,j . ,(',h;J""lIfl'? 

12. !lu·,'!"!)t·'} fl(,· (lb.:I,7.9" 1I .e J' ,:J 111 au. :r"/C'··r· '!"'} 'I"'} ';:"(1)·7 fl :)'-"/c:' ffl 

(/n(,:-i'rI,,(J)' ,!"'} ,I',t/0 fl/,\,9' ;J ' /'\ ? 
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rouou"~ .,TnT 

4 n fTJ9" h'i>f':;' 

3 h'i>/':;' 

2 ~I1' ,:In. 

1. r1'/{l,1> M" _________ 1ltt:1I h.,,"'1 ______ _ 

",nil. __________ Ilt\t\ _______ _ 

2. roo9"u<- il9" h~h.r'" __________ ?;r __ tJY;0'L __ 

3. r1' 9"UC1' ~L~ __________ _ 

4. r~I1N111·+ lion, __________ _ 

5. nh,r;11' uoMII- onoL.'f- ron9"u<- rilt- oo?l1 ________ _ 

6. rMm~n-)· r+9"uc+ ''H!,~+ 1 ~Il1.e ______ ,O·il ___ _ 

7. I' "'1. Y il.,. 9"L ro· r+?"UC1' a,.e~1·/a,.eH':f·/ __________ _ 

8. r"'1.Y{J'f'9"l.ro· 1'1ltt:t\ ?1.'I'J?I.}{?J:fl _ __________ ---'-
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10.1'''19"1'''1 ro~'1- h Mil _ ___ __ _ 
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