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ABSTRACT 

This study was designed to examine the perception of teachers towards the purpose, criteria, 
process and the problems of performance appraisal of teachers encountered in secondary 
schools of Addis Ababa. To this end the major aim is to identify the weaknesses and come up 
with recommendations. 

A total of 225 teachers drawn from 12 senior secondary schools were used as data sources. 
The data were gathered by means of questionnaire and interview. Results were analyzed using 
percentage, means, chi-square test and t-test. 

The major findings of the study included that quite majority of the respondents support the 
performance appraisal scheme, but significant number of the respondents are dissatisfied with 
the implementation. And almost all respondents indicated that parents and students are not 
appropriate to appraise teachers. The lack of appropriate skill and experience, contribute to 
the limitations. Besides, teachers have not recognized the various purposes of performance 
appraisal and many of them are not applied. The criteria used by appraisers (students, parents) 
are not known. Teachers do not know the criteria they are evaluated with. There is no 
transparency in appraising teachers. The result of the performance appraisal is kept secret. I t 
is not communicated to teachers. 

Problems encountered in the implementation of performance appraisal scheme for teachers 
were identified. The objectives that teachers are expected to achieve are unclear, poor 
operation of the scheme, lack of skills and competence of appraisers and irrelevant criteria. 

Hence according to the fmdings of the srudy, it was recommended that the necessary steps 
should be taken by the concerned authority at all level in order to revitalize the current 
practice of the performance appraisal of secondary school teachers. To this effect, irrelevant 
criteria should be avoided. Criteria should also be flexible and situational. Furthermore, 
appraisal system should be an integral pan of staff development work in schools, it should be 
both positive and constructive. In this regard the formative evaluation should be well 
strengthened and systematically applied in schools. In addition to this, peer observation and 
school in-built supervision need to be introduced so that teachers develop their professional 
skills providing feedback to each other and assist them in improving pupils' performance. 
Even though, most of the potential errors in appraisals that distort evaluation can be 
minimized through training; the impact and the consequence of invo lving parents and srudents 
in the appraisal system need in-depth study. 
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CHAPTER ONE 

THE PROBLEM AND ITS APPROACH 

1.1 Bacl<ground of the Study 

Ln tlLis chapter tbe background of the study, statement of the problem, impOltance of the 

study, scope oftbe study, limitations research design and methodology, definition of key telms 

and organ2ization of tbe study are treated. 

[t is a well-accepted proposition that in any institution the people who work in it constitnte the 

most impOltant factor for its success or failure. However good tbe macbinelY and equipment 

lTIay be it is ultimately tbe buman being behind the machine wbo detel111in es the success oftbe 

organ.ization. It is for tJus reason tbat more and more emphasis is being placed in any countIy 

on buman development programs for improving tbe pelformance and efficiency of in stitutions. 

[II relation to this, the assessment of how successful employees have been meeting their 

individual or institutional goa ls, therefore, becomes critical palt of buman resources. This 

leads to tbe topic ofperfOlmance appraisal. 

All organizations have tbeir own goals and objectives to accomplish. They function depending 

upon the priU131Y concelll of their establishment performance evaluation system is an 

impoltant and integral P3lt of buman resource management. It is considered as an instrlll11ent 

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

requirements and career plan over a peliod of time. Properly designed performance evaluation 

system selves as a device for better communicat ion and development of the employee as well 

as fo r tb e attainment of organizational goals and objectives. 
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Perfolmance appraisal is used for general personnel decisions. It provides input into sucb 

decisions as promotiou, transfer and relmination. It selv es to identifY training and 

development needs, and as a clitelion against \villch selection and development programs are 

validated. Appraisal also fulfills the purpose of providing feedback to employees on how the 

institution views their pelfOlmance. 

Similarly, schools as social organizations are established to facilitate the teaching leaming 

process. They are institutionalized to change and mould the behavior of students. To anain 

tltis objective, bowever, it is necessalY to provide relatively higb quality education. 

Ba sically, the accomplishment of school's objectives depends on the pelfOlmance of teachers. 

Teachers bave to be continuously motivated and upgraded so as to improve the quality of their 

selv ice. To do tills a system of pelfo lmance appraisal aimed at improving teachers' 

competence should involve a set of clitelia geared to selve tills pWJlose. And whatever 

perfolmance appraisal method is used it must be job related. The three most popular sets of 

elitel;a are individual ta sk outcomes. work related bebaviors and traits (Robbins 1989: 441). 

Issues for consideration in appraisal svstems are the question of who actually make the 

appraisa l and what should be their capacity. The designatiou of appraisers is determined by the 

pUlllose selv ed by the appraisal system. Expens in the ta sk of teacillng should accomplish an 

appraisal system, willcb empbasizes teacher improvement. To make a comp etent job of 

appraising and above all to win teachers' accep tance. an appraiser needs to be knowledgeable 

in the valious areas of cuniculum, teaching metbods, learning theolY and other facets of the 

educational program. III addition to this Rue and Byars ( 1982: 49) state that he/she should 

have expeltise in the methods of pelformance appraisal. Based on research they conducted, 



Montgomery and Hadfield (1989: 102), reponed that appraisers who were inexpert, out of 

date with educational developments, lacked intelligence, made subjective judgments, and spent 

on.ly a sbOlt time witb tbe appraisees were greatly resented and brought the wbole process in 

problem. 

Concellling appraisers, Gorton ( 1983: 256) is of the opinion that the principal, the assistance 

principals, unit leaders, and depal1ment heads should jointly appraise teachers. Lucio and 

McNeil (1979: 252) also argue that appraisal of teachers' performance sbould not be a 

responsibility of persons remote fi'om the teacb.ing profession. Wossenu (1997:30) cited 

Poster, Tucker. Sikes, Measor and Woods as proponents of the argument that students, of 

which level not mentioned however, are consumers of instruction pIincipals perfor1Jlance. 

Regarding Ethiopian schools since 198 1 teachers bave been appraised twice a year nsing an 

appraisal form prepared appropriate to the teacb.ing occupation. And principals and 

depUltment heads were appraisers nntil 199-1. 

As per the new Education and Training Policy a radical cbange bas been introduced 

concellling teachers perfOl1Jlance app raisal. In 1994 Educational Programs Superv ision 

rep laced inspection department, whicb was set up to calTY out tbe activities of inspection and 

teaching leanriug activities togetber. Funber a new policy was introduced. To this effect, the 

new Education and Training Policy included a new career structure. Depending on the results 

of performance evaluation and years of teaching expeIience, teachers have got the OPPOItuIlity 

of going up tluough six stages of ladder begillIling teacher. teacher. senior teacher. associated 

teacher. associate lead teacher. and lead teacher. Di.fferent kiud of apprai sa l forms was 

employed to appraise teachers. Parents Icommunity and students. uulike tbe past are 



appraisers. Students included appralsll1g the performance of teachers, regardless of 

educational level. TIle appraisal fOlm to be completed by plincipals and depaltment heads has 

3 I items/specifi c cliteria . The fonn filled by pa rents and students have 10 items each (MiniStIY 

of Education : 1996) 

1.2 Statement of the Problem 

It is now the fifth year since app raisal scheme has been introdnced in Ethiopian school system 

with the objectives of ensming the relevance and quality of education, identifying teachers 

who need SUppOlt or additional training and devising a strategy that enables teachers becomes 

beneficiaty of the canier stlUcture. However. it is heard that teachers are complaining about 

the procedures, the faimess and use of appraisal system The purpose of this snldy is therefore 

to investiga te the teacher' s perception of and attirude towards teachers pelfOlmance appraisal 

system, id entify the problems and come up \\i th possible recommendations. 

Tlms, this snldy is aimed at seeking answers to the following basic 

Questions: 

I. What are the purposes of teacher's perfo lmance appraisal? 

2. What is the process of teacher 's perfolman ce appraisal? 

3. How is perfOlmance appraisal canied out~ 

4. Do teachers exactly know the specific criteria oftbe appraisal ~ 

5. Do teachers consider the apprai sers appropliate and competent to eva luate 

teachers' perfOlmance? 

6. [s there a post -appraisa l di scussion between app raisers and teachers on 

what was obselved and to make recommendations for impro\'ed 

perfolmance~ 



7. What advantages and negatiye consequences have teachers faced out of the 

perfollllance appraisal? 

8. How L1iriy is the appraisal of teacher 's pelformance callied out as 

perceived by the teachers themseh'es? 

9. Is tlIere any gIievance procedure in the system? 

10. Do teaclIers visuauze weaknesses and strengths of tlIe cunent teaclIer's 

performance appraisal system as compared to other civil selvants? 

1.3 Significance of the Study 

One of the major tasks of educational management is the eva luation of teacher 's performance 

towards the accomplishment of predetermined educational goals. If these management 

activiti es are done properly the result would be good ifnot the result would be bad. This study 

attempts to identifY tlIe perceptiou and reaction of teaclIers towards the CUiTent system of 

teacher perfOlmance appraisal and also tbe overall problems associated with tlIe 

imp I ementation. 

This study is tlIerefore imp on am for tlI e following reasous: 

I. It is assumed that it will enable to identifY the basic problems associated 

witb tlIe purpose, critelia and process of teaclIers' pelformance appraisaL 

Ulrfolding these problems and indicating practical solutions that may be 

considered at scliool , Woreda. Zonal and at higher levels may enable to 

rea lize wbere the real problems lie, wby they bave come to happen, and bow 

they sbould be so lved. This ",i ll ultimately, develop in teacbers a fee tiu g of 

oWI1ersiIip , accepting the appropliateness of clitelia and the contIibution of 

s 



tbe appraisal system to tile improvement of the teaclJiug learning process as a 

wllole. 

2. [t is ILOped that tile findings of tllis study will attract the effo lt of school 

principals, woreda , zonal and regioual educatiou, autbolities as weU as tile 

teachers ' association who Ilave stake to design and uudeltake a refined 

system of appraisal that enhances the teaclJiug leaming process. 

3. In addition to that as far as to tbe knowledge of the researcher few researches 

were uudeltakeu in Addis Ababa. Therefore tills study is assumed to 

coutribute its share to tile existing literature about teacllers' perfol1nance 

appraisal in senior secondaty scllools, wlJich in tum will Ilave it contribution 

to the region 14 too . 

.j Most impOltantly it is assumed that it will raise provoking issues for any 

body interested to study the problem in wider scope and depth. 

1.4 Delimitation of tbe Study 

The issue under consideration is velY wide and compl ex. However, tlus study is delinJ.ited by 

con sidering the purpose, cliteria , process and the problems encountered duting implementation 

of performance apprai sal in secondalY schools in Addis Ababa .The newly established system 

Of teachers' perfol1nance appraisal is applied in all gO\'emmeut school s without exceptions but 

liti s study was del.inlited only to secondary schools in Addis Ababa. 

The study was l1ndenaken only in Addis Ababa because the researcll wo uld not be manageable 

irall schools we re included. Addis Ababa was selected due to til e composition of teachers. As 



compared to otber regions, those teaclting in Addis Ababa are with long selv rces and 

accumulated experience. Since they are also exposed to both the former and new performance 

appraisal scheme, the investigator hoped to get the picture between the former and the new. 

The study does not include non-gove1llment schools in the region for the reason that the 

perforl1Jance appraisal procedure and crit eria i.u these schools are totally different fi·om the 

govenuuent schools. Hence the schools included in the study are: 

I. Abyot Kirs Senior Secondary School 

2. Bole Comprehensive Senior Secondaty School 

3. Higher 4 Senior SecondalY Schools 

.j Kokebe Tsibah Comprehensi\·e Sen.ior Secondary School 

5. Medhanealem ComprehensiYe Senior Secon dary School 

6. Menelik Senior Secondary Schoo l 

7. Misrak Senior Secondary School. 

8. Nefas Silk Comprehensive Senior Secondaty School 

9. Shimelis Habte Senior Secondaty School 

10. Tikur Aubassa Senior Secondary School 

ll Yikatit Senior Secondary School 

12. Wondirad Senior SecondalY School 

1.5 Limitations of the Study 

Regarding the Limitations time and resources were the main constraints. \\·hi ch affected the 

study. Due to tbe shortage of time aud resources the investigator was dependent only on 

source. which were available, and aLl one research in strument be a questionn aire. The 

interview undertaken was also limited to few offi cials only. llr e research would haye been 

:f 



elllich ed and the findings likely to be comprehensive and objective if focus group discussion, 

and other in struments bad been used. 

Moreover, the data-gatheling period intelyened to disseminate and co llect data because it was 

examination time. Therefore, due to the above limitations and otber problems the study would 

no t claim exhaustiveness. 

1.6 Research Design 

For the pUllJose of this study, descliptive survey method was employed. Accordingly, the 

following teclUJiques, instruments and procedures were employed. 

1.6.1 Sampling Technique and Size 

Information was solicited Ii-om teachers only for the obvious reasons that the purpose of the 

snldy is to identifY the teacher ' s percep tion towards the clitelia , purpose and process of their 

performance apprai sal. TIle investigation was conducted in Addis Ababa govelllment senior 

seCO l1dalY school s. Out of the total 29 secondaIY scbools 12. schools (abnosl 31% ) "ere 

selected by simple random sampling technique. 

Out of 621 teachers. 225 teachers were invoh'ed in the study. And an interview was canied 

Ollt with six people principals, woreda. and zonal education officers and from MinjstlY 

speciali st in the area concellled. And this was don e to look for some clmiiication Oll the 

i IllJl I ementation of pelfonuance appra isa l. 



1.6.2 Instruments for Data Collection 

To obta in in.follnatioll , a set of slllvey questionnaire \\"as distributed among 225 teachers. The 

questionnaiTe was designed and prepared so as it includes both close an cl open-ends items 

based on the existing literature and the basic research questions. 

III order to have an interpretable data the questionnaire items were prepared in the fOlln of 

'Yes' or 'No' responses. In addition, the likert- scale was used Ul five POUlt rating sca le ranging 

fi·OOl "Strongly Agree" to "Strongly Disagree, wltich has a value of 5 to 1. 

The questionnuu·e consisted of 46 questions and had two pans. The first pan of the 

questionnaire includes items about the respondents ' characteTistics and second patt was about 

perception of teachers towards the pUl1JOse. critelia and process of perfollnance appraisa l and 

the problems encountered. 

An interv iew undeltaken with Ministry of Education Official Regional Educational Office. 

Zonal Educational officials, P1IDcipals and experts in the area. In interv iew focu sed on the 

impl ementation of pelformance apprai sal and the difficulties encountered in the process. 

Documents such as the new edncational policy and its strategies, the perfo nnance appraisal 

fOl1l1 S filled by appraisers, repolts of the Regional Education Bureaus and statisti cal data 

lelevaut to the topic were been examined. 

1.6.3 Procedures of Data Collection 

The questionnaire was developed in view of the basic questions. Before its admil1jsrration took 

place it was translated to Amharic. It was tried in one of the piloted school Menelik Senjor 

Second3lY Schoo l on 25 teacbers in order to ensure \a lidity. reliability and appropriateness of 



the items contained in the questiollllaire and to ensure language clarity 2 questionnaires were 

distributed and coUected. The questiollllaire was then finalized based Oil the feed back fi'om 

these teacbers. 

1.6.4 Methods of Data Analysis 

Beca use of th e exploratory natme of the srudy and aim of describing the perception of the 

respondents, data gathered is organized in tabular forms for each response appealing in each 

item of the questiollnaire and analyzed nsillg simple descl1ptive statistical too ls. Percentages 

lIsed to describe the charactel1stics of th e respondeu ts like sex. qualification and years of 

teachin g expelience and rank. A mean score and were fiuther exposed to higher statistica l 

aualysis using the t test for significant differences between two independent means. The level 

of sign.i£i cance was set at (( .05. And Chi -Square test was al so applied to determine the 

vmiation in perception of different vatiables regarding tbe current performance appraisa l 

1.7 Operational Definitions of Terms 

The following are definitions oftenns as used in the srudy: 

Appraisal - is about praising and valuing a teachers' perfonnance (Montgomery and 

No r1l1s. 1989: 15) 

Appraise - refers to teachers w here perfor1l1ance is subjected to Appraisal. 

Appraisee -refers to principals, assistan ce pri ncip als' department heads, parents. 

community, and srudents. 

Community - as used in the study include parents and otber comm unity 

members tb e scbools are serying. 

/0 



Current Evaluation - Specifically refers, in this conte:-..1. teacbers' performance by 

students and parents. 

G,iev3nce a Wlitten complaint by teachers tbat there is violation and 

misinterpretation of any of the teachers' performance appraisal 

procedure, and ctiteria . 

Parents - tbose who have children leaming in secondary schools of Addis 

Ababa. 

Perfolmance- the Performance Appraisal process of data collection, conferencing, and making 

judgments about the effectiveness and quality of Teachers' pelfonnance in all aspects of the 

job. (Mondy: 1996) 

1.8 Organization of the Study 

The study is organized in to four chapters. The first chapter deals with the problems and its 

approacb including background of tbe study, statement of th e problem and basic questions, 

sign.ificance of the snldy, delimitation and limitation of the study, research methodology and 

procedures of the study and operational definitions. Chap ter two deals with review of the 

related Literanlre and the third chapter treats rhe presentation and analysis of the findings. 

Finally chapter fou r presents the SUl11lllarv, conclusion and ends up forwarding operational 

recommendation s. 
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CHAPTER TWO 

REVIEW OF THE RELATED LITERATURE 

2.1 Historical Development of Performance Appraisal 

There is 110 'WTitten record to indicate the exact time when pelfol1llanCe evaluation of man by 

man statted.But it may be possible to say,"the evaluation of people's pelfOlmance might be 

as old a existence of man himself'(Mangudaib Siyoum 1985 : l5). Men have typically assessed 

the valne of other men in a variety of situations and probably continue to do so. Abuja (1 986: 

221) noted that the evaluation of individual pelfOlmance is considered as fundamental 

human act. The rating of man by another man is therefore as old as mankind. "Accordingly, 

infol1lla l appraisal has been going on for as long as people have been working togetheLBut 

fOlmal appraisal, however, has a shOlter histOlY as clearly indicated in (Ed Snape, and 

Others 1997: 44). 

" Formal penornlmlce appraisal in industry originated in Scotland in the Early 1800s with 

the 'silent monitor' used in Robert Owens tC;\.1ile mills_ A multicolored block of\\ ood 

\Vas bung over the L'lllployccs' macb.ines, with the front color indicjting the superilltC1ldcuI'S 

assessruL1lt of the previous day's coodm.t, from white tor excellent through yellow fo r good. 

blue for iuditicn:nt and black lor bad. Given the comp\exil y of some m o(\(w sy!>1.cms of 

performunce "PPraisai, lllillly managers may secretly ~ earu (or !>Udl a :.imple mld l!nambignos 

systCI1l" 

Evaluation of perfOlmance of one person by another is not only undet1aken ill industJy but in 

education also. Mangudahih (1985 : 15) mentioned that app raisal of teachers has been going 

on as long as there has been teaching. Pelfolmance eyaluation bad heen undertaken and there 

were some evidence for this. In 1905 W. F. Book anel in 1907 H. E. Kratz made a srudy au 

the opilljons ofhigb school pupils. Also in 1914 Littler studies were the fa illU'e of elementary 
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school teachers (Ibid). These studied were found to throw some light on the factors essentia l 

to success in teaching, and as to what the weak points in the teaching process are and to offer 

some suggestions to those engaged in the preparation of teachers ' appraisal. It is aSSWJ]ed that 

teacher' s perfOlmance appraisal staned dLUmg this time. 

2.2 Definitions of Performance Appraisal Evaluation 

The telm perfOlmance has different definitions in different publications. The literature on 

appraisa l is wide ranging and covers a wide spectmm of fields including indU5tIY, military and 

public administrations and education. 

"In general pelfOlmance appraisal is hnman ya lue and it has human relation in it. In this 

regard, Hoggette (1980:318) argues, "in essence. pelfo nnance appraisal is more than a control 

system, it is a human relation too l which provides a basis for enSUlmg that evelY one is treated 

fairly" . 

Moreover, Dunham (1995 : 94) noted that perfol11lance appraisal is the assessment of tlie past 

and present, an over view of cunent and potential skill, resources and capability av ailable for 

the human resource management in tlie organization to meet present and future challenges, 

and identification of training needs. 

Perfolmauce evaluation is considered as an instrument through which an employee 's 

pelfonnance and capabilities can be matched to the job requirements and career plan over a 

peliod of time. This idea was suppolted by Memoric, (1980: 327) and defines perfolmance 

appraisal as "a process of evaluating an employee 's perfOlmance on a job in terms of its 
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requirements".He tiuther stated that pelformance appraisal is a process of estimating or 

judging the value, excellence, qualities or stanis of some object, person or thing "(Ibid: 327). 

Performance appraisal is used for genera l persollUel decisions. It provides input into snch 

decisions as promotion, transfer and termination. It serves to identifY training and 

development needs, and as a criterion against ",·blch selection a·nd development programs are 

validated. 

Regarding the process of pelformance appraisal evaluation, Lallon ( 1985 11 8) Boone Louis 

and Kllltz ( 1987:354) noted the person 's superior continually eva luates pelfOimance. 

Similarly, this idea was suPPolted by Prasad and Belll1ejee (1985: 11 8) and defines 

perfo nnance as a systematic evaluation of employees by some other qualified person who is 

similar with the employee 's pelfonnance. This idea indicated that some body that has the 

knowledge of the subject and the appraiser's level of pelfOimance canies out perfOlmance 

eva luation. These Wtiters also identifY objectives ofperfOimance appraisa l as follows: 

- to evaluate results and plan for better perfOlmance; 

- to understand the gaps in knowledge, skill and training needs; and 

-to identifY men with potentials to man higher position in the 

funue. 

As stated above, pelfolmance is evaluating what is asp ired by any organization or instirution 

and accordingly wbat is perfOlmed. hI order to cmTY out eva luation, there are five steps noted 

by Normark (1975:25-26). Tbe steps are: 

1. tbe enumeration oftbe goals, objectives and or standards 

fo r tbe program; 

2. tbe designation of infol111at ion essentia l to compare the perf0l111anCe 

with the objectives and or standards fo r tbe program ; 



3. t~e design ofinstlUments or ot~er methods of collecting the data desired. 

4. the identification of discrepancies between what is desired and what exists; 

5. the indication of what corrective actions should be taken to lessen or eliminate the 

discrepancy. 

Another explanation given by Montogomery (1989: 99) is that "appraisal involves the 

examination of a professionalism' s performance by an other professional" . That pelformance 

may include classroom's teaching, cunicnlnm coordination, teamwork, administrative duties, 

parent's liaison and so on. 

The telllS appraisal and evaluation are interc~angeably used. The evaluation of pelfOlllanCe 

of teachers is a major feanu·e of evelY teac~er's work. It gives a clue how pnpils are doing, 

cieliveling, instlUctions blinging changes in student achievement, what they have learned and 

where difficulties lie. It needs a constant assessment, which is the actual task of teachers at all 

levels (Befekadll, 1996: 5) 

2.3 Principles of Performance Appraisal 

In order to be successful , any institution or organization must be govemed by principle. In 

relation to this many authorities have different suggestions. 

Performance Appraisal Should Satisfy the Needs of Both the 

Organization and employees 

An orga nization or institution is establi shed in order to sati sfY both the employees and the 

organization. hI relation to this, Cushway (1994: 140) clatiiY pelfonnance management 

process design ed to the link of an organizatioo· s objectives with those of the indi,idual in such 
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a way as to ensme that both the individual and co rporate objectives are met as £1r as possible. 

The definition links individual objectives to gI' OUp organizational goa l. 

A full SUppOit of teachers and school management's to performance appraisal could be ensured 

ollly when the system considers the needs of the organization and the employees. To this 

effect. the objective, criteria and the technique and process of the perfol1nance appraisal must 

be commtullcated to the employee's in advance. The scheme of evaluation should be 

introduced and explained to the subordinate. The subordinate has to understand and accept the 

reasons for the methods of operation of the evaluation scheme before any SOIt of eva luation is 

done Finnigan (1973: 108). This ellcourages a two way communication process. The employee 

should be iuvolved in the discussion and this motivates employees to work better. SUPPOlting 

this idea , Melaku (1997: 29) stressed that "Thus, for a system of appraisal to be effective, 

teachers pmlicipation in tbe fOlmation as \yell as implementation of the scheme must 

necessarily be sought for" . 

Appraisers Training 

Tra ining is a continual process of helping employees perfoI1Ds at a high level fi'om tbe day they 

staIt work. Training is designed to improve a person's skills to do tbe cutTent job. To be 

effective, training program must accomplish a number of goa ls. First it must be based on 

organizational and individual' s needs so that it enables to promote skills of the employees and 

provide an opportunity for development. Training must be based on sound theoties of 

leaming. And finally trauling must be evaluated to detetmine whether the training program is 

wo rking. 
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In order, to accomplish tbe organizational and individual goal, training must be also provided 

to tbe evaluators. Regarding to the eva luator, Finnigan ( 1973: 1 08) stated that training 

alTa ngement for those invo lved in appraisal will not only enable tbem to do a better job but 

also thjs helps to conduct the evaluation properly and to do clear tbe aims and objectives of 

the orgaujzatl0n . 

Evaluation should indicate training needs of the organizations and individuals. If tbe 

evaluation shows areas of weakness. it implies that eitber the selection methods are weak or 

the ,~o'ong persons are assigned to the job. or the persons assigned are not adequately trained. 

So evaluation plays a double role in such a case it belps managers to evaluate their method of 

selection. assignment and system of training and the efficiency of their subordinates (Finnigan, 

1973 104) 

Performance Appraisal Sbould be Continuous 

llus signifies that improving employee's pelfonnance and helping people to development is a 

plimmy function of management. As sucb it is a continuing process. This idea was supPolted 

by Armstrong (1991:57) and notes pe,fonnance management as a continuous process and !lot 

a one -off event. This caUs for the constant monito ling and evaluation ofperfolmance. 

To this effect. an organization, in order to facilitate permanent growth and development 

among their employees, must work con stantly to improve and maintain the quality of their 

employee. And training detelmu, es tbe effectiyeness of th e organization/instirntion in order to 

see tbe outcomes and it should be canied out continuously. 

Accordingly, Zaudneb (1987: 167) noted the following seven pOUltS tbat iudicate why 

continllolls pe,formauce app rai sal is imponant. 

a. [t is basic for the promotion or transfer of employees. 



b. It helps to establish training needs. 

c. It belps to discover potentials. 

d. it helps to improve moral. 

e. It is the basis for staff development. 

f It helps to contro l and improve performance. 

g. It helps to produce bener and more competent workers. 

Moreover, like other organizations continuous appraisal is very essential in the educational 

system in order to make the teaching leaming process more effective. 

Regarding this Hanlock and Settle (1990: 7) also noted the following three reasons as to why 

tbere is a need for continuous performance appraisal in schools. 

a. It can be used as a means of letting teachers know how they are doing 

indicating to them the changes needs in behavior, attitude, skills and 

knowledge; 

b. It provides teaching with an accurate base on which to build 

coaching, couuseling, self help and 

c. It ensures that objective judgmellt are made about the teaching on which 

sa lary increases promotion, transfer of job changes can be based. 

Employees Should Participate in All Activ ities 

In order for pelfonnance to be effective, it should encourage the participation of employees in 

lhe designing til e organizationa l goal up to tbe implementation. This ensures the 

imp lementation of the org,lIlizational linstitut ional goa ls as desired. This is also true to 

education system. Teachers have to participate in aU aspects of educational development 

activities in planning, coordinating, controlling, and in deci sion-making and eva luation. 



Grievance Procedures 

It is defined as an aggravated problem, wwch involves a disagreement between a staff member 

and ws supeIiors conceming aspects of ws working conditions and relationswp s. In other 

words, it is tbe dissatisfaction irritation, complaints or misunderstanding of an employee or 

employer witb or the employer with respect to tbeir relationswp in tbe employment situation. 

A glievance may exit even though no verbal or wIitten comp laint is presented. Such silent or 

unuttered grievances may be as destlUctive of good will as the glievance, wwch IS 

aired. Therefore, there should be grievance machinelY to take care of the gti evance that results 

A gtievance also exists in school system. The following have been proposed as broad 

objectives for gtievance machinery in school system. 

1. to cnsw·e an OppOltuniry for staff and administrators to have 

tmobstlUcted communication with respect to allege glievances with out 

fea r of replisal ; 

2 to reduce the potential area of gtievances between staff-members and 

administrators and boards of education; 

3. to assme fieedom of rwo-way communication tin·ough recognized channels 

between administrators and staff-members and boards of education; 

4 . to develop the moral and responsibiliry of members of Association mission 

on Professional Rights and Responsibilities, taking tbe Glief out of 

Gtievance in Public Association, (l963: 340). 

Glievance should not be regarded by administration in a negative sense. Employees should 

have amp le Op porttllury and complete freedom to bling tbeir questions complaints and 
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Glievance should not be regarded by administration in a negative sense. Employees should 

have ample oPPOttunity and complete freedom to bting their questions complaints and 

suggestions about any and all aspects of the scllool system to the supelintendent 's attention. 

This constitutes one of the most impOttant means for sustaining sensitivity to a fun ctioning 

program and is a vital ingredient for maintaining high moral. Individual' s gJievance which 

inevitably mise liom time to time are not ignored or treated highly in school system whicll 

Llave a relatively high degree of moral among their employees. 

In school the ptincipals will not be deluged by employee grievances when procedures 

are established for dealing with them considerately and systematically when they 

mise. 11tJ·ough following sound procedures precedents are established which selve as 

guides to evelY body concemed. This realization, coupled with the assurance that the 

avenue for discussions open and free adds a great measure of confidence and 

secllling to the total staff 

To this effect Pigors and Myers (1951: 1-10) have suggested the following desirable 

features of a gtievance procedure 

I. The dissatisfied employee should have an 0PPOltunity to express his complaint 

to the supelvisor, without fear of retaliation; 

2. If the complaints are not settled at the first step, it becomes a glievance and 

should be reduced to "TIting. It can be conceded by til e next higher line 

management representative: 

3. As a final step within the organization, an unsettl ed gJievance reaches to top 

level of management and 

4. [n an increasing number of gti evance procedures, a final step is appeared to an 

impattial arbitrator or umpire 
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The above authors also suggest criteria for the evaluation of grievance: 

l. It should be demonstrably fair; 

2. The provisions should be clear-cut; 

3. It should be simple and 

4. It should function promptly (ibid, pp 252-253). 

2.4 Purpose of Performance Evaluation 

The success of an appraisal scheme has to be judged in te!1l1S of how far it achieves the 

pUI1Jose or purposes for which it was established. Those involved, however, may perceive the 

pUllJoses of appraisal diiferently. Senior management may see it in terms of their need to 

manage staff'wbilst teachers at junior levels in the hierarchy might see appraisal more in te!1ns 

of theil· own professional development. It is thus possible for them to be confusion as to what 

pUllJoses an appraisal scheme is meant to serve and teachers may well be appraised without 

fuUy understanding the rationale for the scheme in nse. 

Accordingly, pelformance evaluation sef\·es a number of pUllJoses in organizations. A weU­

defined and clearly stated pUllJose that is a major prerequisite for performance evaluation, tells 

us "so mauy appraisal programs have failed because they have been latmched without a clear 

definition of the pUllJose to be achieved" . Bittle ( 1978: 48) 

I.ll tbjs regard, Paisey (1983: 135 ) has fOlwarded major reasons why pelformance evaluation 

pU'lJOses have to be clearly defined : 

a. The purpose of eva luation often determines the kind of information 

til at the rater should acquire 

b. It also determines ilie kind of method or approacll that should be 



selected or used together with the necessaty information and 

c. Evaluation creates a stress on people. Besides evaluation demand people's time 

and effOIt, which may only be given willingly when they believe that their efforts 

are wOlthwhile and rewarding. 

In relation to these, different Wliters melllioned perfolmance appraisal purposes Dessler cited 

in Wossenn 's (1997: 20-21) performance appraisal is carried out to undertake the following 

activities 

a. control function that focuses on the identification of specific strengths and 

weakness of each employee and to take cOlTective measures for the weaknesses; 

b. a feedback function which both the employer and the employee with 

information concerning the leyel of performance of the employee and 

c. a reward function that focuses on the provision of material andlo r financial 

rewards to the employee so as 10 motivate him/her for better performance. 

FlIlthermore, Stoner and Freeman ( 1989: 349) stated that systematic perfonnance ppraisal 

puqJoses 1. to identify those employee who deserve merit raises; 

2. to locate employees who need additional training; and 

3. to identify those employees who deserve promotion. 

As explained, the nanu·e of any appraisal scheme is closely linked to its purpose. Turner and 

Clift ( 1985: 59) also noted two basic purposes of teacher' s appraisal. They are categOIized as 

fonnative and summative appraisal. Those are: 

a. FOImative appraisal concemed with professional development, the 

improvement of practice by identifying strengths, weaknesses, needs and interest a 

b. Summative appraisa l concemed with the selection, promotion, deploymelll 

and di smissa l of teachers. 



FUlthelmore, these two pUl"poses are elaborated by GOlton (in Melaku Yimam 1992: 45) 

stating that " fOlmative appraisal is basically developmental in pUlpose, focusing on 

continuous and sustained professional improvement of teachers, and on developing a sense of 

job sati sfaction in them" In other words, it provides teachers with information about 

pelfOlmance expectations of the school, feedback regarding subsequent pelfolmance, advice, 

coaching, cOlUlseling to help them meet expectations that haven't been achieved; and a basis 

for career planning and development." On the other hand, summative appraisal is judgmental 

in pUlpose whereby administrative or personnel decisions are made to determine teachers 

promotion, or demotion, dismissal or tenUl"e transfer and salary raise" (Ibid). 

Szilagyi (1981 : 584) in his work also indicated training needs as the pUlpose ofperfOlmance 

appraisal. In relation to tltis Zaudneh ( 1987: 167) lists down that the advantages of 

performance appraisal as follows: 

a. is the basis for the promotion or transfer of employees; 

b. helps to establish training needs; 

c. helps to discover potential s: 

d. if done objectively, it helps to improve morale; 

e. is the basis for staff development; 

f helps to control and improve performance and 

g. helps to produce better and more competent workers. 

Appraisal also fulfills the purpose of providing feedback or providing infOlmation about 

perfolmance of employees' achievement and how the institution/organization views their 

perfo rmance. Szilagyi (1981:584) al so noted perfOlmance evaluations having information that 

enable to identifY training needs, proYidiug infolmation for selection. placement and 
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tennination decisions. Not ouly that but also identify where problems lie and overcome the 

deficiencies. To elaborate more, perfo11llance appraisals can be used fo r identifYing areas 

where development effOits are needed. Management needs to spot those individuals with 

specific skill or knowledge deficiencies. Therefore, the performance appraisal is a major tool 

for identifYing these deficiencies. Robbins (1989: 439) 

FUither more, it is used as the basis for reward aUocation purposes. Those perform better has 

to be identified through performance evaluation and has to be decided as to who gets sa laty 

increases, promotion and other rewards as determined by their performance eva luatioD. 

(Robbins 1989: 439) 

In addition, schools see that appraisal ,,,ill assist 111 the identification and fulfiIhnent of 

potentials, that app raisal schemes will provide oppornrnity to review each teachers needs, bnt 

as an individual and as a member of a team and they will suppott effective practice and give 

illcreased job satisfaction (Clu-istopher Day and Others 1987: 12). 

The personal and professional development of teacher' s appraisal has a vital role to play in 

over aU development of the institution in patticular the student. Concerning the benefit of 

perfo rmance appraisal, Mathias and Johnes (1989: 3) say that performance evaluation enrich 

the educational opporurnities of students tlu·ough the professional development of pIIDcipal, 

teachers and other staff members. However, the extent to which staff or students gain from 

the appraisal process will depend, in large measure, on tbe quality of plalllling, the extent of 

the commitment and the rigor with which the scheme is operated or evaluated (Ibid: 4) 

In addition, pelfolmance appraisal can be used as criteri a again st wllicb selection devices and 

development program are validated ([bid). To elaborate more, selection process is successful 

in differentiating satis£1ctory performers fro m ullsati s£1ctOlY pelfonners. This cODcept was 

coufirmed by Rue and Byars (1992: 489) ... in order to serve its purpose perfonnance appraisa l 



system wllich aimed at improving teachers competence should involve a set of criteria that 

whatever perfonnance methods is used must be job related. In addition to that this idea was 

suppOlted by Robbins (1989 : 441) work related behaviors and traits as outlined by three most 

popular sets of critelia are individual ta sk outcomes work related behaviors and traits are 

underlined. 

Stoops (198 I) also mentioned three genera l plLlposes of teacher evaluation: 

a. to secure the best possible education for the young people through quality 

instlUction; 

b. to provide continued opportunities for each teacher grow incompetence: 

c. to assist professional personnel in improving their selvice and 

d. to provide a record of professional serv ice to the school and 

publication at large. 

2.5 What should be appraised? 

In performance appraisal, what should be evaluated is very impoltant decision. The problems 

to be addressed in measlLling employee's perfonnance, according to Leap (1989) are job 

related and within the control of the individual employee. 

Regarding education teachers are to be evaluated on the basis of pupil's 

change of behavior and this is the central core around in which the whole 

evaluation program revo lves. 



2.6 Performance Evaluation Criteria 

Since organizations exist to achieve goals. the degree of success that inclividual employees 

have iu reaching their individual goals is impoltant in detellllining organizational effectiveness. 

111e assessment of how successful employees have been at meeting their individual goals or 

whether the organization achieved the desired goal would be evaluated through pelfol1llallCe 

evaluation. In other words, performance evaluation appraisal can be used as a cl~tel~on . Aud 

the best clitel~a organizational pelformance is related to the abiliry to set goals, clearly identifY 

understood and illutuaUy agreed upon by appraiser and appraisees and planning programs that 

will accomplish the goals, and to succeed in achieving tlleill (Melaku 1992: 49) . 

However, cIiteIia to appraise teachers' pelformallce call1lot be the same or uuifo11ll for all 

qualiry teaching, because there is clifferenc~ in cun~culum, students, schools and the 

surrounding environment (Dull 198 1: 265). 

Zaudueh ( 1987: 166-( 67) noted the follo'Aing traits in the appra isal ofpersofmel in education: 

a. interest in one's work; 

b. initiative and creativiry; 

c. resourcefulness; 

d. an inquisitive attitude; 

f. cooperation with supeliors, peers and students: 

g. maintenance of proper physical conditions: 

h. personaliry; 

l. evidence of professional growth and 

k. cooperation for uOlwal activities. 



Pelfonnance cliteria are statement of standards against willch a teacher' s competence in 

accomplishing specified teaching activities IS measured (Melaku 1992: 49). He further 

elaborated that as "effective perfOlmance cliteria to measure teacher's competence are 

expected to posses three major characteristics: validity, reliability, and utility". Validity is not a 

set of perfolmance critelia related with neither the criteria, nor the measurement of them 

should be biased aud tJivial rather relevant to teachers, reliability refers to consistency, and 

utility refers to a proper cost and benefit (Ibid). Heneman (1989: 146-1 47) also noted that 

based on the extensive research conducted identified two requirements. First identifYing the 

dimensions of pelfolmance, and secondly the establishment of standards. He elaborated 

n1l1her that these two requirements help the appraisers differentiate between employees who 

are perfo nning well and those who are pelfolming poorly on each dimension that is imp0l1ant 

to job success. 

DuD noted in Mathios (1998: 10)about the uuiversal cliteria of teachers evalnation as indicated 

below: 

a. Consistency refers to the extent to which teacher hehavior is congruent with the 

objectives of the cuniculum, organizational structure and climate; 

b. Validity refers to the extent to willch the content taught or evaluation procedures 

used are accurate; 

c. Appropliateness refers to the extent to willch tbe teacher's behavior is 

congruent witb the cuniculum, the students' abilities, cultural identity and leaming 

styles and 

d. Comprehensive refers to the extent to which the teacher includes aU of the major 

aspects oftb e cuniculum and evaluates alJ critical aspects oflearning. 



Christopher Day and Others (198772) stated tbat assessment implies the use of measurement 

and or grading based on known criteria tbese are: 

a. teaching skill s and qualities: 

b. professional and cuniculum development ; 

c. extra-cniculum activities 

d. management responsibilites and skill and 

e. interpersonal relationships. 

2.7. Performance Appraisal Techniques 

The perfOlll1an Ce appraisal techniques depend ou the type of job and the purposes of the 

institution. And there is no consensus about technique of evaluation and how teachers should 

be evaluated. Since there are no oue commonly techniques that can be applied to all purposes 

and to this effect, educators suggested a wide range of appraisal techniques in appraising 

personnel's. The techniques so far common in school sYstems are as follows: 

Critical - wcident Appraisal 

Critical -Incident Appraisal techniques refers to collecting W1itten records of incidents as they 

occur, involving job behaviors that illustrate both satisfactory and unsatisfactory or positive or 

negative pelfol1l1ance of the employee being rated. The incidents as they are recorded m'er 

time provide a basis for evaluating perfonnance and providing feedback to the employee 

Melaku (1 992: 71). In otber words th e employee is evaluated in the actual behavior and the 

employee being evaluated should always be given a cbance to state his views on each 

incidents. 



This method helps to provide the employee with an OPPOltunity to establish an understanding 

of the behavior that the supervisor is seeking. To make tlus method effective the supervisor 

must record pertinent incidents as they occW'. 

In addition to the advantage mentioned the critical incident technique, when it canied out 

skillfully, helps to secure reliable performance data and avoids recency bias and it encourages 

two way productive co=unication between the appraiser and appraisee according to Klatt as 

noted by (Melaku 1992: 72). 

However, tills method has its own negative side. There is a tendency of recording negative 

records or incidents Rue and Byars (1990: 212). Ahuja in Zegaye (1988: 151) also noted some 

of the negative records: 

- became upset over work; 

- refused to help a fellow worker; 

- suggested an improvement in the work methods and 

- tlied to get a fellow worker to accept the management decisions. 

The main drawback to tills approach is that rater is required to jot down incidents. when it 

canies out regularly tills can be burdensome and time consunling. And sometimes also 

fiiction between the evaluator and the employee occur when the employee tlUnk that the 

rater is keeping a book on llim 

Ranking 

1l.us refers to the appraisal technique in which an employee is compared to that of others. In 

other words, it is a system of comparing one employee with other employee and placing him 

in a simple rank order regardless of the type of work Zaudneh (1987: 169).Ranking has 

many advantages thus: 



a. it deals with the type of analysis that is frequently used by the 

evaluator to promote individuals; 

b. it helps to make direct person to compaIison 

c. it helps to separate the most wOlthy individuals £i'om the least 

efficient ones and 

d. it makes possible for individuals to be grouped in vaIious places 

along with the data or scale or scales of values (Ibid: 167) 

Moreover, ranking techniques in appraisal is helpful if it is meant for making administrative 

decisious such as promotion (Heneman et.al 1986: 122) 

Some difficulties also registered to the effect of ranking implementation that is when the 

number of appraisees to be compared is too large to compare to one another it would be 

tedious. 

Essay Appraisal 

Essay appraisals require the supervisor to wIite a seIies of statements about an employee's 

past pelfonnance, potential for promotion, strengths and weaknesses. One problem wiili the 

essay appraisa l is iliat the lengili and content of the wIitten statements can vary considerably 

fi'om supelv isors to supelv isors. In addition, this method depends on ilie wlitmg skills of the 

sllpelv isor. For these reasons, it is difficult to compare essay appraisals made by different 

supelv lsors. 

Grapbic Rating Scales 

In tlti s typ e of rating the evaluator established scale based on a number of specific fa ctors. 

Most rater is supplied with a plinted fonn, one for each person to be rated, and tbis contained 

a number of qualities and charactelistics to be rated. This technique resembles the point 

go 



system of job evaluation. The selection of factors to be measured on the graphic rating scale is 

an impottant point under this system. These are of two types: 

a. Characteristics such as, initiative, depend ability, and 

b. contributions such as quantity and quality of work. Since cettain 

areas of job pelfOlmance cannot be objectively measured, it is like 

that graphic scale ""ill continue to use a mixture of both (Zegaye 

hedo 1988: 47). 

Even though this method is widely used but it has its own problem and many supelvisors have 

a tendency of evaluating everyone a little above average. It provides the same information to 

aU employees and it is also relatively inexpensive to develop. 

Forced Choice Rating 

l1lis method is used with in such away that the supelvisor is supposed to choose which of two 

statements is either most or least applicable to the employee being reviewed. It is also the 

supelv isor required to choose between both favo rable and unfavorable statement 

According to Zegaye hedo (1988: 50) two statement the supervisors supposed to make a 

choose are noted here below 

given clear instmctions to llis subordinates can be depended upon to complete 

any job assigned makes pronJ.ises that he knows he cannot keep ; 

- shows favotitism to some employees. 

The advantage of this method is that it has greater objectivity than others and attempts to 

eliminate bias by forcing the supervisor to choose between statements that are not obviously 

distinguishable. 

Forced choice has its own linlltation and it is not fi·ee from drawback and it is very expensive 

to install thi s method. The procedure is lengthy and hence more time conslllDlng. From aU 



things, it is difficult for supelv isors to discuss ratings with subordinates because the items are 

scored by the persounel depaltments (Zegaye Aredo 1988: 51) 

2.8 Performance Evaluation Process 

Regarding to perfOimance appraisal process, Torrington and Chapman ( 1983: 403) noted the 

methods tbat are co=only used for assessment they are: 

a. job performance obselv ation; 

b. self repOit method 

c. reference (or verification) 

d. special exercise or activities 

e. work sampling and 

d. interview. 

The appraisal process begins with the establishment of perfOimance standards. These should 

bave involved out of job analysis and the job desctiption provided under human resow·ce 

planning. These performance standards should also be clear and objective enough to 

understood be and measured (DeCenzo 1998: 36 1). 

Appraisa l process is measmement ofpelf olmance. To detelmine what actual pelformance is, 

it is necessary to acquire infOimation about it . We should be concemed with bow we measm e 

and what we measure. The infolmation gathered are fiequently used by managers to measme 

actual pelfOimance. personal obselvation, and statistical repoIts oral repolts and written 

repOits. Eacb bas its own strength s and weakness, however a combination of them both the 

number of inputs sources and tbe probability of receiving reliable infOimation . (Ibid: 3 17) 



Concerning the effectiveness of an appraisal system. tlle process is the issue to be considered 

that is tbe fiequency and the adequacy. One or two evaluation obselv ation in a year bave to be 

canied out to meet the su=ate pmposes. (MontgomelY and Hadfield 1989:99). 

Regarding to perfolmance appraisal process in education in order to teachers to improve their 

performance, evaluation should be canied out frequently. "Where school initiated systems 

exist tbey are welcome by almost evelyoue. Teachers need feedback and a good appraisal 

system offers the oPPOltumty to them to know how they are doing-tbe bits they are doing well 

the bits that needed developmeut and tbe bits where problems exist." Cluistopber Day and 

Otbers (1 987: 11). It was furtber elaborated that time to plan for the fu ture;> to discuss the 

goals for the school and teacher. 

F U1t belmore they argue that both tbe criteria and methods of appraisal should be agreed witb 

teachers if tbey al'e going to com.rnit tbemselves to the kind of review. 

It was stated that perfOimance evaluatiou process must be Imdertaken continuously. To this 

effect Bevelidge ( l 975: 112) says ... "if the result of evaluation are to be used for the 

improvement of pelfOlmauce, it must be a continuous and cumulative". 

Rue and Byars, ( 1992: 480) also supponed the above idea that su=ate pan is based on 

fOl1)lative data in which themselves ofperfolmauce of teachers is determined. This idea shows 

tlI at pelfOlmance appraisal should be conducted fi'equently at least two or three times each 

year. 

Regarding tbe involvement of teachers in tlIe process of appraisal. Midaku ( 1992 29) stresses 

that ; teaclIers should panicipate in all activities fi'om fOlmulation to implementation. Teachers 

slI ou ld know and discuss the critetia and process of the appraisal system. lleacbers sbould 

have feedback before and after evaluation is lludenaken , 



In genera l, Manatt (1987: 8) cited five areas to consider in tbe system of evaluation of 

teachers 

a. linking evaluation systems to research on effective teachers practice ; 

b. providing improved training fo r evalnator; 

c. holding administrators more accountable for conducting evaluation 

d. using eva luation identified teachers' deficiencies to focus staff 

development and 

f making teachers active partners in the evaluation process. 

2.9 Who should Appraise Teacher? 

One of the impoltant issues in appraisal system is the question of who is supposed to be 

designated to make actual appraisal and their capacity too . The designatiou of appraisal is 

detennined by the purpose to be served by the appraisal system. 

In some organizations, the human resource management depaltment has a responsibility for 

performance appraisal. However, th ere are various suggestions as to who will evaluate 

employee performan ces. One of the possibilities is the immediate supervisor can conduct. 

Usua lly, the immediate boss is taken as appropriate position to evaluate job pelfonnance of an 

employee. In higher educational institutes. in most cases there is a culture and opportunity 

where fac ulty members (subordinate) panicipate in the e,·aluation of department heads and 

dean s. Concerning the personality of tbe person, who is to cany out the appraisal, should be a 

professional person who is respected for compe'tence. and who has a good relationship with 

the staff This mealls that the appraiser has to be a person, who really knows the teacher, the 

pupils and classroom reality. It is impoltant that, the appra iser has to be a persoll who has 



respected for the feelings of teachers and pupils. As a matter of Plinciple, appraisal is more 

likely to take place in a sp6te of mutual confidence (Co=on Wealth Secretariat: 1993). The 

teachers sbould be treated as stakeholders in the educational process working in collaborative 

way, and are more likely to be motivated to improve perfollIlance if they feel a sense of owner 

ship . 

Since the appraisal of teachers is to improve teachers the appraisers should have the expeltise 

in teaching. The appraisers in order to make competent job must be knowledgeable in the field 

of curTiculum, teaching methodology and as well buman behavior. As Rue and Byars 

( 1982:49) put it, he/she should secure expertise in the methods ofpelformance appraisal. 

In addition to that, Brafie1d (1964: 146) noted well qualified and trained administrators can be 

good appraisers and noted the following approaches to be followed by good appraisers. 

l. Approach all teachers with an understanding that has something he/she 

does well has ideas to contribute, is interested in improvement is able to 

grow; 

2. Approach all teachers with an expectancy of cooperation manifesting a 

mendly and cooperation attitude; 

3. Approach all teachers with willingness and enthusiasm to share in new 

expenence; 

4. Approach all teachers with the recognition that all good leaming is a 

celtain extent exploratOlY and 

5. Approach all teaching in the role of a helper sympatby, Ullderstanding and 

patience. 

Montgomery and Hadfield, ( 1989: 102) revealed tbat appraisers who were not e:-.-pelt, out of 

date with educational developments, lacked intelljgence, made subjective judgments, and spent 

]s 



only a short time with the appraisees were greatly resented and brought the whole process into 

disrupt. 

In relation to the above idea, GOlton (1983 :256) recommends the principal, the assistance 

principals, unit leaders, and depaltment heads jointly appraise teachers. Lncio also confumed 

tills idea and McNeil (1979: 252) that appraisal of teacher perfOlmance should not be a 

responsibility of persons remote from the teach.ing profession. Thus, this shows that teachers, 

depattment heads, unit leaders could be efficient than other outsider in appraising teachers 

perfolmance. 

Something to be taken in to consideration is the question of appraiser is knowledge that has 

imp lications for who should appraise whom in the school illerarchy. The teachers were arguing 

in favor of being appraised by someoue who has a close knowledge of their everyday 

activities, that is who works closely with them. 

In general, by the virtue of ills responsibility for the selection of teachers, is it the 

supelintendent' s duty to evaluate his teachers? The agent or agencies for evaluating and 

measUling teacher efficiency are many. Teachers are evaluated by boards of education, by 

sup elintendents, by their· pupils, by the school patrons, and by the public in general (Dennis H. 

Cooke 1936: l 86). The evaluator themselves must have some knowledge of evaluation. If the 

evaluator is an ignorant of the method or is not knowledgeable about its utility, the evaluation 

will be hazardous. Finnigon (1973: 108) is of the opinion that : 



"Training arrangements for those involved in appraisal will not 

only enble them to make a better job of it but wi ll give status 

seriousness to it. [t must be adequately thoug ht out and prepared, 

be conducted by properly trained and dedicated people and to be 

clear about its aims and objectives··. 

In relation to the above idea of having sufficient knowledge about the person appraised, some 

staff believed that the appraiser should be a member of staff whom the appraisee can identifY. 

Where as person who is too distanced from tile appraisee might be unable to empatltize with 

their particular predicament. 

To emphasize this argument, a co=ent fi·om Glenn Tuner and Philip 

Cliff (1998: 127) say: 

" Now I wonder if I'd like to be appraised by someone who didn't know 

me. f mean they might just get a couple uf lessons that were funny, 

strange lessons and make a judgment from that. Whereas someone who 

knows the work you've buil t up over years can see things in a different 

way" . 

Contraty to this idea some teachers on tile otiler iland saw the advantage of the appraiser 

being a little bit outside the team. If it was team leader asking me all those questions ----there 

are tiJ.ings I migilt want to say about him for example wilich [ obviously can't say to him, 

wilereas going to someone more senior than him there are tilings that one can sav abo ut 

almost anybody, reasonably candidly Glenn Turner and Philip (1988: 125). 

Similarly, tradition 'top-down pelfomtance appraisal by the individuals supel10r ha s often been 

desclibed as an unsati sfactOIY, lUlrewarding and not palticularly useful process for tilose 



invo lved. For example, Bush and Stinson ( 1980: 17) describe it as an 'exercise in form filling 

and verbal coufiontation "and Teel (1978 : 364) as an ' unpleasant and ineffective necessity' 

( 1978:364) 

Generally, almost any plan of perfOlmance evaluation will be wOIthless if it lacks the SUppOlt 

of top management, if the supelvisors are poorly trained in systematic appraisal or 

uncol1vinced of its value, if discussions of results with employees is not callied on or if 

appraisal are not honestly used for the pUTposes intended (Hersey and Blanchard 1982: 15) 

Supervisors/ Principals 

Supelvision is a means of stimulation oyer seeing and appraisal of activities leading to an 

achievement of institutional goals at a specified quality. So we can see that supelv ision can be 

used as a means of or technique of appraisal ofteacbing activities. To this effect, sup ervisor is 

the person who takes the responsibility of undeltaking evaluation activities. His position is 

exce llent to observe the job performance. Hall (1979: 236) stated that it is" generally accepted 

tlrat tire employee's immediate snperv isor shall either himself make tire assessment or at least 

be included on the assessment panel" . 

In relation to this Pigors and Myers (1982: 289) regarding the importance of the training of 

supervisors says" The management should provide careful training of the supervisor in order 

to get unbiased, uuiform appraisal of all employees" 

Peer Appraisal 

Research has generally been suppOltive of the use of peer appraisal. Peer assessment have 

been fO lllld to be sound in terms of the key propenies of reliability and validity. to have a 

useful mechanism for difference between a manager 's effort level and achievement outcomes. 



and to be effective in focusing on the most relevant abilities and competence of those being 

rated McEvoy and Buller ( 1987). 

Peer may be particularly appropriate for specialists' professional staff, where only peers may 

possess the necessary teclrnical expertise to make a credible assessment of performance. 

Further more professionals feel that they themselves are respousible for maintaining the 

performance standards of the profession and that performance appraisal by organizational 

managers may violate the plinciples of the professional autonomy. The close teamwork 

involved ill the work of professionals may also make peer review particularly appropriate. 

Similarly, Health in Wossenu ( 1996: 29) noted that" nsing peer perfolmance appraisal is 

beneficial in that there are no formal status differeutials, no fOimal power relationships, and no 

competition for rewards". Powner J (199 1: 89) reco=ends that there should be fi'equent 

interactiou peer obselv ation and teachers planning designing and preparing rnatelials together. 

In view of such favorable repOlts, it is smprising that peer appraisal is not wide spread. There 

are a number of possible reasons for this. Kane and Lawler (1978555-586) fOlward that peer 

reviews are perceived as amounting of little more than a populatity contest' and that this 

greatly undermines their credibility in the eyes of managers. 

On tbe other hand, there are authors that do not support the peer appraisa l system. 

Accordingly, Williams (1989725-3 6) suggests tbat peer appraisal may create fiiction , damage 

interllersona l relationship s and erode tlUst amongst peers and is also subject to a friendship 

bias. Moreover, McEvoy and Buller's (1987 37-52) unde1took a study of peer appraisal 

amongst process workers in a food plant fo und a majority of employees is in favor of retaining 

the scheme in some fo rm. Moreover, Green Wood, G.E ( 198 1: 5 1, 673-684) noted that he 



di sagreed on peer evaluation and stated that "disagree the peer evaluation to use for making 

decisions on tenure and promotion". 

Self-Appraisal 

Self-evaluation is the best methods of performance appraisal if it can be systematically 

introduced. According to Abuja (1983: 240). "Self-evaluation means the way in which an 

individual views himself .. . one should get a chance to see him as he really is. This is the fli'st 

step towards becoming better that "Stoops (1981: 56) also noted that self appraisal is one of 

the best methods in which teachers can know the way they are teaching and improving 

Whether or not the organization encourages Self-appraisal. People will always have a view on 

how well they are performing. Even those who have defended the use of more traditional 

systems of performance, appraisal stressed the need for greater involvement on the part of the 

apprai see (Patz 1975: 74-80) 

According to Ed Snape, and Greg: 57, that self-appraisal has several possible advantages: 

a. it may promote personal development; 

b. improve co=UJJication between managers and subordinate; 

c. clarify differences of opinion between managers; and overcome some of 

the problems of subjectivity. 

Subordinate appraisal 

Upward appraisa l bas a number of strengths. First the subordinates are usually in close contact 

with their managers and are thus in a position to observe directly a large yolume of managerial 

behaviors Ed Spape, T and Others ( 1997: 59). However. McEvoy and Beatty ( 1989:89) have 



Powen (l991: 89) as Kyriacon and Mc Kelvey snggested, "that the rarity with which pnpils 

perceptions are used in teachers evalnation has a social and not methodological basis". 

However, Roten and Glasman in Wossenu, (Ibid) contend that since students lack 

experience, knowledge and perspective, and because their judgment is influenced by factors 

that are not related to the quality of teaching they cannot be competent appraisers of the 

instructional process. Further more they rejected the credibility of students as appraisers, since 

the opinion of students for making administrative decisions such as salary increment, 

promotion or dismissal is not legitimate as well as their opinions cannot be considered reliabl~: -- '. 

Moreover, Benjy Levin (1979) noted that the most difficult problem with students' evaluation 

of teachers has to do with their validity. Do they actually measure impOitant aspects of 

teaching? This is a difficult question because rating is an impression of personal opinion. 

2.10 Problems of Teachers' Performance Appraisal 

Teachers ' evaluation has in general not been a high stakes activity, in pa1t because improving 

the quality of teachers has not been seen as critical for improving the quality of education. 

Instead, school improvement efforts over tbe past several decades have focused on improving 

the cllniclllllDJ, altering school management methods, and developing new programs. Thns, 

teacJlers' evaluation, where practiced, was often an exercise to which few resources and little 

organizational attention were devoted (Linda Darling- Hammond ( 1990: 17) 
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conscientious and dependable, one might become biased towards that individual to the extent 

that we will rate himlher high on many desirable attributes. 

Rue and Byars (1992: 491) say that halo en'or occurs when a manager allows a single 

prominent characteristic of an employee to influence their judgment on each separate item in 

the pelfonnance appraisal. And this often results in the employee receiving approximately the 

same rating on evelY item. 

Stereotyping 

Regarding this error Beveridge (cited in Zegeye Al.·edo, 1988: 75) says that one palticular way 

in which we link charactelistics together occurs when we build our perception of a person 

around his nationality or race or occupation or sex. This is to constmct a stereotype of people 

according to their ethnic or occupational identmcation. This means to perceive all members of 

that race or occupation as possessing the same or velY similar traits or characteristics. 

Rue and Byars (1992: 492) say that personal preferences, prejudices, and biases can also 

cause enor in perfolTllance appraisals. Managers 'With biases or prejudices tend to look for 

employee behaviors that make them biases. Appearance, social status, dress, race, and sex 

have influenced many performance appraisals. Managers have also allowed fiTst impressions 

to influence later judgments of an employee. 

Recency 

This is perfOlmance evaluation based on work pelfolmed most recently, generally on work 

performed one to two months before evaluation (Ibid). Wossen (1996: 43) noted "Recency is 

judging the perfOlmance of the appraisee by emphasizing hislher recent behavior than the past 

behavior" . 



2.10.1. Some of the Problems Related with the Appraiser 

Leniency .Error 

Concerning leniency error Rne and Byars ( 1992: 490) say that" Leniency is the grouping of 

ratings at the positive ends of the performance scale instead of spreading them throughout the 

scale". 

Every evaluator bas bis or ber owu value system wbicb acts as a standard against wbich 

appraisal are made. Relative to the tme or actual perfOlmauce an individual exbibit s, some 

evaluators mark bigb positively lenient in their appraisal and low, wbich is negative leniency 

en·or DeCenzo, and Robbins (1989: 376). This idea was also mentioned in Ahuja ( 1987: 

23 3) that lenient or easy raters give consistently biglr values or scores to their subordinates 

while strict or harsh raters assign consistently low ralings. Both trends can rise fi-om varying 

standards of perfOlmance among supelv iso rs and from dilIereut interpretations of how they 

perceive an employee's perfo rmance. 

Moreover, DeCenzo and Robbins (1 987: 376) noted that if all individuals in an organization 

were apprisaised by the same person, there would be no problem. Although there would be an 

enor t:1 ctor, it would be applied equally to every one. The difficulty arises when there are 

different raters with different leniency enors making judgments. 

Halo Error 

TIle balo enor is the tendency to rate biglr or Iowan all factors due to the impression ofbigh 

or low rating on some specific factor. To elaborate more if an employee lends to be 

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

that we will rate Ilimlher biglr on many desi.rab le attributes. 



Central Tendency Error 

It is possible that regardless of whom the appraiser evaluates and what traits are used, the 

pattem of evaluation remains the same. Wossen (1996 43) elaborates that" central tendency ... 

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

scale" . 

Similarity Error 

When evaluators rate other people in the same way that the evaluators perceive themselves, 

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

project those perception onto others. Kahn and Cannel (1975: 134) are of the opinion that 

"the individual assigns to other persons or objects in his psychological fields the characteristic 

or inadequacies which are in fact his OWIJ". 

According to Glueck (cited in Melaku, 1992: 36), studies have indicated that appraisers' 

personnel bias and favoritism can greatly iofluence appraisal results pmticularly if they expect 

their appraisees to behave in a manner appraisers think appropriate and acceptable. 

Beveridge cited in Zegaye Aredo (1988: 65) says" an example of projection would be that of 

the aggressive manager who continually accuses ills colleagues, ills OWIJ manager and even his 

subordinates of displaying uodue aggression towards him" 

Low Appraiser Motivation 

TIlere are times the evaluator knows that a poor appraisal could significantly hurt the 

employee's future patticularly in opportunities fo r promotion or a sa lary increase the evaluator 

may be reluctant to give a realistic appraisal. There is evidence that it is difficult to obtain 

accurate appraisals when important rewards depend on the results 



2.10.2 Problems Witb Appraisal Format 

Complexity of Teaching 

Teach.ing bas been consistently viewed as a multidimensional ta sk. Teachers were seen as 

planning, providing leadership , developing clllTiculum, and deliveting and eva luating students 

leam.ing. Likewise, those who developed rating systems generally did 110t view teaching in 

simple terms. There are many factors to be taken into consideration such as the type of 

leamer, students' behavior, teachers' effectiveness the environment, the subject matter, school 

conte;,.'! and the institutional goals etc. l1terefore . the evaluation or the rating has to consider a 

number of £1 ctors when evaluation criteria, procedures are designed. This makes the rating 

system very complex. In relation to this, Darling-Ha=ond ( 1990: 200) noted that despite the 

administrator's awareness of the comp lexity of teaching ... there is no much concem for the 

effect s of grade, subject matter, types of leamers, or instlUctional goals on teachers 

effectivenessu
. 

Lack of Objectivity 

A potential weakness of performance app raisal methods is that they lack objectiv ity. In the 

ratillg scales methods, for example, co=oniy used factors such as attitude, loyalty are 

difficult to measure. In addition, these factors may have little to do with an employee's job 

perfonDnnce. Some subjectivity will always exist in appraisal methods. However. the use of 

job-re lated factors does increase objectivity (Mondy, 1990: 406 ). 

Some subjectivity will always exist in app raisal methods. However. the use of job-related 

t:1cto rs does increase objectivity. Employee ap praisal-based ptimatily on personal 

characteristics may place the evaluator-and the organization- in uUlenable positions with the 

employee. The criteria used for app raising employee petiormance must be job related. More 

specifically, job information should be determined tluougb job allalysis. Subjective facto rs 



such as initiative, enthusiasm, loyalty, and cooperation, are obviously important. However, 

they defY, definition and measw·ement. Unless factors such as these cau be clearly shown to be 

job related, they should not be used in formal eva luations (Ibid). 

External Evaluation 

Rating system were developed primarily for reasons extemal to teachers, that is to 

demonstrate to the public that students were receiving appropriate instmction or that were 

competent, rather than to provide teachers with information that they might use to improve 

instruction. Teacher evaluation has usually been pelfo rmed by administrators who rypically 

developed the criteria and procedures for assessing teachers without consulting teachers, 

teacher educators (Darling-Ha=ond 1990 200). 

Rnnking 

Many performance appraisal methods have been severely criticized. The rating scales methods 

seem to have received the greatest attention. In all faimess, many of the problems co=only 

mentioned are not inherent in the methods but, rather, reflect improper usage. For example, 

ratters may be inadequately trained or, the appra isal device actually used may not be job 

related (Mondy and others 1992: 405). 

Ul connection with formal challenge, ensUling due process is yita!' A fOlmal procedure should 

be developed if one does not exist to pennit emp loyees to appeal app rai sal result s that they 

consider inaccurate or unfair. They must have a procedure for pursuing their grievances and 

having them addressed objectively . 
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2.11 How to Improve Performance Appraisal 

In order to overcome the problem encoUlltered in the implementation of pelformance appraisal 

system, different writers suggested different opinions. Since performance appraisa l is 

un delta ken by human being problems rna\' occm. Those who lUll the system need to be aware 

of these problems and devise some mechanism to alleviate. Accordingly, Megginson (1981: 

322) gave some suggestions to improve the pelformance evaluation: 

a. improving their validity and reliability 

b. lIsing multiple appraisal 

c. training the appraisers 

d. basing the appraisals on specific work standards, and 

f providing better feedback , strengthening the importance 

offeedback. 

Mondy and Others (1992: 411-414) put fO lward tbe following suggestions. Employees in the 

same job categolY under the same super;isor should be appraised using the same evaluation 

instrument . In addition, the appraisals should cover similar periods of time. Feedback sessions 

and appraisal inteIv iews are some of the mechanisms and should be regularly scheduled for all 

employees because most employees have strong need to know bow well they are performing. 

Emp loyees simp ly could not perfo lID better "ithout baving access to thi s infonnatioll. Also, 

pelIDitting employees to review appraisa l results allows them to see any enors that may be 

made or the employee may simply disagree with the evaluation and may challenge it fOIIDally 



The rater or evaluator must have personal knowledge and contact with the employee's job 

perfonnance. This requirement may appear to be too obvious but there are instances where the 

rater does not have an adequate oppotnwity to obselve employee performance. When this 

situation exists the chance of a valid appraisal is viItua lly zero. 

It ha s been suggested that non-supelvisOlY employees should also receive a set of the 

pelfOimance appraisal instructions. The major benefits cited for tills approach are not only the 

provision of a pelfOimance management and planning tool, but also a legal safeguard to deal 

with potentially strong employees. According to Mondy and Others (1992: 4 10) in order to 

ensure consistency, appraisers mnst be well trained. Training should emphasize that 

perfOimance appraisal is a significant component of evelY manager's job. Leap and Crino 

noted (cited in Wossen, 1997: 46) problems of pelfOlmance appraisal would be minimized if 

the concemed authorities undeltake the following measures: 

l. Tailoling perfol1Dance appra isa l to an organization's specific set of jobs; 

2. Training appraisers to understand the iInpoltance of objective, enor -free 

assessment of employee perfolmance 

3. Periodically monitoling and evaluating the operation of the Organization ' s 

perfolmance appraisal program and 

4. Creating an atmosphere of teamwork employee self development, 

and continual invo lvement. 

Moreover, Stabl et ai, ( 1962: 262) cited nine major principles that could be used as guides for 

teacuers and administrators, if they so wisb to create a common understanding about 

perfOlmance evaluation 
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I . Teachers react more favorably towards a system of appraisal when they 

themselves participate in the development and implementation of the 

evaluation practices employed; 

2 . Teachers are apprehensive and reluctant about paI1icipating in any 

evaluation when there is fear or suspicion that the results will be used 

against them; 

3 Teacher are cooperative and desirous ofpaI1icipation in evaluation practices 

that they will increase their professional competence are viewed as an 

activity that guides and counsels than in their work; 

4. The success of instruments used in the appraisal of teachers and their work 

depends on the quality oflmman relations existing in employment of these 

instmments 

5. Evaluation is received ed by teachers most favorab ly when it viewed 

activity that guides and counsels than in their works; 

6. Effective and fair evaluation of teachers should be made in the 

light ofrecoguized objectives and ideals. An evaluation is made \Vithout 

references to such instruments; 

7. Evaluation procedmes should be sustained by the cooperative planning 

and understanding among the total professional staff: 

8. Evaluation of teachers and teaching should be a continuous rather 

petiodic procedure and purposeful and democratic evaluation of teachers 

must be founded on and dedicated to the idea of improvement and growth 

to those being evaluated through appraisa l and analysis of their strengths 

and weakness (Stahl et aI, 1962: 262). 



Moreover, in order to canied out t~e perfo l1llance app raisa l eva luation smoothly and attain 

the expected goal, Wyatt (1989: 85-86) suggested that appraisers should : 

I. base all their opinions up on facts; 

2. be ~ollest wit~ appraisees; 

3. be consistent in appraisa ls aud 

4. be aware of what the appraisee needs from the appraisa l 

2.12 Teachers' Perpormance Appraisal in Eth iopia 

According to the docnment of the MiniSllY of Education, educational inspection in the 

Ethiopian education system dates back to 1945. Inspection was then replaced by sup ervision 

in 1963, with the emphasis of improving the clmiculum and the teaching-Ieaming process 

(MOE, 1993112). In those years the practice was that supervisors from the provincial and / 

or the Awraja Education Offices apprai sed teachers and principals performance. 

Since 198 1 teachers have been appraised I:\,·ice a year nsing an appraisal fo rm prepared 

app ropriate to the teaching occupatiorl. Princip als and depa rtment heads were app raisers until 

1996. 

llr e directives and guidelines for teachers perfo rman ce evaluation criteri a and teacher's career 

strucntre implementation, number - I / 198'; E. C and number 2/ 1 987E. C respectively dispatched 

to be used, were revised and improved version of June 1199 1 E.C sent to regions in corporate 

regional suggestions and feed back. Accordingly, to inlplement t~e directi\ 'es properly some 

strategically inlpottant assumption has been forwa rded. And the methods of evaluation 

are: 
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a. Awareness fomm should be established for both appraisers and appraisee 

b. To cany out the tasks, committees should be organized (MOE: 1987, 199 1). If the 

assumptions are taken in to consideration and exercised, it will fac ilitate the 

practical activities. 

Regarding strategy school committee and education offices are expected to facilitate the 

communication between parents committee and the school to discuss/community. The main 

foc us of this group is evaluating teachers' panicipation in school and out school activities. 

Depending on ceItain circnmstances, the parentslco=unity representatives might used to 

evaluate as group or as individually. 

TIl e second group comprises of student's rep resentatives palticipating in teacher's peIfOimance 

eva luation. As per guideline of MOE, students who palticipate in appraisal process should be 

active in their education, capable ofidentif~ing the strength and weakness of teachers with out 

bia s, those with good discipline and have good relationships with tea(;hers. 

Thirdly, the school management and peers (school principals, deputy principal. depanment 

head, un.it leader) appraise teachers' perfolmances. This group undeltakes the classroom 

obselv ation; organize infOimation recorded indicating teachers ' participation, from different 

sources (like libralY, laboratOlY, depattments. co-cunicular activities, vaIious committees, 

school adrn.in.istration ... ). Finally the group arranges a discussion with a teacher to be 

evaluated. This gives an oppOitun.ity for a teacher to spell ont hislher opinion on the result s of 

evaluation. 

Both appraisers record the results of teachers perfOimance evaluation on rating scale as l. 2. 

3. -I , or 5 and the number sca les indicate the grading system as least, fair good. "eIY good or 

exceLl ent respectively. TIre values obtained in such system for a teacher to be evaluated by 
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parent/co=tunty is calcnlated out of 15%, the students' evalnation computed out of 25%, 

and the school management grades is counted out of 60%. 

Similar evaluation systems are carried out for guidance and counselors, and for school 

principals. But what makes clifference is that, guidance and counselors are evaluated based on 

th e job given (different in performance criteria). while school Plincipals are evaluated in terms 

of managerial roles. Principals perform managerial functions such as, planning organizing, 

directing, sup erv ising, coordinating, and evaluating. In addition to these, they conduct 

classroom instructions. A comnrittee comprised of deputy head and department heads 

eva luates the principal. Out of 25%, students' evaluation is counted out of 10%, 

parents/co=unity evaluates out of 20%. while superv isors from education office evaluate 

them out of 45% and the final resnlt is treated out of 100. FOIIDats used for the evaluation 

purpose for school principal and guidance officer have been developed to suit the work 

responsibilities. Finally, a comnrillee represented by parents, students, teachers and the school 

principal compiles the evaluation results. The evaluation results for teachers' career structure 

are checked and approved by various committees established at the school and woreda level. 

The fina l decision is made at woreda level. As it is stated ill the guideline there are criteria 

established for teacher' s performance evaluation. The criteria are numerous. However, the 

major ones to used by parellts/co=uwty included: 

I. Teacher' s initiatives to explain the advantage of education to the co=turity, the 

role-played to increase female student participation, role in co=uwty ; 

2. Cooperativeness of the teacher; 

3. Ability ill counseling and assessment of students' perfOlIDance 

4. Capability ill controlling students solving students' and educational 

problems; 
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5. Appreciation of community culture. and 

6. Good behavior and acceptance among community. 

The students evaluate teacbers' perfol1Dance based on ctiteria like: 

I. Competence in managing classroom situation ; 

2. Ability to guide and to counsel mldents equally witbout discliminatioll; 

3. Capability to assess students' behavioral changes; 

4. Relationship and cooperation, and 

5. Ability to provide relevant cuniculnm to adapt to local needs, to promote srudents 

for active leaming. Similarly, school management appraises teacbers' performance by focusing 

on points like: 

I. Ability to evaluate the cuniculum at tbe school level and adopt to local needs 

2. Teaching -leaming effectiveness and efficiency; 

3. Diligence to improve his !ber profession as well as willingness to share experience 

with others 

4. Relationship with out side school community and within school community 

5. Ability to give suppOtts to bting about behavioral changes in students and 

6. Ability to manage classroom and students. 

Most of these clitelia are applicable to evaluate performance of teachers, cla ssified at different 

career ladders. However, there are some with detail s that are used for upper level ladders. 

011 top of these, the basic requirements for teachers who compete for career structure are 

educationa l level. selv ices and efficiency repons. For example. a secondalY school teacher 

who is classified as a teacher in the career ladder can compete for the next ladder. senior 

teacher. The requirements are: 

I. he/she should be graduates of colleges (University) ; 
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2. First degree (BA, B. Sc.) 

3. 8 years of teaching services and 

4. 3.8 (80%) and above efficiency repon results for the last 

two consecutive years 

Teachers who fulfill these requirements "ill be candidates for competition. The modality of 

competitiou is cliterion reference where teachers are judged against standardized evaluation 

clitelia. 

In addition, to elevate the status of teachers and to enbance their motivation and professional 

attitude, a new career stmcture is stated. The ca reer stmcture is being implemented gradually 

pha se by phase. The main objectives or purposes of career stm cture are: 

- To enhance the motivation, interest and diligence of teachers ; 

- To attract good entrants to the teaching profession; 

- To encourage the development of the teaching profcssion, and 

- To enbance the quality ofteaching leaming process Befekadu (1995: I) 

Teachers are also benefited from some compensation programs. The major one IS the 

mouetaty aspect. The career ladder is an oPP Ottuniry for promotion. The different career 

ladder includes: beginning teacher, junior teacber, senior teacher, associate lead teacher, and 

lead teacher. 

Regarding implementation of the career ladders are begimrer, junior teacher and teacher with 

rega rd to tb eir years of service i.e. 2 and 3 years of service respectively. 

Tho se wlro are competent teachers who fu lfill tbe requirements of performance eva luation will 

be promoted to tir e rank of senior teachers. Moreover. to make tire career to be effective, an 

evaluation instrument is prepared and tire items in the instrument are teaching leaming 

effectiveness and efficiency based on teachers pelfonnance base ou classroom actn·ities. 
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CHAPTER THREE 

PRESENTATION Al'Il) ANALYSIS OF DATA 

In this chapter the results of the study on perception of teachers' pelformance evaluation in 

senior secondalY schools are presented. And it consists of two major palts. In the fu'st palt 

the characteristics of the sample population involved in the study are presented. 

The second part deals with the analysis of the findings of the study. Her, the reaction of 

teachers towards the purposes, criteria and process of perfOlmance appraisal system is 

discussed. 

The findings are presented according to the design and methodology of the study that is 

descriptive sUlvey. To analyze the findings: 

- respondents were provided one and in some cases more options to select 

which they believed is appropriate; 

data obtained were organized in tabular fO lm and put in term s of 

percent 

to see variation of opinion between the two junior, senio r, and 

diploma and degree holder hypotheses test was made. To see 

perception difference Chi Square ( X2 ) test of significance and mean 

score and t test comparison was adopted: 
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Part One: Characteristics of the Study Group 

The questionnaire was distJibuted to 250 respondents in 12 senior secoudary schools in Addis 

Ababa. Out of the 250 questionnaires 225 (90 percent) were fill ed and returned. The 

response obtained about the charactelistic of the shrdy groups was treated in terms of sex, 

age, years of selVice, qualification and rank as presented in Tables 1-3. 

Table 1. Percentage Distribution of Respondents by Sex and Age 

No Item Respondents (N=225 ) 

1 Sex No. % 

Male 191 84.8 

Female 34 15.1 

Total 225 99.9 

2 Age in Years 

25 years & below 10 4.4 

26 35 27 12 

36 45 

1

73 32.4 

46 & above 97 43 .1 

No response 

1

18 8.0 

According to the infonuation obtained, Table 1 item 1 shows that 191 (84.8 percent ) of 

respondents were male and 34 (15.1 percent) were female. TIle data shows that the 

participation of women in teaching in the secondary schools is very low and hence the 

proportion of their representation in the study area is also low. 

Sf- , 
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It is obselved in Table litem 2. that 10 (4.4 per cent) teachers were in the age group of 25 

alld below, 27 (12 per cent) were in the age group of26-35 , 73 (32.4 per cent) were in the 

36- 45 and 97 (43 per cent) were ill the 46 and above. Eighteen percent did not respond to 

thi s question. As the findings reveal, the majotiry of the respondent, are in the age range of 

46 and above. 

Table 2. Respondents by Qualification and Years of Experience 

No. Item Respondents 

Male (N=19l) Female (N=34) 

I Qualification No % No % 

TTI - -

Diploma 55 28.7 14 4 U 

Degree 133 69.6 19 55.8 

Second degree 
, 

1.57 I 0.8 ~ 

2 Year of Selv ice Male o~ Female % 

1-5 years 13 6. 8 2 5.8 

6-10 18 9.4 6 17.6 

11-20 63 32.9 14 41.1 

21-25 97 50. 7 12 35 .2 

Total 19 1 34 

As far as acadennc qualification is cOllcellJed, re spondents were categonzed in to two groups, 

diploma and fir st degree and above. Table 2 reveals that 55 (28.7 percent ) had diploma. and 

133 (69.6 percent) bad first degree and 3 ( 1.5 percent) resp ondents bad second degree among 



the male respondents. When we see the propottion of female 14 (41.1 percent) were diploma 

holders, 19 (5.8 per cent) had first degree and I (0.8 per cent) with second degree. 

From Table 2 one can see easily that qualification of the majority of respondents is first 

degree. This is in line with the guideline drawn by MiniStIy of Education, that is at least first 

degree holders are supposed to teach in senior secondary schools of Ethiopia. 

At the same time this figw'e could imply that most teachers have got sufficient professional 

knowledge of teaching. 

Regarding respondents' years of teaching e:>'lleIience. as Table 2 item 2 shows 13 males (6.8 

percent) and two (5.8 percent) female had less than five years of teaching, and 18 (9.4 

percent), six (17.6 percent) male and female had ten years of teaching expeIience respectively. 

Moreover, 63 (32.9 percent),14(41.1 percent) male and female respectively had 20 years of 

service. And 97 (50.7 percent) 12(35.2 percent ) male and female respondents had more than 

twenty years of teaching experience. This would therefore, imply that almost half of the 

teachers served for more than 20 years and they are well experienced and it is a good 

opportunity to share experience. 

Table 3. Respondents by Rank 

Respondents 

Male Female 

Rank No % No % 

I Beginning Teachers 13 5.7 - -

2 Junior Teachers 1-1 6.2 5 14.7 
, 

Associate Teacher 1-1 6. 2 5 14.7 0 

4 Senior Teacher 70 3 1.1 18 52.9 

5 AssociateLead teacher 75 33.3 6 17.6 

6 Lead Teacher 5 2.6 - -

Total 191 34 



According to the new career ladder, teachers are ranked m six categOlies based on their 

qualification and work expelience. 

As Table 3 shows 13 (5.7 percent) were beginners, 14 (6.2 percent) male and five (14.7 

percent female, jtmior teacher. And 14 (6.2 percent) male, five (14. 7 percent) female were 

associate teachers, 70 (31.1 percent) male, 18 (52.9 percent) female were senior teachers. 

Moreover, 75 (33.3 percent male and 6 (17. 6 percent) female were associate lead teachers, 

five (2.6 percent) male were lead teachers. 

Part two: Analysis of the Findings of Data 

Table 4. Appraisers' Opinion Towards Current Appraisal Scheme 

Number of Respondents 

Response Junior Senior Total X2 Critical Value 

I Support 19 143 162(72%) 

2 Don't support 32 31 63(28%) 

Total 51 174 22S( 100%) 3.9 3.84 

As Table 4 depicts, 162 (72 percent) of the teachers expressed thell" opilllon that they support 

teachers appraisal scheme, and 63 (28 percent) are not supporting the cun'ent teachers 

appraisal scheme. This shows that even though the great majOlity of the respondents were in 

favor of the perfOlmance appraisal scheme the number of the respondents, which are not 

suPPOlting the scheme, is not something to be ignored. It indicates that there IS a negative 

perception towards the cunent performance appraisal scheme 

Moreover, in order to see whether perception of teachers differ based on rank a hypotheses 

testing was made. 

Hypothesis Test 

Ho Tbere is no difference between junior and senior 

teachers perceiving the CWTent appraisal scheme. 

R" There is difference between junior and senior 

teacbers in perceiving the cunent appraisal scheme. 



As table 4 revealed the Chi Square (X' ) test of significance resulted in that for I degree of 

fieedom ex = .05 level of significance the calculated value of X'= 3.84; and critical value of 

X'= 3.9. Therefore, the null hypothesis is rejected. As the result of this, it would be concluded 

that there is evidence supporting that there existed statistically significant difference between 

the opinion of the jWlior and senior teachers about the CWTent performance appraisal scheme. 

To this effect, the senior teachers due to their long years of experience in principle believed 

that the performance appraisal scheme initiated teachers for better work, encourage teachers 

fo r research activities which benefited schools and educational system and to promote to the 

ne,,1: career ladder. 

The same question was forwarded to educational officials, vice principal s. They suggested that 

in principle the performance appraisal scheme reinforce the teachers to be benefited ii-om the 

evaluation 
o 

On the other hand, large number (28%) of respondents who disagreed with the new cun-ent 

appraisal systell1 put their reasons for reacting negatively as follows: 

- The appraisers particularly tbe parents are not in a position to evaluate teachers 

because they lack the skill and knowledge. 

Different personal behaviors at schoollevelll1ake parents evaluation subjective. 

Parents could not have ample information about teaching leaming process. 

parents' evaluation is subject to be influenced by prejudices 

Academic or other differences are negatively affecting the objectivity of parents as appraises. 

Purpose of Perforll1ance Appraisal 

Tbe purpose of teacher's performance evaluation is to enhance and to initiate 1l10tivation and 

interest towards the teaching profession and to improve the quality of teaching leaming 

01 



process. TIle knowledge of teachers about the purpose of pe1formance appraisal 1S very 

essential. In this regard, MOE identifies the major pWlloses in the guidelioe. 

Table S. Respondents' Knowledge of Purpose of Current Performance Appraisal 

Frequency R"llk X Critical V:J iue 

Responses positively 

[tern Groups 

Yes No 

" In improve the teaching learning Jlullor 31 20 3 2.15 ),84 

pmccss Senior 89 85 

Tlllai 120(53.8) 1 05(46.6) 

h to Illolivate tC;lCUers in their work Junior 28 23 4 0.92 3,84 

S~"Ilior 82 92 

Total 110(51.8% 115(51.1% 

e In impron: tC:lci}(:rs profes.sicnal Junior 10 19 6 2.31 3.84 

cmnpdL'1lCC Senior 90 106 

Totol 100(44.-1%) 125(55.5% 

d tix promotion purpose Junior 29 22 2 0.29 3.84 

Senior 96 78 

Total 125(55.5%) 110(43.3% 

e tor salary mCT(,:U)cot Junior 35 16 1 0.19 3.84 

Senior 125 49 

Total 160(71,1%) 65(28.8%) 

r to join ltigher institution ofleaming Junior 21 30 5 .77 3,84-

Senior 84 90 

Total 105(46.6 120(53,3%) 

g ttl identify training and development Junior 19 32 8 9. 25 3.84 

needs Senior 61 113 

Total RO(35.5%) 120(64.4) 

It tn reward m eritorious teachers :m.d Junior 3J 18 7 17.4 3.34 

In weed out the incompetent trues Sc:.wor .56 118 

Total 89(39.5%) 136(60.4% 

*a = .05 

Rega rding the pUllJose of performance appraisal, respoudents were asked to identifY from 

eight items of purposes perf01mance appraisal set by MOE and suggest in terms of primacy. 

To thi s effect. the level of the respondents' perception about the pUllJose of the performance 

appraisal were categOlized into two groups ' Yes' and ' No ' based on parentage as 

conesponding rank order. Yes is positively perceived and No negatively perceived. 

t 
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As Table 5 reveals the three major pw-poses identified were to increase salary, 160 (71.1 

percent), 125 (55.5) for promotion pUl'p ose and 120 (53.3 percent) to improve teaching 

learning process. 

Moreover, li S (5 1. I percent) respondents reponed tbat the pUl-pose is to motivate teachers in 

their work, and 105 (46.6 percent) to identifY training, development needs, and 89 (39.5 

percent) said that it helps to reward meritolious teachers to weed out the incompetent ones 

and fina lly, 80 (35.5 percent) re'pOIted that it is to improve teachers professional competence. 

To thjs end, therefore respondents perceived pelfOimance appraisal of teachers to be pri.malily 

selv ing administrative pw-pose ratber tban to improve quality of education. The qualiry of 

instruction and attaining educational objectives come second. 

Moreover, to see whether or not there would be valiation in perception on the major purposes 

of perfolmance appraisal based on rank hypothesis test was made. 

The Chl Square X2 test offor Item (a), Table 5 resulted for 1 degree of freedom at the a=0.05 

level of significance' s, the eri.tical value of X' =3.84 and the calculated therefore value of 

X'=2 IS. It wo uld be concluded that there is no evidence that there existed statistically 

significant difference between the junior and sellior teachers in perceiving the major pw-pose of 

performance appraisal regarding to impro" e the teaching leaming process. 

One of the major purposes of perfOImance appraisa l is to motivate teachers. To tbj s effect test 

was made if an y valiation of perception existed between the two groups. Therefore, the Cbj 

Square X' test of significance' for [tern (b ), of Table 5 resulted for I degree of freedom at the 

a= 0.05 level of significance's, the there is no e, idence that there existed statistically significant 

difference between the jullior and senior teachers in perceiving th e major purpose of 

performance app raisa l regarding joining b.i gber institutions of lea rning 
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The Cbi Square X2 test of significance for Item (g), of Table 5 resulted for I degree of freedom 

at the u=0.05 level of significance's, the critical value ofX2 =3.84 and the calculated value of 

X2=9.25. It would be concluded that there is evidence that tbere existed statistically significant 

difference between the junior and senior teachers in perceiving the major purpose of 

perfOlmance appraisal regarding identifYing traiu.iug and development needs. 

TIle Chi Square X2 test of significance resulted for Item (h), of Table for 1 degree of fieedom 

at tbe u= 0.05 level of significance's, the critical value ofX2 = 3.84 and the calculated value of 

X2 ~ 1 7. 4 would be concluded that there is evidence that there existed statistically significant 

difference between the junior and senior teacbers in perceiving the major pUlllose of 

perfOlmance appraisal regarding in rewarding meritorious teachers and to weed out the 

incompetent ones. Moreover, a question was posed to teachers to identifY presumed pUllloses 

of perfOlmance appraisal that have not materialized. Oue fOllith of the respondent 's claiul that 

th~ appraisal system has not served for the plUllose of improving the teaching learning process 

as to enhance teacher's professional competence and to identifY traiu.iug needs as designed. 

Content and Criteria of Teachers Performance Appraisal 

Table 6. Teacher's Familiarity with the Performance Appraisal Criteria 

Responses J 
Familiarity with Yes ~o X2 Critica l 

criteria of appraisa l Va lue 

system 

I School management Junior 33 18 7.92 3. 84 

Sen ior 67 107 

Total 100 1+1.4% 125(55.5%) 

2 Students JWlio( 15 36 1.73 3.84 

Senior 36 138 

Total 51 (2:!% 174(77.3) 

3 parents Junior 10 41 3.2 3. 84 

Senior 35 139 

Total 45(20% 180(80%) 

u =0.05 



Table 6 sbows that 100 (44.4 percent) respondents claimed that they are familiar with the form 

filled in by school committee. Quite a majority, 125 (55 .5 percent) are not familiar with form 

filled by school committee. Regarding fOlm filled by snldents 51 (22.6) said that it is familiar 

to them and the majority of them that is 174 (77.3 percent) did not know the forms filled in by 

srudents. And 45 (20 percent) of the respondents repolted that they know and 180 (80.0 

percent) did not know the fOlm fill ed by parents. A close look at Table 6 shows, that more 

tban half of the total sample population are not familiar with the form filled. 

In relation to this a question was forwarded as to why they are not familiar, and the 

reasous pointed out wel·e 

lack of orientation; 

- those who get olientation said that the effortS made to familiarize was not 

satisfactolY; 

some parts also lack clality: 

lack of awareness 

most of the items are not objective. 

On the other hand, to see wbether or not there could be variations in perception on the 

knowledge of the cliteria based on the qualification a paired test was made and summarized on 

Table 6. To this effect, Chi -Square test was calculated to detect differences berween the 

responses of the two gTonps i.e. junior and seuior teachers regarding the fOlm filled by school 

ma nagement. The result of the test showed that a I degree oflieedom at the a = .05 leyel of 

significance, the clitica l va lue OfX2 = 3 84, and the ca lculated va lue of X2 =7.92, a =0.05 . 

Hence, it could be concluded that there is reliable evidence revealing the existence of 

statistically significant differences between junior and senior teachers about the cliteria of 

performance appraisal fOlm filled by school management. 
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Moreover, Chi -Square test was calculated to detect differences between the responses of the 

two group s i.e. junior and senior teachers regarding fonn filed by students The result of the 

test suo wed that a I degree offi"eedom at the a = 0.05 level of significance, the critical value 

of X' = 3.84, and the calculated value of X: = 1. 73 , a= 0.05. Hence, it could be concluded that 

there is no reliable evidence revealing the existence of statistically significant differences 

between junior and senior teachers about the cIiteria of pelfolmance appraisal. 

Regarding to the form filled by parents, Chi -Square test was calculated to detect differences 

between the responses of the tVIO groups i.e. junior and senior teachers. The 

result of the test showed that a I degree of fieedom at the.OS level of 

significance, the critical ya lue of X' = 3.84, and the ca lculated value of X' 

=1. 6, a =OS. Hence, it could be concluded that there is no reliable evidence 

revealing the existence of sta tistically significant differences between junior 

and senior teachers about the criteria of pelfolmance appraisal fonn filled by 

parents. 

Table 7. Teachers' Perception of the Relation of the Appraisal Criteria to Job 

Requirement 

Responses 
!tL11lS cflllaincd ill Groups Al l of ir Some of it Non of ir Donlt X2 Critical 
the limn tilled by Know value 

I School Junior 17 1-1 28 5 5.13 7.8 1 

Management Senior 30 55 70 6 

Total 47(20.8%) 69(30 6%) 98(435%) 11 (4.8%) 

2 Students Junior 14 17 II 16 5. 28 7. 81 

Senior 40 -1 7 60 20 

Total 54(24%) 6-1(28%) 71 (31.5%) 36(1 6%) 

3 Parents Junior 17 II 19 22 14.5 7. 81 

Senior 20 26 70 50 

Total 127(1 2%) 37(16.4%) 89(395%) 72(3 2%) 

* a=. 05 
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In order to know whether teachers know the details of the cliteIia they are evaluated with they 

were asked whether they come across itelllS that are inelevant to teaching learning profession 

or not. 

Regarding to the fonll filled by school management, as Table 7 shows, 47 (20.8 percent) said 

aU of it. 69 (30.6 percent) said some of it, 98 (43.5 percent) said that none of it is related and 

11 (4.8 percent) repOlted they do not knOw. And the fOlm filled by students in the same table 

revealed that 54 (24 percent) said they know aU of it, 64 (28 percent) said that some of it, 71 

(31.5 percent), 36 (16 percent) repOlted do not knOw. And conceming parents fOlm the 

respondent 's claim that 27 (12 percent) said all of it is related to job requirement, 37 (16.4 

percent) repOlted some of it, 89 (39.5 percent), and 72 (32 percent) repOlted that they do not 

knOw. 

Hence Table 7 shows that quite a big number of respondents repOlted that they do not know 

whether tile criteria are related or not. And this is a selious problem as employees were 

supposed to be aware of the clitelia they are valuate with. 

Moreover, Chi Square test was made in order to see whether there would be perception 

differences between the junior and senior teachers. 

Accordingly, the Chi square X2 test of significance for Item (I), of Table 7 resulted in that for 

3 degree of freedom at 0.= .05 level of significance the clitical va lue of X'= 7.8 and the 

calculated va lue ofX2=513. Hence, to this effect, it would be concluded that there is evidence 

suppOttiug that there is no difference ou the knowledge of clitelia filled by scho ol 

management between junior and senio r teachers. Moreover, the Chi square X' test of 

significance for Item (2),ofTable 7 resulted in that for 3 degree offi'eedom at 0.= 05 level of 

significance 
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the critical value ofX2= 7.8 1 and the calculated value ofX2=5 .28. To this effect, it would be 

concluded that there is evidence supponing that there is no difference on the knowledge of 

clitelia form filled by students between junior and senior teachers. 

Regarding the form filled by parents the test indicates as follows. The Chi square X' test of 

significance resulted in that for 3 degree of fieedom at a =. 05 level of significance the clitical 

value ofX'= 7.81 and the calculated value of X' = 14.5 1.To this effect, it would be concluded 

that there is evidence SUppOlting that there is difference on the knowledge of criteria between 

junior and senior teachers due to shOlter and longer years of teaching experi ence. Moreover, it 

lDay be because there were depaltment heads, lead teachers that have an OPpOlt unity to know 

and [mderstand the criteria. 

Table 8. Teachers' Involvement in the Development of the Criter ia 

Respondents 

N o. % 

I Yes r - ) ILl 

2 No 200 88.8 

Total 225 99.9 

Teachers were asked also to mdlcate whether or not teachers were involved developing the 

performance appraisal cliteria/standard. Therefore , table 8 shows that 25 (11. 1 percent) of the 

teachers repOlted that teachers were in\olved in the development. But majOlit\' 200 (88.8 

percent ) responded negatively. Moreover. a question was fOlw arded to indicate why they 

were not involved in developing the clitelia. The reason as has been repOlted by almost all the 

respondents is that nobody invited them. 



Table 9. Percentage Distribution of Respondents for tbe Development of 

Performance Appraisal Scbeme 

Respondents 

SN Bodies who develop the criteria No. % 

I Ministry of Education 105 46.6 

2 Education bureau 70 3 1.1 

, 
Teacher Association 20 8.8 j 

4 1 and 3 25 11 .1 

5 2 and 3 5 2.2 
.. 

Table 9 shows that 105 (46.6 percent) respondents repOited that the MinistlY of E ducation 

developed the perfollnance appraisal and 70 (31. 1 percent) of them repOlted that it was 

developed by the Regional Education Bureau. Twenty (8.8 percent) said that Teachers 

Association was involved. And 25 (1l.1 percent) repolted that MinistlY of Education and 

Regional education bureau and 5 (2.2 percent) said that Regional education bureau and 

teachers association developed the pelfonnance appraisal scheme. 

Process, Technique and bnplementation 

According to the directive, School Management/depaltment head, parents, co=umty and 

students appraise teachers. Respondents were asked as which of these tbey think are not 

appropriate to evalnate teacher's performance. 

Table 10. Appropriateness of Appraisers by Respondents 

Respondents 
Yes No 

Items No. % No. % 

I School Management 160 71. 1 65 28.8 

2 TeacherlPeer 11 0 48.8 11 5 5 1.1 

3 Parents 20 8.8 205 9L1 

4 Community 30 13 .3 195 86.6 

6 Students 70 31.1 155 68.8 



Table 10 shows that 160 (71.1 percent) respondents repOited that school management are the 

approptiate appraisers. And 110 (48.8 percent) teachers were io favor of teachers /peer 

groups. Seventy (31.1 percent) claimed that sntdents are appropliate, 20 (8.8 percent) and 

30 (13.3 percent) claimed that parents and co=muty are appropriate respectively. 

And respondents were asked to give the reasons behind their agreement or disagreement about 

designated appraiser. The major reasons fo r supporting school management are: 

They have the know-how and are traioed people; 

- Once they had been teachers and thus they understand the 

problems of teachers and 

They are the leader of the school activities. 

Table 10 shows that 110 (48.8 percent) of the respondents agree on the appropriateness of 

teachers /peer as appraisers, while of the liS (51.1 percent) respondents do not agree with 

teachers /peer evaluation. 

The major poiots cited by the majOIity of the respondents as strengths of peer evaluation are: 

- as peers work together they know each other very well 

- members of peer are also related socially, which could be a 

good base for peer exercise; 

- peers share views opinion and wonies so peer evaluation could be things 

even beyond the academic life. 

On the other hand, the majolity (5 1.1 %) of the respondents who disagree with peer evaluation 

fo rwarded the reasous for reactiog negatively as follows: 

Peer evaluation is subject to be influenced by prejudices 

- Academic or other differences are negatively affecting the 

objectivity of peer evalnation. 

Different beliefs and other reasons make peer evaluation subjective. 



The major reasons for supporting students as appraisers of teachers were that 

they know them very well continuously 

students can evalnate their instmction on their class presentation, clarity time 

bndgeting time and interest on teaching 

students could have ample infOimation regarding co=uuity seIVices 

of teachers. 

On the other hand 68.8 % of tbe respondents disagreed with involvement of students as 

appraisers and reported the reasons for their position as follows: 

Most ofthe students are not mature enough and not well aware of the objective 

and lack experience and capacity to evaluate their teachers 

Students might take perfo rmance appraisal as a means of revenge against their 

teachers if they get low grades or with poor academic performance 

Students do not have training on appraisal and thus they might 

mishandle it. 

Students relate their evaluation with grades they obtained or 

speculate to obtained 

As teachers become scared of the negative consequeuce of the students 

evaluation they relax in their academic assessment, which eventually 

contribute to deteriorate the quality of education. 

The clata shows ahnost all of the respondents (9 1.1 %) strongly opposed the involvement 

of parents in the evalnation scheme and mention their reasons as follows 

- teachers reponed that parents evaluate the teachers based on the info1tllation 

they receive fro m their colleagues and their children; 

if 
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sometime the information might be biased, and encomage tendency of 

favOlitism. 

in some cases parents are not \\illing to take pan in the eva luation process and 

appear as schedule 

Ta ble 11 . Percentage Distribution of Pr e and Post Appraisal Discussion on P erformance 

Appr aisal 

:"fo. of Respondents 

Responses 

No. % 

I Yes 7 • 
-) I Ll 

2 No 200 88.8 

Total 225 99.9 

According to the gnideline of Ministry of Edncation (1988:2) olientation workshops need to 

be organized in order to acquaint the appraisees and appraisers with the cunently introduced 

pelformance appraisal system. Therefore. a question was posed w hether the objectiye and the 

clitelia or standard expected to be met by teachers contained in the forms have been discussed 

in thei.r respective school or not. In this regard , Table 11 reveals that 200 (88.8 percent ) 

respondents repOlted that they have never panicipated and there was no discussion conceming 

performance appraisal evaluation. Moreover. 25 (1 1. I percent) responded affirmatively and 

p,l1t icipated in related Olientation programs. 

Acco rding to the repOlt 88.8. %, that is the great majOlity of the respondents did not invo lve 

when the appraisal was designed. Even after tbe design orientation program had never been 

orga nized to acquaint i.1l the implementation of the performance app raisa l. which result ed 



many gaps that could be filed if it Ilad been \\orked in a pmticipatory way. In other words, tile 

appraisees and appraisers did not sit together for discussion on weakness and strengths in 

order to improve the teaching in senior secondalY scbools. 

Frequency of Appraisal 

Table 12. Frequency of Teachers' Appraisal 

Responses 

No. Frequency Yes 

of Appraisa l No. % 

I Once in a semester 13 5 60 

twice in a semester - -

3 More than twice in a semester 

4 Once a Year 50 22.2 

5 No response 40 17.7 

Conceming the frequency, it shonld be continuous assessment and a summative evaluation 

undert aken once in a semester. In response to the fj·equency of appraisal, Table 12 indicates 

that the majority 13 5 (60 percent) assened that pelf ormance appraisal is conducted on the 

average Ollce in a semester fo Uowed by once in a year 50 (22.2 percellt). Aud 40 (17 .7 

percent) did not respond to this question. 

Discussion on and Notification of Apprai sal Results 

Respondents were asked also how til e result of the pelfotmance appraisal is disclosed. 

According to the guidelines issued, it is reg uired til at feedback should be given to tile 

appraised teachers immediately after the apprai sal bas been undenaken so that they know the 

strengths and weaknesses for fUlt her professional development. But ahnost aU. tilat is 215 

I 
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(95.5 percent) said that no post appraisa l discnssion is undeltaken ; the result is not disclosed 

aud not discussed with respondents. And 10(4.-1 percent) reponed that they discussed about 

tbe implementation of performance appraisa l scheme. 

In relation to tltis, respondents were asked to list dov,lJ the lessons they drew from the post 

app raisal discussion and the advantages they got fi'om the fina l outcome oftbe appraisal. 

Respondents repOited that it has helped them to teacb better and they got salary increment 

Table 13. Mode of Disclosing Results of Performance Appra isal to Teacher 

Respondents 

ApPl'isal made by Apprisalluade by Apprisal made by 

school management schoo)man:lgement sc hool parents 

No. Items N o 0/0 No 0/0 No 0/0 

1 

2 

3 

4 

5 

Mode of making 

officials appraisal 

ponit to teachers 

All items are - - -

disciosed 

Partial item s are 67 29.7 

disciosed 

Only avel'agy - -

diciosed 

I and 4 - -

No res ponse -

Respondents were asked as to how tbe perfonnance appraisal result s are made official to tbem 

Table 13 reveals that 67 (29.7 percent) respondents reported tbat items are di sclosed panially 

but not the score provided by each designated appraisers. lllus might be depaltment heads, 



- -

lead teacbers and are appraisers. Therefore. the results of the evaluation, which is focusing on 

weak. and strong points ofteacbers are kept as secret documents and are not utilized for staff 

development Plu1Joses, as it should be and the major problems were presented. 

Problems Encountered in Evaluatiing Teacbers' Performance Apprisal 

The respolJdents were aske to identify tbe major peoblems ,whicb lbey think that the present 

system of pelformance appraisal encountered in senior secondary scbools. To this effect , 

eight major problems were present 

2 

3 

4 

5 

6 

7 

8 

Table 14 Problems Encountered in Evaluatiing Teachers' 
PerformancAppraisal 

Frequenc of Respondents 

Item Strong Agre Not Dis Strongly 
agree e Sure agree DisaQTee 

Rating low based 011 135(60~ ,) 48 30 -- 12 
different. of attitude 
Rating high based on 130(57%) 80 15 - -
similar attitude 
Rating high based on 116(51" ) 70 - 30 9 
loya lty 

Taking one factor a 86 (8.2~' J 72 36 20 11 
paramotult impoltant 
& ,giving a good or 
bad 
Giving average rating 93(4 1. 3°0 87 18 19 8 
to avoid possible ) 
controversy & or 
criticism 
Rating have on 86(38.2', 9-1 16 16 13 
recency behavior bias ) 

Rating based on 110(48.8 90 , 20 -
recent relation ships %) 
& between appraisers 
& appraisees 

I Lack of the necessary 99(40% , 70 28 10 18 
knowledge skill & 
experience 

Is 

Rank 

1 

2 

3 

7 

6 

7 

4 

, 

T 



A close look at Table 14 shows that teachers appraisal system is not free from en·ors. The 

majority 135 (60 percent) said that rating is based on the similarity Idifferences of outlook that 

exist between appraisers and app raisees. This is followed by rating high based on similar 

attitude 130 (57.7 percent), rating based on loyalty 116 (51.5 percent), rating based on recent 

relationships between appraisers and appraisees 110 (48.8 percent), lack of the necessary 

knowledge skill and experience 99 (44 percent) giving average rating to avoid possible 

controversy or criticism 93 (4l.3 percent). 86 (38.2 percent) said that taking one factor 

impol1ant and giving a good or bad. 

Moreover, to examine whether or not there could be variation in perception on the problems 

of perfOlmance appraisal scheme based on qualification a paired t- test comparison is made 

and summary put in table 15. 

Table 15. Test for Mean Difference Between Diploma and Degree Holders ' 

Perception About the Major Problems of the Current System of 

Performance Appra isal in Secondary School 

Respondents 

Diploma I Dem-ee Total 
Item Mean SD Mean SD T 

valu 
e 

Rating 10w- based on different. 3.7S 2.8 5.5 3.21 -
of attitude 4.16 

2 Rating high based on s imilar 3.7S l.2 4.5 .7i ~ 32 

attinlde 

3 Rating hicil based on loyalty 3.4 ) -_.J ],9 1.22 -5.6 

4 Taking one factor a paramount 3.84 1.3 3,8 2.44 0.6 
important & h>1ving a good or 
bad 

S Giving average rating to avo id 3.8 1.2 3.94 1.24 .028 
poss ible controversy & or 
criti cism 

6 Rating have on recency 4.08 1.71 11.3 4.8 -
behavior bias 16.4 

7 Rating based on recent relation 3.84 1.10 3.18 2.08 3.14 
ships & between apprai sers & 
appraisees 

8 Lack of the necessary 3.5 1.3 3.9 1.2 -
knowled!:!e skill & experience 11.7 
Total 2.8 l.6 1. 6 S --1.6 

* StatI stIcally SIgnificant at a=. 05 level 



As seen in Tab le IS, the result of me t- test at u . =. 05 , indicates that the calculated 

value is -4. 16, and the critical value is l. 92. Therefore, there is no significant perceptual 

difference between the two gro ups conceming the problems currently encountered the 

perfolmance appraisa l problems cunently encountered. This shows that the major 

problell15 encolllltered of the CWTent appraisal system of perfOlmance appraisa l are not 

perceived differently by qualification. To this end, the result of the t-test also asserts 

that the perception of the two gronps did not significantly differ concerning 

perfOlmance appraisal problems encOlmtered in secondary schools. 

Moreoyer, the respondents were asked to explain other problems encountered dming 

appraising. Some of the problems mentioned are: 

reluctant and favoritism was also observed in the implementation process as 

reponed by 67 (29.7 percent) of the respondents. 

- an interesting issue pointed Ollt by 55 (24 percent) respollllents was the quota 

system over burden by higher authorities and extemal pressure. 

In relation to this problem School Principals and Regional education officers are intervievied 

and their response is as follows. 

The quota system was adopted because of the poor screening system as well as to safe guard 

the budgetary burdens. Poor screening system is exercised at school: level since school 

management is re luctant and irresponsible. Similar problems are reco rded repeatedly . School s' 

are instructed to revise their work before approval. Some times school s con sider the career 

st ructure as right: such foreseen situations allow authorities to cut down the number of 

teachers to be promoted. Hence, the overall pelfOlmance evaluation process created 

dissatisfaction among appraisers and other groups because of the above reponed problem 



Grievance Procedures 

Table 16. Percentage Distribution Grievance Procedures 

Responses 

Grievance Presented to Yes 

No. % 

1 School Management 

1

60 26.6 

2 Woreda Edu.Bureau 2 0.8 

~ Zonal Ed.Dep't 

1

63 28 

4 Regional Edu. Office 

1

87 38 .6 

5 N o where 

1

13 5. 7 

6 No response 
1-

Total 

1

225 99.9 

Grievance has iu evitably arisen fi-om time to time. Hence teachers were asked as to where they 

lVill present grievances/complaints regarding performance appraisal. 

As Table 16 reveals, 60 (26.6 percent) ha\e repOit ed that any griev ance involved in app raising 

is presented to school management, 63 (28 percent) of the respondents said the glievance 

should be presented to Zonal education department. E ighty-seven (38.6 percent ) said to 

Regional Education Bureau, by passing the Zonal Education D epanment. 

[n addition, respondents w ere asked to report whether or not these institutions give timely 

response to the gIi evance /complaints. Accordingly , 56 (24.8 percent ) said 'Yes' and 159 (70 

.6 percent ) said 'N o' and 10 (4 .4 percent) did not respond to thi s questi sion. 

1 
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Teacher's performance Appraisal System Versus Other 

Civil Servant Appraisal 

Respondents were asked whether they have knowledge, about other civil servant performance 

appraisal .The differences or similarities or its strong and weak points. To this effect, the 

respondents listed down the strength and weakness in the system and the procedures of 

teacher appraisal as compared to the other and it a follows: 

Accordingly quite a large majority 179 (79.5 percent) does not know the other civil servant 

performance appraisal system and 21 (9.3 percent) repOited that the other civil servant 

performance evaluation procedures and other implementation process would be better. 

Moreover, 19 (S.4 percent) of the respondents reponed that teacher's perfonnance appraisal 

is better and mentioued some strong points. Strong Point, of Teachers Performance Appraisal 

It was pointed out that one strong point is that a team conducts the evaluation not by a one boss. 

Moreover, pre and post appraisal discussion hetween appraisee and appraiser was in the 

guideline of teacher ' s perfonnance evaluation, and considered as strong point. 

Opinion of Respondents on Weakness of the Teachers 
Evalnation 

According to the repOlt, the respondents felt that there are some weaknesses regarding to 

teachers' pelfonnance appraisal system T\\enty percent of them said incompetent appraisers 

that are parents and students are designated as appraiser. lnelevant criteria to teaching duties 

and responsibilities are contained in the appraisal. And (65 percent) did not respond to this 

question saying they did not know the system and criteria applied in other organization. 



Evaluation Point 

Table 17. Evaluation Point Given By the Designated Appraisers 

Responses 

[tern Below 3 3.3 -5 3.6-4 4 above Tota 

No % No % No % No. % I 

I School Management - - - -

2 Students - - - -

3 Parents - - - -

4 No response 225 

As seen iiom the Table 17 the result of the petfonnance evaluation is not provided. And 100 

% did not know the perfOimance evaluation point. Had the evaluation point been released to 

teachers they would have been able to give opinion on the result of evaluation. 



CHAPTER FO UR 

SUMMARY, CONCLUSION AND RECOMMENDATIONS 

4.1 Summary 

Tills cilapter consists of summalY of tile major findings, conclusion drawn and the 

reco=endatious fOlwarded on tile basis of the findigs. The major pUI1Jose of this study was to 

make an investigation about the perception and attitude of teachers towards the teacilers' 

performance appraisal scheme introduced as of 1996 in the Ethiopian scilools. Accordingly, 

basic questions were raised on the pnrpose, criteria and process and the problems encountered 

dUliug implementation of perfolmance appraisal. The data were collected with self­

administered questiounaire from a sample of 12 senior secondary school teachers in Addis 

Abaha. Different statistical tools such as frequency and percentage were used. In order to see 

whether there is perception v31iation based on rank and qualification and to see valiation, a 

Chi Square and Mean score rating scale was used. Accordingly, based 00 the results of the 

data analysis the following major findings " 'ere made. 

I. The majOlity (84.8%) of the respondents are male and the rest (15 .1%) are 

female. This shows that the participation of male is mucil greater than women. 

With respect to age (4.4% ) are below 25. (1 2%) are below 35 , (43.1%) are 46 

and above. 

2. As far as qualification is concerned it is categolized in to tlu'ee gro ups,(28. 7 %) 

male, (41.1 % )female had diploma, (69.6%) male, (55.8%)offemale had fir st 

degree, and 1 % of male and female had second degree. Regarding years of 

teaching experience, (6.8%), male and (5 .8% ) and femal had 5 years services. 

And (9.4%)male, (1 7.6%) female serves for ten years aod below. Almost half of 

(50.7%) male, (35.2%) female selve fo r more than 21 years. 

3. According to the new career structure teachers' are ranked in different categories . 

Accordingly (5.7%) male are beginners (6.2%) male, (l -l..l%) female are j unior teachers 
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and (6.2%) male, (14.7%) female associate, (3 1.1%) male , (52.9%) female, are 

senior teachers (33 .3%) male, (1 7.6%) female are associate lead teachers. Finally, 

(2. 6 %) male are lead teachers. 

4 More than 72 percent of the respondents have a positive attitude and reported that 

they SUppOlt pelfOlmance appraisal scheme, while 28 % did not support. 

Hypothesis testing was canied out to see if any variation existed between junior 

and senior teachers at (.05 level of significance accordingly there is significant 

perception difference between the two groups. 

5. Regarding to the knowledge of purposes ofpelfOlmance appraisal, primarily 

serving (71.1 %) repOlted that it is serving salary increment, (55.5 %) said for 

promotion, and (53 .3 %) improve teaching learning process, (51.1 %) revealed to 

motivate teachers in their work (46.6 % )repolted that it is to identifY training and 

development needs. In otherwords it is serving su=ative purposes rather than 

fo rmative purposes. Moreover. hypothesis testing was undenaken in order to see 

if any variation of perception differences existed. As the result of that testing 

shows that there is no evidence SUPPOlting that there existed no statistically 

significant difference between junior and senior teachers in perceiving the primary 

plll]loses of perfolmance appraisal 

6. Majolity of the respondents (55.5%) reponed that they are not familiar with the 

criteria filled by school management, (77.3%)reponed that they do not know the 

fOlm filled by students. Similarly, (80 %) reported that they do not know the fonn 

filled by parents. 

7. If critelia are related to the job requirement, (18.6%) reported that all criteria are 

related to the job, (28.4%) said some of it, almost half(435%) oftbe sample 

population perceived non of the criteria are related to the job requirement the form 

filled by school management. Moreover, (24%) reported aU criteria are related to 

the job requiremen (28%) reported some of the criteria, (31.5%) non of the 

criteria are related the critelia filled by students. Concerning criteria filled by the 



parents that only (12%) said all the criteria is related, (16.4%) said some of it and 

(39.5%) repOited that none of it, an(32 reporte that they do not knOw. Similarly a 

hypothesis testing was made to see whether there would be perception difference 

between junior and senior teachers in perceiving on the detail criteria. As a resnlt, 

it can be concluded that there is evidence supporting that there is a difference 

between the two groups. Both groups are not familiar with the form filled by 

smdents and parents. 

s. Quite the majority (88.8%) of the sample population repOited that they have never 

been involved in the criteria deyelopment or in tbe pre and post appraisal 

discussion but) said they were involved. There is an assumption that tbus could be 

department he only (11.1 %) did not respond. 

9. About (46.6%) of the respondents claimed that Ministry of Education develop the 

performance appraisal scheme,(31.1 %) repOited Regional Education Bureau,and 

(8.8%) mentioned that it was developed by Teacher Association and the rest of 

the sample population mentioned Ministr\" of Education and Regional bureau 

jointly. 

10. Regarding to the appropriateness of appraisers (7 1.1 %) reported that school 

.Management, almost half(48 .8%) respondents were in favor of teachers peer, 

(48.8%) by students, and 8.8% reported that parents would be appropriate. 

However, (91 .1 %) of the sample population perceived that parents are not the 

light appraiser due to are incompetent had no contact with school, not adequate 

knowledge. 

I I. With regard to Mode of disclosing the appraisal outcomes only (29. 7%) reponed 

that partially items were disclosed to teachers but quite the majority claimed that 

they do not knOw. 

t 



12. Quite majOlity (88.8%) of the respondents reported that there was no as such pre 

and post appraisal discussion or development or orientation canied in their 

respective school s. 

13. According to the repolt, (60% ) respondents said that teacher' s performance 

appraisal has been can'ied out once in a semester and (22.2 %) repolted that it was 

once in a year and ( 17.7% ) do not respond. 

14. In ranking the problem areas which CWTent system ofperfo\TIlance appraisal has 

been thought to have encountered accordingly, the majolity of the respondents 

(60%) repOlted that one of the major problems were rating high based on 

different attitude (57.7%) rating based on similar attimde, and (5 1 %) rating base 

on loyalty. Again t test was made to see if any variation of perception existed 

between diploma and degree holders teachers. The result seems there is no a 

significant difference in perception (=. 05 level based on qualification regarding 

to problems ofperfol1nance appraisal. 

15. Respondents have also mentioned some of the problems obselv ed that are 

favoritism, and quota system oyer burden by higher autholities. A quota system is 

adopted because of poor screening system and this was done to safe guard the 

budgetary burdens. 

16. Concelning grievance complaints (26. 6%) reported that tbey repoI1 to the school 

management, (45 .7 %) said to the Regional Education Burean and (26.6 o{,) said 

nowhere. In relation to tlris, (70 %) of the respondents sa id tbe instimtion doesn't 

give timely response. 

17. Almost (100 %) respondents revealed tbat the pelfolmance appraisal poin t is not 

disclosed to teachers. All records are kept secret. 
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4.2 Conclusion 

l. According to the report quite majOlity (72%) of respondents SUppOlt cunen 

pelfol111ance appraisal system, and (28%) did IIOt SUppOlt. This is an indication that a 

big number of respondents did not support. Unless teachers support this system the 

teaching learning activities would be endanger. A hypothesis testing was made to see 

wbether their exist vmiation of perception between junior and senior teachers. There is 

evidence SUppOlting that there existed statistical significant difference between the two 

groups. As the result of this it would be concluded that due to the long years of 

experieuce senior teachers knew that appraisal would initiated teachers' to work better, 

al1d benefit the education system and the teacher. 

2 According to the guideline of the perf0I111anCe appraisal scheme its primary pWlloses is 

to achieve the formative purposes to promote teachers competence, and improve the 

leaching leaming activities. As the analysis shows the overall assessment of the primalY 

pLUlloses of the performance appraisal, which is currently introduced, is to serve or 

accomplish administrative formalities such as increment of salmy, for promotion 

pLUlloses. It is leamt from tbe findings that the various pWlloses of perf o l1J1an ce have 

not been applied and materialized. Moreover, a hypothesis test was made between the 

juuior and senior teachers concering rhe primarily performance appraisal to serve. 

According to the result there is no eyidence that revealed there is a variation of 

perception between the two groups. This it can be concluded that promoting the 

competence of profession and attaining education al objectives come second this 

something to be cOITected .. 

o. The critelia that are cLUTently used for appraisal of teacher's performance were 

perceived to be unknown , unclear and iITelevaut and umeaListic criteria and might lead 

to the dissatisfaction of teachers. The result these performance criteria, might have been 

one of the impeding factors for effecrive teachers performance apprai sa l. 



4. Teachers have been prefen ed to be appraised by school management. In other wards, 

those who are directly involved in teaching and leaming process. This findings is go in 

line with the Education policy that the respondents confinned that school management 

ate the appropliate appraisers. And it was revealed that students and parents are seen as 

inapproptiate and incompetent. Because have no skill and training specially students and 

parents. Due to the lack of skill and training, the pelfOtmance appraisal process is 

conducted ineffective and inefficient and this might negatively affect the activities and 

evidences of perfOtmance appraisal. 

5. According to the result, one basic complaint obselv ed is that the result of their 

evaluation are not available to them and they even do not know the progress they made. 

But in ptinciple the main purpose of evaluation as indicated by different literattu'e is to 

improve the instructional progress, and if teachers do not get their efficiency results they 

can not know their strengths and weaknesses and could not improve their weakness. 

Therefore, teaching efficiency results should be provided as a feedback and means of 

developing self-confidence to the teachers. Regular and frequent feedback to teacher, 

necessary, visits, with precise co=ents about the obselv ation and repOtts building 

encouragement may be all that is required. 

6 According to the result of he fi'equency of the perfOtmance appraisal , it was canied out 

once a year and twice a year. This indicates that the perfOtm311ce appraisal fi'equency 

VaJY fi'om school to school and there is no uuifOtm appraisal system in senior secondalY 

schools. There should be unifOim process in all schools. It was revealed also the time. 

length was insufficient Therefore, uuless evaluation is conducted systematically and 

regularly app raisal results of teachers petf otmance would be based on subjective 

impression of appraisers. 

7. There is no transparency in appraising teachers. he sOldy revealed that aU schools refuse 

to disclose the perfonnance app rai sal evaluation point. It is kept confidential. It is not 

SllQJt1Sing if teachers are to be uncooperative an unrespon sive towards the teachers 

perfonnance activities. 
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8. [u order, for teachers to develop favorab le perceptions towards pelfonnance appraisal 
should patticipate in the process of enluation. [u addition, the purpose should be clearly 
communicated to all who are beiog iovolved io the perfonnance appraisal process of 
teachers. 

8. Majority appraisers proved to be hello io ratiog the pelfonnance teachers of senior 
secondary schools. It would be concluded that teachers who would feel dissatisfied with 
process that ratiog high because of similar attitude and rating low due to different 
attitude. And this in rehlln would not improve perfonnance but have negative effect on 
teaching leamiog activities and those performing good would give up . 

9. When one considers the basic stm ctme of education it finds that the teacher in the 

classroom is the ouly person who makes the edncational program.What implies is that 

much attention should be directed towards the way iodividual teacher fimction in 

classroom. The study revealed that the fiequency of pelf ormance evaluation or 

classroom obselvation is practiced io all the senior secondary schools iovolved io this 

study. But the frequency and time length of it is ioadequate. This appraisal results need 

to be dependent on clllllulative records, and contiouous obselvatiou to arrive at better 

conclusion and effective appraisal. [u order to understand the teachers' potential 

prob lems, strengtbs and weaknesses the classroom observation must be regularly supervised. 

10. Conseling the pelfonnance appraisal of other civil selv ant and according to the report 

evenough majOIity did not know about other civil selv ant process. But it was revealed 

that performance appraisal of teacher is better because of that it was canied in team 

and pre and post appraisal discussion is also encouraged. This minimize and rating high 

due the same attihlde and ratiog low of difference io attitude. 

II. Some schools repOIted that, quota s\·>tem was one of the problems obselved. And this 

was due to the fact that school officials believed schools have a feeling of that there is no 

other option for teachers promotion then schools allow evelybody to share the 

0ppOItun.ity. Such situation allow aurhOIities 'to cut down thenumber of teachers to be 

promoted io order to safe guard the budgeta lY overburdens. Hence, the over all 

performance appraisal evaluation process created dissatisfaction among appraisees and 

otber groups. 

t 
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other option for teachers promotion then schools allow evelybody to share the 

opportunity. Such situation allow authorities to cut down thenumber of teachers to be 

promoted in order to safe guard the budgetalY overburdens. Hence, the over all 

performance appraisal evaluation process created dissatisfaction among appraisees and 

other groups. 

4.3 Recommendations 

ill light of the study teacher's attitude towards the CUlTent appraisal system is an 

indication that the system has something wrong. So it is the right time to look for 

solution and improve the existing situation. Concerning this, the following are 

reco=ended. 

F or an appraisal system to be an integral palt of staff development work in 

schools, it should be both positive and constmctive. ill this regard the formative 

evaluation which aimed at continuous improvement making teachers competent 

should be well strengthen and systematically applied in schools and need to be 

accomplished 

2. The study shows that the adequacy and relevance of some elements of criteria 

have been questioned. Those items such as usage of libralY, laboratolY, and 

workshops do not consider the school realities but stated ideally. Some are not 

job-related. Some are difficult to measure such as to teachers are supposed to be 

honest. Therefore, the irTelevant and unmeaw'able cliteria should be need to 

revised in conformity to the purpose desired. The clitelia should be flexible and 

situational. Teachers must be appraised in view of factors involved in schoo l 

environment.It would inaccurate and unfair to evaluate teachers in terms of 

demand teachers pelfOlID practical activities where there are no facilities to work 

ill. 

3 . Teachers should participate in the of in pre and post pelformance appraisal 

process. In revising the cliteria, process should be open to discussion and 

modification to teachers and edncational expelt . And then the obtained input must 

t 
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be considered in the final criteria and process to be used in performance appraisal 

scheme. 

4. The teacher's perfonnauce appraisal point should be transparent. The result must 

be co=uuicated to teachers. According to the result of the study, 13.9% are 

beginner and junior teacher. Thus, numbers tell there are many beginners and junior 

teachers who are inexperienced. There should be an open and free professional 

discussion fOlUID strengths and weakness that will ultimately lead to peIfOimance 

improvement.lfthe evaluation point had been disclosed to those ratings which are 

relatively low would have been appealed against unjustifiable ratings, and to what 

e:-.1:ent had teachers exercised this light. 

j According to the result of the study teachers were strongly opposing parents as 

appraisers due to the incompetence and had no contact with the school or 

teacher. Thus, it is not something to be ignored. Therefore , the impact and 

consequence of inv olving parents in theappraisal system need in-depth study. But, 

it seems tbat under the ClUTent conditions in which parents do not even visit 

schools, do not know teachers and do not make up of their children,it would be 

umealistic for them to appraise individual teachers. The evaluation made by 

parents based on the infOimation they obtained from their children and this 

infoImation cannot be accurate and reliable. This does not mean that constlUctive 

co=ents and suggestions could not be obtained from parents. The investigator 

believes that they should used as sources of infonnation but not to be direct 

appraIsers 

6. Conceling students as appraiser is also one of the problems in implementation of 

appraisal system. It is beyond the capacity of students using a five -point rating 

scale. So the investigator believes that parents and students should be used as 

source of infolmation but not be direct appraisers. 



7. As the findings reveal, the basic problem seems implementation problem. 

Therefore, a more promising approach to overcome errors in petf ormance will be 

to improve the skills of th.rough training. 

8. In ptinciple to help teachers improve instruction in the school, it is necessaty see 

what is going on in classrooms. What implies is that classroom attention should be 

directed towards the way individual teachers functions in classroom. How can we 

properly help the teachers ifwe have never seen them teaching regularly. The 

fi·equency and time length must be adequate. And this appraisal results need to be 

dependent on cumulative records, and continuous obselv ation. 

9. Grievance should not be regarded byschool administration iu a negative 

sense. Employees should have ample OppOltunity and complete fi·eedom to bring 

their question, complaints and suggestions about any and aU aspects of the school 

system to the boss attention. This constitute one of the most impOltant means for 

sustaining sensitivity to a line functioning program and a vital ingredient for 

maintaining high moral. But th e CUll·ent practice of teachers presenting grievances 

to school management or to the Zonal Education Depatt ment, or Regional 

Education Bureau denotes that either there is no clearly stated procedmes or 

teachers do not know whom to apply. Therefore, there should be a clearly stated 

rules and regulations on grie\·ance procedures regarding disagreements on 

appraisals so that timely solutions are to be given to complaints. 

10. A performance management system, if it is to succeed, must reflect an 

appreciation of palticular characteristics of the institution/organization and have 

included within it stroug elements of continuous review. So reviewing teacher' s 

petfOl1DanCe evaluation design, procedmes, ctiteria and the overall administrative 

process is highly essential for decision-making. 

I l. The problems encoUlltered in implementation are wide and complex ill nature and 

hence close attention and careful analysis is vety essential to over come these 

problems. Appraisal of teachers performance is ptimalily an essential 



responsibility ofteachers, principals, supelvisors, not of other remote from 

teaching process. Therefore, the views and suggestions should be given due 

consideration. Authorities at all levels should be open minded and receptive to 

criticism and constructive ideas. 

12. A comprehensive and in-depth research on teachers pelfo!1J1ance appraisal system 

need to be conducted and timely measW"e be taken. 
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Annex 1 

Addis Ababa University 

Post Graduate , Facul ty of Education 

Educational Planning and Management Department 

Questionn aire Designed To Assess the Perception and View of Teachers Abont the 

CutTent Teachers Performance Appraisal System 

Dear Teachers, 

As you well aware , cWTently a new system of appraising the perfOimance of teachers is 

operating at the pl1malY and secondary school levels. Accordingly, teachers are being 

appraised hy pIincipals, department headslteachers, parentslco=1l11ity and students 

since 1996. 

The pUlllose of this questionnaire is to collect data and information on the attitude and 

perception of teachers about the whole appraisal system and its inIplementatioll and to 

fina lly come up \\~th possible reco=endations after analysis is made. 

In this regard, as there is no body to provide dependable information and feedback about 

the practice of teacher perfOImance appraisal better than teachers themselves, you are 

kindly requested to fill in the questionnaire. 

Note 
a) It is Dot necessary to write your name on the questionnaire 

b) From tbe altemative answers pImided ,please put a cbeck mark" "OI"" for 

an answer you think is conect 

c) There could be more than one answer 

Thank You 



PART ONE: BACKGROU1\'D Il''-FORMATJON 

Instruction: Please Mark by putting 'X' or in tbe box (boxes ) proyided 

1.1 Name of School : Grade Level 

1.2 Location of Scbool: ----------Zone _____ Woreda _____ Kebele __ _ 

Information About Respondent: 

1.3 Sex a) Male 0 b) Female 0 
1.4 Age: _________ _ 

1. 5 Qualfication: 

a) TTl graduate 0 c) degree 0 

b) College Diploma 0 d) second dgree 0 
1.6 Field of Specialization:_:--_ _ ______ _ 

1.7 Service years in the Scbool : ______ _ 

1.8 Grade Is you are teaching in now 

1.9 Your present Post in the School: ______ _ 

a) beginning teacher : ~ 

b) junior teacher il 

c)teacber : 

d) associate lead teacber 

e) lead teacber 

f) Otbers (please specifY:) 

L 
I 

1.10 Do you SUppOlt tbe CWTeut perrolTnance evaluation ? a) yes 0 b) 110 0 
1.1 1 lfyes, wby ? _____ ___ _ _____________ _ 

1.12 lfno ,wby ? ________ ______ ________ _ 

2 



3.8 Have you been in volved in the performance appraisal cliteria development? 

a) Yes 0 b) No [l 

3.9 In which appraisal clitelia designing did you involved? lfyour answer for question no 

4 is Itves" 

3. 10 lfthe answer is of number 4 is noWby? ________________ _ 

3.1 1 Cuneut appraisal cIiteria are : 

a) related to the purose of appraisal system a) yes 0 b) no :::J 

b) realistic to the task performed by teachers a) yes 0 b) no 0 

c) wrinen in simple language a) yes 0 b) no 0 

3. 12 The cunent appraisal criteJia would objectively measure 

a) teachers competence in instruction a) yes 0 b) no 0 

b) teachers motivation to work a) yes 0 b) no 0 

c) teachers relation with student a) yes 0 b) no 0 

d) teachers relation with administration a) yes 0 b) no 0 

e) Specify if any other plea se _________________ _ 

5 



~. 13 Th e e,i dence obtallled tllTougb appraisal cl;telia are reliable to : 

a) decide ou teacuers salary increment a)yesO b)no 0 

b) decide ou teachers rank in the career ladder a)yes O b)no 0 

c) decide Oll incompetent teachers a) yes 0 b) no 0 

d) identifying teacbers training needs a)yes O b)no 0 

e) in selecting teachers for higher education a) yes 0 b) 11 0 0 

f) SpecifY if any other please ___________________ _ 

Pan IV 

-+ Process. TeclJ.D.ique and Implementation ofTPA 

4. 1 In your opinion, which of the following are competent and appropriate to 

apprai sal teachers perfol1nance" (please answer all that can apply) 

a) Sch.Magagemnt 0 d) co=unity 0 

b) teachers/peer 0 e) students o 

c) parents 0 

f) specifY if any other: __________________ _ 

4.2 Why are they appropriate? ____________________ _ 

6 



4.3 Which of the fOUO\\~llg are not appropriate to appraise teachers? 

a) Sch. Manag. [] d) co=unity D 

b) teachers/peer LJ e) students D 

c )parents [] 

4.4 Wby are they not appropliate? ____ _ _______ _____ _ 

-+.5 How often was your pelforrnance appraised in the last four years" 

a) once in a semster 'l c) more than t~ce in a semster C 

b) t\~ce in a semster C d) once in a year D 

e) others ____ :--::-::---:-_--:-___ --:----:: ___ --:-_______ _ 

4.6 As per the response in 5.5. how do yon rate the frequency" 

a) enough D c) too little D 

b) too much D 

4.7 Do appraisers discuss v,itb you on the results of the evalution? 

a)yes D b)no D 

4.8 How are tbe result of the appraisal by plincipals disclosed to teachers? 

a) specific criteria [] e) a and c D 

b) palt of the item D f) band c D 

c) the over aU rating only D g) never disclosed D 

4.9 How are the results of the appraisal bv stndents disclosed to teachers? 

a) specific critelia D e) a and c D 

b) palt of the item D f) band c D 

c) the over all rating only D g) never di sclosed D 

4.10 How are the result s oftbe appraisal by parents disclosed to teachers? 

a) specific cliteria D e) a and c D 

b) palt of the item D f) band c D 

c) the over all rating only D g) never disclosed D 

4.11 How are the results ofthe appraisal by supelvisors disclosed to teachers? 

a) specific cliteria D e) a and c D 

b) pan of the item D f) band c D 

c) the over aU rating only D g) never disclosed D 

4. 12. Is there any pre and post appraisal discussions ~tb the appalisers? 

a)yes D b)no D 

4.13 What advantages ,that \\ill help to your professional development ,you obtained out 

oftbe result and tbe post appraisal discussiou? 

7 



4.1-1 What are the things, that are of no use to your professional development, yo u 
obtained out of the result and the post-appraisal discussion?/if an yl 

Pan V 

5 Problems encountered in appraisal Svstem 

5. 1 Wbat are the problems incountered in appraisal system in general ~ 

a) lack of necessary knowledge, skill and experience of the appraisers a) yes 0 h) 0 
b) poor administration of the overall appraisal process a) yes 0 b) no 0 
c) the purpo se of the appraisal system is umealistic a) yes 0 b) no 0 
d)tbe inappropriateness of the criteria to appraise teachers a) yes 0 b) no 0 
e) la ck of of pre and post di scussion with the appraisee and appraisers 

a) yes D b)no 0 
5.2 Which of the following problems have you observed in tbe process of Teachers 

PelfonDance Appraisal in your school~ 
a) Rating low based on differences of attitudes 

a) Strongly agree 0 d) Disagree 0 
b) Agree 0 e) Strongly disagree 0 
c) Not sure 0 

b 1 Rating high based on similar attitude 

a) Strongly agree 0 d) Disagree o 
b) Agree o e) Strongly disagree 0 
c) Not sure 0 

c) Rating high based on loyalty 

a) Strongly agree 0 
b) Agree 

c) Not sure 

o 
o 

d) Disagree o 
e) Strongly disagree 0 

dl Taking one factor a paramount importance and giving a good or bad on this one 
factor 

a) Strongly agree 0 eI) Disagree 0 
b) Agree 0 e) Strongly disagree 0 
c) Not sure 0 
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e) Giving average ratings to avoid possible controversy or cliticism 

a) Strongl y agree 0 d) Disagree 0 

b) Agree 0 e) Strongly disagree 0 

c) Not sure 0 
f) Rating based on recency bevaviour bias 

a) Strongly agree 0 d) Disagree o 
b) Agree o 

o 
e) Strongly disagree 0 

c) Not sure 

i) Rating based on recent relationship between appraisers and appraisee 

a) Strongly agree 0 d) Disagree 0 

b) Agree 0 e) Strongly disagree 0 

c) Not sure 0 
j ) la ck of tbe necessalY knowledge. skill and expelience 

a) Strongly agree 0 d) Disagree o 
b) Agree o 

o 
e) Strongly disagree 0 

c) Not sure 

k) Rating based on personal friendship or batred 

a) Strongly agree 0 d) Disagree o 
b) Agree o 

o 
e) Strongly disagree 0 

c) Not sure 

I) Otbers ______________________ __ _ 

5.3 lftbere are complaints on TPA ,\\"bere do teacbers present tbeir gri evance? 

a) school commiuee a) yes 0 b) no 0 

b) woreda education office leducation board a) yes 0 b) no 0 

c) zone education depaltment a) yes 0 b) no 0 
a) yes 0 b) no 0 

e) nowbere 0 
5.4 Do tb e in stitutions give timely appraisaVresponse to tbe gri evance" 

a) yes 0 b) no :::J c) don't know 0 

5.5 As compared to tbe perfollllance appraisal system oftbe other pubLic civil SeIvants 

a) What do you think are the meri ts ofTPA? ______________ _ 

b) What are the weakness of TPA: __________________ _ 
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5.6 What comments do you have on the system of TPA? 

5.7 What do you suggest iu order t o improve tbe CUITent teacher 
performance appraisal system? _____________ _ 

5.8 Please. Wlite your evaluation poiut ___ ____ ___ ________ _ 

10 



Annex 2 

Interview Guide for Principal, Regional, Woreda , and 
Educational Expelt 

1. What are some of the major problems enconntered in teachers 
perOl'mance appraisal that you have obselved or that have been 
repolted to yon? . 

2. Has orientation you received on how to evaluate teachers 
performance adequate to uudeltake the evaluation? 

3.Which group of the evaluator do you think considered more 
incompetent ? Why? 

4. What measmes should be taken to improve the CWTent scheme 
ofperfOlmance apprisal ofteachers? 

5. Evalnation point is not disclosed to teachers.Why? 

6. The evaluation results for teachers' career structure are 
checked and approved by valious committee established at 
school and woreda level. But sometimes the woreda reject the 
and cut down the numbers of teachers to be promoted. WJ1Y? 
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