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Abstract

This study was conducted to investigate the implementation practices and problems of the
Teachers’ Career Structure Scheme in the Secondary Schools of Gedeo Zone. The sample
consists of five secondary schools and principals, vice principals supervisors, department heads,
unit leaders and teachers with a total number of 206 drawn from respective schools were subjects
of the study. In addition two woreda education officers and a zonal Teachers Association
chairperson were subjects of the study. In order to address the study's objectives, a descriptive
survey method was used. Regarding data gathering and processing, questionnaire and interview
were instruments employed for data collection, while t-test, chi-square, Spearman Rank Order
correlation, f-ratio and p ercentage were used for analyzing data. M ainly t he s tudy d ealt with
Teachers' Career Structure implementation problems such as: introduction of quota system of
compelition to screen teachers, interference of political bodies, interruption of the career scheme.
Attempts also made to investigate the appropriateness of the career promotion criteria, the
career contribution to teachers and teaching, and the measures to be taken to alleviate
implementation problems. The findings of the study revealed that the Teachers’ Career Structure
implementation was against the guideline due to inappropriateness of the promotion criteria,
budget constraints, introduction of quota and the interference of political bodies. Concerning
teachers’ performance evaluation, currently performance is evaluated based on TROPA
Principles. It was also among the findings of the study that evaluators (principals, vice
principals, unit leaders, supervisor, department heads) have knowledge of the career scheme
better t han the evaluatees (teachers) and have positive attitude toward TROPA as well as the
career scheme. Regarding the effectiveness of the career scheme, it contributed low or has not
brought any remarkable change in improving the socio-economic status of teachers. Similarly, its
contribution for retaining teachers in their profession and improving the teaching learning
process is found to be low. Therefore, the Teachers' Career Structure has no relevancy in
improving the various aspects of teachers' and teaching profession. Finally, it would be
recommended that providing training for the implementers, making subsequent modifications on
the career promotion criteria, and implementation of certification, licensing and provision of
CPD programs.
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CHAPTER ONE

THE PROBLEM AND ITS APPROACH

1.1 Background of the Study

Teachers play a decisive role in brining social, economic and political developments of a country
through the educational system. Their service practically exhibited in school environment, where
formal teaching-learning process are conducted. Schools are generally social institutions whose
objectives are providing knowledge and skills to learners. The realization of effective teaching-
learning process becomes evident through the proper management of resources in school system,
particularly human resource. Thus, the out comes of the school system is influenced by teachers’

personal qualities, educational qualifications and professional competence among other factors.

Teachers as a key human resource in the school syslcn;, their performance in the school system
needs a great attention in its specification and measurement. For this, a formal system of periodic
review and evaluation of an individual job performance is indispensable. In the school system,
teachers’ performance evaluation has to be comprehensive and a continuous process. Henok
(2003:6) indicated that, if teachers’ evaluation is properly designed, its value and usefulness

would enhance teachers’ professional development and competence.

Hulume (1989:189) suggested that, performance evaluation should be an assessment of how well
an organization or an individual is doing usually in relation to what they themselves are trying to
do on their own initiative and in response to what others expect of them. On this ground, the
purpose of performance evaluation is to improve effectiveness of some services in a continuous
way, particularly in schools. In the modern approach, performance is evaluated by how specific
set off critical objectives successfully completed in the job through established standards.
However, problems may be experienced in the eslabliﬁﬂng performance standards, assessment

and evaluation process.

Decenzo and Robbins (1988:375) argued that, a completely error-free performance appraisal can
only be an idealized model, with all actual appraisals being smoothing less than this optimum,

we can isolate a number of factors that significantly impede objective evaluation. Hence, through



formulation of objective performance standards and well established management information
system; the degree of subjectivity could be minimized. Morcover, the system needs to

incorporate

employee motivation and reward schemes. The career opportunities as one form of non-financial
reward system, it will improve teachers attitude toward their profession and to up grade their
social acceptance in the society. Lawson (2000:34) explains the characteristic of performance as
a link established between the level of individual performance as assessed and the level of
reward received by individual. In school districts where one or more of the obstacles or problems
are contingent, some type of compensatory incentive or reward will probably be needed to foster
teaching profession. Incentives is an integral and indispensable part of educational planning;
Harbison (1967:32) remarked that,

The human resource development planner must consider deliberate

measure to influence the allocation of manpower in to high-priority

activities and occupations. Such measures may include major changes in

the wage and salary structure, scholarship support for particular kind of

education and training, removal of barriers against upward mobility,
and in some cases outright compulsion.

Teaches’ motivation as one of the constraints of quality education, thinking about quality of
education is worthless without improving the status of teachers. Accordingly, the education and
training policy was formulated and designed different types of strategies as the means to alleviate
various educational problems. As one of the strategies, teachers’ career structure was
implemented to motivate and retain qualified and experienced teachers. According to the
Education and Training Policy (1994:21) the criteria for the professional development of
teachers will be continuous education and training, professional ethics and teaching performance
introduced in the career ladder. In light of this, the Education Sector Strategy (ESS) stated that;
an acceptable, attractive and realistic career structure will be instituted to improve the working

condition of teachers (MOE, 1994:17).

Based on directives of the state, schools apply teachers’ career structure to countercheck the
achievement of education policy and program objectives. Generally, the established new career
structure scheme is expected to improve the social and economic problems of teachers. Also it is
expected to bring about quality education and to expand education in the country. Stated in the

directives of career structure scheme (MOE, 1996:6) six stages are available for teachers:



Beginner teacher;

» Junior teacher:

Y

Teacher:

Y

Senior teacher;

Associate lead teacher and

Y

> Lead teacher.

Teachers to be promoted from one stage to the next, necessary years of service and outstanding
performance are required. However, as Negatu (2003:3) indicated the rating scales of career
structure are more likely to include subjective elements that would be vulnerable to subjective
interpretation, personal bias and perception of the raters. The process of performance evaluation
was conducted by school administrator, students and parents. However, parent evaluators have
no adequate skill or knowledge of evaluation. Hailemairam (2001:18) confirmed that
interference of political bodies, impracticality of some evaluation criteria, and unfairness of
evaluators as a serious problem of the performance evaluation and career structure

implementation of the time.

The TrPA approach has been blamed for its being prdccss oriented rather than measuring the
outcome. In other words, it has been thought of as measuring ones personal character than
his/her contribution to the organization. It was this notion that had called for the introduction of
ROPA and there by TROPA as a major component in the recent civil service reform program
that has been in effect in Ethiopia as of the year 2002 (MOE, 2003:1). Accordingly, the Zone
under consideration has been implementing TROPA for evaluating teachers’ performance since
then. Currently the new method known as Result Oriented Performance Appraisal (ROPA), as a
part of civil service reform program implemented in school systems. As Akalewold (2004:36)
noted the civil service reform as on area of capacity building program brought a number of

important implications in education, teacher management and administration.

Regarding this, a training manual (1996 E.C) elaborate that, the Result Oriented Performance
Appraisal (ROPA) emanates from the strategic plan of the organization which is divided in to
departments, teams and individual teaches was implemented in Ethiopian school system. In

addition to this process, Management By Objective (MBO); which consists of steps such as goal

Lo



setting, action planning, self-control and periodic reviews was established in school system.
ROPA and MBO systems were implemented in 1997 E.C in Southern Nations, Nationalities and
Peoples Region (SNNPR). The teachers’ career structure also instituted in relation to
performance appraisal result; which is based on agreed objectives according to MBO principles.
Basically performance standards were set in relation to the size, quality, time, output, value and
impact of the outcome. The result oriented system of teachers” evaluation based on their outcome
be an established norm in primary and secondary schools of Southern Nations, Nationalities and
Peoples Region (SNNPR). Similarly, in those schools found in Gedeo Zone, the new system is
employing to evaluate teachers and get advancement through career structure. However, being
new its implementation can not be free from problems which are critical for both evaluators and

evaluatees.

Lawson Peter (2000:303) indicated that where individual performance criteria are established so
that actual individual performance can be judged or assessed against the performance criteria
established. However, implementation principles of teachers’ career development and its relation
to other management programs, MBO and ROPA in the zone were subjected to the opportunity
of distortion. Generally, untreated implementation problems that de-motivate teachers will result
to the failure of the prime objective of the education policy. Thus, detail study about the linkage
of newly introduced programs in the education system, their implementation problems and future

consequence in education system needs in-depth study.
1.2. Statement of the Problem

The scheme of teachers’ career structure that rewards' leachers according to their service and
performance appraisal resull, was conducted at school lL-vcl by group ol individuals. This group
includes school administrators, parents and students as appraisers. Due to the lack of knowledge,
parents as evaluator, the performance appraisal criteria were subjected to bias and deviation from
the set guideline in their implementation. The adverse of poor implementation of the career
structure resulted in the de-motivation and dissatisfaction of effective teachers and needs
periodic modification or redesign. Currently, the implementation of civil service reform in
education sector forced the educational institutions to introduce a principle of MBO in their
management system. Further more, the need for a well designed mechanism of evaluating

teachers is indispensable for effective teaching-learning process. Educational institutions are



capable of addressing the strength and weakness of teachers by having a performance evaluation
system, with well defined and predetermined standards. In this ground the newly introduced,
Result Oriented Performance Appraisal or Outcome Based Teachers’ Evaluation system, play
significant role. Result Oriented Performance Appraisal system (ROPA) was related with
teachers’ career structure according to their performance result. Hence, teachers will get
advancement in their pay and career. However, the performance rating criteria and its correlation
with teachers’ career structure was not properly designed and implemented. Graham-Brown
(1991:307) suggest that teachers are key resource their rights and freedoms should be protected.
Their salaries, conditions and career prospects should be at a level to minimize the loss of trained

teachers.

Moreover, the introduction of various new concepts as criteria for promotion, such as:
engagement of teachers in Action Rescarch. in addition to lack of knowledge and skills of MBO
and ROPA implementation techniques, the career scheme faced obstacles. Such problems and
others may hinder the successful implementation of the career structure scheme as intended to

improve the performance of teachers and quality of education.
Thus, the purpose of this study is to:

4 Identify the major problems encountered in the effective implementation of teachers’

career structure and bring them to the attention of the concerned bodies;

+ See whether there is a deviation from the nationally set guideline of teachers’ career

structure implementation and what is actually practiced in the zone;
4 Assess the teachers’ career structure implemented in relation with ROPA scheme;

4 Suggest measures that should be taken to alleviate the problems encountered in the

simultaneous implementation ol ROPA and Tcachers” Career Structure program;
4 Explore the future prospects ol teachers™ career development.
Accordingly, the study attempts to answer the following basic questions.

1. Is there any deviation between the set guideline and the actual practice of teachers’ career

structure?



2. How is teachers’ performance evaluated and the results related with teachers’ career

promotion?
3. How do evaluators and evaluatees perceive the appropriateness of the career promotion
criteria?

4. s the career structure scheme effective in attaining'its intended purposes?

5. What are the problems hindering the effective implementation of teachers’ career structure

scheme?
1.3. Significance of the Study

This study was conducted with the objectives of assessing the practice of teachers’ career
structure scheme and investigating the prevailing problems pertaining to its implementation in

Gedeo Zone.

Thus, the findings of the study would be applied in the zone to alleviate the existing problems.

The study would specifically be hoped to:

1. Bring the career structure implementation problems to the concerned bodies to realize the

magnitude and attempt to solve it.
2. Help educational officials at all level to review the teachers” career structure scheme.

3. Contribute for the improvement of teaching-learning process as well as social and

economic status of teachers through effective reward system formulation.
4, Enrich the existing literature in the field.
5. Serve as springboard for those who intend to carry out in-depth study on the issue.
1.4. Delimitation of the Study

In order to assess the problems of evaluation and career structure scheme, the researcher decided
to conduct the study in Gedeo Zone, because of his working experience as a teacher, principal,
and supervisor in the area. Apart from this, the study tried to treat the topic of the career structure
scheme by taking variables such as: appropriateness of the career promotion criteria, knowledge

of the implementers about TROPA technique, implementation problems, and effect of the



scheme on teaching learning and socio economic status (independent variables), which are
expected to influence the effectiveness of the Teachers' Career Structure Scheme (the dependent

variable).

To gather valid information for the study and thereby investigate the problem thoroughly, the
study is delimited to secondary schools of the zone which are five in number. Among a number
of teachers’ career development issues, this study focused on the problems and future prospects
of career structure implementation and promotion criteria, due to more complaints related to
these issues. Furthermore, the study is delimited to years 2005-2006 where the new systems of

management, such as MBO and ROPA were implemented in school system.

1.5. Limitation of the Study

The student researcher faced shortage of relevant written materials concerning teachers’ career
structure, especially, in relation to the international teachers’ career development guideline so as
to enrich the literature review. In addition, some of the woreda education office heads were
reluctant and delayed the interview schedule claiming that they were very much over burdened
with work and meetings and did not have time for inierview program. Furthermore, getting data
that show the effect of career structure termination within the last three years was not so easy for
the writer of this research. Therefore, because of the above mentioned limitations the study may

not be deep and exhaustive as it ought o be.
1.6 Methods and Procedures

This section deals with research methodology, source of data, sampling procedures, data

gathering tools, and data processing.
1.6.1 Research Methodology

In undertaking the study, descriptive survey method was employed in order to explore, identify,
and describe the teachers' career structure implementation problems and its future prospects in
secondary schools of Gedeo Zone. Moreover, this method was adopted to describe the extent to
which career structure scheme has contributed in improving teachers' socio-economic status and

asses the views of evaluators and evaluatees towards the career promotion criteria.



1.6.2 Data Source

The primary data source lor this study include principals, assistant principals, supervisors,
department heads, unit leaders and teachers of Dilla, Wenago, Bule, Chelelektu and Yirga
Cheffee secondary schools of the Gedeo Zone; with the total number of 206. In addition, the five
woreda Education Office heads and Zone Teachers Association chairperson were included as a
subject of the study. To supplement the primary sources secondary sources of data like nationally

and regionally produced directives or documents were reviewed to enrich the study.
1.6.3 Sample and Sampling Procedure

For this study, all secondary schools in the zone were included due to their manageable size.
Thus, from the total population of teachers in five secondary schools (206 in number), 119
teachers were selected as target respondents using random sampling technique, and they were
considered to be the representative evaluatees in the zonal secondary schools. Having specilic
roles in the education system, especially, in their decision role on teachers' carcer development;
principals, supervisors, department heads and unit leaders, with a total number of 30, were
selected by availability sampling and considered to be evaluators in the study. As far as
interviewees are concerned, two Woreda Education office heads and one Zonal Teachers

Association chairperson who were available at the spot were included in the sample.
1.0.4 Method of Data Collection

Based on the information obtained from documents, the researcher prepared questionnaire with
close and open end items and employed for gathering relevant data from principals, supervisors,
department heads, unit leaders and teachers. To ensure whether the questionnaire is free from
ambiguity, the draft was pilot-tested on 10 teachers in Dilla Secondary School. Then, a word that
brought ambiguity in part 5 of question 10 choice 4, was substituted by more expressive one. In
addition, to verify the interview questions idea further claborative words were added on question
3 and 5. Then, the questionnaires were administered to the target respondents and collected in
collaboration with assistant data collectors. Of the 149 Icopies of the questionnaire administered,

136 were properly filled and returned. This assures the return rate to be about 91%.

Another instrument that the researcher used to cross check and enrich the data gathered was an

interview. Thus, semi-structured interview questions prepared and interviews were conducted



with two Wereda Education office heads as well as to the zone teachers’ association chairperson.
Moreover, a focus group discussion was made with live teachers of Dilla Secondary School who
received career promotion in the year 1999 EC., to collect available information that supports

this study.
1.6.5. Method of Data Analysis

Once the gathered data were properly organized and scrutinized the responses on open-ended
questions were categories and interpreted. However, responses on closed-ended questions were
tallied and tabulated in terms of percentages. Generally, depending on the nature of the data
collected and the type of questions percentage, mean, variance, standard deviation, f-ratio, chi-
square, Spearman Rank order correlation, and t-test were employed to analyze the data. The
statistical analysis also made using hypothesis tests with the 0.5 level of significance to reject the

null hypothesis.
1.7. Operational Definition of Basic Terms
Career structure:- change in the structure of work that provides opportunities for teachers
to advance and progress in their carcer and salary (Gorton and others. 1998:15)

Evaluation:- 1s about prizing and valuing a teacher’s performance (Montgomery and Norman,

1989:15).
Evaluatees:- teachers whose performance would be evaluated.
Evaluators:- those schools management body undertaking evaluation of teachers’ performance,
( Le. principals, vice-principals, unit leaders and department heads in this case).

Management By Objective (MBO):- is a process that converts organizational objectives in to
individual objectives. It can be thought of as consisting of four steps: goal
setting, action planning, self-control, and periodic reviews (Decenzo and Robins

1988:372).



Performance Evaluation:- syslematic assessment of an individual’s performance in order to
assess training needs, potential for promotion, eligibility for a merit increments
part of pay or salary review or for management succession planning (Page and

Thomas, 1997:262)

Result Oriented Performance Appraisal (ROPA):- process of evaluating the implementation of
organizational activities based on agreed objectives and standards in relation to

size, quality, time, and out put. (Galloway D. and Edwards A.,1992: 232)

Secondary School:-According to the Education and Training Policy of Ethiopia; it is an
educational level that provides education in four years duration, students of

grade 9-12 in two cycles.
1.8. Organization of the Study

This thesis has four chapters. The first chapter deals with the introduction which overviews the
implementation problems of teachers’ career structure and its future prospects. This part
comprises background of the study. statement of the problem, significance of the study,
delimitation of the study, limitation of the study, methodology and procedure of the study,
operational definitions and organization of the study. Chapter two focuses on the review of
related literature that comprises both theoretical and empirical studies. The presentation and
analysis were treated with data, appropriate statistical tools and logical analysis under chapter
three. The last chapter deals with the summary, conclusion and recommendations forwarded. The
reference and appendices are also included so as to acknowledge the sources cited and make the

thesis work, comprehensible.
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CHAPTER TWO
REVIEW OF RELATED LITERATURE
This chapter mainly presents details on teachers’ career structure scheme with the special
reference to Ethiopian education system. Specifically, on issues about the TROPA
implementation, its importance and the problems encountered in the implementation of teachers’

career structure scheme.
2.1 Teachers’ Career Structure Scheme
2.1.1 The Concept of Career Structure

As more and more people seek jobs that offer challenge, responsibility and opportunities for
advancement, realistic career planning becomes increasingly necessary. Different scholars in the
field of human resource management explained the concept of career structure in various ways.
Haris (1986 cited in Hailemariam,2001:34) explained the career structure coneept, as currently
taking many forms in different countries, and had its origin in collages. According to him, career
structure was started in promoting instructors to assi‘stant—professors. associate-professors and
full professorships. On the other hand, Gorton and Fisher (1988:47) defined career structure as a
change in the structure of teaching, which provides opportunities for teachers to advance and
progress in their careers. It also includes established career stages in teaching with defined

performance standards, responsibilities and monetary rewards.

In addition, authorities like Decenzo and Robbins (1988:279-80), Sadker and David (1997:515),
and Mosley (1985:480) described career structure emphasizing on various aspects such as goals,
characteristics, importance etc. For example, Sadker (1997} described it as a ladder program one
can climb to receive increased pay through increased work responsibility and status. Decenzo
and Robbins (1988) explained the external versus internal dimensions of the career structure,
According to them, every individual’s career has two dimensions or components. One called the
external dimension is realistic and objective progression of steps through a given occupation, but
it need not be on up ward progression. But the olhér, the internal dimension, represents the
individual’s subjective perceptions and might also be a very specific ambition. It is clear that all
the above explanations and definitions indicate that, the carecer ladder plans are intended to

provide both the extrinsic monetary rewards and the intrinsic rewards associated with the
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promotion, as teachers full fill certain requirements in order to advance upward in the established
ladder. Accordingly, Mosly (1985:48) indicated that a career planning is essentially a personal
process of planning your life work. Therefore, need to :(1)do a careful self analysis; (2) set
realistic and attainable goals; (3) study career paths; and (4) develop a detailed plan of action to
reach those career objectives in the optimum time frame. Hence career structure is constructed in
the form of ladder in which an individual may clamp up with his /her progress. The structure of
the ladder is wide from the base and goes on narrowing to the upper levels. This would make its
picture more like space needle shooting up from a very wide base than like a well-balanced

pyramid (ILO, 1991:18).
2.1.1.1 Purposes of the Career Structure

Implementing career structure can be considered as an alternative in order to improve teacher’s
attitude towards their profession and to up grade their social acceptance in the society. In this
connection, UNESCO (1991:32) stated the purposes of career structure to improve both the
socio-economic and professional advancement of teacher and effectiveness and the education

delivery system.
2.1.1.2. Features of the Career Structure

As to Gorton and Fisher (1988:48) there are different features of career structure, out of which
merit recognition and job enlargement are the two. The merit features of career ladder plan often
include the establishment of multiple steps on a pay system in addition to a single salary
schedule. Morcover ranks or titles are used to describe the steps on the ladder. The latter feature
includes promotion to higher ranks with the assumption of additional duties at each higher step.
In deseribing job enlargement, Armstrong (2001:282) indicates that it is the combining of
previously fragmented tasks in (o one job to increase the variety and meaning of repetitive work.
lienee, it is obvious that merit plan give additional financial compensation 1o teachers who
demonstrate excellence while the career ladders allow them to take on additional responsibilities
alona with their teaching as a way of advancing in the field. On the other hand, Sadker and
David (1997:512-514) argue that merit pay is designed to link teacher performance directly to
teacher salary and thus make teaching more accountable, as well as more financially rewarding.

Accordingly, they classified merit pay in to four types. These are:



1) Student performance based: - this rewards teachers whose students make gains on

standardized tests.

2) Teacher performance based: through developing criteria to measure teaching

effectiveness and evaluation.

3) Individualized productivity plan based: receiving financial bonuses based on how

much the teacher accomplishes in the year.

4) Teaching assignment based: Compensation according tc how difficult or how much in

demands his/her teaching position.

Further explanation was also made on the merit pay and job enlargement features that related to
teaching profession. In this regard, Hoy and Miskel (1987 cited in Negatu,2003:33) make the
distinction that, in merit feature teachers will advance to a new rank, without assuming extra
responsibilities. While in the job-enlargement feature, teachers not only advance to a higher rank
them also carryout extra responsibility as a result of that advancement. Despite their difference
the two features have been applied in different work setting for many years. However, a good

model of a career ladder plan includes a mix of these two.
2.1.1.3. Stages of the Career Structure

There is a growing consensus among scholars and researchers that human develop cognitively
through stages. Hence, teachers as human, their career stage structured based on the assumption
that learning to teach is a developmental process and teacher go through predictable stages.
However, authorities have no agreement on how career progression proceeds in to stages or
levels and on the number of career stages. Therefore, scholars like Sprinthal and Theies Sprinthal
(1983 cited in NEK,1999:18), and Armstrong (2001:598) proposed a three stages career
development that operates on all human. While Decenzo and Robbins (1988: 281-284) proposed
a five-stage model that is generalized (0 most people during their adult years, regardless of the

type of work they do. These are:

1) Exploration: - is a time when a number of expectations about one’s career are developed,

many of which are unrealistic.



2) Establishment: - begins with the search for work and includes getting your first job, being
accepted by your peers, learning the job and gaining the first tangible evidence of success or

failure.

3) Mid-career: - marked by a continuous improvement in performance, or beginning to

deteriorate in performance.

4) Late career: - a stage where by one is no longer learning about his or her job, nor is it
expected that he/she should be trying to out do his/her levels of performance form previous

years.

5) Decline: -is the final stage in one’s career, usually marked by retirement. Responsibilities
will be fewer and life will be less structured. As a result it is a difficult stage for any one to

confront.

On the other hand, considering teachers as a professional, Stinnett (1968:183), and Hoy and
Miskel (1996 and 1987 cited in Nigatu, 2003:33) described the overall features of career
structure plan with its different stages. For example, Stinnett suggests that the most likely future
development in the institution of pay differentials should not be on the rating for merit pay, but
pay differential based on position and responsibilitics. Then he proposed five positions/stages
differentiated with assignments, length of work year and pay. These stages are: Academic
Assistant; Staff Teacher; Senior Teacher; Teaching Curriculum Associate, and Teaching
Research Associate. Besides, scholars like Sharan and Freiman-Nemser(1983 cited in
NEK,1999:18) proposed a three-stage career that teachers through: Beginning survive stage;
Consolidation stage; and Mastery stage. While, Weisz (1999:44) suggested five possible stages
in career development of teachers as: (1) Aide (2) Assistant (3) Associate (4) Teacher intern; and
(5) Teacher. In general, one can conclude that the number and features of teachers’ career

structure stages varies according to the objective, goals etc. of the manpower development plans.
2.1.2 Experience of Other Countries

Experiences in some countries show that different policies were made to reform teachers pay to
use salary structures so as to encourage and boost the status of teachers. In most countries,
teachers are not well paid and respected as other'professionais. In most cases with similar

qualification and experience; those who joined other work sectors are well paid and have better
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recognition than teachers. As a result of such and other related factors teaching is not a favorite
profession to most of them engaged teachers (Cutier and Waine, 1999:39). Fore example, a
World Bank study of primary teachers’ salaries in eighteen countries of sub-Saharan Africa
found that, real salaries had declined in all but two between 1980 and 1985. In eleven countries,
including Kenya, Zambia, Zimbabwe and Senegal, the falls were 10 percent or more. Teachers’
pay has declined, not necessarily because of pay cuts but because of purchasing power of their
salaries has fallen dramatically along with those of other public sector works (Cutier and Waine,

1999:39).

Nicaragua, as Brown (1991:132) indicated, by 1989 teachers’ salaries were the equivalent of
about US$12 per month for primary school teacher and US$16 for secondary school teacher; at
the same period a surgeon would receive about US$40 a month and a miner about US$80. As a
result of low pay many teachers left the profession, and then their places had to be taken by
untrained teachers. Thus, the untrained teachers account for 60 percent of total teachers in some
regions. In this connection, a locally monitored incentive scheme has been implemented by
Nicaraguan Ministry of Education and the incentive scheme guidelines includes teacher
performance incentives, personnel management, and criteria for paying salary supplement to

teachers (Gaynor ,1998 cited in Nigatu, 2003:39).

Costa Rica in 1985, the situation for teachers, especially those posted to rural areas can be
discouraging. Teachers’ salaries are relatively low compared with those other professions
requiring the same duration of training. so that there is no great incentive to become a teacher.
However, some efforts are now being made 1o confront -lhe:sc problems. The Ministry of
Education has launched up grading campaigns, which include curriculum development,

educational philosophy and goals, teacher upgrading and in-service training (Brown, 1991:112).
In Australia: - there are four or five stages of teachers’ career mapping phases. These are:
Phasel. The pre service or initial teacher education phase and it is the first of a teacher’s career.

Phase 2.The phase of gaining first employment as a teacher. It is an effective professional entr
ploy P y

to teaching.

Phase 3. The induction stage: - an effective full entry to teaching through evaluation procedure

meeting public accountability or quality assurance standards.
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Phase 4. The career progression stage: - it is the stage of annual progression through the

incremental salary scale, usually 10-12 years.
Phase 5 The highly accomplished teacher phase- this phase is not applicable in all states.

However, some states after 10 or 12 years career progression stage some teachers are promoting
to administrative positions up to and including principal position (State of Victoria, 2006:

Online).

In USA, career ladder policies were institute in the 1980 to resolve concerns about teacher
quality. The scheme emphasized the use of “objective” performance assessment to reward
outstanding teaching; motivate individual effort, and provide public accountability (Henson and
Hall, 1993: 2). The career ladder programs was designed to create different levels for teachers by
creating a “ladder” that one can climb to receive increased pay through increased work
responsibility and status. According to Sadker and David (1997:515) by the beginning of the
1990s more than half of the states had some form of career ladder or incentive program. Apart
from these, bonus can be earned each year when National board recognizes superior performance

of a teacher. Performance evaluation also linked to in-service training a development.
2.1.3 The Status of Teachers

In the most countries examined, the situation of teachers range from unsatisfactory to
catastrophic in terms of conditions, salaries and training. This leads to low morale, dropout from
the profession, or preoccupation with earning income outside teaching, leading to absenteeism
and poor performance. Even in countries where may teachers have been committed to the school
and political goals of the government, commitment can wear thin when it is impossible to line on
meager salary. Raising teachers’ pay to a living wage seems, therefore to be a necessary

prerequisite of progress though it is far from being sufficient (Brown, 1991:272).

As indicated by Brown, in most cases teachers are not well paid and respected as other
professionals. Teachers with similar qualification and experience compared with those joined
other work sectors; teachers are less paid and also have little recognition. Lieberman (1956:379)
emphasized on the real income of teachers rather than dollar income in order to improve the
economic status of teachers. Then, he recommended that, in salary adjustment every one should

know that salaries must be considered interims of the goods and services they will bring. A
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salary, which at a low price level will purchase a luxurious standard of living, may be
insufficient to purchase bare necessities at a high price level. However, the most common causes
of poor teacher morale should be related with inadequate salaries, large classes, poor
administration, lack of free period during the school du_{(s. unsatisfactory plant and buildings, and

lack of equipment and materials. In addition, there are other related factors such as:
Lack of democratic administrative procedures;

— Lack of sharing in policy making;

— Lack of cooperation of school boards and the public:

— Lack of social and recreational facilities; and

— Inadequate provisions for teacher tenure (Stinnett, 1968:180-183).

According to Aggrawal (1996:460), the status of teacher regarded accorded to teachers to show
the level of appreciation of the importance of their functions and of their competence in
performing it and the working conditions, remuneration and other material benefits accorded to
them relative to other professions. Since the status of teachers and the quality of education are so
intertwined in the same direction; improving teacl:ers.’ status is the responsibilities of all bodies
including Government, Ministry of Education, Teachers Association, the community as a whole
and even teacher themselves. Teachers’ Organization should participate in proposing and

formulating different polices concerning the status of teachers (ILO, 1991:19).

In support of the above idea Soder (1991: 64-66) suggest that, in order to boost the status of
teachers, major changes or a similar transformation of medical profession would have to take
place with in both the teaching profession and the larger social context. Furthermore the author

proposed six necessary changes that would be considered as factors. The changes are:
1. New Technology

A new technology of schooling and learning would have to emerge similar to the development of
science and technology in medicine. Then, the new technology would have the following

characteristics:
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— To be demonstrably superior to current methods of schooling in the production of
manifestly different outcomes; results would have to be consistent and related to the

technology;

—  To produce results highly valued by society, particularly by powerful groups controlling
access Lo resources;

— Necessarily require professional judgment in its application would have to  be some
elements of selection of facts and procedures from among several alternatives and some

elements of risk; and

— There would have to be general external appearances of agreement among the new

educational professionals as to the nature, scope, and efficiency of the new technology.
2. Training linked to the new technology

Training has to be manifestly efficacious. The only way one could learn how to make
professional judgments in the new technology would be by completing a prescribed course of

study in a teacher-training program. Training is necessarily being standardized and accredited.
3. Public support for restructured practice

In addition to a delimited and standardized course ol study. the public would have to come to
believe that only those people so trained in the new technology should be allowed to practice as a

teacher. Strict licensing laws should replace current practices of teachers’ certification.
4. Public valuing of schooling,

Schooling has to be an actual priority of the society. Considerable resources have to be allocated
from both the government and the private sector lor educational research and development. In
addition, the output of the new technology would have to be accepted and the general idea of

schooling has to be incorporated as a part of general culture and operating ideology.
5. Fragmented demand for services

Demand for schooling would have to be fragmented. Necessarily, only those licensed teachers to

practice as a teacher and given power (o make critical decisions.



6. Bifurcation of authority

The line of authority in the schooling has (o be bilurcated, with teachers to make decision as to
the application of the new technology and school administrators effectively denied that authority.
Along the same lines teachers would have to be given authority to determine the proper activities

of support staff in much the same way doctors determines activities of nurses, interns etc.
2.1.4 The Determinants of Teachers’ Salary

Performance related pay scheme helps the organization become more result focused or it
supports exiting cultures or values which are already characterized by high performance,
innovation, quality and team work, Hence, in the formal management system in which
individuals agree work targets or objectives and their p;arfmmance is assessed in the light of their
achievement in relation to those targets (Lawson. 2000:304). However, Decenzo and Robbins
(1988:411) argue that the principles of pay for performance are so logical and so deeply instilled
in our value system that few attack it. The allocation of rewards on the basis of performance is
revered concept in organization but there are major difficulties in measuring performance. Thus
performance-based reward is a fallacy due to problems in differing in the definition of merit and
Excellency. Lieberman (1956:391-394) described that performance related salary schedule
provide for equal pay regardless of position, for teachers of equal years of preparation and
experience. Thus teachers’ salary schedules should consider features of the occupational
characters of teaching. Furthermore, Lieberman identified three determinants of teachers’ salary.

These are:

1. Single salary schedule /preparation schedule/:- which base on the principle of gearing
compensation to increased (eaching competency. It takes salary increases out of the
subjective realm of administrative judgment and placing them squarely on the basis of
preparation and experience ollen improved morale throughout the entire school system.
Teachers know what they can expect in the way ol salary increases for several years
ahead while the school officials can plan for the future in the light of known

commitments.

2. Position type schedule:- In this type schedule, school officials decide what each type of

school position should be worth and pay teachers accordingly. The basic assumptions are
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that the different positions in the school system do not require teachers of equal
preparation and ability and the school officials can ascertain which positions, should be

filled by certain type of personnel.

3. Merit Rating: - involves some of the most basic as well as the most controversial,
professional and social issues of our times. It has been proposed to correct certain
inequalities of single salary schedules. The essential characteristic of merit rating is the
attempt to pay teachers according to their individual competence, rather than according to
their preparation and experiences. One leading argument for merit rating is that teachers
with equivalent preparation and experience may differ widely in their teaching efficiency.
However, merit rating is superimposed on salary schedule to provide additional
incentives and rewards for outstanding teachers. It is obvious that the quality of education
depends on quality of teachers, intern quality of education requires the need to promote
the status of teachers. Hence, teachers at all levels of the education should be adequately
remunerated, supplied with direct and indirect compensation payments to boost there
economic, social and political status. In this connection, Stinnett (1968, 180-183)
suggested a summary of teacher salary scheduling assuming that if workable plans could
be devised, more teachers would lavor the idea. The possibilities ol salary scheduling that

he proposed for teachers includes:

- The demand for some plan of pay differentials for teachers will probably continue. But school
boards and districts, aware of post experiences and failures, will seek sounder approaches to

experimenting with merit rating schedules.

— Strong efforts will be made to strengthen the administration of existing single salary
schedules by better selection of teachers, elimination of inferior teachers, and the

development of more effective in-service growth devices,

— Evaluation of teacher performance aimed at improved services and professional growth

rather than bases for pay differentials will receive increasing attention of school districts; and

— Teacher organization will assume an increasing role in research and experimentation on the

problems of merit pay schedules, teacher evaluation, and in —service growth programs,
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2.1.5 Career Structure Contributions to the Educational System
2.1.5.1. Teachers motivation

Teachers’ motivation is optimized when teachers perceive the career scheme or rewards
satisfying their individual needs. Decenzo and Robbins (1988:35) argued that a good reward
system should e designed to offer heterogeneous rewards to heterogeneous force. Rewards work
best when they are individualized to reflect differences in what teachers consider important are
perceived as equitable, are visible and flexible, and can be allocated at a relatively low cost. In
this connection, Homan and Thrope (2000:10) identified rewards as encompassing carcer
opportunities, job security and learning opportunities. Therefore, motivation of teachers needs to

include both intrinsic and extrinsic systems.
2.1.5.2. Merit pay and compensation

Merit system emphasizes individuals rather than group goals and this may lead to dysfunctional
conflict in the organization. Pay can not only attract, reward and retain the right kinds of people,
and also signal to them what the organizational priorities are but act as a catalyst for wider
organizational change compensation. Unlike merit pay it is extrinsic motivation which is
provided to the individual and included: overtime payments, bonuses or productivity cte. Thus,
compensation systems tend to be retrospective or immediate in focus in line with reinforcement
theory (Homan and Thrope, 2000:1006). Accordingly, Sadker and David (1997:514) described
merit pay and career ladder certification as an important step toward improving tecacher

professionalism and giving recognition to good teachers.
2.1.5.3. Quality of teaching

Hammond-Darling, et al. (1986:201) suggest that the public has come to believed that the key to
educational improvement lies in up- grading the quality of teacher rather than in changing school
structure or curriculum. To this end, the guideline of MOE (2004:25) indicates that the provision
of quality education for children improved through building the competence and confidence of
teachers by providing them with Continuous Professional Deveiopment (CPD) opportunitics.
Further the guideline pointed out that the scheme has been devised to combine CPD, licensing

and career development. Thus, these activates will improve class room performance.



2.2, Teacher’s Career Structure Scheme in Ethiopian Context

In any education system, all types of educational resources are required in sufficient amount and
standard for quality outcomes. The manpower available in the system must be effective before
any results can be realized. Especially, teachers at all levels of the education system should be
respected and adequately remunerated, have access to training and on going professional

development, and support.

In Ethiopia, ones the teachers are in service there is little continuing education and up grading
conducted. The working condition and career structure has been deteriorating for the past many
years that it has become an unattractive prolession and the motivation and morale ol those in
service is at low ebb (MOE, 1994:4). In line with this, ICDR (1999:12) indicated that during the
sixties and early seventies the decline of the status of teachers started, as the steady expansion of
he education system necessitated increasingly greater supplies of teachers who frequently were
under qualified and inadequately prepared while the cost of living increased at an enormous rate;
the salary of teachers did not. Furthermore, the above document mentioned that starting salary of
government employees is relatively equivalent for teachers and other civil service employees.
However, the differential between the teachers’ salaries and those of the other professional

widens as the number of years of service increases.

Hence, teachers’ career ladder needed to be designed in order to alleviate these problems there
by to attract and retain talented and experienced teachers in order to improve the education
quality offered. Thus, in 1994 the New Educational and Training Policy (NETP) was formulated.
In designing the career structure development scheme as one part of NETP, the following issues

have been taken in to consideration:
- Previous salary level of teachers at different level of schooling:
- Earnings in other occupation;

- The difficulty of teaching profession with regard to the training to acquire the necessary

knowledge and skill and the difficulty of the teaching learning process;
- Previous studies conducted about teachers’ salary and promotion ladder;

- The current standards of living and the purchasing power of the money;

o]
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- The current economic situation of the country:

- The perception of teachers who are already in the job about the benefit that the New

Education and Training policy could provide, and
- The already developed salary scale of other government oftices (MOE, 1996).

The strategy, in addition to other issues, emphasized on the establishment of an acceptable,
attractive and realistic career structure to improve the working condition of teachers, to elevate
their status in the community and enhance their motivation and professional attitude (MOE,
1991:17). Accordingly, the government introduced a salary adjustment and career structure
scheme with the intention to boast the status of teachers their by making the teaching profession
more attractive to competent students to join the teaching profession, to motivate the teaching
force, and stay the experienced teachers in the profession, consequently to achieve quality

education (MOE, 1994:121).
2.2.1 Implementation Guideline

A career is what you twant to become; a role is the pau‘i you play at each stage along your career
path; a career strategy provides the objectives necessary to achieve those roles and develops the
guideline for achieving them (Mosley,1985:480). This indicates that, the guideline is an
important tool used for the implementation of a policy. In the teachers’ career structure scheme,
the implementation guideline may comprise, the established carecer stages or promotion ladders,
the attainable goals in each stage, selection criteria, the appeal procedure, implementing bodies
and their responsibilities, and other related issues. According to Thody (1993:8) the guideline
should emphasized the formulating carcer policy, certainly the most overlooked aspect of career

should be:
1. Identification of the career stage which has been reached.
2. Clarification of expectations, motivators and constraints.
3. Analyzing competencies and qualities for career awareness.

4. Consideration of necessary and possible education.
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Similarly, Gorton and Fisher (1988:47) indicated that the career structure includes an established
career stages in teaching with defined performance standards, responsibilities and monetary
rewards. Thus, to enhance professional and career development their by resolve the prevailing
problems of quality education and the teaching prolession, the career policy need to be well
planed and carefully implemented. Generally, the characteristic of a career ladder plan is a
hierarchical set of job categories with different role expectations. In this regard, Fenstermatcher
(1991:145) suggested that the career ladder or teacher-ranking programs may be built in to policy
trust agreements as part of the specilication of the implementation process used to allocate

resources to the identified goals.

In our case, the teachers’ career structure was designed based the policy prescription outlined in
the Education and Training Policy. The article 3.8.5 of the 1994 ETP clearly outlined that the
management of teachers and other educational personnel will be organized on the bases of
professional principles including professional code of ethics, salary, working conditions,
incentives, professional growth, and overall right and duties (MOE, 1994 E C). To implement the
career policy, MOE introduced implementation guidelines at different time, based on the study
findings. The Ref No 13/1 — 3621/ 8297/35 on the date 3-4-99 EC., there are three Teachers’

Career Structure Guidelines revised and given different titles. These are:
1. Teachers’ Career Structure Implementation Guideline. (MOE. 1991 E.C)
2. Teachers Result Oriented Performance Appraisal Guideline (MOL, 1996 E.C)
3. Teachers’ Career Structure Guideline- Revised (MOE, 1998 E.C)

All the above three forms of guidelines consider, teachers’ qualification, experience and
performance results as a basic criteria for career promotion. However, the first guideline
principles uses an appraisal instrument which participate parents students and school
administrative bodies as evaluators. The second one requires evaluation results of the teachers’
competence appraised based on TROPA principles. But the third guideline, in addition to
TROPA results, qualification and experience, teacheis are expected to fulfill CPD (Continuous
Professional Development) course completion, teaching license and re-licensing at each career

ladders.



2.2.2. Stages of the Ethiopian Teachers Career Structure

The feature of the Ethiopian teachers’ career scheme is a combination of performance
recognition and job enlargement models. When a teacher advances in a career structure, both
salary increment and job enlargement will result. According to MOE (1996:1) the career
structure scheme includes, an established stages of a promotion ladder with corresponding salary
increments. This salary increment level differs from stage to stage depending up on teacher’s

ability, professional experience and competence.
In the career structure scheme six stages are available for teachers of primary secondary and
teacher training institute. These are:
- Beginner teacher/ * jemari memhir®/
- Junior teacher / “melestegna memhir™/
- Teacher / “memhi™/
- Senior teacher / “kefitegna membhir”/
- Associate lead teacher, and /"T'ebabari Meri Membhir”/
- Lead teacher / “Meri Memhir”/ (MOE, 1996:6).

To sum, the promotion of teachers from one level of career ladder to the next level is determined
on the basis of qualification, experience and performance appraisal results. Since distinct job
descriptions was prepared for different levels on the basis of predetermined criteria, substantial
changes are expected from ones. while climbing up in the stages from lower to higher level oi"

the career ladder
2.2.3. Implementation Strategy

The study of incentive in an integral and indispensable part of educational planning, the planner
should consider incentive structures as a part of manpower planning. Planner, must therefore,
consider high-priority activities and occupations to influence the allocation of manpower. These
may include major changes in the wage and salary structure, scholarships support for particular
kind of education and training, removal of barriers against up ward mobility, and in some cases

outright compulsion (Harbison,1967:32). Thus, any plan that considers teachers’ promotion in a



career structure is different form a plan that was structured for the promotion of other employees.
In the promotion scheme of non-teaching staff, the employee will compete with other candidates
for the vacancy or position required on a quota basis. In this connection, the directive of MOE
(1999:18-20) indicates that teachers would get a promotion based on effective performance and
competence irrespective of the number of teachers to be qualified; hence, teachers are generally

selected as candidate for promotion, on the bases of:

a) Performance evaluation carried out twice a year, but only the last two years would be

considered for promotion.
b) Minimum of 3:45 cumulative evaluation results
c) Performance evaluation accounts for 80% of the total value required for promotion

d) Fulfilling the stay time (service year) requirement gets a value of 20% for the service

rendered in teaching.

e) A total point determined by summing up the scores in performance evaluation taken out

of 80% and service years taken out of 20% (MOE, 1999:34-35).

The implementation strategy comprises salary increment dimensions, which encompasses a
horizontal (providing salary increment every two years as a result of minimum acceptable
performance) and vertical (a career structure with six hierarchical levels earned according the
criteria set for each level). In addition, the directive stipulates the implementation bodies’ duties
and responsibilities, along with the teachers appeal procedures against un-fair denial of
promotion in the career structure. However, currently the mechanism of teachers’ performance
evaluation has been changed from the traditional (parent, school administration, and students) to

ROPA system; due to the introduction of civil service reform programs in the school system.
2.2.4 The Promotion Criteria

To be beneficiaries of the career structure scheme, teachers are required to have the necessary
qualification in their respective cycle. Based on their qualification and salary schedules they are

classified in to four major groups.

- Kindergarten and first cycle primary school teachers with TTI certificate;
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- Second cycle primary school teachers with a coilage diploma in teaching;
- Lower secondary school teachers with first degree (BA/BSC) in teaching.

- Upper secondary, technical vocational school and TTI’S teacher with at least first degree

(BA/BSC).Each of this group has its own promotion schedule (MOE,1996:4-6)

The prerequisite of qualification is included in the career structure in order to give an attention to
recruitment and training of teachers for dilferent levels of teaching, so as to improve the quality
of education. Moreover, effective teaching requires individuals who are academically able, have
commands of the subjects they are required to teach, and care about the well being of children
and youth (ICDR, 1999:17). In addition to qualification, there are requirements that the teachers
are expected to fulfill. Therefore, MOE (1999:13-14) listed guiding principles to be considered

as bases for promotion of teachers from a lower to a higher level in the career ladder. Some are:
- Acquisition of professional ethics and high professional standard;

- Competence in teaching and active participation in pedagogical center as well as

contributions made in improving it;
- Efforts made in relating education to development;
- Participation in identifying and solving the problems of the community and the school.
- Contributions made in enhancing the participation of female Students;

- Acquisition of general knowledge, knowledge of the subject matter and efforts made to

improve oneself and to learn from his/her environment.
2.2.5 Secondary School Teacher’s Responsibilitics

According to MOE (1996:8) there are specific responsibilities that expected to be carried out in
each stage before promotion is made to the next career ladder. These promotion criteria serve for
both first cycle (9-10) and second cycle (11-12) of the secondary schools. These specific

responsibilities for each level summarizes as follows:



Beginner Teacher level

The teachers have no specilic responsibilities except the basic roles and functions of classroom
instruction. Thus, the teacher who graduated with first degree allocated to this stage. To advance

to junior level two years service and 75 and above percent performance result required.
Junior Teacher level

To promote to teacher level 3 years of service as a junior teacher and generally 5 years service is
required. Moreover, it requires 75 and above percent performance result for the last two

consecutive years of stay.
Teacher level

At this level, in addition to the basic roles and [unction ol the classroom instruction, a teacher of

this level is expected to shoulder the following responsibilitics:

e Supervisory or consultancy service for at least two junior teachers for a minimum of one

year;

e Serving as a unit leader, school pedagogical center head; department head etc. for at least

dayear; or

e Producing one research paper which has got acceptance by Wereda or Zone Education

office, or

e Provision of special support and assistance for students with a special need, for disabled,

for female students or students from minority nationalities and the like;
e Providing advice in promoting health relationship between teachers and students; or
e Coordinating co-curricular programs for more than two years.

For effective accomplishment of the above responsibilities a teacher is required to have a letter
of recommendation or approval from the school or Woreda Education office. Moreover, to
promote to the next stage, three years of service as a teacher level and 80 and above percent

performance result for the last two consecutive years of stay is mandatory.
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Senior Teacher Level

At this level, the teacher needs 4 yeas service as a senior teacher and generally 12 years of
service with 84 and above percent performance result [rom the last two years of stay. Teachers at
this level also expected to perform at least one ol the following functions and get approval by

school or Woreda Education or zone education department.

e Serving as principél /department head/unit leader/head of a pedagogical center/a principal

summing up to three years; or

e Producing one teaching material or a research work that has approval from Woreda or

Zone Education office,
e Providing supervision for primary, secondary and technical schools;
e Evaluating research works and training i"naterials;
e Giving advice service to create health relationship among teachers and students.

» Producing teaching aids from local materials;

Coordinating co-curricular activates for more than 3 years.
Associate Lead Teacher Level

In order to promote to a leading teacher associate lead teachers are required to perform the
following functions with in the four years stay in that stage to attain 86 and above percent

performance result in the last two consecutive years.

e Providing a fruitful service as a principal/department head/unit leader etc for a total of

four years; or

o If the service given in the above responsibility is adding to one year, the teacher has to

produce three research work; or

e Preparing at least three teaching materials suitable to localities of producing training

manuals minimally accepted by Woreda education office; or.
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e Providing technical assistance to a career structure committee at all levels for at least two

years and producing one research work approved at a Woreda level.
2.3. Result Oriented/Based/ Performance Appraisal Scheme

The heart of the Management—By-Objectives (MBO) approach is that each employee and
superior jointly establishes performance goals for the future. These goals are mutually agreed
upon and objectively measurable. Moreover, they can periodically adjust their behavior to ensure

attainment of the objectives. Thus, ROPA system assumes that results could be measured.

Decenzo and Robbins (1988:372) described MBO as a process that coverts organizational
objectives in to individual objectives and consisting of four steps: goal setting; action planning;
self-control; and periodic reviews. Subsequently they suggest that the MBO philosophy is built
on the assumption that individuals can be responsible, can exercise self-direction and not require

external controls and threats of punishment point of view.

In this connection, Mondy (1999:402) and Gomez-Mejia et al.(1995:265) indicated that with
MBO the focus of he appraisal process shifts frem the worker’s personal attributes to job
performance. The supervisor’s role changes from that of an umpire to that of a counselor and
facilitator. Also, the employee’s function changes from that of passive by stander to that of
participant. As the result the outcome approach provides clear and unambiguous criteria by
which worker performance can be judged. It also eliminates subjectivity and the potential for

bias that goes along with.

While relating the MBO principles with the school situation especially its evaluation system,
Hammond-Darling et.al.(1986:23) described that the evaluation models of MBO in a school
system can be characterized by: goal Setting, teacher involvement in the evaluation process and
centralized teaching standards and criteria. Apart from this, the authors widely discussed about
the adoption of MBO from business and its application to teacher’s evaluation. In this case the
responsible school authority sets a teacher’s responsibilities and learning goals. However, before
any evaluation takes place, the evaluator and teacher jointly established individual objectives; an
action plan, and measurable progress indicators. Thus, ROPA method is used to evaluate

teachers based on a cooperative goal setting and that the appraiser and the teacher identify



specific goals on which to work together. Hence, MBO evaluation process is designed primarily

to improve teacher performance rather than to hunt out incompetent teachers.

Generally, the application of MBO techniques to performance appraisal is not a new concept.
This method of personal evaluation followed closely after Peter Drucker credited with making it
a central management concept in 1954. Acharya (1980 cited in kibrie,2005:29) showed that in
recent years attention is being paid to evaluate the out comes of education account for the returns
of investments made in education. In educational planning the desired outcome is selected first
and the curriculum instrumental material and assessiments are created (o support the intended
outcomes. Hence, the out come based evaluation scheme become a process of goal-setting,

standard-setting. assessment, and decision making that occurs within: the school context.
2.3.1 The Purposes of Teachers Evaluation

Teacher evaluation process is associaled with views ol teaching work and of the school as an
organization. As to Hammond-Darling et al. (1986:223) the approaches used to evaluate teachers
seeks to measure very dilTerent aspects of (eaching and the teacher. Some seck to assess the
quality of the teacher (competence), other seek to assess the quality of the teaching
(performance), other claim to assess the teacher or his /her teaching by reference to student

outcomes (effectiveness). Accordingly, the above authors described the aspects as follows:

Teacher Competence: - is a work —related concept that refers areas of work at which the person
is competent. It refers to any single knowledge, skill, or professional value position. It is the
specific things that teachers know, do or believe bul not to the effects of these attributes on
others.

Teacher performance: - refers to what the teacher does on the job. It is specific to the job
situation; it depends on the competence of the teacher, the context in which the teacher works,

and the teacher’s ability to apply his /her compelencies at any given point in time.

Teacher effectiveness: - refers (o the cffect that the teacher’s performance has on pupils. It

depends not only on competence and performance, but also on the responses pupils make.

A similar argument was made by Nevo(1986:26) in the approaches of teacher evaluation. Nevo

argue that evaluation should strike for an optimal balance in meeting standards of (a) utility (to
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be useful and practical); (b) accuracy (to be technically adequate); (c) feasibility (to be realistic

and prudent); (d) propriety (to be conducted logically and ethically).

Although, teacher evaluation will take place in different forms and processes, many scholars
highly emphasized and recommend a two step teacher evaluation process. The [irst step is 1o
obtain information about each teacher who is to be evaluated. The second step is to use the

information to form an evaluation judgment about the teacher(Doyte cited in Kibrie, 2005:24).

Judgment of success depends on the purposes for which a technique is used as well as its ability
to measure competence while others seek to measure performance still others rely on teacher
effectiveness. With recognition that any types of technique that we use in evaluation have a
particular purpose, the evaluation systems found in schools tend to serve a variety of purposes. In
this connection, Bates(1984 cited in Galloway and Edwards,1992:115) categorized the purposes
of evaluation in the schools as pedagogical, individual development, organizational
development, and accountability. Therefore, the growing interest in teacher appraisal should not
be simply attributing to call for greater accountability and control of schools. It may also be link
to the growth of the school improvement movement (British Journal of Educational studies,

2000: Online).

Hammond-Darling, et al. (1986:224.225) identified four basic purposes of teacher evaluation.

These authoritics categorized teacher evaluation purposes as:

1. Accountability purposes (summative information):- must capable of yielding fairly

objective, standardized, and externally defensible information about teacher performance;

2. Improvement (formative information):- must yield rich, descriptive information that

illuminates sources of difficulty as well as viable courses for change

3. Imform Organizational decisions:- must be hierarchically administered and controlled

to ensure credibility and uniformity;

4. Assist decision making about individuals:-must consider the context in which
individual performance occurs to ensure appropriateness and sufficiency of data.
Furthermore, they argue that before a teacher evaluation system is adopted and put in

place, it is important to consider the goals, purposes and processes are best served.



In this regard, performance appraisal that is systematic, periodic and an impartial rating of an
employee’s prepare the employee for better job. Similarly, in the school system, evaluation of
teachers may be linked to merit pay plans to differentially reward teachers for performance and
to dismissal procedures for in competent teachers. Apart from these purposes teachers’
evaluation could be done for different purposes. For example, according to MOE, (1989E.C:32)

teachers evaluation:

— Provide better educational opportunity, salary income, promotion and reward to
effective teachers;

— Identify inefficient teachers and arrange in-service course to help them minimize their

weaknesses;
— Develop positive professional altitude;

— Take measures on teachers who do not improve after taking in-service course, and

assure the attainment of the objectives of the educational process.

Similarly, Melaku (1992:306) described the main teachers’ performance appraisal objectives

as:

a. Knowing and improving the quality of teachers:- Staff performance appraisal serves to
guide human resource development;

b. Making administrative decisions:- a systematic PA of teachers provide information in
making promotion, salary increase, discharge, ‘lny olf and transfers;

c. Helping teachers know their current status and providing them motivation:- PA puts a
psychological pressure on people to improve performance on the job;

d. Bringing satisfaction to teachers and improving their morale: the existence of regular

and appropriate PA grogram is an important incentive to teachers.
2.3.2 The Merits and Demerits of MBO

Different scholars at different time identified the merits and demerits of MBO. Decenzo and
Robbins (1988:289), Mosley (1985:62), and Bittle (1980:257). However, Mosley (1985:62) by
defining MBO as joint target setting or appraisal by result management system; identified five

advantages and is advantages of the system. These are:

(O8]
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Advantages

1. It improves communication between supervisors and employees.

2. It increases employee morale. Since employee play an active part in goal setting and can
measure their own progress, they feel greater ownership of their jobs and higher
commitment to result.

3. It encourages individuality. Under MBO the goals and objectives set for one person may
cover aspects of that person’s job unlike another’s. Moreover, performance targets may
be set to reflect each individual’s talents

4. It allows supervisors (o assume a helper’s role. MBO frees the supervisor to be a helper
or coach instead of a critic.

5. It targets key performance areas instead of every aspect of an employee’s job being
weighed equally key objectives channel effort toward narrower goals.

Disadvantages

1. Is time consuming. The greater the number of empleyees, the greater the time
commitment required for the supervisors.

2. Dilutes supervisory authority: - the supervisor sharing authority with employees

3. Creates difficulty in tying results to rewards. Since MBO reflects performance, it is
normally tied to rewards. However, MBO doesn’t replace the need for judgment.

4. Requires greater supervisory skill: supervisors need to have both conceptual and human
relation skills.

5. Does not suit all jobs: Because of the need for measurable, verifiable performance

objectives. Some jobs are much easier to quantily and verify than others.

2.4 The Practice of ROPA in Ethiopian School System

Management-By-Objectives has appeared under several names: which include Result-Oriented-

Management, Management-By-Objective and Resuits, and Management-By-Agreement (kinard,

1988:107). Likewise the concept of MBO is adapted to Ethiopia by the name of Result-Oriented-

34



Performance Appraisal (ROPA). The nation wide reform in the civil service program
necessitated the change in the approach of PA from traditional performance appraisal to ROPA
Scheme, which in turn had called for Teachers Result Oriented Performance Appraisal TROPA

(Berhanu, 2006:11).

With the implementation of MBO system in Ethiopian educational institutions, the aim of
teacher’s evaluation changed form assessing what teachers do to Outcome-Based Performance
Appraisal System (OBPAS). At the time of teachers the New Ethiopian Education and Training
Policy come up the teacher’s performance appraisal was determines by school administrators,
parents and students as appraisers. However, recently the approach has been changed with the
implementation of MBO system in Ethiopian schools. TROPA is generally based on the
principle that tasks are classified in to key task, major tasks, and subsidiary tasks. Then, teachers
performance are rated as poor, satislactory, high and very high, as the same time their
performance standards are measured in clearly defined indicates such as: quantity, quality,
productivity (efficiency).and effectiveness with in a specific time lines (SNNPR-CBB,1996
E.Ci125).

2.4.1. Planning and Evaluating Performance in ROPA System

Performance planning begins with preparing work breukdown, categorizing duties or tasks in (o
key, major and minor ones. Then, followed by setting the performance standard so that to make
compressive against quantity, quality, time and cost of the actual performance. The performance
standards are planned to be accomplished in the scales of ratting as poor (1), satisfactory (2)
thigh (3) and very high (4). The categorized tasks carry different weights; thus, the key task carry
the highest weight but the minor tasks carry the least of all For example, if the key task was
given a weight of 14, and the rating of this accomplished task become very high (4), then the
result of the key task become 14x4=506. In this way, all categorized tasks will be multiply by

their respective rating scale and sum up to 100 percent (MOE, 1996 E.C:163).
2.4.2 Linking Performance Evaluation and Carcer Ladder

Individual differences in personality and cognitive ability in combination with learning
experience, leads to variability in knowledge, skill and work habits, which are the most

immediate determinates of job (Lawson,2000:302). In this connection, Melaku (1992:308)
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presented that teacher evaluation is a complex process. It is a series of activities and actions,
which are interconnected and related to specific purposes. Thus teachers competence,
performance or effectiveness are based on the assumptions about how these qualities are linked
to one another; how they may be measured and used to make decisions for career promotion.
Teacher evaluation is a complex process. It is a series of activities and actions which are
interconnected and related to specific purposes. According to Decenzo and Robbins (1988:358)
performance evaluation is a basis [or reward allocation and decisions as who gets salary increasce,
promotions and other rewards. Focus on the cslalblishihg stalt development scheme, such as in-
service training, CPD ete. are also believed to help in bringing about personal and professional
growth of individuals there by motivating them to achieve organizational goals. Hence, these all
requirements considered during the appraisal of teachers’ performance to get promotion in the

career ladder (MOE, 2004:15).
2.4.3 Rating and Disclosing Results

The actual performance of individuals would be compared with that of pre-set standards in terms
of quality, quantity, cost and time of performance. According to the training manual of MOE
(1996 E.C: 185) i’dl‘ every item of key, major and minor tasks; the final achievement of
employees determined by adding scores under the items. Finely, the result would be interpreted
as follows: 95-100% (very high), 75-94% (high), 50-74% (satisfactory). and 25-49% (poor).
Accordingly, those who could perform, high and very high would be posted on the notice board
and stays for three months. On the other hand, results of those poor perfumers would be posted

on the notice board for one month.
2.5. Problems in the Implementation of Teachers’ Career Structure
2.5.1. Problems Related With Planning and Implementation

The obstacles or problems for effective implementation of career development programs
sometimes lie on the planning process of the scheme. As any policy, teachers career structure
scheme to be effective it must be concerned with its own implementation and its progress during
planning. Since. any career structure scheme requires changes in the expectation and rewards,

several problems may be encountered in its implementation.
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In this connection, Gorton and Fisher (1988:47) argue that teacher’s career structure scheme
mostly creates additional work requirement that will cause trees and tension in teachers. This
change of requirements in the job may worry teachers and consequently may accelerate teachers’
turnover. Besides, describing the serious side effects of career development programs, Gomez-
Mejia et al. (1995:228) argue that the employee dissatisfaction, poor performance and turnover
are the man ones. Therefore, to alleviate these obstacles, employees have to take an active role in
planning and implementing their own personal development plans. Similarly, Armstrong
(2001:608) emphasized the involvement of individual employee in the planning process of career
structure. Among the difficulties inherent in the career scheme are it is frequently the case that as
teachers moves up the career ladder, they move out the classroom. Fenstermacher (1990:142)
states,

Teacher’s status and prestige increase as one gains responsibility and

authority. But the expansion in responsibility in the career development

creates a distance between the promoted teacher and the students and thus

reduces the learner’s opportunities (o gain in moral development from
contact with the best teachers.

Further, the author suggest that the career path should be constructed in a way does not derail the
finest teachers in to the systems of the school, but permits them to focus their talent and skill on
the student learning. In addition, the [inancial constraints under which the teachers’ career
structure schemes operate can also cause difficulties; such situation may lead to discontinuity
between performance appraisal and financial reward. Any expectation raised by positive
feedback about performance, which are not supported by an appropriate level of financial

reward, will lead to de-motivation (Homan, 2000:314).
2.5.2. Problems Related to the Evaluators and Appraisal Methods

The difficulty of maintaining credible evaluation system by evaluator may create problem in
effective implementation of the carcer promotion scheme. It is obvious that rating quality is
influenced by raters’ intelligence, familiarity with the job. the ability to identify important
information. Generally, the ability and objectivity of the evaluators to distinguish among the
established standard could be carefully developed (Gomez- Mejia, 1995: 268-270). Therefore,
the rater ability and motivation levels are critical factors in rating employees effectively. In

addition, lack of good qualities in the rater knowledge, experience, and transparency in the



process of evaluation also contributes to the problem of teachers’ career structure
implementation. Anderson (1973 cited in Schoft,1989:24) specified that the validity of teacher
evaluation practices vary according to: (1) the type and amount and training given to evaluators;

2) frequency of evaluation; (3) type ol evaluative instrument used.
| )

Moreover, teachers’™ career structure implementation sulfered due to undue political interference
so as to give priorities to individuals affiliated with the local political authorities (Harris,
1986:225). In support of this idea, Homan (2000:313) indicates that the Problems related to the
appraisal methods may greatly affect the teachers’ career development program in that, the stage
of performance assessment process provide the greatest opportunity for distortion. These
opportunities arise both from the pressure which may put on the process and also the degree of
subjectivity, which enters the process at this stage. Generally, to be competent and trustworthy
evaluator one needs to have a combination of a wide variety of characters tics. These include
technical competence in the area of measurement, and research methods, understanding the
social context and the substance of the evaluation object, human relation skills, personal
integrity, and objectivity, and objectivity, as well as characteristics related to organizational
authority and responsibility. It is difficult to find one person possessing all these qualifications;
or to choose the person with the most appropriate characteristics for a specific evaluation (Nevo,

1970:23).
2.5.3. Problems Related to Evaluatees

A career ladder scheme evaluates few teachers to salary increment. This elevation of few
teachers’ salary may negatively affect staft relationship, because the outcomes of school are the
joint product of many teachers working together. Hence, it discourages school staff to work

together to wards common goals (Hallack 1996 cited in Nigatu, 2003:63).

The above statement clearly describes that; school improvement is most effectively carried
through in the context of the school shared vision and mission. What is apparently necessary is
the capacity of the teacher as a coordinator and collaboration to attain the organizational goal.
However, there was generally little opportunity for the group te advance through career
promotion. Fenstermacher (1991:143) argue that as one moves up the hierarchy may fail to

mange their career plan due to the increased complexity and challenge of the work. Thus, they



require increased training and skill to perform it successfully, usually justify the increased salary

and augmented status.

In connection with this, Hammond-Darling, et al. (1986: 240) suggest that teacher satisfaction
with teacher evaluation is strongly related to(a) perception that all evaluator share the same
criteria for evaluation; (b) more frequent sampling of teacher performance; (¢) more frequent
communication and feedback; and (d) teachers ability to a ffect the criteria for e valuation as a
solution. Hence, teachers to be ready for career opportunities, they must be aware of the basic

concepts of career planning.
2.6 Issues Related to the Prospects of Teachers’ Career Structure Scheme

Educational systems, more than any other social institutions are systems whose entire meaning is
concentrated on the intake, processing and out put of people. Thus educational system must be
continuously open and must organize themselves internally for the smooth transition of those
who are being educated from one year to the next, from one skill and knowledge level to the next.

and so forth (Havlelock and Huberman, 1977:20).

2.6.1 The Strengthening of Support, Supervision and Communication

Attempts to improve the quality of education programs must focus on the development of our
work force capabilities in its broadest context participation by both professionals and non-
professionals will be required and where appropriate students, parents and citizens well (Ryan.
1999:296). Accordingly, in Ethiopian context the career structure scheme implementation should
be supported by various implementing bodies. In these cornnection MOE (1999:34) formulated

the necessary preconditions that support teachers' career structure implementation. These include:

1. The implementing bodies need to get awareness about guideline and way of its

implementation through participation in seminars, workshop, training etc.

2. Teachers' record must be organized properly and make the data reliable at all levels

starting from school up to region education bureau

3. To give the career structure guideline in written form to teachers, advertising through

meeting and mass media
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4. To strengthen the established committees and to establish where they were not

established.

Regarding the support of teachers' career structure implementation Negatu (2003:63) indicated
that, for successful implementation of career structure, teachers with their association should
participate actively in planning, designing and implementation stages. Thus, the support of
teachers' organization is essential il' teachers' career structure reform is to be implemented
effectively at the school level. On the other hand,'Schoff (1989:74) suggested alternative
strategies for improving teachers' performance. These include (a) granting teachers more
autonomy within professional standards. (b) Developing better collaboration among facility
members (c¢) improving the quality ol instructional leadership and (d) establishing "career

ladders" based on interest and wiling ness to take on added responsibilities.
2.6.2 Making Teacher's Performance Appraisal More Effective

Schools and school systems are staffed as if all the persons within each job assignment were
equal in ability and potential, but in actually all persons differ in their preparedness for the
assignment no one bring (o the situation the same set of experience and abilities(Weisz,
1999:141). Therefore, making teachers' performance appraisal more effective is an important
component of providing quality education for citizens. Armstrong (2001:19) identified four types

of performance measures that can be used (o evaluate the person’s. These are:

1. Many measures which include maximizing income, minimizing expenditure and

improving rates of return;

2. Time measures express performance against work time tables, the amount of back long

and speed of activily or response;

3. Measure of effect include attainment of standard, change in behavior, physical

completion of work and the level of take - up of eservice ;
4. Reaction indicates how others judge the function or its members.

In addition performance management processes have came o the fore in recent years as a means
of providing a more integrated and continuous approach to the management of performance than

was provided by previous isolated and often in adequate merit rating or performance appraisal
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schemes (Armstrong, 2001: 465). Thus, to make teachers performance appraisal more effective a
new method or approach should be employed. The approach should be based on the principle of

management by agreement rather than management by command.

Galloway and Edwards (1992:126) argue that an effective models of teachers appraisal require
the teacher to engage in self evolution prior to and during appraisal are premised on the belief
that teachers need to enter in to appraisal or external evaluation as active participants who see
themselves and are seen as able to use the experience to extend their own understanding, and

hence to increase the effectiveness of their teaching.

In connection to this, a transformation rather than conversion to new methods, techniques, or
principles was suggested since the transformation approach starts from the assumption that
participants in any change process hold subjectively reasonable beliefs that direct their actions.
Hence, four minimal conditions for the successful operation of teacher evaluation system was

identified. These include:

% All actors in the system have a shared understanding of the criteria and processes for

teacher evaluation

)

%+ All actors understand how these criteria and proccsses relate to the dominant symbols of
the organization, that is there is a shared sense that they capture the most important
aspects of teaching, that the evaluation systems is consistent with educational goals and

conceptions of teaching work;

% Teachers perceive that the evaluation procedure enables and motivate them to improve
their performance: and principals perceive that the procedure enables them to provide

instructional leadership;

% All actors in the system perceive that the evaluation procedure allows them to strike a

balance between control and autonomy for the various actors in the system
2.6.3 Strengthening Teachers Development Program

In support of teachers professional development, the Ethiopian Education and Training Policy
(1994:21-38) described the criteria for the professional development of teachers will be

continuous education and training, professional ethics and teaching performance. Provision of in
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-service training is the major vehicle reaching teachers to up grade educational level. In this

light, teachers’ professional development is one of the features of the teachers’ career promotion.

Among a number of teachers” development programs in - service trainings are believed to help in
bringing about personal and professional growth of individuals there by motivating them to
achieve organizational goals (MOE 2004: 13). According to Weisz (1999:143) the recruitment of
capable personal is only the initial step of the process following closely on the heels of

recruitment must carefully planned indoctrination experiences for all persons at each entry point.

Moreover, in-service program for a differentiated staff should be an extension of a pre- service
education program. It should help to sharpen the professional skills of teachers. It should help
identify and utilize the special talents and abilities of teachers. Finally, an in - service program
should provide the advance training for those gifted teachers who whish to assume higher levels

of professional responsibility without giving up their place in the Classroom (Ryan. 1999:187).

Hence, strengthening stall development program such as in-service training program should be
provided to enable upward movement [or those who wish further training, greater responsibility
and more compensation. In addition, professional dcvcliopmcnl and planning will motivate those
individuals to progress as they realize their own growth progress in the professional standards
movement is important for the teaching profession in that it is a means by which teaching
profession attempts to enforce a quality floor for the preparation of its members. In addition it is
the basic means by which a profession seeks to assure the public of competent practitioners.
Generally, the professional standards include certification of license and accreditations process

(Stinnett, 1968: 285).
2.6.4 Alternative Teachers’ Carecer and Remuneration

The challenge before us is to design carcer opportunities for the best and the brightest that retain
them in the classroom and that keep them close to their students, in career path that do not
require moving out in order to move up. The career path should be constricted in a way that does
not derail the finest teachers into the systemic of the school but permits them to focus their talent
and skill on the student learning. In order to construct such career path, the autonomy of teachers
is essential (Fenstermacher,1990:144). Considering teachers as professionals, Stinnett

(1968:183) suggested that the most likely future development of teachers should not be on the



rating of teachers for merit pay differentials based on position and responsibilities. It is clear that
people do change in the process of working, self-concept motivation and attitudes. All this
implies that the future of new carcers will involve greater concern for the way in which
individuals use this opportunity and turn experience to personal advantage in whatever way is

open to them (Bennett and Frank, 1970:70).

In this regard, Decenzo and Robbins (1988: 289) argue that the education and training is an
effective career development program could include ‘on the job training, educational or skill
courses offered by personnel within the organization; or outside courses provided by colleges,
universities, or specialized consultants. When these development activities are carefully aligned
with an individual aspiration and anticipated future organizational needs, they become an
essential element in an employee's career growth. An alternative teachers' carcer may have to
proceed laterally by moving to new roles at broadly the same level rather than relaying on up
ward career progression through an extended hierarchy. Armstrong (2001: 610) described lateral
movement as growth through offering an opportunity to take on extra responsibilities such as

working on interdepartmental project teams, skills and competencies.

Regarding remuneration, since remuneration is a value ol cash payments and benefits received
by workers teachers as a prolessional need to be provided with such benefits. Armstrong (2001:
616, 688) noted that competence relates pay is generally more likely to be appropriate for
"knowledge workers" in organizations where the values and processes focus on flexibility
adaptability and continuous development. Similarly, Schoff (1989:22) emphasized that the
concept of merit pay, career ladder, and master teacher are the consequence of attempts (o
identify and reward outstanding performance and presuppose the existence of an effective and
valid teacher evaluation system. Generally, remuneration may stimulate increased compensation
for quality teachers, thus a merit pay is designing to link teacher performance directly to teacher
salary and thus make teaching more accountable, as well as more financially rewarding (Sadker

and David 1997: 514).



CHAPTER THREE

DATA PRESENTATION, ANALYSIS AND INTERPRETATION

This chapter deals with data presentation, analysis and interpretation. The data presentation part
presents the general characteristics of the respondents (evaluators and evaluatees) involved in the

study. The second part treats analysis and interpretation of the data.
3.1 General Characteristics of the Respondents

The five secondary schools of the zone comprise a total pepulationo 206 (183 maleand 23
female ). Of the total population(206), those teachers serving in the school administration as unit
leaders and department heads, along with the principals and supervisors considercd o be an
evaluators .Therefore, the evaluators accounted to become 30. Particularly the members of this
group were selected with the assumption that they involved in teachers’ performance evaluation
system and serve as a committee members in the career structure promotion process. The

remaining 176 teachers were considered as evaluatees.

Table 1: Target Respondents and the Percentage of Actual Respondents

Target
Total Actual respondents
No Respondent Groups respondents
Population S
No Yo No %o
1 Evaluators (Principals,
Supervisors Dept. head 30 30 100 30 100
unit leader)
2 | Evaluatees (Teachers) 176 119 100 106 | 897
Total 206 149 72.33 | 136 01.28

As indicated in Table 1, questionnaires were distributed to 30 evaluaters (principals, supervisors,
and department heads/unit leaders) and 119 evalualees (teachers). A response rate of 100 and
89.7 percent was achieved respectively. Based on the responses obtained from the two groups,

the general characteristics of the study sample is presented in Table 2 as follows:
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Table 2: General Characteristics of the Respondents

R ~ Respondents B
Item l;‘w;ﬁu_uars(;\’:J0) Evacuatees(N=106) | Total(N=136)

o j % f "lf j. "l‘l

Male 30 100 97 91.5 127 93.4

= Female - g 9 8.5 9 6.6
21-25 3 10 8 7.35 11 8.09

26 - 30 3 10 13 12.26 16 11.76

31 -35 3 10 19 17.92 22 16.18

Age 36 -40 -1 16.7 34| 32.08 39 28.68
41-45 8 26.7 19 17.92 37 1985

46 -50 7 23.3 8 7.55 15 11.03

51 & above I 3.3 5 4.72 6 4.41

Diploma 5 16.67 30 28.30 35 25.74

Educational | BA/Bsc/Bed 25 83.33 86 71.70 101 74.26
Background | MA/MSC - - - - - -
Other - - - - - -

Service 0 -5 years 3 10 12 11.32 15 11.03
years 6-10 " 4 13033 15 14,15 19 13.97
1935 Y - 4 1333 21 19.81 25| 18.38

16 -20 o 7 23.33 18 16.98 25 18.38

21 & above - 12 40.00 40 37.74 52 38.24

Beginner teacher - - 6 5.66 6 4.41

Rank in the | Junior teacher 4 13.33 14 13.21 I8 13.24
Career Teacher 3] 10 15 14.15 18 13.24
ladder Senior teacher 16 53.33 63 59.43 79 58.09
Associate lead teacher . 2333 8 755 15 11.03

Lead teacher - - - - -

Less than 805 - - 7 6.60 7 5.15

Current Between 805 - 939 4 13:33 7 6.60 I 8.09
Salary in Between 940 - 1089 - - 11 10.38 I 8.09
Birr Between 1090 - 1254 2 6.67 1 10.38 13 9.56
Between 1255 - 1434 3 10 33 31.13 36 26.47

1435 & above 21 70 37 34.91 58 42.65

Current post | Teacher ] - - 166 100 106 77.94
Dept. head 11 36.67 - - I 8.09

Vic. Principal. 5 16.67 - - 5 3.68

Principal ) 16.67 - - 5 3.68

Supervisor 5 16.67 - - 3 3.68

Unit leader L 4 13.33 - - 4 2.94

As can be noted from Table 2, there were no [emale respondents among evaluators, but a few

numbers of them were serving as a teacher (8.5%). Accordingly, the sample proportion too, has a

total of 93.4% males and only 6.6% females. In this case female participation in the teaching

position of secondary schools and in administrative position in the Zone was very low. This

could be due to lack of encouragement and support from parents to send girls to schools or due to

lack of affirmative action from the officials to prepare female officials.
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As far as age of respondents, 70% of the evaluators and 62.27% of the evaluatees were above 35
years of age. Of the evaluators, most of them (26.7%) belong to the age group of 41-45, but the
evalualees (32.08%) fall in the age group between 36 and 40 years. Hence, this data depicts the
fact that the majority of the evaluators were belong to the age greater than 41, while the
evaluatees extended to the extent of age 35. This shows that administrative posts in the
secondary schools under consideration secem (o have occupied by experienced and matured
individuals. Therefore, those who have experience on it could manage the career structure

scheme and performance evaluation process.

With respect to educational background, 16.67% of the evaluators and 28.30% of the evaluatees
were diploma holders. But 83.33% of the evaluators and 71.70% of the evaluatees had
BA/BSC/BEd level of qualification. This indicates that neither the evaluators nor the evaluatees
had MA/MSC holders. Hence, there is no wide gap in qualification between those serving in

administrative position (evaluators) and evaluatees.

The same table, (i.e. Table 2) further reveals that nearly 40% of the evaluators and 37.74% of the
evaluatees were above 21 years service. On the other hand, those evaluators falling in the
interval of 0-5 years of experience comprises 10% while evaluatees with the similar work
experience constituting 11.32%. Generally speaking, both the evaluators and the evaluatees
groups show a pattern of an increase in the proportion patterns of 0-5, 6-10, 11-15, 16-20 and 21
and above; with sample proportion of 11.03%, ;13.97%. 18.38%, 18.38% and 38.24%

respectively.

Regarding rank in the career structure, none of the evaluators belongs to the beginner, but 5.66%
of the evaluatees were beginner teacher. Similarly, 23.33% (13.33% junior and 10% teacher)
evaluators and 33.02% (5.66% beginner, 13.2% junior and 14.15% teacher) evaluatees were
below the teacher rank level. On the other hand, the majority of evaluators (76.66%) and
evalualees (66.98%) were in the position of senior and associate lead teacher level. Hence, the
respondents rank in the career structure help them to know the problems, benefits and prospects

of the teachers' career structure scheme implementation.

In addition, the current post of respondents in the sample schools revealed that, all evaluatees
(100%) were having a teacher post while those grouped as evaluators were also serve in different

administrative positions in the schools. The administrative posts of the evaluators comprises,
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36.67%, 16.67%, 16.67%, 16.67% and 13.33% of department head, vice principals, principals,
supervisors and unit leaders respectively. Thus, their responses concerning the issue would
provide valuable information about the current practice and problems of the teachers’ carcer

structure implementation in the zone.

3.2 Teachers' Career Structure Implementation

Table 3: Whether or Not the Career Structure has been Implemented as per the Guideline

No lieiis Evaluators (N=30) g\::l{t)l(':n)tccs ( Total (N=1306)
f ‘)U f uﬂ f . (]
| Yes 6 20 9 8.49 15 11.03
Is the teachers' No 20 606.67 80 75.47 100 73.53
career practiced as : = , : ——
per the guideline? | am not sure 4 . 13.33 17 16.04 21 15.44
To all competent 14 40.07 28 2042 | 42| 3088
2 The carcer To all candidate 4 13.33 25 23.58 29 21.32
g:‘s;louon iebeing In quota system 12 40 53 50 65 47.79
Yes 17 56.67 44 41.51 6l 44.85
Has the school ever
5
8 e No 9 30 25 23.58 34 25
the number of Not sure 4 13.33 37| 3491 41 3115
promoted teachers? f
Do appeals are Yes possible 14 46.67 42 39.62 56 41.18
pussBletartinie gL G 20 35| 33.02| 4l 3015
teachers that are
4 unfairly denied Teacher's do not
romotion.
. know whether 10 3333 29| 2736| 39| 2868
appeal is possible

A

According to Table 3 item | the majority of the respondents (66.67% of the evaluators and
75.47% of the evaluatees) responded that teachers’ career structure has not been implemented as
per the guideline. However, 20% of evaluators and l‘insigniﬁcant number of evaluatees (8.49%)
responded that the career structure is going to be implemented as per the guideline in the Zone.
This indicates that almost the majority of the respondents asserted that the accomplishment of

teachers' career structure was against the guideline and were not satisfied on its implementation.
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Further, a chi-square (x%) test was employed to test the existence of relationship between the
variables (i.e. the status of the respondents and their opinion towards the career structure

implementation). Thus, testing the hypothesis that:
Hy: There is no significant relationship between the respondents status and their opinion.
H,: There is a significant relationship between the respondents status and their opinion .

The chi-square test with 2 df, « of 0.05 (two tailed) levels of significance, the calculated x*
becomes 3.16. Since x’gy (3.16) is less than the table value X it (5.99), the null hypothesis is
accepted. This indicates that the respondents status as evaluator or evaluatees is not significantly
influencing their opinion regarding the given item. Thus, it can be deduced that the career

structure is not accomplished as per the guideline.

Regarding how career promotion has been given, item 2 of Table 3 indicates that, nearly half
(46.67%) of the evaluators and 26.42% of evaluatees replied that career promotion has been
given to all competent, while 40% of evaluators and 50% of evaluatees responded that career
promotion has been given according to quota system. Hence, it seems that there is a difference of
idea between the two groups of respondents in that the majority of evaluators agreed on the
provision of career promotion to all competent. However, nearly half (50%) of evaluatees agreed

on the provision of the career promotion in quota basis.

In item 3 of Table 3, responses on the question that; whether the school ever been asked to
reduce the number of promoted teachers was summarized. Based on this, evaluators (56.67%)
and evaluatees (41.51%) confirmed that the schools were asked to reduce the number of
promoted teachers. On the other hand, about 30% of the evaiuators and nearly one fourth
(23.58%) of the evaluatees responded that there were no requests for the school to reduce the
number of promoted teachers. In general, 44.85% of the respondents agreed on the request of
reduction while one fourth (25%) of them indicated the absence of such request. The remaining
13.33% of evaluators and 34.91% of evaluatees were unable to decide on the issue. On the other
hand those who said the schools have been asked to reduce the number of promoted teachers

were requested to list who gives the order of directives. Then the responses are:
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»  Woreda Education Office;
= Zone Education desk; and
» Higher Officials of the Zone.

In item 4 of Table 3 responses of the respondents about the possibility of appeals for unfairly
denied promotion summarized. Accordingly, 46.67% of evaluators and 39.62% of evaluatees
responded that there was a possibility to the appeals. While few number (20%) of evaluators and
33.02% of the evaluatees confirmed that there was no possibility to appeals. Moreover,
significant number of evaluators (33.33%) and evaluatees (27.36%) indicated that though there is
possibility of appeals teachers didn't know it. Thus, the majority of respondents (41.18%)
confirmed the possibility of appeals, while 31.15% of them were in line with the impossibility of
appeals and the remaining 28.08% agreed on the possibility but teachers did not know the
possibility. The interview made with both Woreda Education office heads and Teachers’
Association Chairperson reveled that appeals were treated within a certain time boundary.
Hence, any appeal regarding career promotion could be handled by organized committee at each
level. Another question raised to the respondents was to list some of the reasons that were given
to appeals by the government bodies. For this question raised in the open-ended item the reasons

mentioned as:

e They are told to reduce the number of promoted teachers by higher officials;

e Political and ethical background of the teacher, personal conflict between the teacher and
the administrative bodies:

e Personal qualities /traits/ of the (cacher;

e To create sense of competitions between teachers and then the promotion to be based on
high performance and quality;

o The shortage of budget and use of quota system;

e Lack of performance in the area of instruction and community participation, and

e [ack of commitment to do co-curricular activities.
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Table 4: Reasons for the Career Structure Not to be Practiced as per the Guideline

No Item Evaluators Evaluatees
f % / %
Reasons for the career structure not to be practiced
1 as per the guide line
e Due to the interference of Ed. Offices 5 15.63 18 18.37
e  The introduction of quota system 9 28.13 28 28.57
e Interference of political bodies 7 21.88 32 32.65
s  Budgel constraints 10 325 14 14.29
e Due to leniently given inflated appraisal
results to all teachers I 3.13 6 6.12
Total - B 100 98 100
N= number of cases ' N;=5 N,>=5
A= Mean score - X=06.40 X=19.60
S’= variance $’=12.80 $*=110.80

NB- Due to multiple responses the frequencies become greater than the number of respondents.

Table 4 revealed the reasons that made the career structure not accomplished as per guideline.
Accordingly, evaluators responded that budget constraints (31.25%), introduction of quota in the
competition system (28.13%) and interference of political bodies (21.88%) are the first three
major reasons vividly exhibit the existences of deviation, while evluatees responded that
interference ol political bodics (32.65%), introduction of quota system (28.57%), and

3 . : . o . g | o .
interference of education officials (18.37%) as 1™ 2", and 3" reasons respectively.

To know whether or not evaluators and evaluatees have difference in opinion about the reasons
that the career structure scheme was not practiced as per the guideline in the Zone, the following

hypothesis test was made using two sample mean t-test as follows:
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Hypothesis test:

Hg:  There is no significant difference in opinion among the evaluators and evaluatees

on the existence of deviation.

H;: There is a significant difference in between the groups of respondents on the

existence of deviation.

As indicated in Table 4, Nj= Ny= 5 df= N|+N; -2 = 8, x;= 6.4, xo= 19.6, 821= 12.8 and S%=
110.8, then the t-test at df of 8 and <« of 0.05 (two tailed) level of significance yield 2.306, but
the calculated or ty, = 2.66. Since, tyi (2.306) is less than toy (2.66) the null hypothesis is to be
rejected. This implies that although there were some responses on both sides of the respondents
groups that seem as if there was similar attitude or opinions. However, the hypothesis test result
revealed that the observed frequencies were not statistically significant enough to conclude that
evaluators and evaluatees have no difference in their opinions. Hence, there is a signilicant
difference in opinion between the two groups of respondents. This leads to the findings that
budget constraints may force the implementers to employ quota and also such activities could not
be done without the approval of the political bodies, Therefore, the practicality of the career

scheme is going to be affected by the interrelated factors.
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3.3 Knowledge About the Result Oriented Performance Appraisal (ROPA)

System

Table 5: Knowledge About the ROPA Principles

Evaluator Evaluatees Total
No Item
i % f % / %
Yes 20 66.67 57 53.77 77| 560.02 |
| | know the aims and No ; #5067 3% 22 A 29"_-”_
principle of ROPA 1 can't decide 2 “6.67 17 16.04 19 13.97
Total 30 100 106 00 | 136|100
N=3 Ni=13 F-ratio = 4.80
x= 10 x,=135.33
S%=84 S%,=408.33 x> =72.25
Yes 14 46.67 47 44.34 61 44.85
2
2
ROPA system evaluates No 8 26.67 3 29.25 39 28.68
both quality and I can't decide 8 26.67 28 26.42 36 26.47
tit t
EGRras e Total 30 100 106 100 136 100
N=3 Ni=3 a
x;= 10 x;=35.33
80=T2 S%=104.33
Yes 17 56.67 47 44.34 04 | 47.00
3 Before ROPA is T
practiced in the school No 12 40 35 51.89 67 49.26
work shop orientation I can't decide 1 3.33 4 3.7 S 3.68
SRR Total 30 100 106 100 136 100
N=3 N;=3 7
x= 10 x=35.33 F-ratio = 11.229 |
S$H=067 §%=1752.33 |
Yos 2 11.77 8 17.02 0 15603 |
ol ki s No 12 70.59 35 53.19 37| 5781
orientation given was ;
satisfactory to practice | [ can't decide 3 17.64 14 29.79 17| 20506
the ROPA
Total 17 100 47 100 64 100
Ni=3 Ny=3
%= 10 X,=35.33 F-ratio = 10.56
$*=169 $%=1785.33 .
Yes 19 63.33 42 39.62 6l 44,85
5 ROPA is more -
. T
ohjecéive than e No 6 20 32 30.19 8| 2794
former appraisal system | [ can't decide 5 16.67 32 30.19 37 27.21
Total 30 100 106 100 136 100
Ni=3 Ny=
g.:_lgl gf}ff;,' t- value = 4.516
1= > o J

Item 1 of Table 5 showed that the majority of the evaluators (66.67%) and evaluatees (53.77%)
confirmed that they had knowledge about Result-Oriented (Result-Based) performance appraisal

system. In contrast to this slightly more than a quarter (26.67%) of the evaluators and 30.19% of
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the evaluatees responded as they have no knowledge concerning the issue raised. On the other
hand 6.67% and 16.04% of the evaluators and evaluatees respectively pointed out that they could
not decide whether they had knowledge or not about ROPA. Further analysis was made by
employing a chi-square test to see the extent of opinion association between the respondents
status with 2 df, at oc of 0.05 (two tailed) level ofsignliﬂcance. The calculated X* becomes 2.25
and the table value or X% = 5.99. Since Xop (2.25) < X2 crit. (5.99) it indicates that the
respondents status as evaluator or evaluatees has no significant influence on their opinion about
the ROPA. Further, the f-test that was employed to test the equality of the respondent groups
variance at df 2 ,S%= 84, S%=408.33, and o of 0.05 indicate that f-ratio = 4.86, which is less
than the table value 19.00. This also indicates the absence of significant difference of response
among the groups of respondents. Thus, the test also confirmed that the majority of both

respondent groups do have similar view or level of knowledge about ROPA principles and aims.

Regarding the appropriateness of ROPA system in assessing quality and quantity outcomes, item
2 of table 5 depicts that both respondent groups 46.67% of evaluators and 44.34% of evaluatees
agreed on the quality and quantity outcome measuring ability of the ROPA system. However,
26.67% of evaluators and 29.25% of the evaluates indicated that the ROPA system is unable to
evaluate both quality and quantity outcomes. There wére also more than one fourth (26.67%) of

evaluators and (26.42%) evalualees respectively, shown their neutral opinion.

As can be noted in item 3 of Table 5, most of the evaluators (56.67%) agreed on the workshop
given about the ROPA before its implementation. But, the majority of the evaluatees (51.89%)
disagreed on the provision of the workshop and responded that no workshop or orientation was
given. As to the respondent groups opinion it seems there was a disparity between the evaluators
and evaluatees to agree on the workshop given at school, woreda or zonal level. Hence, the
evaluators (principals, supervisors and those teachers performing administrative activities) might
take the workshop or the workshop given to both groups may not be satisfactory to implement
the scheme. The f-ratio employed for testing the equality of the two groups variance showed that,
the calculated f-ratio (11.229) is less than the table value (19.0), at df of 2 and o« = 0.05 level of
significance. This confirms that the absence of significant opinion difference between the
respondent groups in that the majority of the respondents (49.26%) were not participated in the

workshop.
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The data collected through interview from woreda education officers shows that, before the new
evaluation systems set to action teachers were taken an orientation. However, currently the new

comers as well as the old staff members need additional training or workshop.

Responses to the question asked about the training or orientation adequacy /sufficiency indicates
that the majority of the evaluators (70.59%) and evaluatees (53.19%) indicated that the
orientation that was given was unsatisfactory to practice the ROPA system. On the other hand,
insignificant number of both evaluators and evaluatees 11.77% and 17.02% respectively
confirmed that the orientation given was satisfactory. There were also respondents (17.64% of
evaluators and 29.79% of evaluatees) unable to decide. However, both respondent groups have
confirmed that even though workshop or orientation given it was unsatisfactory. From this
discussion one can infer that even training was giveh to the implementers as a whole it was
unsatisfactory. Hence, lack of adequate training may hinder the effective implementation of the

program.

Item 5 of Table 5 summarizes the responses given to the question raised about the comparison of
ROPA and the former appraisal system (TrPA) objectivity. Accordingly, most of the evaluators
(63.33%) responded that ROPA is more objective than the TrPA (student, parents and school
administration) system. Relative to the evaluators, there were few evaluatees (39.62%) agreed on
the objectivity of ROPA system than TrPA system. In contrast to this, one fifth of the evaluators
and 30.19% of the evaluatees replied that ROPA is not more objective than TrPA system. This
indicates that undeniable numbers of respondents were appreciated the traditional evaluation
system (TrPA) in its objectivity. There were also respondents (16.67% of evaluators and 30.19%

evaluatees) unable to decide on the objectivity or subjectivity of the appraisal systems.

Based on the above frequency distribution, one can:eelsily infer that even though there is a
difference in percentage composition of responses, the majority of the respondents (44.85%)
agreed on the ROPA objectivity. Moreover, employing t-test at df = 4 and oc of 0.05 (two tailed)

level of significant proffering the hypothesis:

Hp:There is no significant diffcrence in opinion between evaluators and evaluatees

towards the ROPA objectivity

Hi: There is a significant difference in opinion about the ROPA objectivity.
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Since top (4.516) > Ly (2.776). the null hypothesis had been rejected. This indicates that there is
statistically significant opinion difference between the two groups of respondents towards the
objectivity of the ROPA. This scems that evaluators have positive outlook and perception than

evaluatees towards the ROPA objectivity or its less liability to personal bias.

Table 6: How Teachers' Performance is Evaluated

o o FFrequency of responses
Item Evaluators Evaluatees Total

of Yo I %o I %

Based on the TROPA principles L7 56.67 60 56.60 77 | 56.68
Using the traditional method 3 10.00 11 10.38 141 10.29
By both methods 10 53.33 30 28.30 40 | 19.14
Other (s) - - = = 5 4.72 5 3.68
Total 30 100 106 100 136 100

As can be seen from Table 6, the majority of both respondent groups 56.67% of evaluators and
56.60% of evaluatees responded that, currently teachers' performances were evaluated based on
the TROPA principles. But, very few numbers of evaluators (10%) and evaluatees (10.38%)
responded that teachers' performance is currently evaluated using the traditional method (TrPA).
However, 33.33% of evaluators and 28.30% of evaiuatees ensured the application of both
methods of evaluation system in the schools. Unlike evaluators, evaluatees (4.72%) indicated the
absence of performance evaluation since the last two years in the schools. Generally the data in
Table 6 indicates, both evaluators and evaluatees under the study believe that, currently teachers’
performance is going to be evaluated based on TROPA principles. As interview made with the
Woreda Education Desk oflicials reveal that. currently (eachers in the zone were evaluating
using TROPA principles. But, due to incompetence 0[" the implementers and problems related to
the TROPA implementation process lor career competition mostly results obtained from the

traditional system of evaluation were taken to promote teachers.
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3.4 Appropriateness of the Selection Criteria of Teachers' Career Structure

Table 7: Appropriateness of Teachers' Career Selection Criteria

N Teanit Evaluator Evaluatees Total
/ % / % [ %
Do you have knowledge Yes 21 70 54 50.94 75| 85.18
about teachers’ career No 9 30 ) 4906 ol | 4485
1 structure plan and its guideline Total 3 100 106 700 136 7001
Are the criteria refined enough | Yes 7 23.33 18 16.98 25 | 1838
to select hardworking No 19 63.33 6l 57.55 80 | 58.82
2 | teachers? Don't know 4 13.33 27 25.47 31| 22.79
Total 30 100 106 100 136 100

Item 1 on Table 7 showed the respondents’ knowledge about teachers' career structure plan and
its guideline. Accordingly, 70% of the evaluators and 50.94% of the evaluatees indicated their
knowledge about the career structure plan and its implementation guideline. This indicates that,
especially those teachers involved in the schools administrative activities may gain knowledge
through their exposure in different committees of the schools or may have got an opportunity to
participate in orientation programs. However, 44.85% of the respondents in both groups (30%) of
the evaluators and nearly half (49.06%) of the evaluatees confirmed that, as they lack knowledge

about teachers' career structure plan and its implementation guideline.

Item 2 of table 7 shows respondents’ opinion on the réﬁnemenl (appropriateness) of the
promotion criteria in selecting the hard working teachers. Accordingly, 63.33% of evaluators and
57.55% of evaluatees replied that, the promotion criteria are not refined enough to select hard
working teachers and has no relation with teachers day to day activities. In contrast, 23.33% of
evaluators and 16.98% of evaluatees confirmed the appropriateness of the criteria and its
refinement. However, 13.33% of evaluators and one fourth (25.47%) of evaluatees were unable
to decide on the issue negatively or positively and stood at the middle. Hence, this shows that the

existence of gap in between the criteria and hard working teachers. Due to this one can conclude

that the selection criteria for teachers’ career promotion were inappropriate.
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Another question raised to those respondents who responded or agreed on the inappropriateness
of the career promotion criteria was to rank order some of the reasons that made the criteria not

being refined. Then the responses were summarized in Table 8.

Table 8: Reasons for the Criteria Not Being Refined

Evaluators N=19 Evaluatees N= 61
Descriptive Descriptive ’
No Item statistic statistics D=rj-r, | D°
weighted , weighted
f Mean lianis Y Mean Rank
They are not directly related to
| 6l 3.2 5 212 3.5 2 1 1
the work of teachers
2 Tl]ﬂy lack Clili‘il}‘ o ﬁf( i ir]ﬁ i 7? | 258 = 3.77”777 J-__’.--- 0 [ 0
3 The are not cgﬁ;prehensivc_ a7 19 5 | 144 24 5 0 0

They are not credible to show

result (out put)

Don't consider the availability
5 49 2.6 4 177 ), 4 0 0
of facilities in school

ZD*=2P=09
No. of options= 5

In ranking the reasons for promotion criteria inappropriateness, the majority of both respondent
groups ranked lack of clarity of the criteria as the first reason. In addition, evaluators put the
incorporation of promotion criteria which is not directly relating to teachers’ work as a third,
while evaluatees ranked this option as a sccond. On the other hand, evaluators ranked the criteria
are not credible to show the result or oulput, as the second reason but evaluatees ranked this
option as the third. Thus, the respondent groups differ in ranking the appeared options degree of
seriousness in contributing to the inappropriateness of promotion criteria. However, both groups
of respondents agreed on giving ranks for options such as, lack of clarity, not considering the
availability of school facilities and lack of comprehensiveness of the criteria as 1%, 4" and 5"

reasons respectively.

Whether there exists a relationship between the ranks as pointed out by evaluators and evaluatees
or both the respondent groups perceive similar factors to the criteria not being refined, a

hypothesis test was made.
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H, : There 1s no significant difference between the two ranks.
H, : There is a significant difference between the two ranks.

The calculated Spearman rank order correlation coefficient yields to be 0.9, Pi.=1.000, at N= 5
and «=0.05(two tailed). Since Py (0.9) < Py (1.000), leading to the accept the null hypothesis.

Therefore, it would be concluded that there is no statistically significant difference is the ranks.

3.5 Career Structure Contributions
3.5.1 Improving Teachers' Socio-economic Status

Table 9: Career Structure Contribution in Improving Teachers’

Socio-economic Status

Evaluator Evaluatees Total
No Ttem
S % f % £ %
1 The extent the High 310 3] 2.83 6| 441
career structure Moderate 9 30 23 [ 21.70 | 32| 2353
has improved the | Low 10 33.33 46 | 43.40 56| 41.18
economic status | Not improved atall | 8| 26.67 343208 42| 30.88°
Total 30 100 106 100 | 1306 100

It is clearly revealed in Table 9 that only 10% of evaluators and 2.83 % of evaluatees responded
to the high contribution of the career scheme in improving the socio-economic status of teachers.
Similarly, both evaluators (30%) and evaluatees (21.70%) agreed on the moderate contribution.
However, the majority of evaluators (33.33%) and evaluatees (43.40%) responded that the career
scheme contribution to the improvement of socio-economic status of teachers is low. S lightly
more than one fourth (26.67%) of evaluators and (32.08%) of evaluatees believed that the career
scheme has no contribution to the improvement of socio-economic status of teachers. From the
above description, we can observe that, the majority of the respondents have the view that the

career structure scheme has low contribution in improving the socio - economic status ol

teachers..
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Table 10: Reasons for "Low" or ""Not Improved at All" Contribution of the Career

Structure

- | Evaluwater | Evaluatees | D=tx )
No Reasons D-
Ji % | S % | ry
1 The increment does not reflect the cost
9 28.13 2 40 26.49 2 0 0
of living '
2 Not comparable with salaries paid in
12 37.50 ] 50 33.11 | 0 0
other occupation
3| The increment is not comparable to | | D
4 12.50 4 25 16.56 3 I |
teachers work
4 Does not reflect the i1n§6rtance of
) ) 6 18.75 3 23 15.23 4 1 |
teaching to the society
5 Unable to improve professional -
. . _ | 3.13 5 13 8.01 5 0 0
qualification through further education
Total 32 100 151 100 0 2

As Table 10 indicates, evaluators(37.50 % and 28.18%) and evaluatees (33.11% and 26.49%)
agreed on ranking the teachers’ salary increment is not comparable with the salaries paid in other
occupation and the increment does not reflect the cost of living options as the 1" and 2" main
reasons respectively. However, evaluators and evaluatées differ in their 3% choice. In this regard,
the opinion that the salary increment is not comparable to teachers work was selected by 16.65%
of the evaluatees as a 3" choice or reason in the ranking. But, this reason supported by 12.50%
of evaluators and ranked fourth. In contrast to this, the option that the salary increment does not
reflect the importance of teaching to the sociely was chosen by 18.75% of evaluators and ranked
third, while this option ranked fourth by evaluates (15.23%). Based on the above data, the
research finding show us, the basic reasons for the low level of teachers socio-economic status
are: incomparability of teachers salary with other occupation, salary increment that does not
reflect the cost of living and salary increment does not reflect the importance of teaching to the

society.
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Table 11: The Career Structure Effect on the Morale of Teachers

Lvaluator

Evaluatees

Total
No Item
i % F % I %
| Raised the moral of teachers 10 33.33 30 28.30 40 | 29.41
Reduced the moral of teachers o 4 13.33 32 30.19 36 | 2647
No change : 16 53.33 44 41.51 60 | 44.12
Total | 30| 100 106 106 | 136 | 100
No of options = 3 Ny =3 N, =3
X = mean X, =10 X2=3533 1=4.540
§* = Variance ”Sf’ =30 §3" =57.33

Tablel 1, presents the extent of the carcer structure contribution in raising teachers' morale.

Accordingly, 33.33% of the evaluators and 28.30% of the evaluatees agreed on the importance of

the career structure in raising the teachers' morale. However quite a number of respondents in

both groups, 13.33% of evaluators and 30.19% of evaluatees responded on its negative effect. On

the other hand the majority of evaluators (53.33%) and evaluatees (41.51%) responded to its

neutral effect on the morale of teachers. Thus, it can be concluded that the majority of

respondents (44.12%) believed that the career structure scheme has no contribution in raising or

reducing teachers™ morale.

Even though, the majority of the respondents agreed on the neutral effect of the scheme on

teachers' morale, the t-test employed with df of 4 and ool 0.05 (two tailed) level of significance

the following hypothesis was made and tested.

Ho: There is no significance dilference in opinion between the respondent groups in

H|:

their reasoning.

reasoning.

There is significance difference in opinion between the respondent groups in their

As the result of top (4.540) > tei (2.77) , the null hypothesis is rejected. This confirms that there

is statistically significant opinion difference among the respondent groups in depicting the

specific effect of the career structure scheme on teachers' morale. Therefore, these leads to the
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finding that the carcer structure scheme has no roll either on raising or reducing teachers' morale.
Further, those respondents who agreed up on moral reduction of teachers due to career structure
was asked to identify the reasons or factors, then the respondents’ responses were summarized
and the percentage responses were ranked on the following table.

Table 12: Reasons for Reducing the Morale of Teachers

N - " Evaluator Evaluatees Total
Reasons
0 fi % r ) % r; fl % |r
1 | The salary increment has not
brought a significant change in | 4 44,44 28 35.90 | 32 13678 | |
the living standards of teacher
2 | Unfair tl'calmenl_a]‘—“_l-h—c_sa!;i;ﬂﬂ_ i 1T
. 3 33.33 2 18 23.08 25 |21 |24.14 |2
increment
3 | The deviation of the guideline i
) ) ) | L1101 3.5 18 23.08 25 |19 |21.84 (3
in the implementation '
4 | Excessive partiality onthe | | |
. | 1 3.5 14 17.95 4 15 17.24 | 4
appraisers parl
Total 9 1100 78 | 100 87 | 100

Attt = P Ty rprpr RPN PRSP SRS =

According to data in Table 12, salary increment due to the career promotion did not brought a
significant change on the living standards of teachers, 44.44% of the evaluators and 35.90%o0f
the evaluatees supported this option. Thus, it is the reason chosen by both groups of respondents
with the highest frequency. Moreover, there were alse few evaluators (11.11%) and evaluatees
(17.95%) responded that excessive partiality on the appraisers’ part as the cause for the morale
reduction of teachers. I'rom the above discussion, there has been evidence to extract the finding
that, the career scheme plays insignificant role in raising the teachers' morale through satisfactory

salary increment comparable with other occupations.
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Table 13: What Should be Done With the Teachers’ Career Structure?

No o - Lvdluators | Evaluatees Total
L ) % | f | %
1 In efficient (abandon) 2 6.67 22 20.75 24 17.65
| Should be revised 128 9333 |82 7736 | 110 |80.88
oers) - |- |2 s |z a7
‘Number of option N3 N=3
Mean X=10 X=35.33
Variance S, =244 §:4=1733.33

Regarding what should be done with the career structure scheme, Table 13 clearly presents the
opinion of the respondents. Accordingly, the majority of the evaluators (93.33%) and evaluatees
(77.36%) suggested that teachers’ career structure scheme is very useful in motivating teachers;
however, it should be revised. On the other hand, about 6.67% of the evaluators and 20.75% of
evaluatees replied that it should be abandon due to its inefficiency. Where as very few evaluatees
(1.89%) proposed certain suggestions regarding what should be done about the career structure

and their opinion was summarized as follows:

» It should give an account for service years, since there is no salary ditference between
the newly hired one and the one having longer experiences.

» The career promotion criteria should be drafted with the participation of all concerned
bodies mainly teachers. |

The computed f-ratio shows that, the absence of significant response difference between the

evaluators and evaluatees. Similarly. the t-test employed at df of 4 and o of 0.05(two tailed)

level of significance indicates that tobt = 0.806 which is less than the terit= 2.776. From this it

can be inferred that there is no signilicant difference of opinion between the respondent groups.

Therefore, the career structure needs modification or revision to bring the necessary outcomes

both in teaching and teaching profession.



Table 14: Rank Order of Factors Motivate Teachers

Evaluators(N=28) Evaluatees(N=82) Total(N=110) Mean
rank
No Item Descriptive statistics Descriptive statistics Descriptive statistics
Rank Rank Rank
Sum | mean Y% variance Sum | mean % variance Sum mean | % variance F- ratio
| | Reducing working hours (loads) 61 218 | 279 6.52 12| 263 323 | 403 9.51 12 326 | 296 | 37 8.9 12 1.459
High salary and accelerated
2 | advancement 263 j 9.39 12.03 11.32 1 771 94 11.78 10.19 1 1034 94 12 10.39 1 1115
i
I
Certification and licensing of teachers | { | |
3 182 . 63 | 832 7.67 7 327 6.43 8.05 a8 | T 709 6.45 8.1 9.19 7 1.278
In service training related with better @
4 | salary and promotion 231 8.25 10.56 10.27 3 693 8.45 10.59 10.62 3 924 8.4 10.6 10.44 3 1.034
|
|
Allowances such as housing family f
5 | hardship etc. 238 8.3 10.88 7.96 2 723 8.82 11.04 6.72 2 961 8.74 11 6.99 2 1.185
I
6 | Medal awards 122 | 436 | 558 8.46 11| 346 422 | 529 £.96 1 ! 468 | 425 | 54 8.76 11 1039
— | |
Change within teaching profession and
7 | the society at large 201 7.18 9.19 12.08 4 629 7.67 9.61 9.43 4 820 7.55 9.5 10.05 4 1.281
8 | Improving school facilities 198 707 | 9.03 1 6| 579 706 | 884 .11 6 777 | 106 | 89 7.93 6 1.053
9 | Bonus payment 163 582 | 743 9.26 9 | 498 607 | 7.6l 8.37 8 661 6| 76 8.53 9 1.106
10 | Democratic administrative procedure 199 7.1 9.1 7.95 50 611 745 | 933 8.03 s 810 | 736| 93 7.96 5 1.01
11 | Involvement in policy formulation 177 6.32 8.1 9.86 8| 497 6.06 | 734 8.08 9 674 | 613 | 7.7 8.46 8 1.22
Participation of teachers' association in
12 | the career promotion committees 152 543 6.95 11.37 10 408 498 6.23 9.7 10 560 3.09 6.4 10.07 10 1172




It is clearly revealed in Table 14, both the evaluators and the evaluatees respectively rated the
options in rank order of high salary and accelerated advancement (12.03% and 11.78%).
allowances (10.88% and 11.04%), in service training related with better salary and promotion
(10.56% and 10.59%), change within the teaching profession and the society at large (9.19% and
9.61%)and democratic administrative procedures ( 9.10 % and 9.33%) as the first five most
factors that should be revised. In addition the frequency distribution of the responses indicate that
reducing the working hours / load / ranked as the last factor that needs revision in order to
motivate teachers and raise their morale. Moreover. Spearman rank order correlation test was
employed to see how far the ranking of both respondents groups statistically differ or not. The
computed result show that P =0.99, at o« 0.05 level of significance Pgi = 0.591 which is less
than the calculated value. This indicate high relationship between the respondents ranking.
Therefore, according to the computed mean and their rank order, the five motivating factors that

need revision in order o improve teachers™ socio- economic status are:
1. High salary and accelerated advancement;
2. Allowances such as housing, lamily, hardship etc.;
3. In-service training related with better salary and promotion;
4. Change within teaching profession and society at large;
5. Democratic administrative procedures.

Table 15: Career Structure Contribution in Retaining Teachers

Wi K , ﬁLﬁ wﬁrmrﬁsﬁ  Evaluatees 'l'ar;.'l
S Vi S % b 4 %
1 Contribution of teachers' carcer o
structure in retaining teachers

- _I_[i_gh_ 1 e _2666 s | 145 21 | 15.44
~ Moderate | 7| 2333 242264 31| 2279
Low - 14| 46.67 545094 68| 5000
Negative T B 667 9| 849| 11| 8.09
Don't know | 3.33 4 3.77 5 3.68
Total 30 100 106 100 | 136 100
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Respondents were requested o indicate the extent of career structure contribution in retaining
teachers in their job and the responses were summarized in Table 15. Accordingly, 20% of the
evaluators and 14.15% of the evaluatees indicated the career scheme high contribution in
retaining teachers. Similarly, 23.33% of the evaluators and 22.64% of the evaluatees confirmed
that the career structure helps to retain teachers in their profession moderately. In contrast to this,
nearly half (46.67%) of the evaluators and 50.94% of the evaluatees responded to its low
contribution. This indicates that the majority of the respondents were agreed on the career
structure low contributions in reducing the number of teachers who leave the profession for other
job opportunities. Therefore, the career scheme has not brought any remarkable change in
retaining teachers in their profession. This practice might be eliminated through well designed
and effective career stricture scheme that motivaté and raised teachers’ morale. In this
connection, Weisiz (1970:143) indicated that dropouts in stafl personnel often can be identified
early and individualized in service experiences may avoid the loss of those who should be

retained.

Table 16: Responses for “High” and “Low or Negative” Contribution of Carcer Structure

in Retaining Teachers in the Profession

No Reasons for high cr)r:r;'ib;:riofi " Evaluator  Evaluatees Total
1 /i % r S % r i % r
High salary provision 3| 37.50 2 5| 27.78 2 8| 3077 2
Improving social status 4| 50.00 I 7| 38.89 I 1] 4231 |
Promotes pro!bssiunul-ﬁhrl_xi_:@'"— 12z 3| 4 222 3 51 1923 3
| Prospect for promotion | -| - 4] 21| 4| 2| 769| 4|
. Totl | 8| 00| | 18| 100| [ 26| 1o0|
Reasons for low or negative
2 contributions
Imbalance between salary
increment and the cost of caving 15| 55.56 | 55 | 49.11 1| 70| 50.36 I
No improvement in social status 7| 25.93 2 31 | 27.68 2| 3812734 2
Its discontinuity after 16 years | | | | |
(above lead teacher) 31 1111 3 12 | 10.71 31 5111079 4
Its interruption due to directives 2 7.41 4 14 | 12.50 41 16 11.51 3
Total | 27| 100 12| 100 139 [ 100
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As indicated in item 1 of Table 16, half of the evaluators and 38.89% of the evaluatees indicated
that the scheme has high contribution in retaining leuc;hc:rs due to improvement in social status
selected as the first reason. But, high salary provision stood second, supported by 37.5% and
27.78% of the evaluators and evaluatees respectively. However its contribution in retaining
teachers due to promotion prospect was not chosen at all by evaluators, instead 11.11% of
evaluates agreed on it. Hence, the majority of the respondents supported the career scheme
positive effect in improving the social status of teachers but its prospect for promotion is very

less.

An interview healed with the Woreda Education officials indicates that many of the best teachers
leave their profession after a few years of service due to lack of strong professional career

development that provides adequate rewards and compensations. To support this,

Aggrawal (1988: 30) suggest that, giving prestige and respect to teachers play an important role
in attracting and encouraging them to remain in the profession. But in our case the career
structure contribution in providing high salary for experienced teachers seems un attractive and

then inefficient to retain teachers in their profession.

Further, item 2 of Table 16 depict that the respondents response who replied to the “less™ or
“negative” contribution of the career structure in retaining teachers? Accordingly, 55.56% of
evaluators and 49.11% of evaluatees identified imbalance between salary increment and the cost
of living as the first basic reason. Similarly, 25.93% of the evaluators and 27.68% of evaluatees
confirmed that the career structure has no contribution to the improvement of teachers social
status stood second. However, the career discontinuity after 16 years and its interruption due to
state directives were the reasons supported by 11.11% and 10.71%, 7.41% and 12.50% of the
evaluators and evaluatees respectively. From this one can deduce that imbalance of salary

increment with the cost of living is the main problem that negatively affect the retaining power of

the career scheme.
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Table 17: Preference of Respondents to Stay in the Teaching Profession

- P Evaluators Evaluatees Total
F % f % 4 %
| Interest (o leave the profession
High 25| 8333 82| 7736 107 | 78.68
Moderately T 3 1000 14| 1321 17 | 12.50
Low o - T - 3 2.83 3| 221
No intention to leave 2 6.67 7 6.60 9| 6.62
| Tatl 30 00| 106 100| 136| 100
2 | Leave the profession for another
. 10 40.00 28 34.15 38 | 35.51
High paying job only 7 28.00 19 23.17 26 | 24.30
Even for less paying job 8
N2=3
No. of options= N X, =27.33
Mean=X S,"=64.33

As indicated in item 1 of Table 17, the majority of evaluators (83.33%) and evaluatees (77.36%)
indicated their high interest to leave their profession, while very few numbers of respondents
(10% of evaluators and 13.21% of evaluatees) indicated their medium interest. In contrast to this,
none of the evaluators but 2.83% of the evaluatees have indicated their low interest to leave the
profession. This predicts that, relatively the evaluators (principals, supervisors and those
teachers’ involved in administrative work) may be satisfied with the profession. In addition

6.67% of evaluators and 6.60% of evaluatees show their preference to stay in the profession.

On top of this, to assess the reasons behind leaving the profession the respondents were asked to
forward their reasons and the responses were summarized in item 2 of Table 17. Accordingly,
40% of evaluators and 34.15% of evaluatees indicated that they leave the profession for another
equally paying job. Few number of evaluators (28%) and 23.17% of evaluatees also indicated
that, they leave the profession only for high paying job. However, 32% of evaluators and 42.68%
of evaluatees pointed out that they leave the profession even for less paying job. Thus it can be

inferred that the career structure scheme contribution in retaining teachers in their profession has
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little or no impact. Further, to see whether there is a variation of opinion between the evaluators

and evaluatees preference, two sample mean t-test was employed in testing the hypothesis:
Hy: There is no significance difference in preference between the respondent groups.

H;: There is a significance difference in preference between the respondent groups.
Since top (0.972) < terir (2.447) at df of 6 and ocof 0.05 (two tailed) level of significance the null
hypothesis retained. This inferred that both groups of respondents have similarity in their
preference in that, the majority of the respondents would not prefer to stay in the teaching

profession if they had job opportunity even less paying job.

Table 18: Opinion as to What Measures to be Taken to Make the Career Scheme Effective

in Retaining Teachers

" Evaluator(N=30) | Evaluatees(N=106) Total(136)

No Possible measures could be taken |
Ji % r S % 2 i d % r

1 Periodic review of salaries to
15 | 30.00

(5%

46 27.54

2

61 |28.11]2
the cost of living

%) Narrowing the gap between salaries of

17 34.00 | 61 36.53 | | 78 3595 |1
teachers and non teachers

3 The extra pay must be sufficient to

. 8 16.00 |4 |21 12,57 | 4 29 13.36 | 4
rise the morale

4 Provide other benefits or goods and

services for them selves and their 10 20.00 3 39 23.35 49 2258 |3

(%]

families

Total 50 | 100 167 | 100 217 | 100

Table 18 clearly revealed that, among options appeared under the item, narrowing the gap
between salaries of teachers and non teachers was supported by 34% and 36.53% of both
evaluators and evaluatees respectively. Periodic review of salaries to the cost of living also
responded by 30% of evaluators and 27.54% of evaluatees as the second possible measure that
could be taken. Similarly, one fifth of evaluators and slightly more than one fifth (23.35%) of
evaluatees support the provision of goods and services for teachers and their families were
selected as a third choice of measures that should be taken to prevent the flow of teachers to other

sectors.. Therefore, based on the above analysis we can infer that, the majority of the respondents
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identified the following three possible measures that could be taken to prevent brain drain from

the teaching profession or retain teachers. These are:

e Narrowing salary gap between teachers and non teachers;
e Periodic review of salaries to the cost of living; and
e Providing other benefits or goods and services for teachers and their families.

According to Sadker and David (1997: 515) in improving teacher professionalism and giving
recognition there by retain the experienced teachers in the education system, all teacher
recognition plans share the common goal of making the teaching profession more attractive and
more rewarding. Based on this assumption; participants in the group discussion indicated that the
starting salary of teachers seems one step ahead of the other government employees. However,
employees in other sectors due to various paying system and allowance of administrative position
etc, show an advancement. As the result, differential between teachers’ salaries and those of other
professional widens as the number of service increase since the teachers’ career promotion
provides insignificant pay advancement. This is also evident even after the career scheme
implemented. Hence, the scheme is not rewarding and attractive to retain experienced teacher in

the profession.

69



Table 19: The Extent to Which the Career Structure Improved the Various Aspects

of Teachers
N Frequencies and percentage of responses
" Lmprovement Evaluators (N =30 ) | Evacuatees (N =106) Total (136)
e o | - i % [ % b 4 %
Veryhighly | 4| 1333 W] 1038] 15| 1103
Highly I 3.33 9 8.49 10 735
Teachers living | Moderately | 14| 4667 | 30| 2830 44 32.35
conditions Low I 36.67 | 48 | 45.28 59 43.38
! Very low i : & 8| 755 g 5.88
N= No of options N=35 Ny=5
X= mean X = 6.0 X>,=21.20
s*= variance 8" =138.50 §%=305.70
Very highly 4 13.33 11 10.38 15 11.03
Highly 5 16.67 16 15.09 21 15.44
Teachers Moderately 10 33.33 35 33.02 45 33.09
o |VEhEMELIY P 11| 3667 40| 3724 51 37.50
B Z(;::ilvoi-teconmmc Very low - - - 4 3.77 4 2.94
Y N=No of options | N5 Ny=5
X= mean XI1=6.0 X5=21.20
s™= variance $,°=20.50 §72=242.70
3 | Very highly B 3 10.00 9] 850 12 8.82
Highly | 3 10.00 10 9.43 13 9.56
Social status Moderately - 16.67 | 18 16.98 23 16.91
ascribed to the | Low R 13| 4333 51| 4811 64 47.06
teaching Verylow | 6| 20.00 18 16.98 24 17.65
profession by the |'N=No of options | N, 5+ | N»=5
society X= mean x= 0.0 X=21.20
s™= variance s7=17.00 5"5=295.70
4 Very highly 5 16.67 14 13.21 19 | 13.97
Highly 2 6.67 12 [1.32 14 10.29
Teachers Moderately 6 20.00 20 18.87 206 19.12
confidence and Low 14 46.67 37 34.90 51 37.50
pride in their Very low 3 10.00 23] 2170 26 19.12
profession N=No ol options | N5 N»=5
X= mean x=6.0 x,=21.20
s’=variance | 5,"=22.50 ___1s%5=971.70

Item 1 of Table 19, shows that most of the evaluators (46.67%) have the opinion that career
structure improved the teachers’ living condition “moderately”. But, most of the evaluatees
(45.28%) agreed on the scheme “low™ contribution in improving teachers living condition. In

contrast to this, none of the evaluators were agreed on “very low” contribution of the career
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scheme, while 7.55% of the evaluatees were agreed on this option. Generally this study indicates
that the majority of the respondents belicved on the career scheme low contribution in improving

the living conditions of teachers.

Testing the difference of opinion between the two groups of respondent by employing two
sample mean t-test with N;= N, = 5 options, x; = 6, X = 21.20, S)% = 38.50, Sy* = 305.70 < of
0.05 level of significance (two tailed) with df of 8 shows that; ty, = 1.832 and ty = 2.306. This
indicates that, there is no statistically significant opinion difference between evaluators and
evaluatees in having the view that career structure has contributed low in improving the teachers

living condition.

[tem 2 of the same Table 19, indicate that most of the evaluators (36.67%) and evaluatees
(37.24%) assured thal. the implementation of career structure has low contribution for the
improvement of teachers involvement in socio-economic activities. However, 13.33% of
evaluators and 10.38% of evaluatees agreed on the “very high” contribution of the scheme in
improving the teachers’ involvement in socio-economic activities. Therefore, it can be concluded
that the majority of both respondent groups responded to the “low™ contribution of the career

structure in improving the involvement ol teachers in socio-economic activities.

With regard to social status ascribed to the teaching profession by the society, the effect of the
scheme was rated by the respondents in item 3 of Table 19. The table clearly shows that most of
the respondents, 43.33% and 48.11% of evaluators and evaluatees respectively supported the
opinion that the relevance of the career scheme in improving the social status ascribed to teaching
profession by the society to be “low”. In general, 36.67% of evaluators (10%, 10% and 16.67%)
and 34.91% of evaluatees (8.50%, 9.43% and 16.98%) agreed on “very high”, “high” and
“moderate” elfect of the carcer scheme in improving the social status of teachers’ respectively.
On the other hand the majority of the respondents, 63.53% of evaluators (43.33%, and 20%) as
well as 65.09% of evaluatees or teachers (48.11% and 16.98%) supported “low” and *“very low”
contribution of the scheme respectively. Thus, one can conclude that the majority of the
respondents had a negative perception towards the career scheme on its contribution in improving
the status of teachers. Moreover, to see whether there is a variation between the evaluators and
evaluatees opinion a t-test was employed. Employing a t-test at oc of 0.05 (two tailed) the
calculated value of top = 1.922 is less than tyi = 2.306. This implies that there is no statistically

significant difference of opinion between the evaluators and evaluatees regarding the effect of
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career structure scheme in improving the social status ascribed to teaching profession by the
society. Lieberman (1956: 411) indicated that if teacher do not share in the increased productivity
of industry, teaching will decline as an occupation. Accordingly, in our case if the career scheme
improves the socio-economic status ol teachers to a much lesser degree. Thus, the career scheme
might be considered to have low contribution in improving the social status of the teaching

profession.

Item 4 of Table 19 also depict that the majority of evaluators 56.67% (46.67% and 10%) and
56.60% of evaluatees (34.90% and 21.70%) revealed their negative attitude towards the effect of
teachers’ career structure, in improving confidence and pride of teachers in their profession.
There are also respondents, 43.34% of evaluators (16.67%, 6.67% and 20%) as well as 43.40% of
evaluatees (13.21%, 11.32% and 18.87%) showing positive attitude towards the effectiveness of
the career structure by responding to the “very high”, “high” and “Moderate” options
respectively. Finally, from the four items of Table 19 it can be concluded that the majority of
both evaluators and evaluatees conlirmed the contribution of career structure scheme in
improving the teachers’™ living conditions. involvement of teachers in socio-economic activities,
social status ascribed (o the teaching prolession by the society and conlidence as well as pride in
the profession was low. Hence one can conclude that the career scheme is not effective to attempt

its intended purposes.
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3.5.2 Improving the Teaching Learning Process

Table 20: Career Structure Contribution in Improving the Teaching Learning Process

N Evaluators Evaluatees Total
Item
0 f % i % I 3 %
The extent the High 8| 26.67 13| 12.26 21 15.44
career structure - - - . 77‘7 v . B |
1 improvcd the Moderate 6 20,00 31 29.25 37 27.21
. . Low i 15 50.00 | 54| 5094 69 50.74
teaching learning
) . Negative - - 5 4.72 5 3.68
Situation Don’t know | 3.33 3 2.83 4 2.94
Total 30 100 | 106 100 136 100
Mean =X X,=6 X,=21.20
Variance =Sx* $,%=36.50 S,*=458.20

As it is evident from Table 20, slightly more than one fourth (26.67%) of the evaluators and
12.26% of evaluatees confirmed the high contribution of the scheme in improving the teaching
learning situation. And one fifth (20%) of evaluators and 29.25% of evaluatees replied that the
career scheme has moderate contribution. In the contrary, half of the evaluators and slightly more
than half (50.94%) of the evaluatees agreed on the “low” contribution of the career scheme in
improving the teaching learning process. Also Table 20 shows that none of the evaluators but
very few evaluatees (4.72%) replied that the career structure has negative contribution. Thus, the
majority of the respondents (54.42%) have felt the contribution of the career structure in
improving the teaching learning process is low or negative. To seek the extent of career structure
contribution in improving the teaching learning process, inierview was made with Zone Teachers
Association chair person and woreda Education officials assured that, the career scheme
contribution shows progressive change in improving the teaching learning process due to the
application of TROPA techniques in the study schools. Moreover, to know the extent of

relationship between the opinion of evaluators and evaluatees, a t-test was employed.
Ho: There is no significant difference in opinion between the two groups of respondents

Hy: There is a significant difference in opinion between the two groups of respondents
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Then, with df of 8 and « of 0.05 (two tailed) level of signilicance, top = 1.529 and tyq = 2.300,
the calculated value is less than the table value. THence, the null hypothesis is retained and
confirmed that there is no significant difference between the evaluators and evaluatees in
perceiving the low or negative contribution of the scheme in improving the teaching learning
process. MOE (2000:1) indicated that the career structure is expected to improve the teaching
learning process by improving teachers’ effectiveness. However, this study revealed that the
career structure could not bring significant change in teaching learning process due to problems

related to its implementation and the promotion criteria associated with each career ladders.
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Table 21: Rank Order of Performance Differences Observed due to Career Implementation

Evaluators (N=14)

Evaluatees (N=44) : Total (N=38)
z Item ) ‘L E
Descriptive statistics Rank Descriptive statistics Rank Destripl[i\‘e statistics Rank
Sum | 2080 (g |W0eme ) M g (W Igp g | P | Sum | MO i SD | varince | Mean f-ra-ti

Better utilization of | ! i

;. || Bedagogical senter 79 561 2240 501 6| 21l 500 206 | a2 | 6 33| 522 209 439 61 11387
Better utilization of I 4 ‘ . | l

) S 61 436 | 234 | 548 8| 192|436 192 | 3361 8| 253 | 436 | 2 4.02 8|  1m9
Better participation in co- i ‘

5 || Sl asiies 90 | 643 244! 596 3 98 | 677 24 | 5761 2| 388| 669! 239 5.73 2l s
Preparing and evaluation I | | i

4 | teaching materials 2| sial27a] 132 7 26 | 401 267 711 | 71 288 | 497] 266 7.09 71 a8
Reduced teachers ' I l 1 !

5 | absentecism $2| 58| 3161 998 5 80 636 242 | 586 | 4| 32| 624 261 6.75 s | 1303
Givingmore tutorial and I | -

g | Walcup-clagsts 96 686 | 2.82 7.98 2 299 | 6.8 2.82 793 | 1] 395 631 | 279 7.81 1 1506
Better improvement in ‘

7 | professionel esmpetence 98 7] 29 | 877 ] 29 | 657 298| 774 3] 37| 667] 281 7.87 3 183
Support for female ! I I l

g | SustaR 85| 607 246| 607 4 251 5.7 232 | 538 5| 33| s79| 234 | 5.47 5 1D8
Conducting action i '

g | rescatch 54 3.86 | 274 7.52 9 176 4 2.44 595 9 | 230 397 | 249 6.21 9 1264
Better supportive service ;

{5 | Fersumior teashery 45 321 | 3.04 9.26 10 158 3.59 32| 10325 10 [ 203 351 314 9.87 10 1307
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Regarding the performance difference of teachers’ observed due to the career structure
implementation, Table 21 indicates that, improvement in professional competence, provision of
tutorial and make up classes, participation in co-curricular activities, support for female students
and reduced teachers absenteeism were ranked from the first to fifth respectively by evaluator
group. On the other hand evaluatees ranked these options as third, first, second, fifth and fourth
respectively. These differences in the ranking might be due to information gap between
evaluators and cvaluatees, poor documentation of teachers’ activity, and poor follow up
mechanisms practiced in the secondary schools of the zone. However, according to the
calculated total mecan, the first five performance Lliﬂ"el'tliﬂCCS observed and ranked by the majority

of the two groups of respondents are:
e (Giving more tutorial and makeup classes;
e Participation in co-curricular activities;
e Improvement in professional competence;
e Reducing teachers absenteeisim; and
e Suppor! for female students.

The calculated f-ratio for each item also indicated that there is no significant opinion difference
of among evaluators and evaluatees in ranking their responses. However, the employed
Spearman rank order correlation gives PP-value or Py, = 0.9515 which is grater than P (0.648)
at oc of 0.05 (two tailed) level of significance and N=10 indicate the existence of significant
ranking difference between the evalualors and evaluatees. This shows that, even though the
respondents were having similar out look to the observed performances, they differ in rating the

listed options.

In addition the data collected through the interview conducted with the Woreda Education office
heads and Zonal Teachers” Association chairperson regarding the career scheme contribution for
teaching learning process pointed out that, TROPA system of evaluation contributes much to the
teaching learning process improvement. Further the discussion revealed that in our case TROPA
is a means of evaluation for career promotion and having various tasks to be performed by

teachers. The tasks such as provision of tutorial, make up class, extra curricular activates etc.
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may contributes to the quality of education. However, these activates were not performed

genuinely, rather simply to get promotion.

Even some teachers who participated in the target group discussion program share the idea and
blaming the school administrative bodies for not having a controlling monitoring and controlling

mechanism about the teachers’ day to day activities.

Table 22: Reasons for “Low or Negative” Contribution of the Career Scheme in

Improving the Teaching Learning Situation

. Evaluators Total
Evaluatees (N=59)
No Reasons (N=15) (N=74)
TT% [h [ B[ % [n|f] % [
1 Makes teachers submissive towards the
school principal 2 10.00 |3 11 1429 |3 13 | 13.40 2
2 Creates more extra work for teachers _
8§ | 40.00 |2 15 1948 | 2 23 | 2371 |2
3 Performance observed was not done | | | | | |
genuinely rather for show and get
recognition for their career promotion 10 | 50.00 | | 51 66.23 | | 61 | 62.89 I
Total ~ 20 | 100 77 | 100 97 | 100

Respondents (50%of evaluators and 55.66% of evaluatees)who supported the “low” or
“negative” effect of the career scheme to the teaching learning process was asked to indicate the
possible reasons, then their responses were ranked according to their frequencies. As shown in
Table 22, half of the evaluators (50%) and more than half of the evaluatees (66.23%) responded
that the observed performance of most teachers was done for show and get recognition for their
career promotion. Similarly, 40% of evaluators and 19.48% of the evaluatees replied to the more
extra work creation of the career scheme while, few respondents (10% of evaluators and 14% of
evaluatees) replied that the career structure scheme' makes teachers submissive towards the
school principals. This shows that, even though the career scheme has got positive contribution
that helps the teaching profession as well as the teaching learning process, it may also have
negative impact due to lack of knowledge and commitment of the implementers, problems en

countered during the implementation and problems related to the career scheme or criteria.
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Furthermore, performance was not done genuinely rather to get recognition for their promotion
,extra work creation of the scheme and its effect on teachers towards the principals were ranked
as 1%, 2™ and 3" reasons respectively by both respondent groups. To this end Rofferty (1996
cited in Bartlett, 2000: 30) suggested that the appmiénl system should be “with teeth” where
professional development could be clearly monitored. However, the open ended request of
respondents reveled that Performance appraisal process was not conducted for the last two years
in some schools in the zone. Even the researcher observed documents signed by teachers and
principals then used as TROPA plan document, though the plan document was not properly
formulated and developed the tasks to be performed by each teacher. For example, a
mathematics teacher was signed and verified his annual plan document to make a football filed.
This is also true for the other subject teachers and shows that problems in the appraisal process
will affect the career ladder policy instituted in the schools to resolve various teaching learning

issues.(see Appendix C)

In this case, the problem might be resulted due to lack of appropriate implementation of the
evaluation mechanism. As the principle of TROPA, evaluatees ought to have been developing
performance plan which had been drawn from the school strategic plan and agreed with the
school administrative bodices (evaluators). But wl‘ml actualiy done was contrary to this

principles.
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Table 24: Rank Order of the Critical Implementation Problems

! Evaluators Evaluatees Total
[
No Item ‘ Descriptive statistics Descriptive statistics | Descriptive statistics
L I R weig i | | |
| | o | g | A )
' % | Sum | VY [ an | N | Sum h % Ran t Sum Weigh | o | Rk
f | ' mean | % K . | mean | |
. ! mean ! . i | i
1 | Impracticality of some selection criteria | 51 74| 148! 164l 1] 5| 243] ag6| 1532] 21 s 317] 634 1557 ] 1
Involvement of new criteria which was not in the I ' | i | i !
2 | guideline by local authorities | 53! 4 8.4 | 933 | 5 144 | 288 | 9.8 51 5 186] 372! 914 |
o Lack of adequate training to manage its | ' ! |
S | implementation | 5, 34| 108 12 41 5 259 51.8 16.33 1 3 313 62.6 | 15.37 2
4 Employment of quota svstem computation : - ' - 6.4 i 7 11 E 5 103 206 6.49 : ! 133 | 7 | 6.63 .
| J 32 X - i i 3 33 | 29 i O3 |
_ | In competence of principals to differentiate the E ! i
D | effective teacher | 51 20 4 1 444 5 90 18 5.68 5 110 22 | 54 |
| ! | |
6 Reliance of teachers' association to bargain 5 s | 5 | w e 5 52 10.4 3.28 57| 67 13.4 } 3129 |
B g J 3.22 J < 5 . / D o
Delay of payment obtained as a result of career ; | |
7 | advancement 5 49 98| 109 ] 5] 3 156 31.2 9.84 41 5] 205 41 10.07 5
Undue interference of political bodies and ;
8 | educational officials 5] 681 136|151 | 2] 5 143 | 286 | 9.02 L 51 214 42.2 | 1036 4
Problems related to the application of TROPA f
9 | techniques 3 60 2] 138 3] 5 212 | 424 | 13.37 2l 5 272 544 | 1336 3
10 Discontinuity in its implementation 5 a5 14| 489 5 108 216 6.81 ' < 130 2% 6.39
Absence of response to teachers appeal on unfair .
11 | denial of career promotion 50 14 28 2l 5 76 | 152 | 479 | 5 90 18 | 442
Total | 450 ! 1586 ? 2036
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CHAPTER FOUR
SUMMARY, CONCLUSION AND RECOMMENDATION

This is the last chapter of the study where summary of the major findings, conclusions

and feasible recommendations are suggested.
4.1 Summary

This study has concerned with the teachers’ career structure scheme implementation
problems and its future prospects in the sccondary schools of Gedeo Zone. The following

basic questions were raised to guide the study.

1. Is there any deviation between the set guideline and the actual practice of the

teachers’ career structure?

o

How is teachers’ performance evaluated and the results related with teachers’

career promotion?

3. How do evaluators and evaluatees perceive the appropriateness of the career

promotion criteria?
4. s the career structure scheme effective in attaining its intended purposes?

5. What are the problems that allect the effective implementation of teachers’

career structure scheme?

The study was carried out in five secondary schools found in Gedeo zone. To gather
relevant data, 149 questionnaires were administered to 30 evaluators (10 principals, 5
supervisors, and 15 department heads / unit leaders), and 119 evaluatees (teachers).
Besides interviews were held out with two Woreda: Education official and zonal
Teachers™ Association chairperson. In support to this, ni'oup discussion was made along
with some teachers in Dilla Secondary School. Furthermore, available documents in the
zone education department and zonal Teachers’ Association Bureau were used as
additional information sources. By employing percentage, t-test, f-ratio, Spearman Rank
order correlation, Chi-square and testing hypotheses at 05 level of significance as

statistical tools, data were analyzed and the following findings where made in the study.
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(8]

Female participation in the secondary school teaching and administrative

positions was extremely low (6.6%).

As far as age is concerned, administrative posts in high schools under
consideration have been occupied by experienced and matured people.
However, with regard to qualification there are some under qualified teachers

(nearly 40% of diploma holders) who are not supposed to teach in the

secondary schools.

With regard to the career structure implementation, the majority of the
respondents (73.53%) asserted that the implementation was opposite to the
guideline. Further, the reasons have been found to be budget constraints,
introduction of quota system of competition to screen teachers, and the
interference of political bodies are the critical once. In addition, the majority
of the respondents agreed on the provision of career promotion for teachers
competed against each other for the allocated budget in quota base. However,
data gathered through interview and group discussion revealed that, now days,
after the beginning of the interrupted career promotion program, the

promotion was given to all competent in the zone.

Nearly 41.51% of evaluatees and more than half(56.67%) of the evaluators
indicated that there was request for the schools in the zone to reduce the
number of promoted teachers. Consequently, woreda education offices and
zone education desk were identified as interfering bodies who ordered the
schools to reduce the number of promoted teachers. In addition majority of the
respondents of both groups revealed the possibility of appeals for unfairly

denied promotion.

5. With respect to the knowledge about TROPA. majority of the respondents

(66.67% of evaluators and 53.77% of evaluatees) were found to have
knowledge about its principles and aims. Further, the calculated X* =2.25
indicate that the respondents status as evaluator or evaluatees have no
significant influence in their opinion. The employed f-ratio also indicate that
evaluators and evaluatees do have the same level of knowledge about

TROPA.



the teachers’ living conditions, involvement of teachers in socio-economic
activities, social status ascribed to the teaching profession by the society, and
teachers confidence as well as pride in the profession was low. As the newly
organized (Formulated) directive indicates the revised teachers™ career
structure is organized in relation with continuous professional development,

licensing and TROPA guidelines (MOE, 1998 E.C).

14.The career scheme contribution in improving the teaching learning process is

13,

low or negative according to 54.42% of the respondents. The information
obtained through interview indicate that both groups of respondents were
perceived its low or negative contribution. Even though the career structure
has no relevancy in improving the various aspects of teachers and teaching
profession, the scheme exhibited moderate improvement on teachers’

performance. Some of them are:-
- Giving more tutorial and make up classes;
- Participation in co-curricular activities;
- Reducing teachers absenteeism, and

Support for female students.

In contrast to this. half of the evaluators and more than half of the evaluatees
(66.23%) indicated the negative effect of the career scheme on teachers’
professional commitment by making them not to perform genuinely but only
to get recognition for their career promotion.
According to the majority of the respondents, the first five main problems
encountered in the implementation of the career structure are:

- Lack of adequate training to manage the career scheme(86.76%);

- Problems related to the application of TROPA techniques (86.03%);

- Impracticality of some selection criteria( 84.56%);

- Delay of payvment obtained as a result of career promotion (81.62%

).and

- Discontinuity of the career scheme in its implementation( 73.53%,).
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4.2. Conclusions

Based on the findings of the study the following conclusions are drawn..

4+ The participation of females in the secondary schools teaching and administrative
positions found to be very low. There are also teachers in the secondary schools
that are under qualified and being evaluated for the level beyond they are
supposed to teach. Thus. it is difficult to expect quality improvement in the
education system by promoting these teachers to higher ranks through the career

scheme without improving their educational level.

4+ The employment of quota system of competition. budget constraints, interference
of political bodies. and lack of training were found to be the main causes of
discrepancy between the set guideline and what actually practiced. Hence,

teachers’ career structure implementation was against the set guideline.

& Due to lack of clarity. not considering the availability of school facilities,
unrelated criteria to the work of teachers, and emphasis on the assignment of non-
teaching duties influenced the career promotion criteria inappropriateness to
select the hard working teachers’ by making the evaluators more subjective in

rating teachers.

+ Most of the evaluators and evaluatees do have knowledge about TROPA
principles and aims. However. its implementation seems greatly affected by
subjectivity and personal biases. And hence, evaluators and evaluatees tend to
emphasize to non-teaching duties that can be easily appraised objectively and
used to their rating. This indicates that the distortion was made due to lack of
adequate training. Thus. TROPA implementers have no adequate knowledge in
order to use it as ellective tool for evaluation of teachers and promoting them

according to the career promotion ladder.

4+ Generally. lack of adequate training to manage the implementation of the career
structure and TROPA. impracticality of some selection criteria, employment of
quota system competition to screen teachers. delay of payment obtained as a

result of career promotion discontinuity and interruption of the teachers career



structure implementation are the core problems encountered during the
implementation. Thus, the teachers’ career structure has not made a remarkable
contribution to the over all process of the education system in the secondary

schools of Gedeo Zone.

Regardless of opinion difference between evaluators and evaluatees, the career
development has not improved the socio-economic status of teachers. Most of the
respondents perceived that the contribution of the career scheme in improving the
teachers’ salary, involvement in socio-economic activities, and living condition
were low. Hence, the career scheme has not made significant contribution in

improving the socio-economic status of teachers.

The career promotion criteria give low emphasis to teachers’ experience, also, its
discontinuity after 16 years, and absence of additional benefit systems have made
to increase the number of experienced teachers leaving the profession for other
job opportunity. Therefore, the scheme has not made significant contribution in
retaining experienced teachers. In addition, teachers’ morale, confidence as well
as pride in the profession were found to be low. These all shows that the career

scheme was not effective in attaining its purpose.

In one way or the other, the implementation problems of the career structure
encouraged teachers not to perform genuinely and only to get recognition for their
career promotion. Then after, most of them were found to be discouraged and lose

their professional commitment until the next career competition.

Even though the career structure brought moderate change in the area of tutorial
or make up class provision. participation in co-curricular activities, supporting
female students etc. such positive outcomes of the scheme were greatly affected
due to its termination since the last three or four years. Therefore, its interruption
or termination could have negative effect on the education system in general. In
support of this, the directive prepared for re-freezing the terminated teachers’
career structure indicated that some problems were observed as the time of

termination.
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4.3. Recommendations.

In view of the findings and on the basis of the conclusions drawn, the following

recommendations were suggested for effective implementation of the teachers’ career

structure.

5 )

wn

The government and non-governmental organizations need to improve the
participation of female in the secondary school teaching and administrative
positions through affirmative actions and supporting female students in various
ways. Moreover, those under qualified teachers should be trained and upgraded

through in- service and on the job training programs.

Evaluators and evaluatees should get adequate workshop or orientation about the
career structure in regular basis (yearly). In addition, manuals, guidelines and
directives need to be clear as well as lmnSparéni té all concerned personalities at
school, woreda, and zone levels, so that. the set guideline will not be distorted

during its implementation.

Regional Education Bureau officials need to take the initiative to make
subsequent modifications or revision on the career structure promotion criteria
based on the research findings conducted at the national and regional levels.

Thus, the selection criteria become relevant to the purpose of the career scheme.

Reliable, fair and consistent method of evaluation should be designed in order to
improve the teaching-learning process, professional competence, commitment and
genuine performance of teachers. Generally, teachers’ performance result should
be properly linked to the career ladder program. thereby all the career ladder
criteria a teacher selected should come from instructional areas. In addition,
schools should avoid poiitical and bias decisions making about teachers

promotion.

Comparable salary increment should be made between teaching and non-teaching

jobs, considering the prevailing wages of the government organizations and
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teaching profession as a source of trained and educated man power. To carry out
this the federal and regional bureaus should adjust additional pay systems parallel

to the career structure. These may include.

- Allowances such as hardship, additional responsibilities like serving as

department head. unit leaders etc.

- Teachers and their family have to be free from tuition fee at all level of

education and training.

- Zonal and Woreda education officials along with government bodies

should give priority to teachers get loans for house construction.

To retain those experiences teachers their by improve the quality of education; the
career structure scheme should be attractive and motivating in providing monetary
rewards. Hence. there should be a means by which the discontinuity of the career
promotion after 16 vears service, extended towards the administrative position or

separating the carcer promotion benefits from the two years salary increment.

The Government should not inierrupt the career promotion process without in
depth research studies. simply by sending directive to the implementers, because,
the positive outcomes of the career scheme may cease and affect the education
system to certamn extent. In addition. for effective implementation of the career
scheme, zone and woreda education officials in collaboration with Teachers’
Associations at any level should discourage the intrusive involvement of political

bodies especially. in the technical process of the career structure implementation.

To improve the professional status. MOE. teachers, and the society at large need
to implement and strengthen integrated programs or new approach into the
education sector in order 1o foster teaching profession along with career structure
and indirect paving systems. Since professional status does not depend only on
monetary rewards and education, the effective implementation of certification,
licensing and provision of CPD (continues professional development) programs

are indispensable to raise teachers’ status and then gain public recognition.

l)y)



-

Efforts are needed from the Region, Zone and Woreda Education officials to
organize training programs about TROPA, Action Research, MBO principles in
the school system etc. Thus, the integral approach of these processes could be an
appropriate way to bring about a better relationship between pay, responsibilities

and performance in the scheol situation.

. The Government should allocate sufficient amount of budget for the education

sector particularly, for teachers’ salary. At the same time should take the initiative
to pay salary increments timely. Parallel to this MOE and other responsible
bodies’ at all level need to organize and strengthen responsible unit or department
that provides technical assistance. coordination and controlling activities of the

cares structure implementation at the grassroots.



BIBLIOGRAPHY

Books

Aggrawal, S.(1996).Teachers Education in Developing Society. New Delhi: Vicas Publishing
House Pvt.

Armstrong, M. (2001). A Hand book of Human Resource Management practice, (8" ed.).
London: Kogan page.

Aspinwall, et al.(1992). Managing Evaluation in Education: A Developmental Approach.
New York: Chapman and Hall Inc.

Bennett, W. and Fulk, F. (1970). A Sociological Study of Teacher and Teacher Aide
Roles. New York: Holt Rinchart and Wniston,Inc.

Bittle, R.(1980). What Every Supervisor Should know: The Basics of Supervisory
Managemeul(«‘l“‘ed.). New York: Mc Graw-Hall, Inc.

Brown, H. (1991). Teaching by Principles. New Jersey: Prentice Hell Regents.

Buffie, G. and Smith, G. (1970). Educational Manpower in Perspective. In L.. Olivro and G.,
Buffie (ed.).Educational Manpower. Indiana: Indiana university p;'css.

Bull, L. (1991). The Limits of Teacher Professinalizaiton. In J., Goodland and others (eds.).
The Moral Dimension of Teachers. San Francisco: Jossey Bass publishers.

Cutier, T., and Waine, B. (1990). Performance Related Pay in Schools. In P.,Earley (ed.),
Rewarding Better Teachers. London: Paul Chapman publishing.
(1999). Performance Related Pay in Schools .In P., Earley (ed.), Rewarding
Better Teachers. London: University of London.

Decenzo,D. and Robbins. S. (1988). Personnel/Human Resource i\’lanagcment(3rd ed.).
New Jersey: Prentice-Hall Inc.

Fenstermacher, G. (1991). Some Moral Consideration on Teaching as a Profession. In J.,
Goodland et al (ed.)The Moral Dimensions of Teachers. San Francisco: Jossey
Bass Publishers

Fisher, M.(1995). Performance Appraisal. London: Kogan page Ltd.

Galloway. D. and Edwards. A. (1992). Secondary School Teaching and Educational
Psychology. New York: Longman Publishing.

Gomez-Mejia, L.. et al.(1995). Managing Human Resources. Englewood: Prentice-Hall
Inc.

Gorton,R. and Fisher.C. (eds.) (1988). Encyclopedia of School Administration and

Supervision. New York: Oryx press

94



Graham-Brown, S. (1991).Education in the Developing World: Conflict and Crisis. New
York: Longman Publishing.

Hammond-Darling, L., et al.(1986).Teachers Evaluation in the Organizational Context. In R.
Ernest (ed.), New Directions in Educational Evaluation. London: Mc Graw-Hill
inc.

Harris, B.(1989). Supervisory Behavior in Teaching. Englewood: N.J. Prentice Hell.

Holland, W. (1972).The Transformation of the African Teaching Profession in Tanzania.
London: Columbia University.

Homan, G., and Thorpe, R. (2000), Strategic Reward System. London: Pearson Educ. Ltd.

Hoy, W. and Miskel, C. (1996). Educational Administration. New York: Mc Graw- Hill
Inc.

Hulume, G. (1989). Performance Evaluation and Performance Indicators for Schools. In B.,
Tony (ed.),Management in Education. London: Open University Press.

llgen, R. and Pulakos, D. (1999). The Changing Nature of Performance: Implications for
Staffing, Motivation and Development. San Francisco: Jossey Bass Inc.

[LO (1991).Teacher in Developing Countries: A survey of Employment Condition.
Geneva: 1LO.

Jordan, G. (1970). Manpower Utilization in Georgia Schools. In L., Olivero and G., Buffie
(eds.), Educational Manpower. Indiana: Indiana University Press.

Kinard, K.(1988). Management (5" ed.). Toronto: Health and Company.

Lawson, P. (2000). “Performance Related Pay.” In T., Richard and H., GillHuman (eds.),
Stategic Rewared System. London: Redwood Books Ltd.

Liberman . M.. (1956). Education as a Profession. Englewood: Prentice Hall Inc.

Mondy.R.. etal.(1999). Human Resource Management (7" ed.). Boston: Allyan Bacon.

Montiegomery, D. and Norman, H. (1989). Practice Teacher Appraisal. London: Biddied
Lud.

Mosely. C. (1983). The Art of Working with and Through People: Supervisory
Management People. Ohio: South Western Publisher Co.

NEK-International Consultancy (1999). Teacher Education Handbook. Addis Ababa:
ICDR.

Nevo, D. ( 1986). The Conceptualization of Educational Evaluation: An analytical Review of
Literature. In R..Ernest (ed.). New Directions in Education Evaluation. London:

AN Graw-Hill Inc.



Page, G. and Thomas, M. (1997). International Directory of Education. New York:
Nichols Publishing Company.

Philp, T. (1983). Making Performance Appraisal Work. London: Mc Graw- Hill Book
Company.

Rue and Byars (1900). Supervision-key Productivity (3" ed) New Delhi: D. Irwin inc

Ryan, A. (1999). A plan for a New Type of Professional Training. In P., Earley (ed.),
Rewarding Better Teachers. London: university of London.

Sadker,M. and David, M. (1997). Teachers, Schools, and Society (4lh ed.). New York: Mc
Graw- Hil

Saivadin M. et al.(1999). Personnel Management (2“‘I ed.). New Delhi: Mc Graw-Hill
Company Ltd.

Schermerhorn,W. et al.(1997). Organizational Behavior (6lh ed.). New York: John-wlley
and Sons Inc.

Schoff. C.(1989). Improving the Training and Evaluation of Teachers at the Secondary
School Level. Lewiston: Edwin Mellen Press. Ltd. -

Soder. R. (1991).The Rhetoric of Teachers Professinalization. In J..Goodland, et al. (ed.),
The Moral Dimensions of T'eachers. San Francisco: Jessey- Bass-publishers.

Stinnett, T. (1968). The Personnel Evaluation Standards: How to Assess Systems for

Evaluating Educators. Newbury: sage pub.

Terry.Gi. and Franklin.S.(1991). Principles of Management(8"ed.).New Delhi: Allindia
Traveler.

Thody, A. (1993). Developing Your Career in Education Management. London:
Homewood Irwin.

UNESCO (1991). Increasing Teachers Effectiveness. Paris: UNESCO publication.

Vero, I, and Buffie. G. (1970).Educational Manpower from Aides to Differentiated, Staff
Patterns. Indiana: Indiana University Press,

Waine, B. and Cutier, T. (1999). Rewarding Beuer I'eachers. In P Earley (ed.). Educational
Management and Administration. London: Sage publications.

Webb, L. and Scott. N. (1999). Human Resouce Adminstrations: Personnel Issues and
Needs in Education (3 ed.). Ohio: Merrill prentice Hall.

Weisz, V. (1999). Auxiliary Personnel in Education. In P..Earley (ed.). Rewarding Better

Teachers™. London: University of London.

90



JOURNALS AND UNPUBLISHED MATERIALS

Akalewold Eshete(2004). *Job Satisfaction Study and its Implementation to Secondary
School Teacher Education Policy.” IER Flambeau. Vol. XII, Numberl,P.36

Bartlett,T. (2000). “The Development of Teacher Appraisal: A Recent History.” British
Journal of Educational Studies. Vol. 48, No. 1, PP. 24-37

Berhanu Moyata (2006). “A Study on the Implementation Practices of the Current Teachers
Result Oriented Performance Apprisal in High Schools of Guji Zone of Oromia.”
Master Thesis AAU (Unpublished).

Delany, B. and Paine, W. (1991). “Shifting Patterns of Authority in Chinese Schools.”
Comparative Education Review.Vol.35, No.1. PP. 29,32.41.

IFenstermacher. G. (1978) ~A philosophical consideration of recent research on teacher
Effectiveness.” Review ol Research in Education. Vol. 6, ltasca 1l ,F.E Peacock.

- Hailemamriam Kahasay (2001). “A Study of Teachers™ Career Structure Development as a
Reward System in Primary School of Tigray.”™ Master Thesis, AAU (Unpublished).

Harbison, F. (1967). “Educational Planning and Human Resource Development.” Paris:
UNESCO. International Institute for Educational Planning P.32

Havelock. R. and Huberman, A. (1977). “Solving Educational Problems: The Theory and
Reality of Innovation in Developing Countries.” International Bureau of
Education. UNESCO, Paris: Jounal de Geeve.

Henok Gebremichael (2003). A Study of the Practices and Problems of Teachers Performance
Evaluation in Primary Schools in Addis Ababa™. Master Thesis, AAU (Unpublished )

Henson, B. and Hall. P. (1993). “Linking Performance Evaluation and Career Ladder
Programs: Reactions of Teachers and Principals in District.” Elementary School
Journal, Vol. 93. No. 4, PP.323-337.

Kibri Taddese (2005). “Teachers Reaction Towards Result oriented /Outcome Based Teacher
Evaluation System: The case of Amahara Region.” Master Thesis AAU
(Unpublished).

Melaku Yimam (1992 ). “Appraiser-Appraisee Perception of Teachers™ Performance
Appraisal™ AAU ( Un published weaching material).

MOE (1987 E.C). Teachers Career Structure Implementation Guideline No [/1987 Addis

Ababa.

97



(1988 E.C.) Teachers® Carcer Structure Implementation Guideline No 2/1988. Addis
Ababa.
(1994). New Education and Training Policy. Addis Ababa: EMPDA.
_ (1994). Education Sector Strategy. Addis Ababa: Berhana Selam Pri-Ent
(2004 ).Continuous Professional Development for School Teachers (A Guide
line).Addis Ababa: USAID
Nigatu Abdi (2003). “Practice and Problems of Teachers” Career Structure Implementation in
the Secondary Schools of Oromia.” Master Thesis . AAU (Unpublished).
SNNPR-CBB(1996 E.C). Implementation of MBO and ROPA (Un published training
manual)
Stufflebeam, D and Nevo. D.(1994). “Evaluation of Educational Personnel.” In H. Torsten

(ed.),International Encyclopedia of Education. Vol. IV. P 21,23

INTERNET

Bartlett (2000). The development of Teacher Appraisal: A recent History. Retrieved (March,
2000): http://www. jstor. org

Klinhenz and Ingvarson (2000). Teacher evaluation polices and practices in Australian states:
their relation to quality. Retrieved (March 22, 2006): http://www. teaching. vic.gov.

au/teach ingvic/teaches.htin

()N



Appendix-A
ADDIS ABABA UNIVERSITY
SCHOOL OF GRADUATE STUDIES

COLLEGE OF EDUCATION
DEPARTMENT OF EDUCATIONAL PLANNING AND MANAGEMENT
QUESTIONNAIRE TO BE FILLED BY TEACHERS AND PRINCIPALS

Dear Respondent,

This questionnaire is set to gather data for a research work entitled “IMPLEMENTATION OF
TEACHERS' CAREER STRUCTURE IN THE SECONDARY SCHOOLS OF GEDEO
ZONE: PROBLEMS AND PROSPECTS.”

The mam purpose of this study is to assess whether or not the teachers’ career structure is
implemented as per guidelines issued in order to attain the expected objectives as well as to
identify problems encountered in the implementation process and finally to recommend possible
solutions that may help to improve the current teachers’ career structure implementation. Thus,
the success of this study entirely depends on your sincere, genuine and timely response to each
question. Moreover. vou have to be sure that all vour responses will be kept confidential and
would only be used in the analysis of data to reach on some finding. Therefore, you are kindly

requested to fill the questionnaire honestly.

GENERAL DIRECTION
I. No need to write your name.
2. For multiple choice/objective/ type of questions indicate your response by “x” mark and for

the open ended /subjective / type of questions by writing vour opinion in the space

provided.

(% ]

Follow instructions provided for each part.

Thank you in advance for your cooperation!



Part I: Personal Information/Demographic data

b) Woreda

1.1. a) Name of vour school
1.2. Sex:l) DMale 2) D FFemale
1.3. Age: 1) D20 and Below 5) ] 36-40

2) [ ]21-25 6)[_] 41-45

3) [[]26-30 7) [] 4650

4 [ 3135 gy 51 and above
1.4 Educational Background

1) D Diploma
2)D BA/BSC/BEd 4) Other (please specify)

3) DMA/MSC

1.5. Total service vears
I)DO—S 2) Do-l() 3)':]1]—15 4) D]6—20
3) D 21 and above
1.6. Your current post in the school
1) D Teacher BJD Unit leader 35) DDirector
Z)D Dept-head 4) D Vice-director ~ 6) other (please specify)
1.7. Your current “rank™ in the teachers career structure.
1) D Beginner Teacher 4) D Senior Teacher
2) D Junior Teacher 3) D Associate Lead Teacher
3) D Teacher 6) D Lead Teacher

1.8. Your current salary
1) DLCSS than 805

2) D Between 805 and 939 3) DBetween 1255 and 1434

4) D Between 1090 and 1254

6.) D 1435 and above

3) D Between 940 and 1089
(for teachers only)

1.9. Total number of sections you teach
(for teachers only)

10. Total number of periods you teach in a weak



Part II: Teachers’ eareer structure implementation

2.1 Is the weachers™ career structure actually practiced as per the guideline?
1) l:] Yes 9 D No 3) DI am not sure

2. If vour answer is “No” what are the reasons?

(]

1) DDue to the interference of education officés

2) ] The introduction of quota system to limit the number that ~ promotes
3) D Interference of political bodies

4) D Budget constraints

5) D Due to leniently given inflated appraisal results to all teachers

0) Others (if any, please specify)

2.3. The career promotion is being given:-
1) DTO all competent 3) l:l In quota system
2) D To all candidate 4) Other(s).if any. please specify

2.4, Has the school ever been asked to reduce the number of promoted teachers? |
|
1) D Yes 2) I:' No 3) Dl\'ol sure

2.5 If vour answer is “yes” for question (2.4). who gives the order or directives?

(8]

6. Do appeals are possible for those teachers that are unfairly denied promotion?

1) D Yes possible 3) Teachers do not know whether appeal is possible

2) D Not possible 4) Other (If any. please specity)

-2

7.In vour opinion, what reason (s) was given by the Government bodies for those teachers

who attempts the required performance result but denied promotion?

11



Reasons for the criteria not being refined

_Rank order j

a) I'hey are not directly related 1o the work of teachers

b) They lack clarity

¢) They are not comprehensive

d) The are not credible to show result

(output)

e) Don’t consider the availability of

facilities in school

f) Other(s). if any, please specify

Part V: Contribution of teachers’ career structure scheme

5.1. Improving teachers™ Socio-economic status

5.1.1. The extent the career structure has improved your economic status.

1) Highly 3) Low 5) Other (please specify)

2) Moderately 4) Has not improved at all

5.1.2. If vour answer is “highly”, which of the following could be your reason (s)?

1) The salary increment reflects the cost of living

2) Comparable with salaries. paid in other occupation requiring equivadkent

qualification and service vears

3) The increment is comparable with teachers work
4) Enable to improve professional qualification through further education
3) Reflect the importance of teaching to the Society

6) Other (s), please specify

5.1.3. If vour answer for question (5.1.1) is “low™ or “‘Has not improved at all”, which of

the following could be vour reason(s)?

1) The increment does not reflect the cost of living

\f



wh
—

3:1.8.

N

2) Not comparable with salaries paid in other occupation requiring equivalent

L )
qualification and service years

3) The increment is not comparable to teachers work
4) Does not retlect the importance of teaching to the society
5) Unable to improve professional qualification through further education

6) Other(s). if any. please specify

4. Teachers™ career structure scheme

1) Raised the morale of teachers
2) Reduced the morale of teachers
3) No change

5. 1f your answer for question (5.1.4) is “Reduced”, your possible reason(s) could be?

1) The salary increment has not brought a significant change on the living standards of
teachers 3

2) Unfair treatment of the salary increment -

3) | | The deviation of the guideline in the implementation

4) [ ]Excessive partiality on the appraisers part

5) Other(s). if any. please specify

.1.6. If you are dissatisfied with teachers’ career structure, what do you think should be

done?
1) It is inefficient. so it should be abandoned
2) It 1s very useful in motivating teachers; however it should be revised

3) Other(s). if any. please specify

Vi



3.1.6. If vour answer for question (5.1.6) is “it should be revised™ which specific factors do yeu
think. motivate teachers and raised their morale. Please rank order the following factors

by giving 1™ for the most "2 for the next... and to "127 for the least.

i :“-fo v ok ¢ M rocat e ':“'9.""7}:’:“\ B
No Factors to(lmprovc teachers Socio-economic status™ Rank Order

. . DS
a Reducing working hours (loads)

b | High salary and accelerated advancement

¢ SR, S e R e R e e e e

¢ | Certification and licensing of teachers

d [ In-service training related with better salary and promotion
i P AR S i I8

e 1 Allowances such as housing. family. hardship etc.

|
f | Medal awards

Changes within teaching profession and the society at large

i =}

h | Improving school facilities (working conditions)

i Bonus payment

i | Democratic administrative procedures

k | Involvement in policy formulation

SO TR

| | The participation of Teachers™ Association in the career

promotion committees

| m | Other(s). if any, please specify

5.1.8. To what extent has the carcer structure promotion contributed to retain teachers in their
profession?
1) D Highly 3)‘:] Low 3) I:I Don’t Know
2) I:I Moderatels 4) l:l Negatively

3.1.9. If vour response 1s “highly™ vour reason(s) could be?

1) D High salary provision 3) D Promotes professional learning
2) D Improved social status 4) D Prospect for promotion

5) Other (if any please specify)

Vi



311011 vour response for question (3.1.8) is “low™ or “Negatively™ vour reason(s) could be?
1 . - . .
L) Imbalance between salary increment and the cost ol living
Bl N G i g -
=) No improvement in social status
3) | Its discontinuity after 16 years (above lead teacher level)
4) Its interaction due to the state directives -

3) Other(s) . if any, please specify

th

1. If other job opportunities are available, your interest to leave vour profession is:

1). DHigh 3) I:l Low
) DMedium 4) D [ have no intention to leave my job

3) Other (s), if any. please specify

31120 1 yvour response for question (5.1.11) is “high™. you would leave the profession for:

1) EAnmher equally paying job 3) l:l Even for less paving job
2) ’:] ligh paving job only 4) other reason(s). please specifyv

130 In vour opinion what possible measures could be taken to prevent or avoid such

I

tvpe of  brain drain from the teaching profession?

I) | |Periodic review of salaries to the cost of living

3y Narrowing the gap between salaries of teachers and non-teachers of the same
qualification and experience

3) [ The extra pay must be sufficient to rise the morale

111 Provide other benefits or goods and services for themselves and their families

31 Other(s). if any, please specify

VIII



Indicate your response by marking “x” to the following

5.1.14. To what extent has the teachers™ career structure scheme improved

Rating Scale

—— SRR

Improvement .
Very . . Moder
: Highl Low "
highly 1gnly ately ow ! Very lown
- W @ | 6 W | 3 |
‘Teachers living conditions ) ! _

Teachers involvement in Socio-economic ‘
|

activities o

Social status ascribed to the teaching

profession by the society . i

Teachers confidence and pride in their |
|

| profession , _ ! . —

5.2. Improving the teaching learning process

5.2.1. To what extent, has the career structure improved the teaching-learning situation?
) [ ] Highly 3) [ JLow
2) D Moderately 4) D Negatively
5) D Don’t know



322 If vour response for question (5.2.1) is “highly™ or “moderately™. wihat
performance  differences  are  observed  because ol the career  structwre

implementation?

Please rank order by giving “1” for the most performance observed 2™ for the

next ... and to =10 for the lowest performance observed.

‘ S
No | _ Performance observed Rank Order

b | Better utilization of laboratories

|

|

b8 . . I

a —l Better utilization of pedagogical center i
S Reica ‘
1

|

|

|

¢ | Bcuj:r participation in Co-curricular activities
d ’ Preparing and evaluating teaching materials J
T oo ok I
¢ | Reduced teachers absenteeism |
| £ ' Giving more tutorial and makeup classes
:" Better improvement in professional competence ‘
h  Support for female students

1| Conducting Action Research

i | Better supportive service for Junior teachers

323 If vour response for question (5.2.1) is “Low™ or “Negative™ the possible reason (s
| £ P
could be:
\akes teachars s issive towards the sc I
1) | Makes teachers submissive towards the school principal
2) Creates more extra work for teachers
3) | Majority of teachers™ performance observed was not done genuinely rather
I~ * g 3

for show and get recognition for their career promotion

4) Other reason(s). please specify ) P



Part VI: Problems encountered in the implementation of career structure  scheme

Direction: Indicate vour response by “x™ mark according to your agreement.

6.1 Problems Yes No :aq’t
ecide
o | @ | @

'a | Impracticality of some selection criteria

'b | Involvement of new criteria which was not in the guide

line by local authorities

Lack of adequate training to manage its implementation

¢
d | Employment of quota system computation

e | Incompetence of principals to different rate the effective

teacher ,

f | Reliance of teachers’ associations to bargain

¢ | Delay of payment obtained as a result of a career

| advancement

h | Undue interference of political bodies and educational

officials
i Problems related to the application of ROPA techniques

L] Discontinuity in its implementation

'k | Absence of response to teachers appeal on unfair denial

of career promotion

l Other(s), if any, please specify

6.2. Among the above problems that you already agreed. please identify the most five critical

problems in order of their recurrence from 1(highest) to the 5 (lowest).

Xl



Part VII: Concrete measures to be taken to alleviate the implementation

problems of Teacher’s Carcer Structure scheme

7.1. In your opinion, what interventions should be taken to alleviate problems encountered in
the implementation of teachers’ career structure? (Forward your recommendations)
7.1.1. At School level

a)

b)

¢)

d)

e)
7.1.2. At District /City Administration/Zonal level

a)
b)
c)
d)

e)

7.1.3. At National level /Regional level
a)
b)
¢)
d)

¢)

Thank you again!

XI11



Appendix-B
Addis Ababa University
School of Graduate Studies
Collage of Education

Department of Educational Planning and Management.

An interview Questions to Zonal /woreda Education office heads
1. In your opinion are the career structure selection criteria appropriate for teachers to mowve
along the ladder

- Has the scheme implemented as per the guideline set?

o

. Since in time of career structure implementation what were their contributions in:
a) Improving the teaching learning process?
b) Improving the teachers’ socio-economic status?
¢) Enhancing teachers’ attrition? o
3. Have you (vour org.) been given (adequate) training or orientation on the implementation of

ROPA in the school system?

4=

. How do you (vour org.) relate the ROPA results of teachers with their

Career promotion criteria ?

n

. What are the major problems encountered in implementing the career structure scheme?
6. In your opinion what concrete measures (steps) should be taken to alleviate problems

encountered in the implementation of teachers” career structure scheme?

Thank you very much!
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