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Abstract 

This study was cOllducted to investigate the implementation practices and problems 0/ the 
Teachers ' Career Structure Scheme in the Secondary Schools 0/ Gedeo Zone. The sample 
consiSIS a/five secondary schools and principals, vice principals supervisors, department he"t/s, 
unit leaders and teachers with a IOtal number 0/206 drawn ji-om respective schools were suh/ccts 
0/ the study. [n addition two woreda education ojJicers and a zonal Teachers Association 
chairperson were subjects 0/ the study. [n order to address the study 's objectives, a descriplive 
survey method was used. Regarding data gathering and processing, questionnaire and illterview 
were instruments ell/played /01' data col/ection, w/'l/1e t-test , chi-square, Spearman Rank Order 
correlation, fratio and percentage were used/or analyzing data. /vi ainly t he s tndy dealt w itll 
Teachers' Career Structure implementation problems such as: introduction 0/ '1uOIo systell/ 0/ 
cOlI/petitioll to screen teachers, intelference 0/ political bodies, interruption 0/ the career schell/e. 
Attempts also made to investigate the appropriateness 0/ the career proll/otion criteria, the 
career contribution to teachers and teaching, and the measures to he taken to all<!viatc 
implementation problenls. 'The findings 0/ the study revealed that the Teachers' Career Structure 
ill1plelnentation was against the guideline due 10 inappropriateness 0/ the proll/otion criteria, 
budget constraints, introduction 0/ quota and the interference 0/ political bodies. Concerning 
teachers' pe'formance evaluation, currently pelformance is evaluated based 011 TROPII 
Principles. [t was also among the findings 0/ Ihe study that evaluators (principals, vice 
principals, ullit leaders, supervisor, department heads) have knowledge 0/ the career scheme 
better t han the evaluatees (teachers) and have positive attitude tnward TROPII as 11'1'11 (IS ,he 
career scheme. Hegarding the effectiveness 0/ the career scheme: it contributed low or has not 
brought any remarkable change in ilnproving the socio-econmnic status 0/ teachers. Similarly, its 
contribution /01' reta ining teachers in their profession and improving the teaching leaming 
process is found to be low. There/m'e, the Teachers' Career Structl/re has I/O relevoncl' in 
improving the various aspects 0/ teachers' and teaching pro/essiol/. Finally, it would be 
recommended thai providing training /01' the implellienlers, /'lUI king subsequell/ modifications on 
the career promotion criteria, and implementation' 'J/ certification, licensing and provision 0/ 
CPD programs. 

VII 



CHAPTER ONE 

THE PROBLEM AND ITS APPROACH 

1.1 Background of the Study 

Teachers playa 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 generall y social institutions whose 

objectives are providing knowledge and skill s to learners . The rea li zation of effective teaching­

learning process becomes ev ident th rough the prope r management of resources in school system, 

particu larl y hu man resource. Thus, the out comes of the schoo l system is inOuenced by teachers' 

personal qualities, educat ional C]ualili ca tions and proi"essional competence amu ng other llictors. 

Teachers as a key human resource in the school system. their performance in the school systC:l1l 

needs a great attention in its specification and measurement. For th is, a fo rmal system o f" periodic 

review and eva luation of an indi vidual job perfo rmance is indispensable. In the school system, 

teachers' performance evaluation has to be comprehensive and a continuous process. I-Ienok 

(2003 :6) indicated that, if teachers' evaluation is properl y designed, its val ue and useti.l lness 

would enhance teachers' professional development and competence. 

Hulume (1989: 189) suggested that, performance eva luation should be ari assessment of how we ll 

an organization or an indiv idua l is doing usua lly in relation to what they themselves are trying to 

do on their own initiati ve and in response to what others expect of them. On thi s ground , the 

purpose of performance eval uation is to improve effectiveness of some serv ices in a continuous 

way, particularly in schools. In the lllode rn approach, perfo rmance is eva luated by how spec ilic 

set off criti cal objectives successfull y completed in the job through estab lished standards. 

However, problems may be experienced in the establi shing performance standards, assessment 

and evaluation process. 

Decenzo and Robbins ( 1988:375) argued that, a completely error-free performance appraisal can 

on ly be an ideali zed model, with all actual appraisals be ing smoothing less than this optimulll , 

we can isolate a number of facto rs that sign ificantly impede object ive evaluation. Hence, through 



formulation of objecti ve performance standnrds and well estab li shed management information 

system; the degree of subj ect ivity cou lc! be minimized. Moreover, the system needs to 

incorporate 

employee motivation and reward schemes. The carce r opportunities as one form of non-financ ia l 

reward system, it will improve teachers attitude toward their profession and to up grade their 

soc ial acceptance in the soc iety. Lawson (2000:34) exp lai ns the characteri stic of perfol'lnance as 

a link establi shed between the level of individua l 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 incenti ve or reward wi ll probably be needed to foster 

teaching profession. Incenti ves is an integral and indispensable part of educational planning; 

Harbison ( 1967:32) remarked that, 

The hUl71an resource development planner musl consider delibercue 
measure 10 injluence the ol/ocation oj'l/'I(lnpower in to high-priorily 
activities a!,d occupalions. Such measures /I1oy lI1c1ude major changes in 
the wage (lml salwy struclure. scholurshi/J sup/Jorljur jJurliculur kind oj' 
education and training, removal of barriers against upward mobilily, 
and in some cases outright compulsion. 

Teaches' motivat ion as one of the constraints of qual ity education, thinking about quality of 

education is worthl ess without impro ving the status o j' teachers. Accordingly, the education and 

training policy was formulated and des igned diffe rent 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. Accord ing to the 

Education and Training Policy ( 1994:21) the criteria for the professional development of 

teachers wi ll be continuous education and training, prnfessional eth ics and teaching performance 

introduced in the career ladder. In light of this, the Education Sector Strategy (ESS) stated that; 

an acceptable, attractive and real istic career struct ure will be inst ituted to improve the wo rking 

condition of teachers (MOE, 1994: 17). 

Based on directi ves of the state, schoo ls app ly teachers' career structure to countercheck the 

achievement o f education policy and program objectives. Generally , the estab li shed new career 

structure scheme is expected to improve the soc ial and economic prob lems 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 avai lable for teachers: 

2 

j 



>- Beginner teacher; 

>- Junior teacher; 

>- Teacher; 

>- Senior teacher; 

>- Associate lead teacher and 

~ 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 li ke ly 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 sk ill or knowledge of eva luation. Hailemairam (2001:1 8) confi rmed that 

interference of political bodies, impracti cality of some evaluation criteria, ancl unfairness of" 

evaluators as a serious prob lem 01· the performance evaluation and career structure 

implementation 0 I' the ti me. 

The TrPA approach has been blamed lor it s being process ori ented rather than measuring the 

outcome. In other wo rds, it has bel:1I thought or as measuri ng ones personal character than 

his/her contribution to the organization. It was this notion that had ca!!ed 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: I). Accordingly, the Zone 

under consideration has been implementi ng TROPA to r evaluating teachers' perfo rmance since 

then. Currently the new method known as Result Oriented PeriorInance Appraisal (ROPA), as ~ 

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 impli cati ons in educati on, teacher management and administration. 

Regarding thi s, a trai ning manua l (1996 E.C) elabo rate that, the Result Orien ted Performance 

Appraisal (ROPA) emanates I·rom the stra legic plan or the orga nizat ion which is di vided in to 

departments, teams and indiv idual teaches was implemented in Ethiopian school system. In 

addition to thi s process, Management By Objecti ve (M 130); which consists of steps such as goal 
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setting, action planning, self-control and period ic rev iews was establi shed in school system. 

ROPA and MBO systems were implemented in 1997 E.C in Southern Nations, Nationalities and 

Peoples Region (SNN PR). The teachers' ca reer structure also instituted in relation to 

performance appraisal result; wh ich is based on agreed objectives accordi ng to MBO principles. 

Basically performance standards were set in relation to the size, quality, time, output, value and 

impact of the outcome. The resu lt ori ented system of teachers' eva luation based on thei r outcome 

be an established norm in primary and secondary schools or So uthern Nat ions, Nationalities and 

Peoples Region (SNNPR). S imi larl y, in those schools found in Gedeo Zone, the new system is 

employ ing to eva luate teachers and get adva ncement through career structure . However, being 

new its implementation' can not be free t'l'Om prob lems ,vhich are critica l fo r both evaluators and 

evaluatees. 

Lawson Peter (2000:303) ind icated th at where indi vidual performance criteria are estab li shed so 

that actual indi vidual perfo rmance can be judged or assessed aga inst the performance cri teria 

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 prob lems that de-motivate teachers will resu lt 

to the fa ilure of the prime obj ective of the educat ion po licy. Thus, detail study abo ut 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 ProhlclII 

The scheme of teachers' caree r structure that rewa rds ' kachers acco rd ing to their service and 

performance apprai sal resu lt . was cOlllluclcd at sc hool le ve l by group o r indi vidua ls. Th is group 

includes school admin istrators, 'parents and student s as appraisers. Due to the lack of know ledge, 

parents as evaluato r, the perfo rmance appraisal criteri a were subjected to bias and dev iation from 

the set gu ideline in thei r implementation. The adverse of poor implementation of the career 

structure resul ted in the de-motivation and di ssati sfacti on of effecti ve teachers and needs 

periodic mod itication or redesign. Currentl y, the im plementation of civ il service reform in 

education sector forced the educational institutions to introduce a principle of MBO in their 

management system. Further more, the need fo r a we ll designed mechanism of evaluating 

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



capable of add ress ing the stt'ength and weak ness of teache rs by having a perfo rmance eva luat ion 

system, with wel l defined and predetermined standards, In thi s ground the ncwly introduced, 

Result Oriented Perfo rmance Apprai sal or Outcome Based Teachers' Eva luation system, play 

significant role, Result O ri ented Perfo rmance Appraisal system (ROPA) was related with 

teachers' career structure accordi ng to thei r perfo rmance result. Hence, teachers wi ll get 

advancement in their pay and career. However, the performa nce rating criteria and its co rrelation 

with teachers' career structure was not properly designed and implemented, Graham-Brown 

(1991 :307) suggest that teachers are key resource their ri ghts and freedoms should be protected , 

Their salaries, conditi ons and career prospects should be at a level to minimize the loss of trained 

teachers, 

Moreover, the introd ucti on of va rious new concepts as criter ia fo r promot ion, such as: 

engagement of teache rs in Acti on Research, in addition to lack o r knowledge and skill s of MBO 

and ROPA implementation techniques, the caree r scheme t~lced obstac les . Such prob lems and 

others may h inder the successful impkmentat ion of tho career structure schemc as in tended to 

improve the per formance o r teache rs ;lIId qu;tli ty or educati on, 

Thus, the purpose of thi s st udy is to: 

.... Identify the major problems encountered in the effective implementation of teachers' 

career structure and bri ng the III to the attention of the concerned bod ies; 

*- See whether there is a devia ti on from the nat ionally set guideli ne of teachers' career 

structure implementation and what is actually practiced iil the zo ne; 

-4- Assess the teachers' career structure implemented in relation with ROPA scheme; 

4- Suggest measures that should be taken to " I! eviate the problems encountered In the 

simultaneous i mplelm:ntat ion () I' RO I) i\ and Teachers' Carecr Struct ure program; 

~ Explore the fu ture prospects ol' teae hcrs ' earecr C\c\'C lopmenl. 

Accordingly, the stud y attempts to answer the tallowing basic questions, 

1. Is there any deviation between the set guideline and the actual pract ice of teachers' career 

structure? 
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2. How is teachers' performance cvaluated and the results related wi th teachers' career 

promotion? 

3. How do evaluators and eva luatees perceive the appropriateness of the career promotion 

criteria? 

4. Is the career structure scheme elTecti vc in allaining '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 w ith the objectives of assess ing 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 speci fi ca lly be hoped to: 

I. Bring the career structure implementation problems to the concerned bodies to rea lize the 

magnitude and attempt to so lve it. 

2. Help educational official s at all leve l to review the kachel'S' career structu re scheme. 

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

economic status of teachers through effecti ve rewa rd system formulation. 

4. Emich the exist ing li terature in the field. 

5. Serve as springboard for those who intend to carry out in-depth stud y on the issue. 

1.4. Delimitation of the Study 

In order to assess the problems of evaluation and caree r structure scheme, the researcher dec ided 

to conduct the study in Gedeo Zone, because of hi s worki ng experience as a teacher, pri ncipal, 

and supervisor in the area. Apart li'om thi s, the study tri ed to treat the topic of the career structure 

scheme by taking vari ab les such as: appl'Op ri aleness of the career promotion criteria, know ledge 

of the implementers about TROPA technique , implementation problems. and effect of the 
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scheme on teaching learning and SOCIO economic status (independent variables), which are 

expected to influence the effectiveness of the Teachers' Career Structu re Scheme (the dependent 

variable). 

To gather valid informat ion fo r the stud y and thereby investigate the problem thoroughl y, the 

study is delimited to secondary schools of the zone which are fi ve in number. Among a num ber 

of teachers ' career deve lopment issues, thi s study focused on the problems and future prospects 

of career structure implementation and promot ion criteri a, due to more complai nts related to 

these issues. Furthermore, the study is dclimi ted to ycms 2005-2006 where the new systems of 

management, such as MHO and RO PA wc,'c implelllented in school systcm. 

1.5. Limitation or the S tudy 

The student researcher faced shortage of relevant written materials concerning teachers' career 

structure, especiall y, in relation to the international teachers' career development gu ideline so as 

to enrich the literature rev iew. In additi on, some of the woreda ed ucation oFnce 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 interview 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 thi s research. Therefore, because of the above mentioned limitations the study may 

not be deep and exhaustive as it ought to be. 

1.6 Methods and Procedures 

This section dea ls with research methodology, source of data, sampling procedures, data 

gathering too ls, and data process ing. 

1.6.1 Research Methodology 

[n undertaking the study, descri ptive survey method was employed in order to explore, identify, 

and describe the teachers' ca reer structure implementation problems and its future prospects in 

secondary schools of Gedeo Zone. Moreover, thi s method was adopted to describe the exten t to 

which career structure scheme has con tri buted in improving teachers' socio-economic status and 

asses the views of evaluators and evaluatees towards the career promotion criteria. 
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1.6.2 Data So urce 

The primary data source Illr th is s tlld y illclude pr incipals. ass istant princ ipal s, superv isors, 

department heads, unit leaders and teache rs of Dilla, Wenago, Bule, Chelelektu and Yirga 

Chefiee secondary schools o i'the Gedeo Zone; wilh the total number of206. 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 regionall y produced directives or documents were rev iewed 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 tota l population of teachers in five secondary schools (206 in number), 11 9 

teachers were selected as target respondents using r;\I~ dom sampling technique, and they were 

considered to be the rep resent"ti ve c v;du,lIecs in the I.un,d secondary schools. I-laving spee ilic 

roles in the education system, espeei"l ly, ill thei r dec is ioll role on teachers' career deve loPlllent; 

principals, superv iso rs, department heads and unit leaders , with a total number of 30, were 

selected by availabi lity sampling alld considered to be evaluators in the study. As far as 

interviewees are concerned, two Wo reda Educat ion office heads and one Zonal Teachers 

Association chairperson who were available at the spot were included in the sample. 

1.6.4 Method of Data Collection 

Based on the in fo rmation obta ined fro m documents, the researcher prepared questionnaire with 

close and open end items and employed for gather ing relevant data from principals, superviso rs, 

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 wo rd that 

brought ambi guity in part 5 of quest iull 10 cho ice 4, was substituted by more expressive one. In 

addi tion, to ver ily the in terview questions idea further dabo!'ative w<.mls were added on question 

3 and 5. Then, the questionnaires were administered to the target respondents anci co llected in 

co llaboration with assistant data coll ectors . Of the 149 copies of the questio nnaire administered, 

136 were properly 1111ed and returned. This assures the return rate to be about 9 1% . 

Another instrument that the resea rcher lIsed to cross check and enrich the data gathered was an 

interview. Thus, semi -structured intervie w quest ions prepared and interviews were conducted 
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with two Wereda Educati on o f1i ce heads as we ll as to th e zone teachers' association chairperson. 

Moreover, a focus group di scuss ion was tn ade with li ve teachers of Dilla Secondury Schoo l who 

received career promoti on in thc yeur 1999 EC., to co ll ect avail able information that supports 

thi s study. 

1.6.5. Method 01' Data Analysis 

Once the gathercd data were pro perl y o rga ni zed and scrut inized the res ponses on open-cnded 

questions were categori es and interpreted. However, responses on closed-cnded questions were 

tallied and tabulated in terms of percentages. Generall y, depending on the nature of the data 

collected and the type of questi ons percentage, mean, variance, standard deviation, f-ratio , chi­

square, Spearman Rank order correlation, and t-tes t were employed to analyze the data. The 

stati sti cal ana lysis al so made using hypo lhes is Ics ls with thc 0.5 level of signi fi cancc to rej ect th e 

null hypothes is. 

1.7. Operational Definition of Basic Terms 

Career stl'llctllre:- change in the structure o f work that provides opportunities for teachers 

to advance and progrcss ill the ir cal'cer ancl salary (Go rto n a nd o th ers. 1998 : I 5) 

El'a/llation:- is about p ri z ing and valuing a teacher's performance (Mon tgomery and Norman , 

1989 : I 5) . 

El'{t/llatees:- teachers whose performan ce would be e-,··a luated. 

Eva/uato/'s:- those schools management body undertaking eva luation of teachers' perfo rm ance, 

( i. e. principals, vice-princ ipa ls, unit leaders and department heads in thi s case). 

Management By Objective (MBO):- is a process that converts organizationa l objectives in to 

indi vidual obj ecti ves . It can be thought of as consisting of four steps : goal 

settillg, action plann ing, se lf-contro l, and peri odi c rev iews (Decenzo and Robins 

198 8:372). 
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Pelforl11UIlCe El'{IllIatioll:- systematic assessment of an individua l's performance in order to 

assess training needs, potential for promotion, eligibility for a merit increments 

part of payor salary rev iew or for management succession planning (Page and 

Thomas, 1997 :262) 

Result Oriented Pelforl1lallCe ;1ppraisai (ROP;1):- process of evaluating the implementati on of 

organ izational activiti es basecl on agreed obiecti ves and standards in relation to 

s ize, qua li ty, time, ancl out put. (Ga lloway D. and Edwards A., 1992: 232 ) 

Secolldary ScI/Oo/:-Accorciing to the Ed ucation and Training Poli cy of Eth iop ia; it [s an 

educationa l level th<l( prov ides ed ucation in lo ur yea rs duration, st ucl ents of 

grade 9-12 in t w() cycks. 

1.8. Organization of the Stutly 

This thesis has fo ur 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 stud y. statement of the problem, significance of the study, 

delimitation of the study, limi tation of the study , methodology and procedure of the study , 

operational detinitions and organ ization 01' the study. C hapter two focuses on the rev iew of 

related literature that comprises both theoretical and empirical studi es . The presentation and 

analysis were treated with da ta, appropriate statistica l tool s and logical anal ysis uncler chapter 

three . T he last chapte r deals with the SLlIll nlHry. conclusion and recoillmendations I()['\va rd ecl. The 

reference and appendices are also included so as to acknowledge the sources cited and make the 

thes is work, cO lllprehens ibl e. 
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CHAl>TER TWO 

REVIEW OF RELATED LITERATURE 

This chapter mainl y presents detail s on teachers' ca ree r structure scheme with the spec ial 

reference to Ethiopian education system. Specilica lly, 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 COllcept of Career Structure 

As more and more people seek jobs that offer cha llenge, responsibility and opportunities for 

advancement, reali sti c ca reer planning becomes increas ingly necessary. Diffe rent scholars in the 

fi eld of human resource management expla ined the concept of career structure in various ways. 

I-Iari s ( 1986 citcd in 1-lailenHiriall1,200 1: 34) expla incd tile career st ructurc concept. as currentl y 

taki ng many fo rms in different coun tries , and had its origin in co llages . According to him, ca reer 

structure was started in promoti ng instructors to ass istant-p rofessors, 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 al so includes estab li shed career stages in teaching with defined 

performance standards, responsibi lities and monetary rewards. 

In addition, authorities like Decenzo and Robbins (1988 :279-80), Sadker and David (1997 :5 15), 

and Mosley (1985:480) described career structure emphasizing on various aspects such as goals, 

characteristics, importance etc. For example, Sadker ( 1997) desc ribed it as a ladder program one 

can climb to receive increased pay through increased work responsibtlity and status. Decenzo 

and Robbins ( 1988) explai ned the ex ternal versus internal dimensions of the ca reer structure. 

According to them, every indi vidua l's ca reer has two d imensions or components. One ca lled the 

external dimension is reali stic and object ive progression of steps through a given occupation, but 

it need not be on up ward progression. But the other, the internal dimension, represents the 

individual' s subjec ti ve perceptions and mi ght a lso be a ve ry spec ific ambition. It is c lear that all 

the above explanations and defi niti ons indicate that, the career ladder plans are intended to 

provide both the extrinsic mo netary 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 plaIming is essentially a personal 

process of plalUling your life work. Therefore, need to :(1)do a careful self analysis; (2) set_ 

reali stic and attainable goals; (3) study career paths; and (4) develop a detai led 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 Iher 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, 199 1: 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 ( 199 1 :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 andl'i sher (1988:48) there are different features of career st ructure, out of which 

meri t recogn it ion and job cnlargement are the two. The merit features of ca ree r ladder plan often 

include the estab li shment of Illultiple steps on a pay system in addi tion to a single sa lary 

schedule . Morcover ranks or tit les are used to describe the steps on the ladder. The latter feature 

inc ludes promot ion to higher ranks " 'ith the assumption of add itional duti es at each higher step. 

In describing job enl ' ''-gemcnt. !\n nst rong (200 I :282) ind icates that it is the combining of 

prCVilltls ly fragllll'nk'd 1~I S ks ill to olle jub to incrc;\sc the \,~l ric l y and meaning or rcpctiti\"c work. 

I k ll ce, it is obvillus tklt lllerit plan give addi tio lwl iinanc ial compensat ion to tcnchers who 

dClllonstrate exccllence \,"h ik the career Iaddcrs allo\\' them to take on addit ional responsibilities 

:d,,,,," " ill! their k,ICh i l l~ ,IS 'I \\ ,1\' "i' ,1,h"' lnc in l' in the licld_ On the other hand Sadkcr and - ~ ~ ~ . 

1):lv id (1997:5 12-5 14) :Irguc til:lt lll cTit pay is cicsigncd to link lcacher pcr rorm:lllce direct ly to 

:1..':tc!lc r sa !;]!"v ~111d th Lls 1 11~lkL tL'achill !.!. Illure i.l ct...'u unwhk. ~I S \\ l :11 as lll (l lT finan cia l] " rL'\\ ;mJill !..! . . - . ..... 

,\ ccording ly. they ciass ili c'd nlcritl1i I\- in to f()u r t)"pes. These a rc: 
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1) Student performance bascd : - this rewards teachers whose students make gm ns on 

standardized tests. 

2) Teacher performance based : 

effectiveness and evaluation. 

through developing criteria to measure teaching 

3) Individualized productivity plan based : rece lvmg financial bonuses based on how 

much the teacher accomplishes in the year. 

4) Tcaching ass ignlllcnt based : Compensation accord ing te how difficult or how much in 

demands his/her teaching position. 

Further explanation was a lso made on the merit pay and job en largement features that related to 

teaching profess ion. In thi s regard, Hoy and Miskel ( 1987 cited in Negatu,2003:33) make the 

di st inction that. in meri t feature teachers will advance to a new rank , without assu ming ext ra 

responsibi li ties. While in the job-enl argement fea ture, teachers not onl y ad vance to a higher rank 

them also carryout extra responsibility as a resu lt of that advancement. Despite the ir dift-erence 

the two featu res have been applied in di fferent wo rk 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 Structul'C 

There is a growing consensus among scholars and researchers that human develop cognitively 

through stages. Hence, teachers as human, their career stage stmctured based on the assumption 

that learning to teach is a developmental process and teacher go through predictable stages. 

However, authoriti es have no agreement on how career progres,jon proceeds in to stages or 

levels and on the number of ca reer stages. Therefore. scholars like Sprintha l and Theies Sprinthal 

(1983 cited in NEK, 1999: 18) , and Armstrong (200 I :598) proposed a three stages career 

deve lopment that operates on a ll human. Whi le Decenzo and Robbins ( 1988: 28 1-284) proposed 

a five-stage model that is genera li zed to most people during the ir adul t 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 unrea listic. 
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2) Establishment: - begins with the sea rch fo r work and includes getting yo ur first job, being 

accepted by your peers, learni ng the jub and gain ing the fi rst tangible ev idence of success or 

fa ilure. 

3) Mid-career: - marked by a continuolls improvcmcnt In performance, or beginning to 

deteriorate in performa nce. 

4) Late ClII'ccr: - a stage where by one is no longe r learn ing about his or her job, nOl' is it 

expected that he/she should be trying to out do his/her levels of performance form prev ious 

years. 

5) Decline: -is the final stage in one' s career, usually marked by retirement. Responsibilities 

wi ll be fewer and life will be less structured. As a result it is a difficult stage for any one to 

conti·ont. 

On the other hand, cons idering teachers as a professiona l, Stinnett (1968: 183), and Hoy and 

Miskel (1996 and 1987 c ited in N igatu, 2003 :33) described the overall features of career 

structure plan with its different stages . f'o r example, Sti nnett suggests that the most likely futu re 

development in the institution of pay differential s shu ~dd not be on the rating for meri t pay, but 

pay differential based on positi on and responsibili ties. TI~ '~ lI he proposed fi ve positions/stages 

differentiated with ass ignments, length o f work yea r and pay. These stages are : Academ ic 

Assistant; Staff Teacher; Senior Teacher; Teaching Curri cul um Associate, and Teach ing 

Research Associate. Bes ides, 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 fi ve possible stages 

in career development of teachers as: (I ) 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 accord ing to the objective, goal s etc . of the manpower development plans. 

2.1.2 Experience of Olhe.- Coun trics 

Experiences in some coun tri es 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 countri es, 

teachers are not we ll paid and respec ted as olher ' pro less ionai s. In most cases with sim ilar 

qua lification and experience; those who joined othel work seC'ors are well pa id and have bette r 

14 



recognition than teachers. As a resu lt 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' sal aries in eighteen countries of sub-Saharan Afri ca 

found that, real salari es had declined in all but two between 1980 and 1985. In eleven countri es, 

including Kenya, Zambia, Zimbabwe and Senegal, the fa lls were 10 percent or more. Teachers' 

pay has declined, not necessa ril y because of pay cuts but because o f purchasing power of the ir 

salaries has f~dk:n dramat ica ll y along with those oj" other publi c sector wo rks (Cuticr and Wainc, 

1999:39). 

Nicaragua, as Brown ( 199 1: 132) ind icated, by 1989 teachers' salaries were the equiva lent of 

about US$ 12 per month for primary schoo l 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 profess ion, and then their places had to be taken by 

untrained teachers. Thus, the untrained teachers account fo r 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 criteri a for paying salary supplement to 

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

Costa Rica in 1985, the si tuation fo r teachers, espec ia ll y those posted to rural areas can be 

di scouraging. Teachers' sa lar ies are re lati ve ly low com pared with those other pro fessions 

requiring the same duration of train ing, so that there .is no great incentive to become a teacher. 

However, some efforts 3I'e now being Ill ade to c~nj"ront these problcms. The Ministry oj" 

Education has launched up gradi ng campaigns, whi ch include curri culum developme nt, 

educational philosophy and goa ls, teacher upgrad ing and ill-service training (Brown, 1991 : 11 2). 

In Australia: - there are four or fi ve stages of teachers' career mapping phases. These are: 

Phasel. The pre servi ce or initial teacher education phase and it is the first ofa teacher's ca reer. 

Phase 2.The phase of gaining first employment as a teacher. It is an effective professional entry 

to teaching. 

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

meeting publi c acco un tability or qua lity assurance standards. 
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Phase 4 . The career progressIOn stage: - it is the stage of annual progression through the 

incremental salary sca le, 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 pol icies were institute in the 1980 to reso lve concerns abo ut teacher 

quality . The scheme emphasized the use of "objective" performance assessment to reward 

outstanding tcaching; motivate indi vidual effort, and provide public accountability (Henson and 

Hall, 1993: 2). The career laddcr programs was des igned to crcatc clilTerent levels for teache rs by 

creating a "ladder" that one can c lilllb to rece ive ' increased pay th rough increased wo rk 

responsi bil ity and status. According to Sadker and David (1997:5 15) by the begi nning 01" the 

1990s more than half of the states had some form of ca reer ladder or incenti ve program. Apart 

from these, bonus can be earned each year when Nat ional board recognizes superi or performance 

ofa teacher. Performance eva luation a lso linked to in-service train ing a deve lopment. 

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, lead ing to absenteeism 

and poor performance. Even in countries where may teachers have been committed to the school 

and pol itical goa ls of the government, cOlllmitment can wear th in when it is impossible to line on 

meager sala ry. Rai sing teachers' pay to a living wage seems, therefore to be a necessary 

prerequisite of progress though it is fa r li'om being suHicient (Brown, 1991 :272). 

As indicated by Brown, in most cases teachers arc not we ll pa ici and respected as other 

professionals. Teachers with similar qualification ancl experience compared with those joined 

other work sectors; teachers are less paid and also have little recognition. Lieberman ( 1956:3 79) 

emphasized on the real income of teachers rather than do llar income in order to improve the 

economic status of teachers. Then, he recommended that, in salary adjustment everyone 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 leve l wil l purchase a luxurious standard of liv ing, may be 

insufficient to purchase bare necessities at a high price leve l. However, the most common causes 

of poor teacher mora le should be related with inadeq uate sa laries, large classes, poor 

admin istration, lack or I'ree period durill g the school days. unsati sfac tory plan t and buildings. and 

lack of equipment and material s. In add ition , there are other re lated factors such as: 

Lack of democratic administrative procedures; 

Lack of sharing in policy making; 

Lack of cooperation of school boards and the pub li c; 

Lack of social and recreational facil ities; and 

Inadequate provisions for teacher tenure (Stinnett, 1965: ISO-IS3) . 

According to Aggrawal (1 996:460), the status of teacher rega rded accorded to teachers to show 

the level of appreciation of the im portance of tl wir function s and of the ir competence in 

perfo rming it and the working condi tions, remuneration and othe r materi al benelits acco rded to 

them relative to other profess ions. Since the status of (t:aehers and the quality of education are so 

intertwined in the same d irection; improving teachers' status is the responsibilities of a ll bodies 

including Government, Ministry of Ed ucation, Teachers Associat ion, the community as a whole 

and even teacher themselves. Teachers ' Organization should participate in propos ing and 

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

In support of the above idea Soder ( 199 1: 64-66) suggest that, in order to boost the status of 

teachers, major changes or a simi lar transformati on of medical profess ion wo uld have to take 

place with in both the teaching profession and the larger social context. Furthermore the author 

proposed six necessary changes that wo uld be cons idered as factors. The changes are: 

1. New Technology 

A new technology of schooling and learning wou ld have to emerge similar to the development of 

science and technology in ll1edicine. Then, the new technology would have the following 

characteristics : 
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To be demonstrab ly supenor to current methods of schooling in the production of 

manifest ly different outco mes; resu lts wo ul d have to be consistent and re lated to the 

technology; 

- To produce results highl y valued by society, particularly by powerful groups contro lling 

access to resources; 

- Necessa ril y req uire proress ional judgment in it s app licat ion would have to be some 

elements of se lecti on of fact s and procedures from among seve ral alternati ves and some 

elements of risk; and 

- There wo uld have to be general externa l appearances of agreement among the new 

educationa l profess ionals as to the nature, scope, and effi ciency of the new technology. 

2. Training linked to the new technology 

Training has to be man ifestl y efticacious. The onl y way one could learn how to make 

professional judgments in the new technology wo uld be by completing a prescribed course of 

study in a teacher-training program. Training is necessarily being standardi zed and accredited. 

3. Public support for ,'cstructured pnlcticc 

In addi tion to a de limited allli standardi zed course u r study, the public wou ld have 10 comc 10 

believe that on ly thosc people so trained in the new lechnology should be all owed 10 practice as a 

teacher. Strict licensing laws shou ld rep lace current practices of teachers' certifi cation. 

4. Public valuing of schooling 

Schooling has to be an actual priority or the society. Cons iderab le resources have to be allocated 

from both the government and the pri va te sedor Co r educat ional research and de ve lopment. In 

addition, the output of the new technology wo uld have to be accepted and the general idea of 

schooling has to be incorporated as a part of general culture and operating ideo logy. 

S. l?ragmcntcd demand for services 

Demand for schoo ling wou ld have to be fragmented. Necessarily, onl y those licensed teachers to 

practice as a teacher and given power to make critical decisions. 
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6. Bifurcation or authority 

The line of authority in the schoo ling has to be bifurcated, wit h teachers to makc deci sion as to 

the application of the new techno logy and school administrators effectively denied that authority. 

Along the same lines teachers would have to be given authority to determine the proper act iviti es 

of support staff in much the same way doctors determines activities of nurses, interns etc. 

2.1.4 The Detcl'miuants or Teachel's' Salary 

Performance related pay scheme helps the organization become more resu lt focused or it 

supports ex iting cultures or va lues which are already characteri zed by high performance, 

innovation , quality and team work , I-Ience, in til e fo rillal management system in which 

individual s agree work targe ts or object ives and the ir pe rform ance is assessed in the light of their 

achievement in rel at ion to thosc targets (Lawson, 2000:304). However, Decenzo and Robbins 

(1988:4 11 ) argue that the principles of pay lor performance are so log ical and so deeply ins till ed 

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 fa llacy due to problems in d iffer ing in the definition of merit and 

Excellency. Lieberman (1956:39 1-394) described that performance related salary schedule 

provide for equal pay regardless of position, for teachers of equal yea rs of preparation and 

experience. Thus teachers' sa lary schedules should consider features of the occupat ional 

characters of teachi ng. Furthermore, Lieberman ident i"l"i ed three dete rminants of teachers' sa lary. 

These are: 

I. Single sa lary sc hedule /prepa ration schedule/: - which base nn the princ iple or gearing 

compensation to increased teachi ng conlpet~lIcy. It takes sa lary increases oul 01" the 

subjecti ve rea lm of adm inistra ti ve judgment ~ll1d placing them squarely on the bas is o f 

prepara tio n and ex peri ence ol"tcn improved morale throughout the entire schoo l system, 

Teachers know what they can expect in the way of sala ry increases for several yca rs 

ahead while the school officials can plan for the future in the light of known 

comm itments. 

2. Position type schedule:- [n this type schedule, school officials decide what each type o f 

school posi ti on shou ld be worth and pay teachers accordingly. The basic assumptions are 
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that the d iffe rent pos itions in the school sys tem do not req uire teachers of equa l 

preparation and ab ility and the school olli cials ,can ascerta in which posi ti ons, shou ld be 

fi lled by certain type of personne l. 

3. Merit Rating: - invo lves some of the most basic as well as the most controve rsial , 

professiona l and social issues of our times. It has been proposed to co rrect certai n 

inequalities of single salary schedules . The essential characteri stic of merit rating is the 

attempt to pay teachers according to their indi vidua l competence, rather than accordi ng to 

their preparation and experiences. One leading argument for merit rating is that teachers 

with equivalent preparation and experi ence may differ widely in their teaching efficiency. 

However, merit rating is superimposed on salary schedule to provide additional 

incenti ves and rewards for out stand ing 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 al l levels of the education should be adequatel y 

remunerated, suppli ed with direct and indirect compensation payments to boost there 

economic, social and politi ca l status. In this connection, Stinnett ( 1968, 180-1 83) 

suggested a sUlllmary of teacher sa lary schedu ling assuming that if wo rkab le plans could 

be devised, lliore teachers wou ld lilvo r the i,k " . The possibi liti es or sa lary sched ul ing that 

he proposed for teachers inc ludes: 

The demand for some plan of pay di ffe rential s for teachers wi ll probably continue. But school 

boards and di stricts, awa re of post experi ences ancl fa ilures, will seek sounder approaches to 

experimenting with merit rating sched ul es . 

Strong efforts will be made to strengthen the administration of ex isting single salary 

schedules by better se lec tion of teachers, eli mi nat ion of inferior teachers, ancl the 

development of more e ffecti ve in- service growth dev ices, 

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

rather than bases for pay differentia ls will receive i,ncreas ing attent ion of school di stricts; ancl 

- Teacher organ ization w ill assume an increas ing role in research and ex perimentation on the 

problems of merit pay schedules, teac her eva luation, 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 wo rk 

best when they are individua li zed to refl ect differences in what teachers consider important are 

perceived as equitable, are visibl e and flexibl e, and 'can be allocated at a rclati vc ly low cos t. In 

this connection, Homan and Thrope (2000: I 0) identified rewards as cncompass ing career 

opportuniti es, job security and learning opportunities. Therefore, mot ivation 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 dysfuncti onal 

conflict in the organization. Pay can not only attract, reward and retain the right ki nds of peopl e, 

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 mot ivation which is 

provided to the individual and included: overti me paymcnts, bonuses or productiv ity ctc. Thus, 

compensation systems tend to be retrospecti ve or immedi ate in foc us in line with reinforcement 

theory (Homan and Thrope, 2000: 106). Accord ingly, Sadker and David (1997:514) dcscribed 

merit pay and career ladder certifi cation as an important step toward improving tcacher 

profess ionali sm and giving recognition to good teachers. 

2.1.5.3. Qnality of teaching 

Hammond-Darling, et a1. (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 confidencc of 

teachers by providing them with Continuous Professional Deveiopl11cnt (CP D) opportunities. 

Further the guideline pointed out that the scheme has been devised to combine CPD, li censing 

and career development . Thus, these act ivates will improve class room performancc. 
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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 o utcomes. The manpower available in the system must be effective before 

any results can be reali zed. Espeda ll y, kachers 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 lit tle continuing education and up grading 

conducted. The working condi tion and carcer structure has been deteriorating fo r the past many 

yea rs that it has become an unattrac ti ve profess ion ' lilt! the mot iva tion and mora le 01' those in 

serv ice is at low ebb (MOE. 1994:4). In line with thi s, lCI) R ( 1999: 12) indicated that dur ing the 

sixties and earl y seventies the dec line of the status o r teachers started, as the steady ex pansion o r 

he education system necess itated increasi ngly grea ter supplies of teachers who frequentl y were 

under qualified and inadequately prepared while the cos t of li ving increased at an enormous rate; 

the salary of teachers did not. Furthermore. the abo ve document mentioned that starting sa lary of 

government employees is relatively equi valent fo r teachers and other civ il service employees. 

However, the differential between the teachers ' salaries and Ihose of the other profess ional 

widens as the number of years of service increases. 

Hence, teachers ' career ladder needed to be designed in order to allev iate these problems there 

by to attract and reta in tal ented and ~x pe ri encl:d teac hers in order to improve the education 

quality offered. Thus, in 1994 the New Educational and Tra inil1;; Policy (NETP) was form ulated. 

In designing thc career strUl: turc deve lopment scheme as one part of NETP, the l'a llowing issues 

have been taken in to consideration: 

Previous sa lary level of teachers at di ffe rent leve l o f schooling: 

Earnings in other occupati on; 

The difficulty of teaching profess ion with regard to the training to acquire the necessary 

knowledge and skill and the d ifficulty 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; 

22 



The curren t economic situation o rthe country: 

The perception of teachers who arc alread y in, the job abou t the benefit that the New 

Education and Training poli cy CO llie! provide, ane! 

The alread y developed salary scale o f other government o fti ces (MOE, 1996), 

The strategy, in addition to other issues, emphasized on the establishment of an acceptab le, 

attractive and rea li stic career structure to improve the working condition of teachers, to elevate 

their status in the community and enhance thei r mot ivation and professional att itude (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 profess ion 

more attracti ve to competent students to join the teaching profession, to moti vate the teaching 

force, and sta y the experienced teachers ill the pro fess ion , consequently to achieve quality 

education (MO E, 1994: 121). 

2.2.1 Implcmcntation Guideline 

A career is what you I,van! to become; a role is the pa ri you play at each stage along your career 

path; a career strategy provides the objec ti ves necessary to achieve those roles and develops the 

guideline for achiev ing them (Mosley,1985:480). This indicates that, the guideline is an 

important tool used for the imrlementation of a po li cy, In the teachers' career structure scheme, 

the implementation guidel ine may comp ri se, the establ ished career stages or promotion ladders, 

the attainable goals in each stage, se lection criteria, the appeal procedure, implementing bodies 

and their responsibilities, and other related issues. According to Thody (1993:8) the gu ideline 

should emphasized the formulating career policy, certainly the most overlooked aspect of career 

should be: 

I . Identi fication of the career stage which has been reached. 

2. Clarificat ion o f ex pectati ons, muti va tors and const rai nts . 

3. Analyzing competencies and qual it ies for career awareness. 

4. Consideration of necessary and possib le educat ion. 
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Similarly, Gorton and Fisher ( 1988:47) indicated that the ca reer structure includes an estab li shed 

career stages in teaching with defined performance standards , responsibiliti es and moneta ry 

rewards. Thus, to enhance profess ional and career deve lopment their by reso lve the prevailing 

problems of quality cclucation Hnd the teaching pro ll:ss ion, the carccr policy nccd to bc we ll 

planed and carefull y implemented. Generally, the characteri stic of a career ladder plan is a 

hierarchical set o f job catego ri es with dilfe rent role ex pectations. In thi s regard , Fenstermatcher 

(1991: 145) suggested that the caree r ladder or teacher-r\lI1king programs may be built in to poli cy 

trust agreements as part o f tlie specilica ti on of the implementati on process used to all ocn te 

resources to the identified goa ls. 

In our case, the teachers ' career structure was des igned basecl 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 wi ll be organized on the bases of 

professional principles including professional code of ethics, salary, working conditions, 

incentives, professional growth, and overall right and ciuties (MOE, 1994 E C). To implement the 

career policy, MOE introduced implell1entation guidelines at different time, based on the stud y 

findings . The Ref NQ 1311 - 362 11 8297/35 on the date 3-4-99 EC., there are three Teachers' 

Career Structure Guide lines rev ised and given differen t tit les. These are: 

I . Teachers' Career Structure Impierncntation Ci ui de line. (M OE . I <)l) I E.C) 

2. Teachers Resu lt Oriented l'er!(J rlnance Appraisal Guideline (MOE, 1996 E.C) 

3. Teachers ' Career Structure Guide line- Revised (MOE, i 998 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 '·irst 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 guidel ine, in addition to 

TROPA results, qualification and expe ri ence, teache.s are expected to fu lfill CPO (Continuous 

Professional Development) course completion, teaching license anci re··li censing at each career 

ladders . 
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2.2.2. S tages of the Ethiopian Teachers Ca reer St rudure 

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 resu lt. According to MOE (1996: 1) the career 

structure scheme includes, an established stages of a promotion ladder with corresponding salary 

increments. This salary increment leve l diffe rs from stage to stage depending up on teacher' s 

ability, profess ional experi ence and competence. 

In the career structure scheme six stages are avail able for teachers of primary secondary and 

teacher training institute. These are: 

Beginner teacher/ " j cmari memhir"/ 

Junior teacher / "melestegna mel1lh ir"/ 

Teacher / "memhir"/ 

Senior teacher / "keJitegna memhir"/ 

Associate lead teacher , and /"Tebabari Meri Memhir"/ 

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 lo r difl'e rent leve ls on the basis of predetermined criteria, substantial 

changes are expected from ones, whil e clil1lbing up ii] the stages from lower to higher level of 

the career ladder 

2.2.3. Implelllentation Strategy 

The study of incentive in an in tegral and indi spensable parl of educational planning, the planner 

should consider incentive structures as a part of manpower planning. Planner, must therefore, 

consider high-priority activities and occupat ions to intlucnce 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 compul sion (Harbison, 1967:32) . Thus, any plan that considers teachers ' promotion in a 
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career structure is different form a plan that was structured fo r the promotion o f other employees. 

In the promoti on scheme of non-teaching staff, the employee wil l compete with other candidates 

for the vacancy or pos ition required on a quota basis. In this connecti on, thc dircctivc of MOE 

(1999: 18-20) indicates that teachers wo uld get a promoti on based on effec ti ve per fonnancc and 

competence irrespective of the num ber of teachers to be qua lified; hence, teachcrs arc gencrally 

se lected as candidate for promotion, on the bases of: 

a) Performance evaluation carri ed out twice a year. but on ly the last two yea rs would he 

considered for promotion. 

b) Minimum of 3:45 cumulative evaluation results 

c) Performance evaluation accounts for 80% of the total value requ ired for promotion 

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

rendered in teaching. 

e) A total po int de termined by summing up the scores in performance evaluation taken out 

01'80% and service years taken out of20% (MOE, 1999:34-35) . 

The implementation strategy compri ses sa lary inci'ement dimensions, whic h encompasses a 

hori zontal (providing salary increment every two years as a result of minimum acceptable 

performance) and vertica l (a career structure wi tii six hi erarchi cal levels earned according the 

criteria set for each level). In addition, the directive stipulates the implementati on bodies ' duties 

and responsibilit ies, along with the teachers appea l procedlires against un-fair denia l o f 

promotion in the career structure. However, currentl y the niechanism o f teachers' performance 

evaluation has been changed from the traditional (parent, school administration , and students) to 

ROP A system; due to the introduction of civi I service reform programs in the school system. 

2.2.4 The Promotion Criteria 

To be bene fi ciaries of the career structure scheme, teachers are requi red to havc the necessary 

qua lification in their respecti ve cycle. Based on their qualification and sa lary schedules they arc 

classi fied in to four major groups. 

Kindergarten and fir st cyc le primary schoo lteachers wit h TTl ce rt ifica te; 
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Second cyc le primary school teachcrs wi th a co il age di ploma in teaching; 

Lower secondary school teachers with first degree (BAIBSC) in teaching. 

Upper secondary, technical vocati onal school and TTl'S teacher with at least first degree 

(BA/BSC).Each of th is group has its own promot ion schedule (MOE, 1996:4-6) 

The prerequi site of qualification is included in the ca reer structure in order to give an attent ion to 

recruitment and training of teachers lor dilTe rent leve ls of teaching, so as to improve the quality 

of educati on. Morcover, effect ive teaching requ ircs ind'ividuals who are academ ically able, have 

commands of the subj ects they are req uired to teach, and care about the well being of children 

and youth (ICDR, 1999: 17). In add it ion to qua lification, there are requ irements that the teachers 

are expected to fulfill. Therefore, MOE (1999: 13- 14) li sted 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 o f profess ional ethics and high professional standard ; 

Competence in teaching and ac tive participation in pedagogical center as well as 

contributions made in improvi ng it; 

Efforts made in relat ing education to development; 

Participation in identify ing and solving the problems of the commun ity and thc schoo l. 

Contri butions made in enhancil lg the pa rt icipati?n of J'e male Students ; 

Acqu isi tio n of general know ledge. kno wledge o f the subj ec t mailer and e fforts Illade to 

improve oneself and to learn from Iri s/her environment. 

2.2.5 Secondary School Teacher' s Responsibilities 

According to MOE (1996:8) there are specific responsibilities that expected to be carri ed out in 

each stage before promotion is made to the next career ladder. These promotion criteri a serve for 

both first cycle (9-1 0) and second ~ycle (I1-12) of the secondary schools. These specific 

responsibilities for each level s llmmari zes as follows: 
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Beginner Teacher level 

The teachers have no specin c respons ibilities except the bas ic ro les and functions of classroom 

instruction. Thus, the teacher who grad uated with nrst degree allocated to thi s stage. To advance 

to junior level two yea rs servicc and 7S and above perccnt performance resul t required. 

Junior Teacher level 

To promote to teacher level 3 years of service as a junior teacher and generally S years service is 

required. Moreover, it requires 7S and above percent performance result for the last two 

consecutive years of stay. 

Teacher level 

At thi s level, in add iti on to the basic roles and fun ction'oJ' the class roo m instructi on, a teacher o j' 

this level is expected to shou lder the lulluwing respollsibilitics: 

• Superviso ry or consultancy service fo r at least two junior teachers for a minimum of one 

year; 

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

a year; or 

• Producing one resea rch paper which has got acceptance by Wereda or Zone Education 

ofnce, or 

• Provision of spec ial support and ass istance fo r students with a special need, ['or di sabled, 

for female students or students I'i'om minority national ities and the like; 

• Providing advice in promoting health relati onsh ip betwecn teachers and students; or 

• Coord inating co-cu rri cular programs for more th'a n l \·VO years. 

For effective acco mplishment of the above responsib ilities a teacher is required to have a le tte r 

of recommendat ion or appro val from the school or Woreda Education office. Moreover, to 

promote to the nex t stage, three yea rs of service as a teacher level and 80 and above percent 

performance res ul t 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 selllor teacher and generall y 12 years of 

servi ce with 84 and above percent perfonnance resu lt fl'om the last two years of stay. Teachers at 

this level also expected to perform at least one of the following functions and get approval by 

school or Woreda Education or zone education department. 

• Serving as principul /department head/unit leader/head of a pedagogical center/a principal 

summing up to three years; or 

• Producing one teaching material or a research work that has approval Ii'om Woreda or 

Zone Education oflice, 

• Providing supervision for primary, secondary and technica l schools; 

• Evaluating research works and training material s; 

• Giving ad vice service to create hea lth relationshi p among teac hers and students. 

• Producing teaching aids l'rol11 loca l material s; 

• Coordinating co-curricular aCli va tes for more than 3 years. 

Associate Lead Tcacher 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 smge to attain 86 and above percent 

performance result in the last two consecutive yea rs. 

• Providing a fruitful service as a principal/depa rtment head/unit leader etc for a tota l of 

four years; or 

• If the service given in the above responsibil ity is adding to one year, the teache'r has to 

produce three research work; or 

• Preparing at leas t three teaching material s su itable to localiti es of producing training 

manual s minil)'lall y accepted by Worcda educat ion office; or. 
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• 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 O"icnted/Bascdl Pcrfonnallcc Appraisa l Scheme 

The heart of the Management- By-Objectives (MBO) approach IS that each employee and 

superior jointl y es tablishes performance goal s fo r ti, e future. These goa ls are mutually agreed 

upon and objectively measurable. Moreover, they can peri odica ll y adjust their behavior to ensure 

attainment of the objectives. Thus, ROl'li system a SS Ulll CS that results could be measured. 

Decenzo and Robbins ( 1988:372) described MBO as a process thM coverts organi zati ona l 

objectives in to individual objectives and consisting of fo ur steps: goal setting; action planning; 

se lf-contro l; and periodic re views. Subsequently they sugges t that the MBO philosophy is bu ilt 

on the assumption that individuals can be responsible, can exercise self-d irection and not require 

external controls and threats of punishment point of view. 

In this connection. Mondy (1 999 :402) and Gomez-Mejia et a\.(1995:265) indicated that with 

MBO the focus of he appraisal process shifts fr0111 the worker's personal att ributes to job 

performance. The supervisor's role changes 11'om th at of an um pire to that of a counselor and 

fac ilitator. Also, the employee's function changes from that of pass ivc by stander to that o f 

participant. As the result the outcomc approach provides clear and unambiguous criteria by 

which worker performance can be judgcd. It also elimi nates subj ect ivity and the poten ti al for 

bias that goes alo ng with. 

Whi le relating the MBO principles with the school situation espec ially its eval uat ion system, 

Hammond-Darl ing et.al.( 1986:23) descri bed that the evnluation models of MBO in a schoo l 

system can be characterized by: goa l Setting, teacher invo lvement in the evaluation process and 

centrali zed teaching standards and criteria. Apart ii'om th is, 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 eva luator and teacher jointly establi shed individual objectives; an 

action plan, and measurable progress indicators. Thus, ROPA method is used to eva luate 

teachers based on a cooperati ve goal setting and lha! the appraiser and the teacher identify 
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specific goals on which to work together. I-lence, MBO eval uation process is designed primarily 

to improve teacher performance rather than to hu nt out inco ill petentteachers. 

Generally, the app lication of MBO techn iques to performance appraisal is not a new concep t. 

This method of personal evaluation fo llowed 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 pa id to evaluate the out comes of education account for the returns 

of investments made in education. In educational planning the des ired ou tcome is selected first 

and the curri culull1 instrumental material and assessments arc crca ted to support the intended 

outcomes. I-lence, the out come based evaluation scheme become a process of goa l-setting, 

standard-setting, assessmen t, and decision making that occurs with il~ the schoo l contex t. 

2.3.1 The Purposes of Teachers Evaluation 

Teacher evaluation process is assoc ia ted with views oj" te<lching wo rk and oj" the school as <In 

organization. As to Hammond-Darling et al. (1986:223) the approaches used to eva lua te teachers 

seeks to measure very di fferen t aspects of teaching anc! the teacher. Some seek 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 hi s Iher teaching by reference to student 

outcomes (effectiveness). Accordingly, the above authors descri bed the aspects as fo llows: 

Teacher Comp etence: - is a work - related concept that refers areas of work at which the person 

is competent. Jt refers to any single knowledge, skill , or professional va lue position. It is the 

specific things that teachers know, do or believe but not to ·the effec ts or these attributes on 

others. 

Teacher ped·ormance: - refers to what the teacher does on the job. It is specific to the job 

situation; it depends on the competence of the t '~ac lw r~ the CO lllex t in which the tcacher works, 

and the teacher's ab ility to apply his Iher competencies at an y given point in time. 

Teacher effectiveness : - refe rs to the dTec t that the tcacher's pertormalOce has on pupil s. 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 shou ld strike for an optimal balance in meeting standards of (a) utility (to 
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be useful and prac ti ca l); (b) accuracy (to be technica ll y adeq uate); (c) feas ibility (to be reali stic 

and prudent); (d) propri ety (to be condueted logieally and ethica ll y). 

Although, teacher evaluation wi ll take place in diffe rent forms and processes, many scholars 

highl y emphas izc:d and ITcomnH;:nd a two stt!p tt!Hchcr eval uati on process. The fi rst step is to 

obtain information abo ut each teacher who is to be evaluated. The second step is to use the 

information to form an eva luati on 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 abi lity 

to measure competence wh ile others seek to measu re performance sti ll others rely on teacher 

effectiveness. With recognition that any types of technique that we use in evaluati on have a 

particular purpose, the eval uati on systems found in schools tend to serve a variety of purposes. In 

thi s connecti on, Bates( 1984 cited in Ga lloway a nd Edwa rds,1992: 11 5) catego ri zed the purpost!s 

of evaluation in the schools as pedagogical, ind ividual development, organizational 

development, and acco untab il ity. There lore, the growing interest in teacher appraisal should not 

be simply attri buting to cal l lor greatcr acco untabil ity and control o/" schoo ls. It may also be link 

to the growth of the school improvement movemen t (British Journal of Educational studies, 

2000: Onl ine). 

Hammond-Darli ng, et al. ( 1986:224 .225) iden tili ed fou r basic purposes of teacher evaluat ion. 

These authoriti es catego ri zed teacher eva luation purposes as: 

I. Accountability pUI'[JOses (summativc illl"orma tion):- must capable of yielding fa irly 

objective, standard ized. and externally defen~ i b !e in fon~lation about teacher performance; 

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

illuminates sources of difticu lty as well as viab le courses for change 

3. Inform Organizational dcci sions:- must be hierarchicall y admi ni stered and controlled 

to ensu rt! cred ibility and unilclrIl1ity; 

4. Assist decision llIaking auout individuals: -must cons ider the context in which 

individual performance occurs to ensure appropri ateness and suffic iency of data. 

Furthermore, .they argue tha t belore a teachel' evaluat ion system is adopted and put in 

place, it is important to consider the goals, purposes and processes are best served. 
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In this regard, performance app raisa l tha t is systemat ic, period ic 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 mcrit pay plans to d iffercntia ll y reward teachcrs for performancc and 

to dismissal procedures fo r in competent teachers. Apart from these purposes teachers' 

eva luation could be done for di fferent purposes. For example, accord ing to MOE, ( 1989E.C:32) 

teachers eval uation: 

- Provide better educational opportunity, sa lary Income, promotion and reward to 

effective teachers; 

Identify inefficient teachers and arrange in-serv ice course to help them minimize their 

weaknesses; 

- Develop positive professional attitude; 

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

assure the atta inment of the objectives of the educational process. 

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

as: 

a. Knowing and im prov ing the quality of teaehers: - Staff performance appraisal serves to 

gu ide human resou rce dcvelopillent; 

b. Making admin istrati ve deeisioll s: - a sys temat ic PA of teachers provide informatio n in 

making promot ion, sa lary incrcuse, discharge, .Iay o lTand transfe rs; 

c. Helping teachers know their current status and provid ing 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 ex istence of regular 

and appropriate P A grogram is an important incenti ve to teachers. 

2.3.2 The Medts and Demerits of IVI no 

Different scholars at different time identified the merits and demerits of MBO. Decenzo and 

Robbins (1988:289), Mos ley (1985 :62), and Bittle (1980:257). However, Mos ley (1985:62) by 

defining MBO as j oint target set ling or appraisal by resu lt management system; identifi ed fi ve 

aclvantages and is aclvantages of the syslelll. These are: 
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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 thei r jobs and hi gher 

commitment to result. 

3. It encourages individua lity. Under MBO the goa ls and o bjecti ves set for one person may 

cover aspects of that person's job unlike another's. Moreover, performance targets may 

be set to retlect each individual's talents 

4. It allows supervisors to aSS Ul lle H helper's role .. MI30 li'ees the supervisor to be a helper 

or coach instead of a criti e. 

5. It targets key perfo rmance areas instead of eve ry aspect of' an employee's job being 

weighed equall y key objectives channel effort toward narrower goals. 

Disadvantages 

I. Is time eonsumlllg. The greater the Ilumber of emp!cyees, the greater the time 

commitment required tur the supcrvisors. 

2. Dilutes supervisory authority: - the superviso r sharing authority w ith employees 

3. Creates ditliculty in tying resu lts to rewards. Since MBO re lkcts performance, it IS 

normally tieci to rewards. However. Ml:lO doesn' t replace the need for jucigment. 

4. Requires greater supe rvisory ski ll: superviso rs need to have both conceptua l and huma n 

relation skill s . 

5. Does not sui t all jobs: Because of' the need for measurable, verifi ab le perf'ormance 

obj ecti ves. Some jobs are muc h eas ier to quantiry ancl verify than others. 

2.4 The Practice of ROPA in Ethiopian School Sys tem 

Management-By-Objectives has appeared under sevei'al names: which include Result-Oriented­

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

1988: 1 07). Likewise the concept o f MBO is adapted to Ethiopia by the name of Result-Oriented-
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Performance Appraisa l (ROPA). The nation wide reform in the civ il servIce program 

necess itated the change in the approach of PA from traditional performance appraisa l to ROPA 

Scheme, which in turn had called for Teachers Result .oriented Performance Appra isal TROPA 

(Berhanu, 2006: I I). 

With the implementation of MBO system in Ethiopian educationa l institutions, the 31m of 

teacher' s evaluation changed form assess ing 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 apprai sers. However, recent ly the approach has been changed with the 

implementation of MBO system in Ethiopian schools. TROPA is generall y based on the 

princ iple that tasks are classified in to key task, maj or tasks, and subsidiary tasks. Then, teachers 

performance are rated as poor, satislnc[ory, high and very high, as the same time the ir 

performance standards me measurcd ill clearly deli ned ind icates such as: quantity, qualit y, 

productivity (elliciency),and effectivencss with in a specific time lines (SNNPR-CBB, 1996 

E.C : 125). 

2.4.1. Planning and Eva luatin g PcrforJllance in ROPA System 

Pertormance planning begins with preparing wo rk breakdown, categoriz ing duties or tasks in to 

key, major and minor ones. T hen, follo wed by setting the performance standa rd so that to make 

compressive against quantity, qua lity. time and cost of the actual performance. The performance 

standards are planned to be accomplished in the sca les of ratting as poor (1), satisfactory (2) 

thigh (3) and very high (4). The categorized tasks carry differe nt weights; thus, the key task carry 

the highest we ight 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 accompli shed task become very high (4) , then the 

result of the key task become 14x4=S6. In thi s way, all categorized tasks will be multi ply by 

their respective rating scale and sum up to 100 percent (MOE, 1996 E.e: 163). 

2.4.2 Linking Performan ce I!:va luation a nd Ca rec r Ladder 

Indiv idual differences in personal ity and cogniti ve ab ility in combination with learn ing 

experience, leacl s to variability in knuwlcdge. skili and work hab il s, wh ich arc the most 

immediate determ inates of job (Luwson,2000 :302). In this connec tion , Melaku (1992:308) 
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presented that teacher evaluati on is a cumplex process. It is a series of acti vities and act ions, 

which are interconnected and related to specific purposes. Thus teachers competence, 

performance or effecti veness are based on the assumptions abou t how these qua li ti es are linked 

to one anothe r; how they may be measured and used to make decisions for career promoti on. 

Teacher eva luation is a complex process . It is a seri es of activities and actions which are 

interconnccted and related to spec ili c purposes. Acco rd ing to Decenzo and Robbins ( 1988: 358) 

per formance eva iuali u ll is a bi-Is is lor n.:ward ai lucaliu ll alld (il;c is iulls as who gets salary ilH.:rcasc , 

promotions and other rewards. Focus un the establi shing stafr deve lopment scheme, such as in ­

service tra ining, CPD etc . are al so believcd to help in bringing abo ut persona l and pro fess ional 

growth of ind ivid uals there by moti vating them to achieve organizat ional goals. Hence, these all 

requirements cons idered during the appra isal o f" teachers' performance to get promotion in the 

career ladder (MOE, 2004 : 15). 

2.4.3 Rating and Disclos ing Res ults 

The actual performance of indi viduals would be compared with that of pre-set standards in terms 

of quality, quantity, cost and time of performance. According to the trai ning manual of MOE 

(1996 E.C : 185) fo r eve ry item of key, majo r and mi nor tasks; the final achievement o f 

employees determ ined by adding scores under the ite ms. Finely, the result wo uld be interpreted 

as foll uws: 95- 100% (ve ry high) , 75-<)'1'% (high), 5U-74')t" (satis i"actory). and 25-49% (poor). 

Accordingly, those who could pe rform, high lind very hi gh would be posted on the noti ce board 

and stays for three months. O n the other hand , results :of those poor perfumers would be posted 

on the notice board lo r one month. 

2.5. l'roblems in the Implelllentation ol"Teachers' Career Structure 

2.5.1. Problems Related With ])lanning and Implementation 

The obstacles or problems for effec tive implementation of career development programs 

sometimes li e on the planning process of the scheme. As any policy, teachers career structure 

scheme to be effecti ve it mll st be concerned with its own implementation and its progress during 

planning. S ince, any ca reer structure scheme requ ires changes in the expectation and rewards, 

several problems may be encollntered ill its implementat ion. 
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[n this connection, Gorton and Fisher ( 1988:47) argue that teacher's career structure scheme 

mostl y creates additiona l wo rk requirement th at will cause t~ and tens ion in teachers. Thi s 

change of requirements in the job may wo rry teachers and conseq uentl y may acce lerate teachers' 

turnover. Besides, descri bing the serious side effects of career development programs, Gomez­

Mejia et al. (1995:228) argue that the employee di ssatisfaction , poor performance and turnover 

are the man ones. Therefore, to alleviate these obstac les, employees have to take an active role in 

planning and implementing their own personal deve lopment plans. S imilarly, Armstrong 

(200 1:608) emphasized the invol vement of individua l employee in the planning process of career 

structure. Among the diffi culties inherent in the career scheme are it is frequentl y the case that as 

teachers moves up the caree r ladder, they move out the c lassroom. Fenstermacher ( 1990: 142) 

states, 

Teacher's SIClllfS and presti.!.!,e increase us : one go;"/.\' respunsihilily (1I7e1 

authority. BU! the expansiun in responsibiiity in the career development 
creates a distance between the promoted teacher and the students and thus 
reduces the learner's oppol·tllnities to gain in moral development Fom 
contact with the best teachers. 

Further, the author suggest that the ca ree r path should be constructed in a way does not derail the 

finest teachers in to the sys tems of the school, but permit s them to focus their tal ent and skill on 

the student learning. [n addit ion , the linancial constraints under which the teachers' career 

structure schemes ope rate can al so cause difticulties; such situation may lead to discontinuity 

between performance appraisal and financial reward. Any expectation raised by positive 

feedback about perfo rmance , which arc not supported by an appropriate level of financ ial 

reward , will lead to de-motivat ion (Homan, 2000:3 14). 

2.5.2. Problems Related to the Eva luators and Appraisa l Methods 

The difficulty of mainta ining credible evaluation sys ~em by eva luator may create problem 111 

effective implementati on of the ca reer promotion sclleme. It is obvious that rating quality is 

influenced by raters' inte lli gence, 1 ~ll niliar i ty with the job. ti1e abi lity to identify important 

information. Generall y. the abil ity and objecti vity u;' the eva luators to di stinguish among the 

established standard could be carefull y developed (Gomez- Mejia, 1995: 268-270), Therefore, 

the rater ability and motivation levels are criti cal fac tors in rating employees effect ively. In 

addition, lack of good qualities in the rater knowledge, experience, and transparency in the 
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process of eva luation also contributes to the problem of teachers' career structure 

implementation. Anderson ( 1973 cited in SchofC 1989:24) specified that the validity of teacher 

evaluation pract ices vary accord ing to: (1) the type and ailloun t and train ing given to eva luato rs; 

(2) frequency o f eva luation; (3) type or cval uative instru1l1cn t used. 

Moreover, teachers' career st ruc ture i1l1plemen tation suffe red due to undue po litical interlerence 

so as to give priorities to indi viduals aflili ated with the loca l political authoriti es (Harri s, 

1986:225). In support of thi s idea, I-loman (2000:3 13) indicates that the Problems related to the 

appraisal methods may greatl y affect the teachers' career development program in that, the stage 

of performance assessment process provide the greatest opportunity for distortion . These 

opportunities ari se both from the pressure which may put on the process and also the degree of 

subjectivity, which enters the process at thi s stage. Generall y, to be competent and trustworthy 

evaluator one needs to have a combination of a w ide 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 eva luation object, human relati on sk ill s, personal 

integrity, and objecti vity, and objecti vity , as wel l as char8cteri stics related to organ izational 

authority and responsibi lity. It is dinicult to fi nd one person possessing all these qualifi cations; 

or to choose the person with the lllost approprial\; charucteristi cs fo r a spec ilic evaluation (Ncvo. 

1970:23). 

2.5.3. Problems Related to Evaluatecs 

A career ladder scheme evaluates few teachers to sa lary increment. This elevation of few 

ieachers' salary may negati vely affect sta fr 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 N igatu, 2003:63). 

The above statement clearl y describes that; schoo l improvement is mo~t effectively carri ed 

through in the context of the schoo l shared vision ancl mi ss ion . What is apparently necessary is 

the capacity of the teacher li S a coordinator ancl collaborat ion to attain the organizational goa l. 

However, there was generall y little opportunity for the group to advance through ca reer 

promotion. Fenstermacher (1991: 143) argue that as ~ne moves up the hierarchy may fail to 

mange their career plan clue to the increased complexi ty and challenge of the work. Thus, they 
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require increased training and ski ll to perform it success fully, usuall y justify the increased salary 

and augmented status. 

In connec tion with thi s, Hammond-Darling, et al. (1986: 240) suggest that teacher satisfac ti on 

with teacher eva luat ion is strongly rel ated toea) perception that a ll evaluator share the sallle 

criteria for eva luation; (b) more frequent sampling of teacher perfo rmance; (c) more frequent 

communication and feedback; and ( d) t eachers a bility to affect the criteri a fo r e va luation a s a 

so lution. Hence, teachers to be ready for career opportunities, they must be aware of the bas ic 

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 interna lly for the smooth transition of those 

who are being educated from one year to the next, fro m one sk ill and knowledge leve l to the nc, \. 

and so fo rth (Havlelock and Huberman , 1977:26). 

2.6.1 The Strengthening of Support, SuperVision and Communication 

Attempts to improve the quali ty of education programs must foc us on the development of uur 

work fo rce capabi lities in its broadest context participation by both professionals and non­

profess ionals will be required and where appropriate students, parents and citi zens we ll (Ryan. 

1999 :296). Accordingly, in Ethiopian context the career structurp, scheme implementation shou ld 

be supported by various implementing bodies . In these connection MOE (1999:34) formul ated 

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

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

implementation through participation in seminars, workshop , training etc. 

2. Teachers' record must be organized properl y and make the data reli able at all level s 

starting fro m school up to region education bureau 

3. To give the career structure guideline in written fo rm to teachers, adverti s ing th rough 

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

establi shed . 

Regarding the support of teachers' caree r structure implementation Negatu (2003:63) indicated 

that, for successful il1lplemelltation of career structure, teachers with their association shoul d 

participate acti ve ly in pla nn ing. des igning and im plemcntati on stages . Thus, the support o r 

teachers' organi zati on is essenti al i I.' teachers' ca ree r structure refo rm is to be implemented 

effect ively at the schoo l level. On the other hand,' Scho ff ( 1989: 74) suggested altern ati ve 

strategies for improving teachers' pe rformance. These include (a) granting teachers more 

autonomy within profess ional standards. (b) Developing better collaboration among facil ity 

members (c) improving the quality oj' instructi onal leadership and (d) establishing "career 

ladders" based on interest and wiling ness to take on added responsib ilities. 

2.6.2 Making Teacher's Performance Appraisal More Effective 

Schools and school sys tems are staffed as if all the persons within each job assignment were 

equal in ability and potellti al. but in actually all persons differ in their preparedness for the 

assignment no one bring to the s ituuti on the same set o f experi ence and abili ties(Weisz, 

1999: 141). Therefore, making teachers' perfo rmance apprai sal more effective is an important 

component of providing qual ity educati on for citi zens. Armstro ng (2001: 19) identifi ed four types 

of performance measures that cun be used to eva luate the person's. These are: 

I. Many meaSlll'es whi ch incl ude max imizi ng ' inco me, minimizi ng expendi ture and 

improv ing rates of return ; 

2. T ime meas ures express perfonnall ce aga inst work time tables, the amount of back long 

and speed o f activ it y o r response; 

3. Measure of effect include attainment of standard , change 111 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 to the fo re in recent years as a means 

of providing a more integrated and continuous approach to the management of performance than 

was provided by p rev io us iso lated and onen in adequate me ri t rating or perfo rmance appraisa l 
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schemes (Armstrong, 200 I: 465). Thus, to make teachers performance appraisal more effective a 

new method or approach should be employed. The approach shou ld be based on the principle of 

management by agreement rather than rn<lI1agement by command. 

Galloway and Edwards (J 992: 126) argue that un e!Jective models of teachers apprai sal require 

the teacher to engage in self evo lution prior to and du ring appraisal are premised on the belief 

that teachers need to enter in to appraisal or extern al eva luation 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 thei r teach ing. 

In connection to thi s, a tra nsformation rather than conversion to new methods, techniques, or 

principles was suggested s ince the transfo rmation approach starts from the assumptio n that 

participants in any change process hold sub.iect ively reasonable belie f" that direct their actions. 

Hence, four minima l condit ions lor the succcss!·ul operation of teacher evaluation system was 

identifi ed. These include: 

.:. All actors in the system have a shared understanding of the criteri a and processes lor 

teacher evaluation 

.:. All actors understand how these criteria and proccsses relate to the dominant symbols of 

the organi zation, that is there is a shared sense that they capture the most important 

aspects of teaching, that the eval uation sys tems is cons istent with educational goa ls and 

conceptions of teaching work; 

.:. Teachers pe rceive that the evaluation procedure enab les and motivate them to improve 

their performance ; Wid pri ncipals perceive that tire procedu re enab les them to provide 

instructional leadership; 

.:. A ll actors in the system perceive that the eva luatio n procedure allows them to strike a 

balance between control and autonomy for the vari ous acto rs in the system 

2,6,3 Sh'engthcning Teachers DeVelopment Program 

In support of teachers professional development, the Ethiopian Education and Training Poli cy 

(1994:2 1-3 8) descri bed the cri teria lor .the profess ional development of teachers wi ll be 

continuous education and training, professional ethics and teaching performance. Provision of in 
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-serv ice trai ning is the major vehic le reaching teachers to up grade educationa l level. In this 

light, teachers ' profess ional development is one of the I¢atures o f the teachers' career promoti on. 

Among a num ber o f teachers' deve lopillent programs in - se rvice tra inings are believed to help in 

bringing about persona l and profess ional growth o f ind ividua ls there by moti vat ing them to 

achieve organ izational goa ls (MO E 2004: 13). Accord ing to Weisz ( 1999: 143) the recruitment of 

capable personal is onl y the initial step of the process following closely on the heels o f 

recruitment must carefull y pl anned indoctrinat ion experi ences for all persons at each entry point. 

Moreover, in-service program fo r a diffe rentiated staff should be an extension of a pre- service 

education program. It should help to sharpen the pro fessional skills of teachers. It should help 

identify and utili ze the spec ial ta lents and ab ilities of teachers . Finall y, an in - service program 

should provide the advance train ing for those gifted teachers who whi sh to assume higher leve ls 

of proress iona l responsibil ity witho ll t t! iving li p the ir pbce in the Classroom ( I ~ ya n . 1999 : IX 7). 

Hence, strengthening starr deve lopment program such as in-service trai ning program should be 

provided to enable upwa rd movement 1'0 1' those who wish further training, greater responsibility 

and more compensation. In addit ion, proress ional devel opment and planning will mo tivate those 

individuals to progress as they reali ze the ir own gro wth progress in the pro fess iona l standards 

movement is important fo r the teaching profess ion in that it is a means by which teaching 

profession attempts to enforce a quality floo r fo r the preparation of its members. In addition it is 

the basic means by which a profess ion seeks to assure the public of competent practitioners. 

Generally, the profess iona l standards inc lude certification of li cense and accreditati ons process 

(Stinnett, 1968: 285). 

2.6.4 Alternative Teachers ' Career and Remuneration 

The challenge befo re us is to des ign career opportunities fo r the best and the brightest that retain 

them in the classroom and that keep tilem c lose to the ir students, in career path that do not 

require moving out in orde r to mo ve li p. The career pa th sho ul d be constri cted in a way that does 

not derail the fines t teachers into the sys temic of the school but permits them to focus their ta le nt 

and skill on the student learni ng. In orckr to construct such career path, the autonomy of teachers 

IS essential (Fenstennacher, 1990 : 144) . Considering teachers as professionals, Stinnett 

(1 968: 183) suggested that the most like ly future development o f teachers should not be on the 
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rating of teachers for merit pay differentials based on position and responsibilities. [t is clear that 

people do change in the process of working, se ll~concept motivation and attitudes. All thi s 

implies that the future of new careers wi ll invo lve greater concern for the way in wh ich 

indi viduals use thi s opportunity and tum experience to personal advantage in whatever way is 

open to them (l3ennell and Frank, 1970:76). 

In thi s regard , Deccnzo and Robbins ( 1988: 2X')) artfuc that the ed ucat ion and training IS an 

effective career development progralll could include 'on the job training, educational or sk ill 

courses offered by personnel within the organization ; or ou tside courses provided by co lleges, 

universities, or specialized consu ltants. When these deve lopment activities are carefully aligned 

with an individua l aspirat ion and anticipated future organiza tional needs, they becomc an 

essential element in an employee's carecr growth. An alternative teachers' career may have to 

proceed laterally by moving to new roles at broadly the same Icvel rather than re laying on up 

ward career progression through an extended hierarchy. Armstrong (200 I: 610) described lateral 

movement as growth through offering an opportunity to take on extra responsibilities such as 

work ing on interdepartmental project tcarns, skill s alld competencies. 

Regarding remuneration, since rcmullcr'ltion is a valuc of' cash payments and beneli ts received 

by workers teachers as a prol'essiunal nccd to be provided with such benelits. Armstrong (200 1: 

616, 688) noted that competence relates pay is genera ll y more likely to be appropriate for 

"knowledge workers" in organizations where the v,llues and processes locus on Dexibi lity 

adaptability and continuolls ckveloplllcnt. Silllil aJ'iy, Schon' (1989:22) emphasized that the 

concept of merit pay, career ladder. and Illaster tcachcr are the consequence of' allempts to 

identify and reward outstanding perlonnance and presuppose the existence of an effective and 

valid teacher evuluation system. Generally, remuneration may stimulate increased compensation 

for quality teachers, thus a merit pay is design ing to link teacher performance directly to teacher 

salary and thus make teaching more accountable, as we ll as more financially rewarding (Sadker 

and David 1997: 514). 
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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) invo lved in the 

study. The second part treats analysis and interpretation of the data. 

3.1 General Characteristics of the Respondents 

The five secondary schools 0 f the zone comprise a t ota l p cpulation 0 f 206 ( 183 m ale a nd 2 3 

female). Of the total population(206), those teacher~ serving in the schoo l admi ni strati on as un it 

leaders and department heads, along with the principa ls and sl'pervisors considered 10 be an 

eva luators .Therefore, the eval uato rs acco unted to become 30. Pa rticularly the members o r thi s 

group were se lected with the assumption that they involved in teachers' perfo rmance eva luation 

system and serve as a commi (tee 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 

Total 
Target 

Actual rcspond cnts 
No Respondent Groups respondents 

Population 
No °A) No (X, 

1 Eva luators (Principals, 

Supervisors Dept. head 30 30 100 30 100 

uni t leader) 

2 Evaluatees (Teachers) 176 119 100 106 89. 7 

Total 206 149 72.33 i 136 91.28 

As indicated in Table 1, questionnaires were distributed to 30 evaluaters (principals, supervisors, 

and department heads/unit leaders) and 11 9 evalualees (teachers). A r esponse I' ate 0 f I 00 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 C haractcristics of the Respondcnts 
_. __ .~ __ J_ • . _.~~~_ ., __ 

.~~~.L."""". ___ - -, '--'--'~~ Ue'\'I} (~"dellls 

.-
Item Evalll(J I() J'~7iv=JUj- EV(f cJlalee~"(N-J fJ6) TUIIl /(N- JJ6) 

L % [, % f % 
Male 30 100 97 9 1.5 127 93 .4 

Sex 
Female 9 8.5 9 6.6 - -
2 1 - 25 3 10 8 7.55 I I 8.09 
26 - 30 3 10 13 12.26 16 11.76 
3 1 - 35 3 10 19 17.92 22 16. 18 

Age ~'±.9 ___ . ___ . _ ___ 5 16.7 34 32.08 39 28.68 _ .- -----------. 
41 - 45 H 26 .7 19 17.92 37 19.85 
46 -50 7 23.3 8 7.55 15 11 .03 
51 & above I 3.3 5 4.72 6 4.4 1 
Di Dloll1 ,. 5 16.67 30 28.30 35 25.74 

Educat ional BA/Bsc/Bed 25 83.33 86 7 1.70 10 1 74.26 
Background MAiMSC - - - - - -

Other - - - - - -
Service o -5 vea l's 3 10 12 11 .32 15 I 1.03 
years 6 - 10 " 4 13033 15 14.15 19 13.97 --------._-- - ---- -------

I I - 15 " '1 13.33 2 1 19.8 1 25 18. 3H ._-_ .. _- - -.--
16 - 20 7 7" ....... _-'.J.) 18 16.98 25 I H.3 8 -- - - -
2 1 & above 12 40.00 40 37.7'1 52 38.24 -
Bco j llilcr teacher - - 6 5.66 6 4.4 1 

Rank in the Jun ior tcacher 4 13.33 14 13.2 1 18 13.24 ---
Career Tcaclwl' 3 10 15 14.1 5 IH 13.24 --. . --
ladder Senior tdlcher 16 53.33 63 59.43 79 58.09 

Assoc iate lead teacher 7 7"1 ....... _-'. J" 8 7.55 15 11.03 - -
Lend teacher - - - - -

-

Less Illan 805 - - 7 6.60 7 5.15 
Current Belween 805 - 939 4 13.33 7 6.60 II 8.09 
Sa lary in Between 940 - 1089 - - II 10.38 II 8.09 
Birr Between 1090 · 1254 2 6.67 II 10.38 13 9.56 

Between 1255 - 1434 3 10 33 31. 13 36 26.47 
1435 & above 2 1 70 37 34.9 1 58 42.65 

Currenl POSI Teacher - - l eG 100 106 77.94 . -
Dept. head I I 36.67 - - II 8.09 
Vic. Princ iea l. 5 16.67 - - 5 3.68 
Princiila l 5 16.67 - - 5 3.68 
Supervisor 5 16.67 . - 5 3.68 
Unit lender 4 13.33 - - 4 2.94 - --

As can be noted from Table 2, the re were no fema le respondents among evaluators, but a few 

numbers ofthcm were serving as a teacher (8. 5%). Accordingly, thc sample proport ion too, has a 

total of 93.4% males and only 6.6% lell1a les. In t h i ~ case fema le participation in the leaching 

position of secondary schoo ls and in admini stral ive ' position in the Zone was very low. This 

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

lack of affirm ati ve action from the off'ic ials to prepare fema le offi cials. 
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As far as age of responden ts, 70% of the evaluators and 62.27% of the eva luatees were above 35 

years of age. Of the eva luators, most of them (26.7%) belong to the age group of 41-4S, but the 

evalualees (32.08%) fall in the age group between 36 and 40 years. Hence, thi s data depicts the 

fact that the majority of the evaluators were belong to the age greater than 41, wh ile the 

evaluatees ex tended to the ex tent of age 35 . This shows that ad mini strati ve posts in the 

secondary schoo ls under consicic ration scell1 t() ha ve ()ccupied by experi enced and ll1atured 

individuals. Therefo re, those who have experience l'l n it cou ld manage the career st ructure 

scheme and perforll1ance evaluat ion process. 

With respect to educationa l backgro und, 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 leve l of qualifi cat ion. This indicates that neither the evaluators nor the eva luatees 

had MAiMSC 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 nearl y 40% of the evaluators and 37.74% of the 

evaluatees were above 21 years serv ice. On the other hand, those eva luators fa lling in the 

interval of O-S years of experience comprises 10% whiie evaluatees with the similar wo rk 

experi ence constituting 11 .32%. Gcncnill y speak ing, both the eval uators and the cva luatecs 

groups show a pattern of an increase in the proportion pat terns of 0-5, 6- 10, II-I S, 16-20 and 21 

and above; with sa ll1ple proporti on of' 11.03%, .13.97%, 18.38%, 18.38% and 38.24% 

respecti ve ly. 

Regarding rank in the career structure, none of the eva luato rs be longs to the beg inner, but 5.66% 

of the evaluatees were beginner teacher. Similarl y, 23.33% ( 13.33% junior and 10% teacher) 

evaluators and 33.02% (S.66% beginner, 13.2% junior and 14. IS% 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 pos ition 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 eva luatees 

(100%) were having a teacher post while those grouped as eva luators were also serve in different 

administrat ive pos itions in the schools. The adm inistrative pos ts of the evaluators compri ses, 
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36.67%, 16.67%, 16.67%, 16.67% and 13.33% of department head, vice principals, princ ipa ls, 

supervisors and unit leaders respectively. Thus, their responses concern ing the issue wo uld 

prov ide valuable information about the current practice and problems of the teachers' career 

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 Guid elin e 

No Item Evaluators (N~3 0) Evaiuatccs ( T otal (N ~ IJ(') 

N~ 1 06) 
f '% f %, f 'X, 

I 
Yes 6 20 9 8.49 15 I 1.03 

Is the teachers' No 20 66.67 80 75.47 100 73.53 
career pract iced as 

I am nOI sure 4 1.1 .33 17 1('(14 21 \ ) . ~4 
per the guideline? 

To all competent 14 4(,.6 7 2S l()A2 42 .10 .00 

2 The career To all candidate 4 1J.3 3 25 23.58 29 21.32 
promotion is being 

In quota system 12 40 53 50 65 47 .7<) 
given 

Yes 17 56.67 44 41.51 61 44 .85 

3 
Has the school ever 

No 9 30 25 23.58 34 25 
been asked 10 reduce 
the number of Not sure 4 13 .33 37 34.9 1 41 .11 15 
promoted teachers? 
Do appeals arc Yes possible 14 4GJ17 42 } 9JJ2 5(, 41 IX 
possible for those 

Not possible 6 20 35 33 .02 41 30. 15 
teachers th at arc 

4 unfairly denied Teacher's do not 
promotion. 

know whether 10 33.33 29 27.36 39 28.68 

appeal is possible 

According to Table 3 item I the maj ority o f the responcients (66 .67% o f Ihe evalualors and 

75.47% of the eva luatees) responded that teachers' career structure has not been imp lemented as 

per the guideline. However, 20% of evaluators and insignifi cant number of eva luatees (8.49%) 

responded that the career structure is go ing to be implemented as per the gu ideli ne in the Zonc. 

This indicates that almost the majority of the respondents asserted that the accompl ishment of 

teachers' career structure was against the guideline and were not sati sfi ed on its implementalion . 
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Further, a chi -square (x2
) test was employed to tes t the ex istence of relationship between the 

variables (i.e. the status of the respondents and their opin ion towards the career structure 

implementation). Thus, testing the hypo thes is that: 

Ho: There is no signiti cant relat ionship between the responden ts status and their opinion. 

HI: There is a signifi cant relationship between the respondents status and their opinion. 

The chi-square test with 2 df, oc of 0.05 (two tai led) levels of sign ificance, the calcu lated x2 

becomes 3.16. Since x
2
0bt (3 .16) is less than the table va lue x

2 
crit (5.99), the null hypothesis is 

accepted. This indicates that the respondents status as eva luator or evaluatees is not signilicantly 

influencing their opinion rega rdi ng the given item. Thus, it can be deduced that the career 

structure is not accompli shed as per the gu ideline. 

Regarding how career promotion has been give n, item 2 of Table 3 indicates that, nearl y half 

(46.67%) of the eval uators and 26.42% of eval uatees replied that career promotion has been 

given to all competent, whi Ie 40% 0 1" eva luators and 50% of evaluatees responded that career 

promotion has been given acco rding to quota system. Hence, it seems that there is a difference of 

idea between the two groups of respondents in tha t the majo rity 01" evaluators agreed on the 

provis ion of career promot ion to all competent. 110wever, nearly half (50%) of eva luatees agreed 

on the provision of the career promotion in quota bas is. 

In item 3 of Table 3, responses on the question that ; whether the schoo l ever been asked to 

reduce the number of promoted teachers was summari zed. ~ased on this, evaluators (56.67%) 

and evaluatees (4 1.5 1%) confirmed that the schools were asked to reduce the number of 

promoted teachers. On the other hand , about 30% of the eva luators and nearly one fourth 

(23.58%) of the eva luatees responded that there were no requests for the school to reduce the 

number of promoted teachers. In genera l, 44.85% of the respo ndents agreed on the request of 

reduction while onc fo urth (25%) or the lll indica ted the absence o r such request. The re maining 

13 .33% of eva luators and 34.9 1 % o f eval uatees were unable to dec ide on the issue. On the other 

hand those who said the schoo ls have been asked to, reduce the nU1llber of promoted teache rs 

were requested to li st who gives the order of di rectives. 'r hen the responses arc : 
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• Woreda Education Office; 

• Zone Education desk; and 

• Higher Officials of the Zone. 

In item 4 of Tab le 3 responses 01' the respondents abo ut the possibility of ap peals for unfairl y 

denied promotion summari zed. Acco rdingly, 46.67% of eva luators and 39.62% of eva luatees 

responded that there was a poss ibility to the appeals . While few number (20%) of evaluators and 

33.02% of the evaluatees con lirmed Ihat there was no possibility to ap peals. Moreover, 

significant number of evaluators (33.33%) and eva luatees (27.36%) indicated that though there is 

poss ibility of appeals teachers didn't kl10W it. Thus, the majority of respondents (4 1.18%) 

confirmed the possibility of appeals, while 3 1.1 5% 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 rai sed to the respondents was to li st 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: 

• They are told to rcduce the number of promoted teachers by higher o rli eials; 

• Political and ethica l background u f the tcacher; persona l con tli et between the teacher and 

the administralive bod ies; 

• Personal qualities /trai ls/ oClhe leaeher; 

• To create sense of competitions between teachers and then the promotion to be based on 

high performance and quality; 

• The shortage of budget and use or quota system; 

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

• Lack of commitment to do co-curricular act ivities. 
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Table 4: Reasons for the Career Structure Not to be Practiced as pcr the Guideline 

----
No Item Evaluators Evaluatees 

f % f % 
Reasons for the career structure not to be practiced 

I as per the guide liue 

• Due to the interference of Ed. Ortiees 5 15.63 18 18.37 

• The introduction of quotn system 9 28.13 28 28.57 

• Interfe rence of political bodies 7 2 1.88 32 32.65 

• Budget constrai nts 10 3 1.25 14 14.29 

• Due to leniently given il1 fl ated appra isa l 

results to all tcachers I 3.13 6 6. 12 
----- -_._-----_ .. _ .. 

Totol 32 100 98 100 

N- Ilumber of cases N,- 5 N, - 5 

,i::. Mean score X~ 6.40 X ~ 19.60 

S ~ =- variance S'~ 12.80 S'~ 110.80 

- .. ---
NB- Due to mul tiple responses the frequencies bccome 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 (3 1.25%), introduction of quota in the 

competition system (28.1 3%) and interference of political bodies (2 1.88%) are the first three 

major reasons viv idly ex hib it the ex istences of dev iation; wh ile ev luatees responded that 

interference o j' political bud ies (32 .65%), int roduct ion of quota systcm (28.57%), and 

interterence of ed ucation offic ials ( I ~.3 7%) as lSi 2",t, and 3'd reasons respecti ve ly. 

To know whether or ·not evaluators and eval uatees have d i ffe rence in opinion about the reasons 

that the caree r structure scheme was not practiced as pe r the guideline in the Zone, the fo llowing 

hypothesis test was made using two sample mean Hcst as fo llows: 
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Hypothesis tcst; 

Ho: There is no signi ticant difference in opiqion among the evaluators and evaluatees 

on the existence or deviation. 

HI: There is a significant difference In between the groups of respondents on the 

ex istence of dev iatio n. 

As indicated in Table 4, N I= N2= 5 df= N I+N2 -2 = 8, XI= 6.4, X2= 19.6, S21= 12.8 and S22= 

110.8, then the t-test at df of 8 and oc of 0.05 (two tailed) level of significance yield 2.306, but 

the calculated or tObl = 2.66. Si nce, t";1 (2.306) is less than tob1 (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 hypothes is test result 

revealed that the observed frequencies were not stati stically significant enough to conclude that 

evaluators and evaluatees have no dif'k rence in their opin ions. Hencc, there is a signi ficant 

difference in opinion between the two groups oj' respondents. 'i'hi s leads to the findings that 

budget constraints may force the il11plelllcn ters to employ quota and also such activities cou ld not 

be done without the approval of the pol iti cal bodies'. Therefore, the pract ical ity of the career 

scheme is go ing to be affected by the in terrelated fBCIOl's. 
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3.3 Knowledge About the Result Oriented Performance Appraisal (ROPA) 

System 

Table 5: Knowledge About the ROPA Pr in cip les 

No Ilem 
E wtl /Uti 0 r Eva/lltlleeS To(a/ 

r % J % I % 

Yes 20 G(,.G7 57 53 .77 77 S(,.(,] 

I I know th e aims and No 8 2G.67 32 30.19 40 29.41 

principle of ROPA [ can', decide 2 ' 6.67 17 1604 19 1.'-97 
~-

Tot:.!1 30 100 toe) I (lO I J(, tOil 

!i, - 3 b!, - 3 F~ra'io = 4.861 
XI= 10 ',= 35.33 
5',= 84 5',= 408.33 Xl = 2.25 

Yes 14 46.67 47 44.34 61 44.85 
2 

No 8 26.67 3 1 29.25 39 2S.(IS 
ROPA system evaluates 
both quality and I can't decide 8 26.67 28 26.42 36 26.47 
quantity out comes 

Tolal 30 100 106 100 1Jr. 100 

!i,- 3 b!,= 3 
XI = 10 ',= 35.33 
5',= 12 5',= 104.33 

Yes 17 56.67 47 44.34 64 47 .06 
3 Before ROPA is 

No 12 40 55 5 1. 89 67 49.26 
practiced in the schoo l 
work shop orientat ion I can't decide I 3.33 4 3.77 5 3.68 
was given 

Total 30 100 106 100 136 100 

b!,- 3 b!, = 3 
XI = 10 X I= JS.]:; F-raliu 11 .22!) 

S', = 67 S1~= 752.33 

Yes 2 ! 1. 77 8 17.02 10 l:'i .().' 

4 The work shop or 
No 12 70.59 25 53. 19 .17 57.SI 

orientation given was 
satisfactory to pr::lcticc I can't decide 3 17.64 14 29.79 17 ](!.5() 

Ihe ROPA 
Total 17 100 47 100 (,4 100 

b!,- 3 b!, = 3 
Xl = 10 ',= 35.33 F-r'-llio = lO.5(, 
S',= 169 S',= 1785.33 ._---

Yes 19 63.33 42 ) (J.(i2 (>I 44)\) 

5 ROPA is marc ~~---

objective than the No 6 20 32 .10.19 31> 27,1)4 

former appraisal system I can't decide 5 16.67 32 30.19 37 27.11 

Total 30 100 106 100 136 100 

b!,- 3 b!,= 3 
XI = 10 ',= 35.33 1- vallie"" 4.51 (j 
S21= 61 S',= 33 .33 

Item I of Table 5 showed that the majority of the evaluators (66.67%) and evaluatees (53.77%) 

confirmed that they had knowledge abou t Result~Or iented (Result~Based) perfo rmance apprai sal 

system. In contrast to thi s s li ghtl y 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 rai sed. On the other 

hand 6.67% and 16.04% of the evaluators and eval uatees respecti ve ly pointed out that they could 

not dec ide whether they had knowblg~ or not abo ut ROP A. Further analysis was made by 

employing a ch i-square test to see the ~xten t of opinion association between the respondents 

status with 2 df, at ocoi' 0.05 (two tail ed) level of signifi cance. The ca lculated X2 becomes 2.25 

and the table value or X2cri! = 5.99. Since X20ilt. (2.25) < X2 crit. (5.99) it indicates that the 

respondents status as evaluator or eva luatees 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 ,S21= 84, S22= 408 .33, and oc of 0.05 indicate that f-ratio = 4.86, which is less 

than the table val ue 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 gro ups do have similar view or level of knowledge about ROPA principles and aims. 

Regarding the appropriateness of ROPA system in assessi ng quality and quantity outcomes, item 

2 of table 5 depicts that both responden t gro ups 46.67% of eva luators and 44.34% of evaluatees 

agreed on the quali ty and quan tity ou tcome measuring abi lit y of the ROPA system. However, 

26.67% of eva luators and 29.25% of the eva luates indica ted that the RO PA system is unab le to 

evaluate both quality and quantity outcoilles. There we re also more than one fo urth (26.67%) of 

evaluators and (26.42%) evalualees respective ly, 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 (5 \.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 tes ting the equa lity of the two groups variance showed that, 

the calculated f-ratio (11.229) is less than the table val ue (19.0), at df of 2 and oc = 0.05 level of 

significance. This confirms that the abse nce o f significant opinion difference between the 

respondent groups in that the majority of' the respond~nts (49 .26%) were not participa ted in the 

workshop. 
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The data collected through inte rview from woreda education officers shows that, before the new 

evaluation systems set to action teachers were taken an ori entation. However, currently the new 

comers as we ll as the old staff members need addi tiona I training or workshop. 

Responses to the question asked about the training or orientation adequacy Isufficiency 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 eva luators and eva luatees 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 eva luatees) unable to dec ide. However, both respondent groups have 

confirmed that even though workshop or orientation given it was unsati sfactory. From thi s 

discussion one can il:fer that even training was given to the implementers as a whole it was 

unsati sfactory. Hence, lack of adequate training may hinder the effecti ve implementation of the 

program. 

Item 5 of Table 5 summarizes the responses given to the question rai sed 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 TrP A system. In contrast to thi s, one fifth of tbe evaluators 

and 30. 19% of tbe eva luatees replied that ROPA is not more objective tban TrPA system. This 

indicates that undeniable numbers of respondents were appreciated the traditional eva luation 

system (TrPA) in its objecti vit y. There were a lso respondents ( 16.67% of evaluators and 30. 19% 

evaluatees) unable to decide on the objecti vity or subj ec ti vity of the appraisal systems. 

Based on the above ti'equency distri bution, one can : eas i Iy infe r 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, emploYll1g t-test at df = 4 and oc of 0.05 (two tailed) 

level of significant proffering the bypothes is: 

Ho:There is no s ignificant difterence 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 tob' (4 .5 16) > t,,;, (2.776), the null l, ypo thes is had been rejected. This indicates that there is 

statistica ll y signilieant o pini on difTe rence betwcc n thc tlVO groups o r rcspondent s to wa rds the 

objectivity of the RO PA. This s,:ems that evaluators ha ve positive out look and perception than 

eva luatees towards the ROPA objecti vity or its less liabil ity to personal bias. 

T able 6: How Teachers ' P erfo r man ce is Evalua ted 

--r---'-
Frequ ency o f res ponses 

Ilem Eva luators Eva luatees Tota l 

/ % / % / % 

Based on the TROPA principles 17 56.67 60 56.60 77 56.68 

Using the traditional method 3 10.00 II 10.38 14 10.29 

By both methods 10 33.33 30 28 .30 40 19. 14 
--- ------ ~-- ---- .. . -- _._._- ----

Other (s) - - 5 4.72 5 3.68 
.---_._ -

Tota l 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 eva luatees responded that, currently teachers' performances were evaluated based on 

the TROPA principles. But, very few numbers of eva luators (10%) and eva luatees (10.38%) 

responded that teachers' performance is currently evaluated using the traditional method (TrPA). 

However, 33.33% of evaluators and 28.3 0% of evaluatees ensured the application of both 

methods of evaluation system in the schools. Unlike eva luators, evaluatees (4 .72%) ind icated the 

absence of performance eva luation s ince the last two yea rs in the schools. Genera lly the data in 

Table 6 indicates, both evaluators and eva luatees under the stud y believe that, currentl y teachers' 

performance is go ing to be eva luated based on TROPA pr incip les . As interview made with Ihe 

Woreda Educntioll Desk oflic inls r~veal that, currentl y teac hers in the zone were eva luating 

using TROPA princ iples. Uut, due to incompetence of the implementers and prob lems related to 

the TROPA implementation process for career compelition mostl y results obtained from the 

traditional sys tem of evaluati on 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 

No Item 
Eva/mt/or EIJalllflfees Total 

r % ( % ( % 

Do you have knowledge Yes 2 1 70 54 50.94 75 55. 15 

about teachers' career 
No 9 30 52 49 06 6 1 44. 85 

I structure plan and its guideline 
Total 30 100 106 100 136 100 

A re the criteria refined enough Yes 7 23.33 18 16.98 25 18.38 

to selec t hard working No 19 63.33 6 1 57.55 80 58.82 

2 teachers'! Don't know 4 13.33 27 25.47 3 1 22.79 

Total 30 100 106 100 136 100 

Item I 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 thai, 

especially those teachers involved in the schools administrative activiti es may gain knowledge 

through their exposure in different committees of the schoo ls or may have go t an opportunit y 10 

parti cipate in orientati on programs. However, 44. 85% of the respondenl s in both grouJls (:10%,) or 
the evaluators and nearl y half (49.06%) of the evaluatees confirmed that, as they lack kno wledge 

about teachers' career structure plan and its implementation guideline. 

Item 2 o f table 7 shows respondents ' opinion on the refinement (appropri ateness) of' the 

promotion criteria in selecting the hard working teachers. Accordi ngly, 63.33% of eva luators and 

57.55 % of evaluatees replied that, the promotion criteri a are not re fined enough to select hard 

working teachers and has no relation with teachers day to day activiti es. 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%) o f evaluatees were unable 

to decide on the issue negatively or positi vely and stood at the middle . Hence, thi s shows that the 

ex istence of gap in between the criteria and hard working teachers. Due to thi s one can conc lude 

that the selecti on criteria for teachers ' career promotion were inappropriate. 
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Another ques ti on raised to those respondents who responded or agreed on the inappropriateness 

of the career promotion cri teri a was to rallk order SOllle of the reasons that made the criteria not 

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

Table 8: Reasons for the Criteria No t ticing Refincd 

Ellalua/ol's N - /9 £Vlllllillees N- 61 
Descript ive Descriptive 

ItCIII stat istic statistics D=rl-r2 D' 
No 1------

weighted wc iohted Rank I Rank f M~an Mean 

I 
They are not directly related to 

6 1 3.2 3 212 3.5 2 I I 
the work of tl..!achers 

-- _._- ---- ---- - -_. 
2 They lack c larity 78 '1. 1 I 238 3.9 I 0 0 

--- --- _._- --
3 The are not comprehensive 37 I.Y 5 144 2.4 5 0 0 

._------ -_. --------------

4 
They are nol cred ibll: to show 

69 3.6 2 ISO 3.0 3 - I I 
re,"it (Ollt p"t ) 

--- --

I 
5 

Don't consider the availability 
,19 2.6 177 2.9 4 0 0 "I 

of faci lit ies i ll schoo! 
----------- .. 

);D' ~ 2 P ~ 0.9 
No. or opt i ons~ 5 

In ranking the reasons for promotion cri teria inappropriateness, the majori ty of both respondent 

groups ranked lack of clarity of the criteria as the first reason. In addition, evaluators put the 

incorporation of promot ion criter ia which is not directly relating to teachers' work as a th ird, 

whi le evaluatees ranked this option as a second. On the other hand, evaluators ranked the criteri a 

are not credible to show the result or output , as the second reason but eva luatees ranked this 

option as the third. Thus, the respondent groups c1iffer in ra nking the appeared options degree of 

seriousness in contri but ing to tlte inapprop ri ateness oi' promotion cri teria. However, both groups 

of respondents agreed on giving rank s for op tions such as, lack of clarity, not considering the 

availabil ity of school faciliti es and lack of comprehensiveness of the criteria as I ",4th and 5th 

reasons respectively. 

Whether there exists a relat ionship between the ranks as pointed out by evaluators and evaluatees 

or both the respondent groups perceive similar facto rs to the criteria not being refined, a 

hypothesis test was made. 

57 



1-1 ,,: Therc is no significant dirrerence between the two ranks. 

H I : There is a significant difference between the two ranks. 

The calculated Spearman rank order correlation coefficient yie lds to be 0.9, Pnil. = I.OOO, at N= 5 

and oc=0.05( two tailed). S ince P"hl(0.9) < P"'il (1.000) , Icad ing to thc acccpt thc nul l hypothes is. 

Therefore, it would be concluded that there is no stati sti cal ly significant dirference is thc ranks. 

3.5 Career StructUl-e Contributions 

3.5.1 Improving Teachers' Socio-economic Status 

Table 9: Career Structure Contribution in Improving T eachers ' 

Socio-economic Status 

Evaluator Ella/ tllIfce,\' 
No Item 

f % I % 

I The extent the High 3 10 " 2.83 0 

career structu re Moderate 9 30 23 21.70 

has improved the Low 10 33.33 46 43.40 

economic status Not improved at all 8 26.67 34 32.08 

Total 30 100 106 100 

TO/III 

f % 

6 4.41 

32 23. 53 

56 41.1 X 

42 30.88 

136 100 

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 improv ing tlie socio-economic status of teachers. 

Simi larl y, 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 contri bution to the improvement of socio-economic status of teachers is low. S li gh tl y 

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-cconomic 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 or 

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

Structure 

---~-~-~---- ~~-~-~~-~~ .~~~ 

Eva/utl/ol' Eva/uatees D=rr 
0 ' No Rea.wlls 

I i % 1' , J, % 1', r, 

1 The increillent does not reflect the cost 
9 n~13 2 40 26.49 2 0 0 

ofl iv illg 

2 Not COlli parable with sll l<lr ies paid ill 
12 37~50 1 50 33.1 I 1 0 0 

other occupat ion 
~-~~.---- --- -- -_.- ~- ----

3 The increme nt is 1101 Clllllparable to 
4 12.50 4 25 16.56 3 1 1 

teachers wo rk 

4 Does not rdlect the imporlance of 
6 18.75 3 23 15.23 4 1 1 

teaching to the society 

5 Unable to improve profess ional 
1 3.13 5 13 8.61 5 0 0 

qualification through furth er educat ion 

Total 32 100 151 100 0 2 

As Table 10 indi cates, eva luators(37 .50 % and 28 .1 8%) and eva luatees (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 no l re lleel the cos.t 01' livi ng options as the I" and 2"d main 

reasons respec ti ve ly. I-! o'vvever, eva lua tors and eval uatees eli/fer in their Jn l choice. In th is regard , 

the opinion that the salary increment is not comparabl e to teachers wo rk was selected by 16 .65'/'0 

of the evaluatees as a 3'd choice or reason in the rank ing. But, this reason supported by 12.50% 

of evaluators 3ltd ranked lo urth. In contrast to thi s, the option that the salary increment cloes not 

reflect the importance of teaching to the society was chosen by 18.75% of evaluators and ranked 

third, whi le thi s op ti on ranked fourth by eva luates (1 5.23%). Based on the above data, the 

research finding show us, the basic reasons for the low leve l of teachers socio-economic status 

are: incomparabi lity of teachers salary with other occupation, salary increment that does not 

reflect the cost of living and salary increment does not refl ect the importance of teaching to the 

society. 
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Table 11: The Career Strudure Erred on the Morale ol'Teachers 

_ .. -~ --.~---- -~ -' ~-. . _ .. - ..----. - ..... - --,- _. __________ u.......-....... _""'~ .... ~ _=~ __ .. ___ ~ __ ..... _" 

1:: I 'll III (ItOI' i:.')I(lllI ttlee.\' To/al 
No lIclIl 

f % f % f % 

I Raised the 1110ral or teachers 10 33.33 30 28.30 40 29 .41 

Reduced the moral of leachers 4 13.33 32 30. 19 36 26 .47 
... 

No change 16 53 .33 44 4 1.51 60 44. 12 
------ ---_. --_. 

To(al 30 100 106 106 136 100 

.t:!o of options - J l'!1 - 3 l'!1 - 3 
X == mean X, = 10 X2 = 35.33 1 = 4.540 
S:)' = VariallCl: Sl2 = 30 s/ = 57.33 

Tablell, presents tbe ex tent of the cat'ecr structure contribution ,n rw s111 g teacbers' morale. 

Accordingly, 33.33% of the eva luators and 28. 30% ortbe eva luatees agreed on the importance of 

tbe career structure in rai sing the teacbers' morale. However quite a number of respondents in 

both groups, 13.3 3% of evaluators and 30. 19% of eval uatees responded on its negati ve effect. On 

the other hand the majority of evaluators (53.33%) and evaluatees (4 1. 51 %) responded to its 

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

respondents (44.1 2%) believed that the ca reer structure scheme has no contribution in raising or 

reducing teachers' morale. 

Even though, the majority of the respondents agreed on the neutral e ffect of the scheme on 

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

the fol lowing hypothes is was made and tes ted. 

Ho: There is no significance cii lkrence in opi ni6n between the respo ncient groups 111 

the ir reasOlung. 

H,: There is significance difference in opinion between the respondent groups in their 

reasol11n g. 

As the result of tobt (4 .540) > t"it (2.77) , the null hypothesis is rejected . This confirms that there 

is stati sticall y significant opinion diffe rence among the respondent groups in depicting the 

specific effect of tbe career structure scheme on teachers' morale. Therefore, these leads to the 
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linding that the ca r~~ r st r uclu r~ schell Ie has IlO ro ll ~ ilher llil r" ising or reducing teachers' 1l10r"k. 

f'urther, those res polllkn ts who agreed np Oil I11m,d rc,lllction o f' teachers due 10 caree r structure 

was asked to identiCy the reasons or 1 ~lc tors, then the res pondents' responses were summarized 

and the percentage responses were milked on the fo llowing table. 

Table 12: Reasons for Reducing the Mo rale ofTcachus 

-
N Evaluatol' Evalua/ees Total 

Reasolls 
0 I, % 1', fz % 1', I % I' 

I The salary illcrement has not 

brought a sigllificalll chan ge in ' I L14.44 I 28 35.90 I 32 36.78 I 

the living slandard s or tcacher 
-

2 Unfair treatmellt of the snlary 
3 33.33 2 18 23.08 2.5 21 24.14 2 

increlllent 

~ 
._-_. -

Tile dev iat ion or th e guideliJl e 
I I I. I I 3.5 18 23.08 2.5 19 2 1.84 

, 
J 

in the implement at ion 
._----

4 Excess ive part ial ity on tile 
I I I. I I 3.5 14 17.95 4 15 17.24 4 

appraisers part 

TOla l 9 100 78 100 87 100 
-_.-.'-'- ". __ L_.,_~_ 

According to data in Table 12, salary increment due to the career promotion did not brought a 

significant change on the li ving standards of teachers, 44.44% of the evaluators and 35 .90%of 

the evaluatees supported thi s option. Thus, it is the reason chosen by both groups of respondents 

with the highest frequency. Moreover, there were also few eva luators (1 1.11 %) and evaluatees 

(17.95%) responded that excessive partiality on the apprai sers' part as the cause for the morale 

reduction of te"ehers. From the above discuss ion , there has been evidence to extract the linding 

that, the career scheme plays insignil'icant role in rai sing the teachers' morale through sati sfactory 

salary incremen l comparable wi th othe r ucc upati ons. 
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Table 13: What Should be DOllc With the Teachcrs' Caree l' Structure? 

No Item E VII/ II II/or.' Evu/uolees To/a/ 
---~--------

---_._- --.. _-_.- [ % . __ I % r % .- --~--- ---
I In efficien t (abandon) _ 2 6.67 22 20.75 24 17.65 --.. - - ~--- - ._---- -------

Sholiid be I\;v iscd ~ ~ lJ3 .. n I X" ...1-7] 30_ I 10 BO.BS , -
--'.-- .- - - -- -- - -- -

Other (s) - - 2 1.8') 2 1.4 7 ._--_.-.-. __ .---- _ ..... --_ .•. _- -. --- -
Total 30 100 .IOG 100 136 100 

Number o f opl ion N ~~ 3 N=3 
Meall X= IO X=35 .33 

Variance S/ =244 S, '= 1733.33 

-.~-. . _--- ._-- -.~-.--.- - .. ._ ••. _ ------- !.... . .. _._--_ ... _._-

Regarding what should be done with the career structure scheme, Table 13 clearly presents the 

opinion of the respondcnts. Accordingly, the majo ri ty 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 eva luators 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 foll ows: 

~ It should give an account for service yea ,'" since there is no salary difterence between 

the newly hired une and the one hav ing IOll ge r e;;j)criences. 

~ The career promotiun criteria should be dral'led with the parlicipat ion orall concerned 

bodies main ly teachers. 

The computed I'-rat io shows that, the absence of signili cant response difference between the 

evaluators and evaluatees. Similarly, the H est employed at df of 4 and ex of 0.05(two tailed) 

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

can be inferred that there is no signi ficant difJercnce of opi nion between the respondent groups. 

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

both in teaching and teaching profession. 
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T able 14: Rank Order of Factors Motivate Teachers 

[ \"aIU310r s(N=28) Evaluatees(N=82) Total(I\"= llO) ~I can 

rank 

No Item Desc riptive s tatis tics Descriptive stati stics Descripti \'c statistics 

1 
Ra nk Ib n!.: Ra nk 

Sum I mean % variance Sum mean % variance Sum mean . % variance F- ratio 

I 61 I 2.18 I 
1 

9.; I I 2.961 I Reducing working hours (loads) 2.79 6.52 12 265 '" I 4.05 ! 12 326 3.7 8.9 12 1.459 J ._J 

263 I 
I 

12.031 I I I 
, 

I 03~ I High salary and accelerated 
9.391 

I 
2 advancement 11 .32 771 9.4 IU8 I 10. 19 I I 9.4 12 10.39 I I.! 15 I 

I I 
832 1 71 

I 
! Certification and licensing of teachers , I , 

6 - I 7 I 3 IS2 ! , I 1.67 527 6.43 8.05 I 9.8 - I 709 6.45 8.1 9. 19 1.2i8 , 

I 
I 

8.2; I 10.56 1 10.2i I 
, 

10.591 10.62 1 

, 

92~ I 8.4 1 10.61 10.441 

, 
In service training related with better d 4 salary and promotion 231 I 3 693 8.45 3 1.034 

I 
I I 

10.88 I 2 I 11.041 6.721 

I 
961 I 8.741 II I 

Allowances such as housing family I I 

8 5 I I 
5 hardship etc. 238 I 7.96 723 8.82 ~ ! 6.99 2 1.18:' 

I 
i 

-4.361 5.58 I 8.461 II I 5.29 1 8.961-

I 

468 I 4.251 ;AI Medal awards I 
II I II I 1)59 6 122 I 346 4.22 I 8.76 

201 I 7.18 I 9. 191 4 1 9.61 I 9431 

I 

830 I 7.;; I 
Change within teaching profession and I ~ I 7 the society at large 12.08 629 7.67 9'; 10.05 4 U81 

, 

9.0; I 7.061 8.84 1 8.11 1 6 1 7771 7.061 8 Improving school faci lities 198 1 7.07 7.7 6 579 8.9 7.93 6 1.053 

163 1 ; 82 1 74; I 6.07 1 HI I 8 I 
I , 

9 Bonus payment 9.26 9 498 8.3 7 661 6 7.6 8.53 9 1.106 
I 

199 I 91 I 51 611 I 9.33 1 810 I 
i 

10 Democratic administrative procedure 7.95 7.45 8.03 5 7.36 9.3 7.96 5 1.0 I I 
7.1 I 

Involvement in pol icy fannulation 
1 177 1 

I 
7.54 1 9 1 6741 

I 
II 6.32 8.1 I 9.86 8 497 6.06 8.08 6.13 7.7 8.46 8 1.22 I 

Participmion of [cachers' association in 
152 [ 543 1 101 4.98 1 6.23 1 _ J_-,~ 5091 

!i 
12 the career promotion commiuees 6.95 11.37 408 560 6.4 10.07 10 1.1 72 lj 

--

63 



It is clea rl y revealed in T'lble 14, both the eva luato rs and the eva luatecs res pecti ve ly rateel the 

options in rank order or high salary and acecier'lkd advancement ( 12.03% and 11. 7ll%). 

allowances (10. 88'Yo anel 11.04%), in service trai ni ng rela ted with better sa lary and promoti on 

(10.56% and 10.59%), change within the teachi ng profession and the society at large (9. 19% and 

9.6 1%)and democratic administrative procedures ( 9.1 0 % and 9.3 3%) as the first fi ve 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 l\r;,~0.99 , at cc 0.05 level of significance Pcr;'= 0.59 1 which is less 

than the calculated val ue. Th is indicate high relationship between the respondents ranki ng. 

Therefore, according to the computed mean and thei r rank order, the li ve mot ivati ng factors that 

need revision in order to impro ve teachers ' socill- "co l ~l)nlic status arc: 

1. High sa lary and i.lcce lemtcd advallcclllcnl ~ 

2. Allowances such as housing, fam il y, ha rdsh ip etc.; 

3. In-service training related with better salary and promotion; 

4. Change within teaching profession and society at large; 

5. Democrati c adm in is trat ive procedures. 

Tablc 15: Carecr Structul'c Contribution in Rctaining Tcachel's 

---- t: I'll I II (f lor.\' E va/all/ee ... ' To/a{ 
No " em --_._---- --------

I % f % f % 

I Contr ibut ion or teachers' career 

structure il l retaining teachers 
._------_. -- _. 

High 6 20.00 15 ! ' I. 15 2 1 15.44 
-.. ----~~ ._-._ -_._-

Mocle rate 7 ')" -" _J.~J 24 22. 64 3 1 22.79 
-

Low 14 46.67 54 50.94 68 50.00 
---- ._- - - - - -

Negative 2 6.67 9 8.49 II 8.09 

DOll't know I 3.33 4 3.77 5 3.68 

- To\al 30 100 106 100 136 100 
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Respondents were requested to indicate the ex tent of career structure contribution in retaining 

teachers in their job and the responses we re summarized in Table 15. Accordingly, 20% of the 

evaluators and 14 .15% of the evalullWcs indicated the career schcme high contri bution in 

retaining teachers. Simi larl y, 23.33% of the evaluators and 22.64% of the evaluatees con firmed 

that the career structure helps to retain teachers in their profession moderately. In contrast to thi s, 

nearly hal f (46.67%) of the eval uators and 50.94% of the eva luatees responded to its low 

contribution. This indicates that the m"jori ty of the respondents were agreed on the career 

structure low contri butions in reducing the number of teachers who leave the profession for other 

job opportunities . Therefo re, the caree r scheme has not brought any remarkable change in 

retaining teachers in their pro fession . Thi s practi ce might be e liminated through wel l des igned 

and effective ca reer stri cture scheme that motivate and raised teachers' mora le . [n thi s 

-

connection, Weisiz ( [970: [43) indicated that dropou ts in staff personnel otten can be identified 

early and indiv idualized in service experiences may avo id the loss of those who should be 

retained. 

Tab[e 16: Responses fOl' "High" and "Low or Negal"ive" Contdbution of Career Structure 

in Retaining Teachers in the Profession 

. • • -.... ·. a ........ -
No Evaluator Evu/utllees TO/Ill 

I 
Reasons/or It~gll cOlltributioll 

Ji % " / , % " / % , 
High sa lary provisioll 3 37 .50 2 5 27.78 2 8 30.77 2 

Improving social status ' I 50.00 I 7 38.89 I II 42.3 1 I 
--- ---- , 

Prolllotes prof~ss i omd Icamillg I 12.50 .> " 22.23 3 5 19 .23 3 

Prospect I~ prml~OI-i~I ~--
- - -- - - -_._-_ .. _-. _----. ---_.- ~-

- - " 2 I I. I I 4 2 7.69 " --- - -----_ . -- - - -.--~--. --- -_.-... - - ---;.- ._-- -- 100- --
Tola l 8 100 18 100 26 

Reasollsfor low or negative 

2 cOlllribliliowi 

Imbalance between sa lary 

49. ii i increment and the cost of cavi ng 15 55.56 I 55 I 70 50.36 I 

No impro vement in soc ial status 7 25.93 2 3 1 27.68 2 38 27.34 2 
----- - - - ---- ----- ._-

Its disconti nui ty after 16 years 

(above lead teacher) 3 11.11 3 12 10.71 3 51 10.79 4 

Its interrupt ion due to di rec ti ves 2 7.4 1 4 14 12.50 4 16 11.5 1 3 

Tota l 27 100 11 2 100 139 100 
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As indicated in item I on"able 16, half o f the eva luators and 38.89% of the eva luatees indicated 

that the scheme has high contribution in retaining teac:hers due to improvement in soc ia l status 

selected as the first reason. But, high sal ary provision stood second, supported by 37.5% and 

27.78% of the eva luators and evaluatees respectively. However its contribution in retai ning 

teachers due to promotion prospect was not chosen at all by eva luators, 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 profess ional career 

development that provides adequate rewards and compensations. To support thi s, 

Aggrawal (1988: 30) suggest that, giving prestige and respect to teachers play an important ro le 

in attracting and encouraging them to remain in the profess ion. But in our case the ca reer 

structure contri bu ti on in providing hi gh sa lary for expe ri cnced teachers seems un att ractive and 

then inefficient to retain teachers in the ir profession. 

Further, item 2 of Table 16 depict that the respondents response who rep lied to the " less" or 

"negative" contribution of the carecr structure in retaining teachers? Accord ingly, 55.56% of 

evaluators and 49. 11 % of evaluatees ident ified 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 Il. l i % and 10.7 J %, 7.4 J % and 12.50% of the 

evaluators and evaluatees respectively. From thi s one can deduce that imbalance of salary 

increment with the cost o f li ving is the main problem that negat ive ly affect the retaining power of 

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

Evalualol's EVlIlllfllees Tollil 
No Item 

J % J % J % 

I intereSllo lea ve the pro ress ion 

High 25 83.33 82 77.36 107 78.68 
- -

Moderately 3 I a.oo 14 13.2 1 17 12.50 

Low - - 3 2.8 3 3 2.2 1 

No intelltion to leave 2 6.67 7 6.60 9 6.62 

Totul 
30 100 106 100 136 100 

2 Leave the profession 101' another 
10 40 .00 28 34.15 38 35.51 

equally paying job 

High paying job only 7 28.00 19 23.17 26 24.30 

Even for less paying job 8 32.00 35 42.68 43 40.19 

Ff~ 
,. -.:-
• 25 100 82 00 136 100 W-, ' ," . 

Total -,' 
N I ~3 N2~3 

No . of options~ N X, ~8.3 3 X, ~2 7.33 

Mean~X S,2~2.33 S22~64.33 

As indicated in item I of Table 17, the majority of evaluators (83.33%) and evaluatees (77.36%) 

indicated their high interest to leave their profess ion; while very few numbers of respondents 

( 10% of evaluators and 13.2 1% oreva luatees) indica ted the ir medium ·in terest. In con trast to th is, 

none of the eva luators but 2.83% or the eva luatees hav\;! ind icated their low interest to leave the 

profession. This preci icts th 'lt, re latively the evaluators (principa ls. superviso rs and those 

teachers' involved in administrative work) may be satisljed with the profession. In addition 

6.67% of evaluators and 6.60% of eva luatees show their preference to stay in the profess ion. 

On top of this, to assess the reasons behind leav ing the profession the respondents were asked to 

forward their reasons and the responses were summari zed in item 2 of Table 17. Accordingly, 

40% of evaluators and 34.15% of evaillatees indicated that they leave the profess ion for another 

equally paying job. Few num ber of' evaluators (28%) and 23 .17% of evaluatees also indicated 

that, they leave the profession onl y for high pay ing job. However, 32% of evaluators and 42.68% 

of evalllatees pointed OLlt that they leave the profession even for less paying job. Thus it can be 

inferred that the career structu re scheme contribution in re!9. ininQ te~chers in their profession has 
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little or no impact. Further, to see whether there is a vari ation of opinion between the evaluators 

and evaluatees preference, two sample mean t-test was employed in testing the hypothesis: 

Ho: There is no sign ificance difference in preference between the respondent groups. 

HI: There is a significance difference in preference between the respondent groups. 

Since tobl (0.972) < tcril (2.447) at df of 6 and ceof 0.05 (two tailed) level of significance the null 

hypothesis retai ned. Thi s in fer red that both groups of respondents have similarity in their 

preference in that, the maj ority of the respondents would not prefer to stay in the teaching 

profession if they had job opportuni ty evell less paying job. 

Table 18: Opinion as to What Measures to be Takel~ to Make the Career Schcmc Effective 

in Relaining Teachers 

No Possible lII easure!'; could be laken 
£"11 /1111 (or( N - 30) £I'o/lIo(ees(N- } 06) TOfll/(l 36) 

Ji % 

~ 
12 % " 1 % , 

1 Periodic review of salaries to 
15 30.00 46 27 .54 2 6 1 28. 11 2 

the cost of li ving 

2 Narrowing the gap between sa lar ies of 
17 34.00 I 61 36.53 I 78 35.95 I 

teachers and non teachers 

3 The extra pay must be sufficient to 
8 16.00 4 2 1 12.57 4 29 13.36 4 

rise the morale 

4 Provide olher benefits or goods and 

services for them selves and their 10 20 .00 3 39 23.35 3 49 22.58 3 

fam ilies 

Total 50 100 167 100 217 100 .• 

Table 18 clearl y revealed Ihal , amollg oplions 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 famil ies were 

selected as a thi rd 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: 

• Narrowing salary gap bet ween teachers and non teachers; 

• Periodic review of salaries to the cost of living; and 

• 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 thi s 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 sec tors due to various pay ing system and allowance of adm inistrat ive position 

etc. show an advancement. As the result , tli tferential bet ween teachers ' sa laries and those of other 

protess ional widens as the num ber oj' se rvice increase s ince the teachers' career promotion 

provides insignificant pay advancement. This is also evident even after the career scheme 

implemented. I-lence, the scheme is no t rewarding and attractive to retain experienced teacher in 

the profession. 
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Table 19: The iLxtcnt to Which the Career StJ'Ucturc Improved the Various As pects 

of Teachers 

Fre(JlIellciel ' mul pel'celllllf:e (~f respollses 
N 

IlllpJ'() )le lll e lll EVIl/l/l/IOr.\' IN =30 ) Evacllalees N =/06) Tollll( /36) 
() ___ L- % -----.L % r % --

----_. _ _ .- .- .------ ----- ----
. 'y-" rl.!, i ,~hl y _._ 4 13.3] II 10.3 8 15 11 .03 

- - - . _._--- - --- --_. 
I-l igh lr I 3,.33 9 8.49 10 7.35 

Teachers liv in g _~oder"le!x ____ 14 4(;.67 30 28.30 44 32.35 
conditions 

._ -----------
Low II 36.67 4S '15.28 59 43.38 

I ._. --
5.88 Very low - - 8 7.55 8 

N= No or options N. =5 N,=5 
x= mean x, = 6.0 X,=2 1.20 ., 
s-= varia nce S,' = 38.50 s'2=305.70 

_._--- _ .. --------_. 
Very highly 4 13.33 II 10.38 15 11 .03 

l-ii"h lv 5 16.67 16 15.09 2 1 15,44 
Teachers 

Moderale l ~ 10 13.33 35 33.02 45 33.09 
invo lvement in 

Low II 36.67 40 37 .24 51 37.50 2 socio-econol1l ic 
Ver~ low - -- 4 3.77 4 2 .94 

activity 
N= No of options N ,05 N,-5 
x= mean XI=6.0 X,=21.20 , 
s-= varialH.;e S, '=20.50 5',=242.70 

- .. --------.... ---~ . ----'f OO
-

3 Very highly 9 8.50 12 8.82 -
J=~~X 

--- :-~ ~ -~ ~~ 
10 9.43 13 9.56 

Social status Moderatcl~ 18 16.98 23 16.9 1 
ascr ibed to lhe Low 13 43 .33 5 1 '18. 1 I 64 47.06 
teaching - Very Io;~-- --.- - - --- -----

6 2000 18 16.98 24 17.65 
profess ion by lhe -- -- -_. 

N= No uf options N, . 5 N ~-- 5 
soc iety x= tlI eal! x= 6.0 x, ~21. 20 

" 

s'·" 17 .00 s\=295.70 S" = v,lrj;Hlt:~ 

4 Ver~ h ighl~ 5 16.67 14 13.21 19 I 13.97 

J:li~ 2 6.67 12 11.32 14 10.29 
Teachers Moderntel~ 6 20.00 20 18.87 26 19. 12 
confidence and Low 14 46.67 37 34.90 5 1 37.50 
pride in the ir Verv low 3 10.00 23 21.70 26 19.12 
profess ion N= No or options N,. 5 N,=5 

x= mean x=6.0 x,=2 ! .20 
2 • 

s = varla llce s i'= 22.50 s',=97.70 --

Item I of Table 19, shows that most of the evaluators (46.67%) have the opinion that career 

structure improved the teachers' li ving condition " moderately" . But , most of the evaluatees 

(45.28%) agreed on the sc it ellle "Iow" contribut ion in improving teache rs living condition. In 

contrast to this, none or the e val uators were agreed on " ve ry low" contri but ion o f the caree r 
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scheme, while 7.55% of the eval uatees we re agreed on .thi s option. Generall y thi s stud y indicates 

that the majority of the respondents believed on the cmecr 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 I= N2 = 5 options, XI = 6, X2 = 21.20, Sl2 = 38.50, S/ = 305.70 ex: of 

0.05 level of significance (two tai led) wi th df of 8 shows that; tohl = 1.832 and teril = 2.306. Thi s 

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. 

Item 2 of the same Table 19, indicate that most of the eva luators (36.67%) and cvalua tees 

(37.24%) assured that. the implemcntat ion of career structure has low contribution for the 

improvement of teachers invo lvement in socio-economic activities. However, 13.33% of 

evaluators and 10.38% o f eva luatees agreed on the ".very high" contribu tion of the scheme in 

improving the teachers' invo lve ment in soc io-econom ic acti vities. Therefo re, it can be concludcd 

that the majority of both respondent groups responcieci to the "low" contri bution of the caree l 

structure in improving the involve ment of teachers in socio-econom ic acti vit ies. 

With regard to soc ial 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 soc iety to be "low" . In general, 36 .67% of eva luators (10%, 10% and 16.67%) 

and 34.9 1% of eva luatees (8.50%, 9.43% and 16.98%) agreed on "very high", " high" und 

"moderate" e ffec t o f the carecr schcnlc in improving the social status of teache rs' respecti vely. 

On the other hand the Im~j o rity of the respondent s, 63. 53% of eva luators (43.33%, and 20%) as 

well as 65.09% ofevaluatees or teachers (48.1 1% and 16.98%) supported " low" and "very low" 

contribution of the scheme respecti vc ly. Thus, one can conc lude that the majority of the 

respondents had a negat ive perception to wards the career scheme on its contribut ion in improving 

the status of teachers. Moreover, to see whether there is a variation between the eva luators and 

evaluatees opinion a t-test was employed. Employing a t-test at ex: of 0.05 (two tailed) the 

calculated value of tobl = 1.922 is less than tcril = 2.306. This implies that there is no stati stically 

significant difference of opin ion 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: 4 11 ) ind icated that if teacher do not share in the increased productivity 

of industry, teachi ng will dec line as an occupat ion. Accord ingly, in ou r case if the career scheme 

improves the soc io-economic Slat us of teachers to a Illuch lesser degree. Thus, the career scheme 

might be considered to have low con tribution in illlproving the soc ial status of the teaching 

profess ion. 

Item 4 of Table 19 also de pict that the majori ty of evaluators 56.67% (46.67% and 10%) and 

56.60% of evaluatees (34.90% and 2 1.70%) revealed their negative att itude towards the e ffect of 

teachers' career structure, in improving confidence ancl pride of teachers in their profess ion . 

There are also respondents, 43.34% of evaluators (16.67%, 6.67% ancl 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. Finall y, ti·om the four items of Table 19 it can be concluded that the majority of 

both evaluators and eva luatees conlinned the cont ri bution of career structure scheme in 

improving the teache rs' liv ing conditions, involvemen t of teachers in soc io-economic activities, 

soc ial status ascr ibed to the teadling prokssioll by tile society and conlidence as well as pride in 

the profession was low. Hence one can concl ude that the career scheme is not effective to at tempt 

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 Evalliatees Total 
Item 

0 f % f % f % 

The extent the Hi gh 8 26.67 13 12.26 2 1 15.44 
._---_._-- -.-- ------------ ----

career structure 

I improved the Moderale G 20.00 3 1 29.25 37 27.2 1 

teaching learning 
Low 15 50 .00 54 50.94 69 50.74 

Negative - - 5 4.72 5 3.68 
situation 

Don't know I 3.33 3 2.83 4 2.94 

To(al 30 100 106 100 136 100 
----_. 

Mean =X X,=6 X,=2 1.20 

Variance =Sx2 S,'=36.50 S,'=458.20 

As it is evident from Table 20, slightl y more than one fourth (26.67%) of the evaluators and 

12.26% of evaluatees conlinned the high contribution of the scheme in improving the tcaching 

learning situation. And one fifth (20%) of evaluators and 29.25% of evaluatees replied that the 

career scheme has moderatc contributiun. In the contrary, half of the evaluators and slightly more 

than half (50.94%) of the eval uatees agreed on the " low" contribution of the career scheme in 

improving the teaching learning process. Also Table :20 sho'.vs that none of the evaluators but 

very few evaluatees (4.72%) replied that the career structu re has negative contribution. Thus, the 

majority of the respondents (54.42%) have fe ll 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, iniervi ew was made with Zone Teachers 

Association chair person and woreda Education onicials 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 eva luatees, a t-test was employed. 

Ho: There is no significant difference in opinion between the two groups of respondents 

HI: There is a sign ificant difference ill opinion between the two groups of respondents 
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Then, with ctr of Hand oc or 0.05 (two tailed) le ve l of.s ignilicance, tobl = 1. 529 andteril = 2.306, 

the calcu lated va lue is less Ihan the I"b le v,tllIe. l ienee. the null hypothesis is relained and 

con!'irmed that there is no significant dillerence bel ween the eva luators and eva luatees in 

perceiving the low or negative contribution of the scheme in improving the teaching learning 

process. MOE (2000: I) 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 cou ld not bring signiticant 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 

I 
Evaluators (N= J4) 

I Eval ua tees (N=44) Tota l (N=58) 

N I 
Descripti ve statistics i Rank 

I 
I 

I I 
Item i 

o I 
I 

I DescriPtive statist ics 1 Rank , Dcscript_iyt' statistics Ra nk 

I Sum 
1 wci!!h I SD 

varianc I Mean I Sum 

, 
1 \ ari ancc 

I 
Sum 

weigh varlanc I Mean Weight I S.D I Mean f-fa -tit 
I 

S.D 
e f<lnk ' -mean j rn~an e I fallk mean I i nmk , 

i Oetter ",lllz2I;on of 

79 1 5.6 1 2.241 5.01 I 
I I 

5.09 1 2.061 t 
i I I I pcdngog icaJ cen ler 

6 ! m l I 
4.22 I 6 303 5.22 I 2.09 i 4.39 6 1 llj87 

5.48 1 
I 

192 I 436 1 
! 

, 

2 1 402 1 

, 
I IJetter ul;liz"';on of 

4.36 1 8 I 2 laboratories 61 4.36 2.34 8 I 1.92 3.36 i 8 253 1I .~ 

1 O,"er pan;c;e·l;on ;01 '0-

5.961 3 1 2J 

! 1 I 
, 

I 2.44 ! 
I I 

2 I .. curricul<lf aCli v iti.:s 
, 

I 
5.73 I J 90 6.43 ~98 6.77 5.76 I 2 388 6.69 I 2.39 ! lj 135 

Preparing and evaluation 

721 5.141 2.74 1 
I 
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I 
4.91 I 2.671 

I 
7 1 

I 
7.091 

i , I 
leachin g materials 216 I I 

4.97 I 2.66 I 4 7.52 I 7,1 1 i 288 7 I ,1158 

1 Reduced teachers 

1 5.86 1 3.16 ! 9.981 5 1 

I I 
4 1 

I I 
6.751 

I I , 
26 ! _ absenll!ci~; 111 

5.86 I 6.24 I 4 I , 82 280 I 6.36 2.42 362 I A03 

Givil1G )llor~ tuioriClI and 

7.98 1 2 1 
I 

681 
I 

7.81 I 1 I 6 t11<lkeup classes 96 6.86 2.82 299 I 2.82 7.93 1 I 395 6.81 2.79 1'106 

I Beller i",prove""", ;n 
2.961 8.771 1 I 

i 

6.571 7.74 1 2.81 I 7.871 3 1 7 profess ional CQlnpetcnce 98 7 ,89 I 2.78 3 387 6.67 11.133 

I SUppOri for female 

6.071 4 1 

I 

571 5.38 1 2.34 1 ;; 1 I 8 studen ts 85 6.07 2.46 2.32 5 336 5.79 5.47 5 11128 

Conducting action 

7.52 1 9 1 176 1 
I 

2491 9 1 research , 
1ll>4 9 54 3.86 2.74 4 2.44 5.95 I 9 230 3.97 6.2 1 

Better , uppoo;"e serv;cc L 
3041 9.261 _19J _;;81 10.25 1 10 

for junior teachers 4S 
3.2 1 3.59 3.2 10 203 3.5 3.14 9.87 10 1007 

. . - ---- ---
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Regarding the performance difference of teachers ' observed due to the ca reer structure 

implementation, Table 2 1 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 fro m the first to fifth respectively by evaluator 

group . On the other hand eva luatees ranked these options as third , nrst, second , nnh and fourth 

respective ly. These differences in the ranking might be due to in fo rmation gap between 

evaluators and eva luatees, poor documentat ion of teachers ' act ivity, and poor to llow up 

mechani sms pract iced in the secondary school s o f the zone. However, according to the 

ca lculated totalmcan, the lirst nve perlcJl']nance differences obse rved and ranked by the majority 

of the two gro ups oj' respondents are: 

• Giving more tutorial and makeup classes; 

• Participation in co-cu rri cular activities; 

• Improvemen t in professional competence; 

• Reducing teachers absen teeism; and 

• Support for female students. 

The ca lculated t~ratio lor each item also indicated that there is no signifi cant opinion difference 

of among evaluators and evaluatees in ranking their responses. However, the em ployed 

Spearman rank order co rrelation gives I'-va lue or P"bL= 0.95 15 which is grater than Per;l (0.648) 

at ex of 0.05 (two tailed) level of signil icance and N= IO indicate the ex istence of significant 

ranking difference between the eva lmltors and eva luatces. Thi s shows that, even though the 

respondents were hav ing sim ilar out look to the obse rved performances, they differ in rat ing the 

li sted options. 

In addition the data co ll ected through the interview conducted with the Woreda Education oftice 

heads and Zonal Teachers ' Association chairperson regard ing the career scheme contribution for 

teaching learning process pointed out that, TROPA system of eva luation contributcs tnuch to the 

teaching learn ing process improvcment. Further the discuss ion 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 educa tion . However, these acti vates were not performed 

genuinely, rathe r sim ply to get promoti on. 

Even some teachers who parti cipated in the targe t group di scuss ion program share the idea and 

blaming the school admi nistrati ve bodies fo r not hav ing a controlling monitoring and controlling 

mechanism about the teachers' day to day acti vities. 

Table 22: Reasons for "Low or Negative" Contribution of the Career Scheme III 

Improving the Teaching Learning Situation 

Evalurltors Total 

No R~Hsons (N ~ 15) 
Eva luatees (N~5 9) 

(N~74) 

.~--

f, % 1' , f, % 1', f % I' 

I M akes tcachcrs subillissivc towards the 
1------ I-

school prillc ip .. !1 2 10.00 3 II 14.29 3 13 13.40 
3 

-----------
2 Creates IlIDre ex tra work for tl!;]chcrs 

~ 40.00 ,2 15 19.48 2 23 23 .71 2 
-~ --.---- 1--

3 PerfOl'Jl lanCe observl!d was [Jot dOlle 

genuinely rat Iler for slio\v and get 

recognition for their career promotion 10 50.00 I 51 66.23 I 61 62.89 
I 

T ottl l 20 100 77 100 97 100 

Respondents (SO%of evaluators and SS_66% of evaluatees)who supported the "low" or 

"negative" effect of the career scheme to the teachi ng learning process was asked to indicate the 

possible reasons, then their responses were ranked acco rding to their frequencies. As shown in 

Table 22, half of the eva luators (SO%) and more than half of the evaluatees (66 .23%) responded 

that the observed performance of most teachers was done fo r show and get recognition tor their 

career promotion. Sim ilarl y, 40% of eval uators and 19.48% of the evaluatees rep li ed to the more 

extra work creation of the career schelne whi le, fe w respondents ( 10% o f' eva luators and 14% of 

evaluatees) repl ied that the career structure scheme' makes teachers submiss ive towards the 

school principa ls. This shows that, even though the caree r scheme has got positive con tribution 

that helps the teaching prof'ess ion as well as the teaching learning process, it may also have 

negative impact due to lack of kno wledge 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 dOlle genuinely rather to get recognition for their promotion 

,extra work creation of the scheme and its clTect on teachers towards the principals were ranked 

as l SI, 2nd and 3"1 reasons respect ive ly by both respondent groups. To thi s end Rofferty (1996 

cited in Bartlet t, 2000: 30) suggested that the appraisa l system should be "with teeth" where 

professional development could be clearly monitored . However, the open ended request of 

respondents reve led that Performance appraisal process was not conducted for the last two years 

in some schoo ls in the zone. Even the researcher observed documents signed by teachers and 

principals then used as TRO P A 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 thi s 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 hom the school strategic plan and agreed with the 

school administrative bodices (eval uato rs). But what actualiy done was contrary to this 

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

I 
I 

, 
! Evaluators Eva luatees I Tota l 

I I 
I 
1 

1\0 Item Desert lt ivc stat istics Descrimivc statistics 
, 

Descriptive sta tistics , 

IN i weigh i 0 

I ~n i N 

wcig 
Ran i , ! ! IVciQh i ! 

I Sum I ' Sum h % 1 Sum ... 0 '0 R ~ark 
1 mean , mean k !. I I Illean I 

i ' I , 

I ! Impr<\(.:tic~JilY of some select ion criteria i • I 
14.8 I 164 I I i 

, 
) ! 74 5 243 48.6 15.32 ? , , 317 i 63.4 I 15.57 I 

I lnvo,vemenl ofne,,' criteria which was not in the I 
5 1 42 1 S.4 ! 9.33 ! 

I 
I 

, 
, I 

186 1 
I I ' I ? guideline by local authorities 5 144 28.8 9.08 1 37.2 ' 4. 14 

I Lack of adequate training to manage ils , , 
541 

i 1 i 
259 1 

i , 
I , 1 

16.33 i 313 i 62.6 ' 3 I implemelllalion 5 , 10.8 12 I 4 I 5 I 51.8 I 5 15.37 2 

4 I Employment of quota system computation 
, 

I I I 6,49 1 

, I : 1 ! 
135 I 27 ! I 5 '? I 5 103 20.6 5 i 6.63 J _ 6.4 I 7.11 , 

.- l In competence- of principals to differentiate the I 
20 I I 

1 5 I 5.68 1 

, 1 

11 0 I 
1 
I 

) effective teacher 1 5 4 ! 4.44 90 18 ' . 12 I 5,4 1 . , 

I 5j i' I i is 671 

I I 

6 Reliance of teachers' association to bargain 
, I '" 52 10,4 3.28 5 , 13.4 I 3.29 I I ) I ,J ,J.,J,J , 

I Delay of payment obtained as a result of career 

I 5 I 49 1 98 I 5 I 5 I 205 1 

I I 
I 

41 I 1007 I 7 advancement 10.9 156 3 1.2 9.84 4 5 i 5 

I Undue interference ofpo liticai bodies and 

I 

1 

13.6 1 15.1 I 2 I 9.02 1 5 1 2111 10.36 1 8 educationalo!licials 5 68 I 5 143 28.6 42.2 4 
Problems re lated to the application ofTROPA 

I. 5 1' 1 3 I 5 5 I 272 1 54.4 I 13 .36 1 9 teChniques 60 13.8 212 42.4 13.37 3 3 

10 Discontinuity in its implementation I 5 1 22 4.4 I 4.89 I 5 108 21.6 6.81 I 5 I 130 I 26 6.39 1 

I Absence of response to teachers appeal on unfai r 
11 denial of career promotion I 5 14 2.81 3.11 I 5 1 76 15 .2 4.79 1 5 1 90 I 18 4,42 1 

I Tota l 1 450 I 1 1 1586 I I 2036 I I - --
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CHAPTER FOUR 

SUMMARY, CONCLUSION AND RU; COMMENDATlON 

This is the last chapter of the study whe re 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 fo llowing 

basic quest ions were ra ised to gu ide the sludy. 

1. Is there any deviat ion between the set guide line and the actual pract ice of the 

teachers' career structure? 

2. How is teachers ' performance eva luated and the results related with teachers ' 

career promot ion? 

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

promotion criteria? 

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

5. What are the problems that anect the effec tive implementation of teachers' 

career structure scheme? 

The study was carried out in live secondary schools found in Gedeo zone. To gather 

relevant data, 149 ques ti onnaires were administered to 30 evaluators (10 principals, 5 

supervisors, and 15 department heads / uni t leaders) , and 119 eva luatecs (teachers). 

Besides interviews were held out with two Woreda · Ed ucation official and zonal 

Teachers' Association chairperson. In support 10 this, group di scuss ion was made along 

with some teachers in Dilla Secondary School. Furthermore, available doc uments 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 too ls, data were analyzed and the following findings where made in the study. 
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I. Female pal1icipation 111 the secondary school teaching and administrative 

positions was extremely low (6.6%). 

2. As fa r as age is concerned, administrative posts III 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. 

3. With regard to the career structure implementation, the majority of the 

respondents (73.53%) asserted that the implementation was opposite to the 

gu ideline. 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 in terview and group d iscuss ion reveilled that, now days, 

after the beginning of the interrupted career promotion program, the 

promotion \\'as given to all competent in the zone. 

4. Nearl y 4 1.5 1 % of evaluatees and more than half(56.67%) of the evaluators 

indica ted that there was request fo r the schools in the zone to red uce the 

number of promoted teachers. Consequent ly, woreda education offices and 

zone education desk were ident ified 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 promot ion. 

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

(66.67% of eval uators and 53.77% of evaluatees) were found to have 

knowledge abo ut its princ iples and aims. Further, the calculated X2 =2.25 

indicate that the respondents status as evaluator or evaluatees have no 

significan t intluence in their op inion. The employed f-rat io also indicate that 

evaluators and eval uatees do have the same leve l of knowledge about 

TROPA. 
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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 

stmcture 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 

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 contri bution. 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 thi s. half of the evaluators ancl more than half of the evaluatees 

(66.23%) indicated the negative effect of the career scheme on teachers' 

profess ional commitment by making them not to perform genuinely but only 

to get recognition for their career promotion. 

15. According to the majority of the respondents, the first fi ve main problems 

encountered in the implementation of the career structure are: 

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

Problems rela ted to the application ofTROPA techniques (86.03%); 

Impracticality of some selection criteria( 84.56%); 

Dela\' of paqnent obtained as a result of career promotion (81.62% 

).and 

Discontinuit v of the career scheme in its implementation( 73.53%). 



4.2. Conclusions 

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

... The partici pation of females in the secondary schoo ls teaching and administrative 

positions found to be ve ry low. There are al so teachers in the secondary schools 

that are under qualified and be ing eva luated for the level beyond they are 

supposed to teach. T hus. it is diffi cult to expec t qual ity improvement in the 

education system by promoting these teachers to higher ranks tlHough the career 

scheme without improv ing their educational level. 

... The employment of quota system of competition. budget constra ints, interference 

of po litica l bodies. and lack of tra in ing we re found to be the main causes of 

discrepancy between the set guide line and what actuall y practiced. Hence, 

teachers' career structure implementation was against the set gu ideline. 

... Due to lack of c larity, not considering the avai lability o f school faci lities, 

unrelated c ri teria to' the work of teachers. and emphasis on the assigrullent of non­

teach ing duti es int1uenced the caree r pronlutioll criteri a inappropriateness to 

se lect the hard wo rki ng teachers' by making the evaluators mo re subjective in 

rating teachers . 

... Most of the eva luato rs and evaluatees do have knowledge about TROPA 

principles and a ims. However. it s implementat ion seems great ly affected by 

subjecti vity and persona l biases. And hence. el'al uators and evaluatees tend to 

emphasize to non-teach ing duties that can be eas ily appraised objectively and 

used to their rating. Thi s indicates that the di stortion was made due to lack of 

adequate training. Thus. TROP",- implemente rs have no adequate knowledge in 

order to use it as effective tool for eva luation of teachers and promoting them 

according to the career promotion ladder. 

~ Generall y. lack of adequa te training to manage the implementat ion of the career 

structure and TROP A. imprac ti cali ty o f some se lection cri teria, employment of 

quota system compe tition to st:reen teachers. de lay of payment obta ined as a 

resul t oi" caree r promotiun d isconti nuit y and interruption of the teachers career 
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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, invo lvement 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. 

-.I- The career promotion cr iteria givc low emphasis to teachers' experience, also, its 

discontinuity after 16 years, and absence of additional benefit systems have made 

to increase the number of experi enced teachers leaving the profession for other 

job opportunity. Therefore, the scheme has not made significant contribution in 

retaining experienced teachers : In add ition, teachers ' mora le, confidence as well 

as pride in the profess ion were found to be low. These all shows that the career 

scheme was not etfective in atta ining 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, IllOSt 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, pa rticipation in co-curricular activities, supporting 

fe male students etc. such positi\·e outcomes of the scheme were greatly affected 

due to its term ination since the lasl three or four years. Therefore, its interruption 

or termination could have negati ve effect on the ed ucation system in general. In 

support of thi s, the direc li ve prepared for re-freezing the terminated teachers' 

career structure indicated that some problems were observed as the time of 

termi nat ion. 
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4.3. Recommendations. 

In view of the find ings and on the basis of the conclusions drawn, the following 

recommendations were suggested for effecti ve implementation of the teachers' career 

structure. 

I. The government and non-governmental organizations need to improve the 

participation of female in the secondary school teaching and administrative 

positions through affirmat ive 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. 

2. Evaluators and evaluatees should get adeq uate workshop or orientation about the 

career structure in regu lar basis (yearl y) . In add ition, manuals, guidelines and 

di rectives need to be clear as well as transparent to all concerned personal ities at 

school, woreda, and zone levels. so that. the set guideline will not be distorted 

during its implementation. 

3. Regional Education Bureau official s need to take the initiative to make 

subsequent modifications or revision on the career structure promotion criteria 

based on the research findings conduc ted at the national and regional levels. 

Thus, the se lection cri teria become relevant to the purpose of the career scheme. 

4. Reliable, fair and consistent method of evaluation should be designed in order to 

improve the teaching- lea rning process. professional competence, commitment and 

genuine perfo rmance of teachers . Genera ll y, teachers' performa nce result should 

be properly linked to the career ladeler program . thereby all the career ladder 

criteria a teacher se lec ted should come from instructional areas. In addition, 

schools should avo id poiitica l and bias decisions making about teachers 

promotion. 

5. Comparable sa lary increment should be made between teaching and non-teaching 

jobs, conside ri ng the preva ili ng wages of the gove rnment organ izat ions and 
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teaching profession as a source of trained and educated man power. To carry out 

thi s the federa l and regional bureaus should adj ust add itional pay systems parallel 

to the career structure. These may include. 

A llowances such as hardship, addit ional responsibiliti es li ke servll1g as 

department head. unit leaders etc . 

Teachers and their famil y have to be free from tuition fee at a ll level of 

education and trai ning. 

Zonal and Woreda education officials a long w ith government bod ies 

shoul d give pri ori tv to teachers get loans for house construction, 

6. To retain those e,x pcr icnccs teac hers their by improve the qua lity of educati on; the 

career structure scheme sll ould be attractive anclmotivating in providing monetary 

rewards. Hence. there should be a means by which the discontinuity of the career 

promotion ane r I G vears se rvice. extended towards the administrati ve position or 

separating the ca rc.er prOlllot ion bene1'its frolll the two years sa lary increment. 

7. The Governlll ent shou ld not in te rru pt the career promotion process without 111 

depth research stud ies, silllply by send ing directi ve to the implementers, because, 

the positi ve ou tcoilles of the career scheme may cease and affect the education 

system to certa in e"tell!. In addi ti on. fo r effecti ve implementation of the ca reer 

scheme, zone and ,,"oretla education o fficia ls in co llaboration with Teachers' 

Associations at all\ leI 'cl should di sco urage the intrusive invo lvement of po li ti cal 

bodies especialI-. in the technical process of the career structure implementati on. 

8, To improve the profess iona l sta[us. MOE. teac hers, and the soc iety at large need 

to implellleni ane! slrengthe n integrated programs or new ap proac h into the 

ee!ucation seClor in orlln 10 fos ter teac hing pro fess ion along with career structure 

and indirec t pa\'ing systems. Since proCessional status does not depend onl y on 

monetary re wards and educati on, [he effec tive implementation of certificati on, 

li censing ane! pro\ 'is ion of ( PI) (con tinues professional development) programs 

are ind ispensable to rai se teache rs' status an e! then ga in pub li c recognition, 



9. 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 

appropri ate \\'ay to bring about a beller relati onship between pay, responsibilities 

and perfo rmance in the school sit ua tion. 

10. The Gove rnment should al10cate sufficient amount of budget for the education 

sector parti cul arl y, for teachers' sa lary. At the same time should take the initiative 

to pay sa lary increments timely. Para ll el to thi s MOE and other responsible 

bodies' at all level need to organize and strengthen responsible unit or department 

that prov ides teclmical assistance. coordinat ion and control1ing acti vities of the 

cares struc ture implementation at the grassroots. 

<)3 
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Appendix-A 

ADDIS ABABA UNIVERSITY 

SCHOOL OF GRADUATE STUDIES 

COLLEGE OF EDUCA nON 

DEPARTMENT OF EDUCATIONAL PLANNING AND MANAGEMENT 

Q UESTIONNAIRE TO BE FILLED BY TEACHERS AND PRINCIPALS 

Dear Responde nt , 

This questi onnaire is set to gather data for a resea rch wo rk en titl ed ''IMPLEMENTATION OF 

TEACHERS' CAREER STRUCTURE IN THE SECONDARY SCHOOLS OF GEDEO 

ZONE: PROBLEMS AND PROSPECTS." 

The main purpose of this study is to assess whether or not the teachers' career structure is 

implemented as per guidelines issued in order to attai.n .the expected objectives as we ll as to 

identify prob lems encountered in the implementation process and IInally to recommend poss ible 

so lutions that mav help to improve the current teachers ' career structure implementation. Thus, 

the succ ~s, of thi s study entirely depends on yo ur sincere, genu ine and timely response to each 

ques ti on. \lo reo\·er. vou have to be sure that all vour responses will be kept confidential and 

wou ld on" be used in the analysis of data to reach on some IInding. Therefore, yo u are kind ly 

reques ted to fi ll the questiormaire honestly. 

GE\,ERAL DIRECTION 

I. No need to write your name. 

For l11ul tiple choice/objecti\'e/ type of questi ons indicate your response by "x" mark and for 

th e open ended (subj ect i\'e ( type of questi on s by WrIling your opin ion in the space 

pro\'ided 

3. 1'0110\\ inst ruct ions provided for each part. 

Thallk you ill IIdvll ll ce /oryolir cooperatioll ' 



? 

Part I: Pcrson a llnfonnation /Dl'lllog raphic data 

1.1. a) Name of yo ur sc hool _ _ _ _ __ b) Woreda ___ _ 

1.2. Sex: I) OMaie 2) 0 ICell1a le 

1. 3. Age: 1 ) 

2) 

3) 

4) 

0 20 and Below 

02 1-25 

0 26-30 

0 3 J -35 

5) 036-40 

6)041-45 

7) 0 46-50 

8) 0 5 1 and above 

1.4 Educat ional Backg round 

I) 0 Diploma 

2)0 BA/ BSC/BEd 

3) O MA/MSC 

4) Other (p lease specify) _____ __ _ 

1. 5. Tota l servi ce years 

2) 0 6-10 3)0 II-I S 4) 0 16-20 

5) 0 2 1 and above 

1.6. Your current post in thc school 

I) 0 Teacher 

2)0 Dept-head 

3)0 Unit leader 5) ODirector 

4) 0 Vice-directo r 6) other (please specify) _ ___ _ 

1.7. Your current "rank" in the teachers ~areer structure . 

I) 0 Beginner Teacher :/) 0 Senior Teacher 

2) 0 Junior Teacher 5) 0 Associate Lead Teacher 

3) 0 Teacher 6) 0 Lead Teacher 

1.8. Your currel1l sa larv 

I) OLess tha;, 805 ~) 0 Between 1090 and 1254 

2) 0 Between 805 and 939 5) O Between 1255 and 1434 

3) 0 Between 940 and 1089 6.) 0 1435 and above 

1.9 . Total number of sections you teach (fo r teachers onl y) 

10. Total num ber of periods you teach in " weak _____ l("'fo'.!.r-'t"'ea"'ce.'h"e"r~s -"o....,n=ly) 

II 



Part II: T eachers' career s tructu n' implementation 

=.1. Is tk teachers' career s tructure actual ly pract iced as per Ihc gu ide line? 

I) 0 Yes 2) ONo 3) 0 I am nOI sure 

2.2. I f your answer is "No" what are the reasons') 

I) O Oue to the inte rference of ed ucation offices 

2) 0 The introducti on of quota sys tem to lim it the number that 

3) 0 Interference o f poli tical bod ies 

~) 0 Budget constra ints 

5) 0 Due to lenientl y g iven intl ated apprai sa l results to a ll teachers 

6) Othe rs ( if any, please specify) _________ _ _ 

2.3. The career promotion is being gi\·en :-

3) 0 In quota system 

promotes 

I) O To all competent 

2) 0 To all cand ida te 4) Other(s), if .ilI1Y. please specify ____ _ 

2.:1. Has Ihe schoo l ever been asked to reduce the number of promoted teachers? 

I) 0 Yes 2) 0 No 3) 01\01 su re 

" I r ' ·our ans w er is "yes" for questi on (2.4 ). who gi\TS Ihe orcie r or directives? ___ _ 

2.6. 12.0 appeals are poss ible for those teachers that are un fairl\' denied promotion? 

I ) 0 Yes possible 3) D Teachers do not knc\\\ whether appeal is poss ib le 

2) 0 Not possib le 4) Olher (I f an)'. please specif\) ________ _ 

2.7. ln \·o ur op in ion, what reason (s) was given by the GO\ ·ernment bod ies for those teachers 

\I ho a\tempts the required performance result but deni ed pro molion? 

III 



[~-
_ ..... _--_.- ----_ .. 

=l Reasons for the critcria~oLbcll1.g r<::fl~td Rank onlcr-
'-~ .. - _. 

--~ .--
a) I'hcy ar~ not directly relatcd \" tile "",1 "," teachers 

-~------. 

b) They lac k clarity 

c) They are not comprehensive 
I --

d) The are not credible to sho'" result 

(ou tput) 
--_._-

e) Don ' t consider the availabili\y of 

fac iliti es in school 

f) Other(s). if any, please spec ih 

I 

Part V: C ontribution of teachers' career st ru cture scheme 

5.1. Improving teachers' Socio-econom ic sta tus 

5. 1.1. The extent the career structure has improved you r economic status. 

I) D Highl y 3) D Low 5) Othe r (please specify) ______ _ 

2) D Moderately 4) D Has no\ im proved at all 

5. 1.2. If vour answer is "highl y", which of the fo llowing cou ld be yo ur reason (s)? 

I ) D The salary increment rellects the cost of li ving 

2) D Comparable with salaries. paid in other occupat ion requ mng equi valent 

qua lifi cation and service years 

3) D The increment is comparable " 'ith teachers work 

-l ) D Enable to im prove professional qualification thro ugh further education 

5) D Re llect the importance of teaching to the Societ ' · 

6) Other (s), please spec ify __________________ _ 

5. 1.3. If your ans,,'er for question (5.1.1) is "low" or " Has not improved at all " , which of 

the fo ll o" 'ing could be vour rC3son(s)') 

I ) D The inc rement does not rcllectthe cost o f living 

v 



2) 0 Not comparab le with sa laries paid in other occupation requ iring eq ui valent 

qua liJication and sen 'icc years 

3) 0 The increment is not comparable to teachers work 

4) 0 Does no t retlect the importance of teaching to the soc iety 

5) 0 Unable to im prove pro fess ional qualification through further edu cati on 

6) Other(s). if an y. please specify _______________ _ 

5. 1.4. Teachers ' caree r structure scheme 

I) 0 Raised the morale of teachers 

2) 0 Reduced the morale of teachers 

3) 0 No change 

5.1.5. If yo ur answer for questi on (5. 1.4) is "Reduced", your poss ible reason(s) coul d be? 

I ) 0 The sa larv inc rement has not brought a signifi cant change on the liling standards of 

teache es 

2) 0 Unfa ir treatment of the sa lary increment · 

3) [l The deviation of the guideline in the implementation 

4) 0 Excessil'e partiality on the appraisers par1 

5) Othe r(s). if anI. please specify 

5. 1.6. If yo u are dissatisfied with teachers' career structu re, what do you th ink shou ld be 

done? 

I) 0 It is inefficient. so it should be abandoned 

2) 0 It is very use ful in moti vating teachers; however it should be rev ised 

3) Other(s) . ifanl. please speci fy ________________ _ 

V I 

I 
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5. 1.6. I r \'o ur answer lor qu~stioll (:;. I .(,) is " it should he rcv ised" whi c h specili c I;tc to rs do , .. ou 

think. Illoti vatc teacher:, ~lIh.l rai:-;cd their Illorak'. Please rank ord l.: r lht: rlllluwillg faCll{lfS 

b\' g i\ 'ing "1 ,. for the 1l lL1st "2" for the nex t. .. and to "1 2" lor the least. 

N~ 
J~ f10l.-\: 'VCLAe..j') (~t'- }.-\.O(~ 

Factors to impro \'c teachers Socio-ecollomic status Rank Ord er 

a Redu cing working hours (loads) - -

b Hi gh salary and acce lerated adqll1ceme nt 
----- --- -'-I -- -

1 C [_CCltl ;i ca tl o n and iIcensll1g ol~t~"e~lC~ s -____ __ m_._ 
d 1 ln -se l \ tce traIn ing lela ted \\ Ith beltC I sa lmy and plomolloll 

- -_._------ ··-----l 
-e-I A llowances such as housi n~~-fu;;'ily. hardship elC. 

- ~- - - ._--, 

--

r ! Medal a\\ ards 
-

0 C hanges w ithin teaching profession and the society a t large <: 

h Improv ing school faci I iti es (\\'o ll i ng cond i tions) 
1----

i I Bonus paym ent 

J I Democrat ic administrati w procedures 

k Involve me nt in policy form ulation I 

I The participation of Teachers Assoc iati on the 
i 

In career 

remotion committees 
• 

. -I ~hel(S) . Ifany, please speed\ _____________ _ 
, I 
l ______ _ 

5. 1.8. To what ex tent has the career structure promotion contributed to retain teachers in their 

profess ion" 

I) D High ly 5) D Don ' t Know 

2) 0 Moderate" 

5.1.9. I r \ o ur respo nse is "hi gh"" \ "1lI ,eason(s) co uld be0 

I ) D High salary pro\ i,i(1n 

2) D Improved socia l stalus 

3) D Promotes profess io nal learning 

-l) D Prospec t fo r promot io n 

5) Other ( ifan), please specih) _____________ _ 

\' II 



5. . 10. I I' 'our response for question (5.1.8) is "low" or "Negat i ve ly" "our reason(s ) cou ld be') 

I) [J Imbalance be twee n sa lary inc reill en t and the e"stur liv ing 

~) 0 No improvement in soc ial stat us 

3) 0 Its d iscontinuity after 16 years (above lead teache r leve l) 

.j) 0 Its interaction due to the stat~ directives' 

'1 Olhcr(s), ifany, please s pec ify ___ ___ _______ _ 

5. I . I I. I I' olher job opportun ities are a\'a ilable, yo ur interest to leave ,'our profess ion is: 

I). D High 3) 0 Low 

~) DMedium 4) D I have no intentiun to lea\ 'c mv job 

5) Other (s), ifany, please specify ____________ _ 

) .. ) 2. If, oHl';'esponse for questi on (5.1. 11) is "high", you \\ould leave the profession for: 

II 0 Another equally paying job 3) D Evcn fo r less pa,ingjob 

~ I L llieh pay ing job on ly " ) other reason(s), please specif,' 

). 1.1 3 In 'elm opinion what poss ible measures cou ld be taken to pre"ent or avoid such 

t,pc of brain d rain from the teaching profess ion? 

II I ! Periodic rev iew of sa la ri es to the cost of li ving 

"-I C , \;a rrowing the gap between salaries of teachers and non- teachers of the same 

qualificat ion and exper ience 

.; I L The extra pay must be suffi cient to rise the morale 

J I i ' Pro"ide o ther benefi ts or goods and services for Ihc lllse lws and the ir families 

)1 ()Ih~r(s ). irany. please specify ______ ____ _ _ ____ _ 

VII I 



Indicatc your response by marking "x" to the followin g 

5. 1. 14 . To \\'hat ex tent has the teacile rs' career structure scheme imp roved 
, 

Rating Scale ! 
Improvement 

I --- t 

Very. Moder I 
Highly Low I Ver\, 10\\ 

I 

highly ately 
, 
, 

(I) (2) (3) (4) I (5) I 
I ! 

Teachers living conditions ! 
I -

I 
Teachers invo lve ment in Socia-economic 

i 

ac ti vi ties I 
l 

Social status ascribed to the teaching I 

j 

profession by the soc iety I 

I 
Teachers confidence and pride in their : 

"'profess ion 
- -- [ 

5.2. Improvi ng thc tcachin g learn in g proccss 

5.2. 1. To \\ha t exte nt, has the ca ree r struc ture improved the teaching- learn ing s ituat ion,) 

I ) D Hi g hl y 3) 0 Low 

2) D Moderate ly 4) 0 Negatively 

5) 0 Don ' t know 

IX 
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~,2,2, I r your response 1'01' question (5,2, 1) is " h i£hlv" or ··moderatelv". 
~ - . 

wlhat 

pcrlClI'lllallCC d itlc l'cll ces are obser",:u because 0 I' the career s truc tture 

imp lemen ta t i on? 

Pl ease rank order by g i\'i ng " I ,. fo r the most, pe rt'ormance observed "2" for the 

nc,\t .,' and to " 10" for the lowest pe rformance observed . 

.\[" '1--'----'Perfol'man ce observed 

~"-I Belter uti I ization of pedagogical center 

b i l3ell~r utilization of laboratories 

'''-r 
'-r-

.. _--, ... _----, 
Rani, O rd er 

- ----{ 

- - --.-------------~-

c .I Bct~ participation in Co-curricu lar activities 

d I Preparing and evaluating teaching materials 
---, 
e I Reduced teachers absentee ism 

- , 
T , 
; -- ~ .. ------- ---i 

r I' G i I'ing more tutoria l and makeup classes 

! 
" I Beller improvement in professional compe tence " ._-' ' 
h ; Support for female studen ts 

.. _------- ---1 

I i Conducting Action Resea rch 
-_._----------j 

I i 13ellcr supponi\'e se rvice for Junior teachers 
- - --

~ ~,3 I(\'our response for question (S, 2, 1) is "Lo\\" or ""egative" the possible reason (s) 

could be: 

I I D \ lakes teache rs submiss ive to\\ard s the se hch " princ ipal 

2) D Crea tes more extra \\'ork for teachers 

';) D \laj ority of teachers' performance obscn'ecl was not done genu ine ly rat he'l 

for sho\\' and ge t recognition for their ca ree r promo ti on 

~) Other reaso n( s). please specify _________ _ 

\ 



Part VI: Problems encountered in the implementa ti on of career structure scheme 

Direction ' Indicate your response by "x" mark according to yo ur ao reement <> 
,--

6.1 Problems Yes No 
can't 

decide 

(1 ) (2) (3) 

a ImpractiCality of some se lecti on criteria 

I b Invo lvement of new cri teria which was not in the guide 

I I ine by loca l authorities 

i c 
l 

Lack of adequate training to manage its implemen tati on 

I d Employment of quota system computation 

e Incompetence of principals to diffe rent rate the effecti ve 

teacher , 

f Reliance of teachers' associations to bargain . 

I g Delay of payment obtained as a result of a career 

, advancement ._.-
: h Undue interference of political bodies and educationa l 
! 

officials 

I Prob lems re lated to the application of RO PA techniques 

: j Discontinuity in its implementati on 

: k Absence of response to teachers appea l on unfair denial 

I of career promotion 

1 1 Other(s) , if any, please specify , 

! 

6.2. Among the above problems that yo u already agreed, please ident ify the m09t five critica l 

problems in order of their recurrence fro m 1 (highest) to the 5 (lowest). 
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Part VII: Concrete measures to be taken to alleviate the implementation 

pnlblcms ofTc:lcher's Careel· Str·ucturc 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) 

c) 

d) 

e) 

7.1.2. At District ICily Administration/Zonallevel 

a) 

b) 

c) 

d) 

e) 

7.1.3. At National level IRegional le ve l 

a) 

b) 

c) 

d) 

e) 

X II 

Thank you again! 



Appendix-B 

Addis Ababa University 

School of Graduate Studies 

Collage of Education 

Department of Educational Planning and Management. 

An interview Questions to Zonal Iworeda Education office heads 

I. In your opinion are the career structure selection criteria appropriate for teachers to mO've 

along the ladder 

- Has the scheme implemented as per the guideline set? 

2. Since in time of career structure implementation what were their contributions in: 

a) Improvi ng the teaching learning process? 

b) Impro\'ing the teachers' socio-economic status? 

c) Enhancing teachers ' attrition? 

3. Have you (vour org.) been given (adequate) training or orientation on the implementation 'of 

ROPA in the school system? 

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

Career promotion criteria? 

S. What are the major problems encountered in implementing the career structure scheme? 

6. In your opinion what concrete measures (steps) should be taken to all eviate problems 

encountered in the implementation of teachers ' career structure scheme? 

Thank you very much! 
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