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ABSTRACT 

This exp l oratory study was designed to identify 

the major prob l ems of the curren t system of TPA operating 

in senior secondary schools of Addis Ababa ; and hence, 

to discover if relationships existed between appra i sers 

and appraisees in perceiving the problems thus 

identified . To this end , a nswe rs to basic questions 

pertaining to the purposes and criteri a of TPA, skill 

a nd competence of appra i sers, t iming and frequency of 

appraisa l, and process a nd procedures involved in 

appraisa l were sought. 

Following a review of the literature related to the 

problem unde r study , a survey questionnaire was deve l oped , 

field-tested and modified , and distribu t ed to a samp le of 

154 appraisers and 356 appraisees drawn from 13 senio r 

secondary schools of Addis Ababa . Of the respective tota l 

sample size of the two study gr oups , 144 93.51 pe r cent) 

apprais ers and 324 ~1.01 pe r cent) apprais ees filled in 

and returned th e ques tionna ir e . 

The findings of the study showed th at the two 

s tudy groups perceived the pr imary purpose of a system 

of TPA to be formative rather than summa tive . On the 

contrary , summative purposes were report ed to be the 

ix 



primary concern of the current system of TPA; and the 

effectiveness of the system in achieving its purposes 

was rated a little more than average. Moreover, the 

validity , reliability , and utility l eve ls of the 

performance criteria under use were rated far below the 

maximum high; an d the level of satisfaction of appraisers 

and appraisees wit h the criteria was a little more than 

average. 

Respon ses from the majority of the appraisers and 

appraisees revealed that no pre- appraisal meetings an d 

post-appraisal conferences were held in senior secondary 

schoo ls under study . eRO , on the other hand , was reported 

to be widely practised in most of these schoo ls; but, on 

average, once in a semester and not for more than 40 

minutes. 

Appraising the performance of teachers was , by and 

l arge , the responsibility of assistant principals and 

department heads . However , as perceived by most of the 

two study groups, teachers woul d prefer department h eads 

to be designated appraisers of teachers ' performance . 

Moreover , most of the appraisees had no trust and 

confidence in their appraisers ' skill and competence in 

appraisal. 

It was confirmed by almost al l appraisers and 

appraisees that performance ratings of most senior 

x 



secondary school teachers were above 3.00 points. 

However , reports revealed that while high performance 

ratings proved ineffective to stimulate teachers to 

improve performance , low ratings obsessed teachers an d 

they often antagonized their appraisers and negatively 

affected their job. 

In general, the level of satisfaction of appraisers 

and appraisees with the system of TPA currently operating 

in senior secondary schools was below average . Nevertheless , 

a l most al l appraisers and appraisees perceived the 

potential value of the system ; but for it to functio n 

effectively, they recommended necessary revisions in 

the d es ign and operation of the system in which teachers 

would h ave meaningful participation . 
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CHAPTER I 

THE PROBLEM AND I TS APPROACH 

1. Introduction 

In any formal organization , it is the main functio n 

of management to coordinate and utilize the efforts an d 

behavior of people if preconceived goals an d purposes were 

to be served to the most extent possible. Among the 

various resources an organization employs, none is as 

c ritical to the success of its undertakings as its human 

resources. It is the human resources that supply the 

talent, skills an d creativity, and their efforts and 

leadership to effect ive ly and efficiently utilize other 

resources for the successfu l realizat ion of desired 

organizat i ona l objectives (Szilagyi, 1981:326). The basic 

assumption under l ying the emphasis on human resource aspect 

of an organization is that management has an obligation to 

motivate, develop, and effectively an d efficiently utilize 

people at work . Organizations have, therefore, found 

systematic performance appraisal to be an essential aspect 

of management not only to make sound personne l decisions 

but also to iden tify employees ' development needs a nd to 

ensure that those needs are sat i sfied ; to promote two-way 

communication between management and employees; and to 

improve employees ' leve l of productiv ity (Dess l e r, 1984:215). 
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Similarly , schoo l systems are social institutions 

created to achieve desired educational goals and purposes 

through and with a variety of p eople including students , 

teachers , administrative personnel, and the community at 

large . Among these human elements involve d in the execution 

of educational goals and purposes of school systems, teachers 

would be regarded as having the mos t s ignifican t role to 

play in the t eaching-learn ing process . The central purpose 

of a schoo l system is the education of the learner . Thus , in 

the f ormation of the char acte r of the learner, t he t each e r is 

in a pivotal position to playa far more powerful role tha n 

do other schoo l personnel, fine buildings , an d expens ive 

equi pmen t (Moh i yuddin, 1952:323) . In s upport of this , Bradley 

(in Bollington e t al., 1990:41) strongly asserts: 

•.• no matter how percept i ve and far-sighted the 
national curriculum, no matter ~w wel l the school 
manipulates its funds , ... the single most 
significant factor in a child ' s learning is the 
teacher .. . teachers are also the most expensive 
resources ... teachers need and deserve support , 
reassurance and encouragement to go on extending 
their skills and expl or i ng the frontiers of their 
knowledge . 

To this end , effective system of TPA has an indispensable 

role to play. The hi sto ry of modern schoo l supervis ion 

indicates that TPA was initially so mechanistic that t eachers, 

regarded as instruments , were closely s upervised an d cont ro lled 

to ensure that th ey carry out instruct i ona l ac tivities with 

standardized "best" methods of t eaching (Lu c io a nd McNeil, 
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1979:3 ). TPA was administrativel y controlled , and its 

primary purpose was to obtain performance data to make 

personnel deci s ions such as promotion , salary raise , tenure , 

and transfer . 

However, later in its development, TPA has undergone 

tremendous changes to be much more systemat ic and appropriate 

in its purpose , scope and approaches . Howthorne (1981:274) 

has no t e d that TPA: 

•.• is in transition from one-to-one summative , 
administratively controlled and myth-bound activity 
to one that is predominantly diagnostic and formative , 
is group a nd school - wide in scope , is governed by 
both teachers and administrat or s , a nd derives its 
techniques and insights from research about teachers 
and teach ing •.• 

This sh ift of ' emphasis in purpose and scope of TPA has 

b ee n made mainly to link appraisal sch e mes to profess i onal 

deve l opmen t needs of teachers , and hence , to e nhance the 

t eaching-learning process . Thus, given that a school ' s 

ef ficiency i s , by and large , de termin e d by the pattern of 

and s upport for teachers ' de velopment , a system of TPA 

needs to be designed and operated in s uch a way that it helps 

the school be more effect ive in achi eving its purpose b y 

helping t eachers be more effective in their performance . 

A system of TPA , properly designed and implemented, is 

believed to have favourable consequences in the prof essional 

deve l opment of teac hers , in their job s ati s faction, an d 
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ultimately , in the academic perfo rmance of the l earner. 

On the other ha nd , when it is simply a llowed t o happen , 

TPA becomes haphazard , unsystemat ic , and undirectional. 

Such a system of TPA t e nds to be a source of dissatisfaction 

among teachers ; a source of conf l ict be tween appraisers an d 

appraisees ; and a source of inaccurate performance data that 

l ead to s ubj ec tive personne l dec~sions (Wes t a nd Bollington , 

1990:55 ). These consequences whic h i neffec tive sys t em of 

TPA e ntails can cause a disruptive effect on the teaching­

l earning process . For a scheme of TPA to be e ffective , effort 

s hould be made t o make it more comprehe ns ive, more sens itive 

to t eache rs ' development needs , an d situationally appropriate 

in it s modern sense of application . 

This study is , therefore , designed to identify the major 

problems of t h e current system of TPA operating in sen ior 

secondary schools , a nd how appraisers and appra i sees in these 

schools perceive these problems. On the fina l ana lysis , the 

stud y would attempt to seek for ways and means of alleviating 

the prob l ems , and establishing an improve d syst em of TPA 

whic h would address to individual as well as organ i zat i o nal 

needs a nd int e r es ts . 

2. Background o f the Study 

Apprai s ing the performance of teachers in Ethiopi~schools 

was first introduced in 1937 E.C . . This syst em was known as 
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inspection headed by a British educator, and two Ethiopian s 

to assist him ( MOE , 1974 E.C.:4). The function of the 

three- man- staffed Inspection Section was to visit the few 

operating schools i n an d out of Addis Ababa; to collect , 

organize , and analyse data on teachers an d pupils; and t o 

visit teachers in the classroom ( MOE, 1979 E.C. : 3). 

With the growing number of schools, teachers, and 

~tudents, the Inspection Section was elevated to a status of 

Department in 1945 E . C. headed by a n In spect o r General. 

Inspectors were assigned at Pr.ovincial Education Office s 

to direct and coordinate the operation of schools unde r the 

guidelines of the Department of I nspection a t the center. 

Inspectors were appointed and assigned after having 

successful l y completed a one-year training program for 

inspectors at Haileselassie I Day Schoo l (MOE 1979 E.C.:3). 

The ma jor functio n of the then Department of Inspection 

was to assure whether the policies, directives , plans an d 

programs of the MOE were clearly communicated to, and 

strictly followed and appropriately impl emented by those 

personnel at all l evels of the education system including 

the schoo l (MOE, 1974 E.C . :4). While the function of 

inspection of the time was s uch multifaceted, i nspectors 

used to give more emphasis on appraising t he performance of 

teachers in the classroom. However, as Lulseged (1969:148) 

has noted it: 
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Inspectors used to visit classes in sess i on by 
suddenly appearing to observe the teachers. 
Reports of supervision often included negative 
rather than positive remarks , adversely affecting 
the teachers. Teachers consequently dreaded the 
s ight of inspectors a nd oft en became nervous. 

The proble m was later sensed by the MOE an d measure was 

take n by changing evaluation on the b asis of inspection to 

evaluation for supervision. By 1955 E.C., the Department of 

Inspection was dissolved and, in place of it, sections for 

s up e rvision unde r De partme nts of El ementary an d Secondary 

Educat ion as wel l as in each Provic ial Education Office were 

estab lished (MOE, 1979 E.C.:3). On the basis of the 

agreement made between the MOE an d AAU, new supervisors as 

wel l as old i nspectors used to be trained in the concepts a nd 

practices of super vision by the Fac ul ty of Educat ion. 

The major purpose o f supervision of t h e time was the 

i mproveme nt of the teaching- l earning process . Hence, 

supervisors used to v i s it schoo ls a nd c l asses in sess ion 

ofte n announced in advance ; ide n t ify teac hers ' weak and 

strong performance; and suggest ways an d mean s of improving 

teaching competence . The purpose an d practice of supe~vision 

received accep t a nc e of t eachers 

••• Who in the past dreaded the very sight of the 
inspectors , l ater l ooked f orward to the visits of 
the supervi sors as friends and assist ants, and 
this has created an atmosphere of the t eaching 
profession which was conducive to growth. Teachers, 
eager to have the supervisors not only once a year 
but many times as possible , invited them to their 
classes (Lulseged , 1969 :149). 
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However , the officials of the MOE perceived superv ision 

to be too weak to effectively take necessary strong correc tive 

measures on e ducational probl ems realized at al l l evels of 
~ 

the e ducation system. Th en, s i nce 1973 E.C. , s upervi s ion 

has been replaced by inspection (MOE , 1979:4 ). Since 

inspection i n the present system of e duc ation g ives emph as is 

on whole-schoo l evaluation program , it has nothing to do wit h 

individua l teachers an d the ir t eachings in the cl assroom . 

Appr a i s ing the performance of t eachers has been l eft t o 

educational adminis t rators (Principal s , Ass istant Princ ipals , 

Unit Leade r s , an d Department Heads ) at th e school l eve l . 

The c urr e nt system of TPA operating i n Ethiop ian schoo l 

systems is establi s hed to serve two distinc t purposes : 

admin i strative an d developmenta l (MOE , 198 0 E.C .: 68 ). 

Admini st r ative purposes are comparative and judgementa l 

to which teachers ' performance is measured to determine who 

shoul d be promoted to a dministrative or supervisory positions ; 

who s hould be offered fu rthe r training o pportunity a nd s alary 

raise ; a nd who s hould be r emune rated for the contribution 

one makes to the schoo l. On the o t h e r hand , developmental 

purposes are non-comparative an d i nstructiona l in which 

p e rformance weaknesses a nd s t ren gt hs a teacher exhibits in 

a ccomplis hin g j ob-relat e d activit i e s are identified in a n 

aim of correcting the weaknesses and capitaliz ing on the 

strengths ; a nd providing the t eache r with construct ive 

a ss i s tance and s upe r visory he lp. 
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The deve lopment a l purposes of TPA are aimed a t the 

profess i onal improvemen t of the teacher, a nd ultimately, 

o n the academic performance of the l earne r. Today , in 

Ethiopian school systems , a syste m of TPA is operating to 

serve both administrative and developmental purposes 

simult aneous ly wit h a single form of performance apprai sal. 

Howe ver , as shown by a r e c e nt surve y s tudy, t h e current 

practice of TPA in Ethiopian school systems has p roved to 

be one o f the major f actors that has caused job dissati s faction 

among t eachers (Ayalew , 1983 E.C.: 74-90). According to 

the r esults of this s tudy, l ack of appraisal skill s an d 

competence o n the part of appraisers ; teachers ' mistrus t 

a nd l oss of confidence in thei r appraisers ; i nadequacy o f 

the fr equency an d time-length of CRO ; lack of pre-apprai sa l 

knowledge about the purposes an d criteria of the scheme of 

TPA o n the part of teache r s ; and fa ilure of appraisers to 

prov ide t each e rs with adequate post-appraisal p e rformance 

feedback are some of the major problems whi c h are identifi e d 

as obstructive to t he ope ratio n of the c urr e nt system of TPA . 

3. Statement o f the Probl em 

A system of TPA , if car efully des i gned a nd systemat i cally 

operated, i s believed to have a potent i a l value to e nha nc e 

professional de v e l opment of t each ers , a nd he nc e , to improve 

student l earning. However, TPA has not proved to be an eas y 
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t ask to successfully accomplis h in many schoo l syst ems. 

The task of TPA has been troublesome to both teachers and 

their appra i sers. Gorton (1983:240-241) has not e d that : 

• •• staff evaluation program is percei ved by many 
teachers and administratorsas.>a ~nU:xed blessing I ·. 

Most t eachers and admini strators accept evaluation 
as an inevitable and potentially valuable , but many 
question its usefulness and value in practice •• • 
because of the presence of certain basic probl ems 
and i ssues •.• . 

In other words , t eacher s as well as their appraisers perceive 

the value an d inevit ability of TPA, but neither b e lieve 

that it can be successful ly accomplished . This perceptual 

problem of teachers a nd appraisers is closely tied to the 

design of the system an d t he manne r in whic h it operates. 

In fact , TPA, being an integral par t of the in structional 

program of schoo l systems , needs to be regarded as a 

cooperat ive and corporate r espons ibility that inevitably 

calls fo r vo lunt a ry part i c ipation of teachers a nd appraisers 

rathe r than as somet hing i mposed upon them from wi thout. In 

this r egard, it is safe to assume that the perception of 

t eachers and appraisers about a sys t em of TPA has a signifi cant 

role to play in the effective ness of the system. 

Therefore , t h e objective of this study is to ident ify 

the major probl e ms of the curre nt sys tem of TPA operating 

in governmen t senio r secondary schoo l s of Add i s Ababa, an d 

to determine whet he r there a re diff erences or s imil ar ities 
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between appraisers and appraisees in perceiving those 

problems. To this e nd, the following basic questions are 

expected to be addressed by the study : 

A. What are the major purposes of the current system 

of TPA , and to what degree of effectiveness are 

these purposes being served ? 

B. To what extent are the appraisal criteria employed 

appropriate to measure the performance o f teachers ? 

C. Who are involved in appraising teachers ' performance, 

and how ski llful an d competen t are they ? 

D. When and how frequently is apprai s ing t eachers ' 

performance conducted , an d how adequate is it ? 

E. What is the process that the system of TPA involves , 

and how successfully does it operate ? 

4 . Significance of the Study 

This study is s upposed to identify t h e basic problems 

of the current system of TPA as perceived by appraisers and 

appraisees in senior secondary schools . Unfolding the 

problems and seeking for practical solutions may enable 

these school staf f personne l to realize where the real 

problems of TPA lie, why they have come to happen, and how 

they should be resolved. He nce , developing in them favourable 
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attitude toward a system of TPA , these schoo l staff personne l 

may tend to harmonize thei r efforts and cooperatively 

participate for its successful operation. 

Being a n integral part of the national education system, 

TPA wi ll have policy implications too. To improve teachers ' 

competence through a system of TPA, there is a need to 

reconsider the system's purposes, criteria , and processes , 

and the s kills an d competence of appraisers . Thus, the 

investigator hopes that the findings of t hi s s tudy woul d 

receive the attention of concerned authorities an d relevant 

persons to review the curren t system of TPA in cooperation 

with othe r theorists an d practitioners . 

Moreover , TPA has been a matte r of concern and a s ubject 

of investigation to many educational researchers ; but none 

have claimed that it is conclusive l y s tudied an d solutions 

to problems thus ide ntifie d are secu r e d. They rathe r 

recommend further and deep investigation of the problems in 

rel a tion to various contextual factors . The r efore , this 

study may contribute its shar e to the developmen t of the 

body of knowl e dge hi t he rto accumulated; a nd mos t importantly , 

wil l e n courage local researchers to study the prob l em in 

a wider scope . 

5. De limitation of the Study 

The current system of TPA i s operating at a ll leve l s 
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of government schoo l systems allover the country. However, 

this study involves 13 government senior secondary schools 

drawn from Addis Ababa Administrative Region . Primary, 

junior, an d senior secondary schools functioning in other 

regions of the country are not included or represented in 

this s tudy. 

6. Limitations of the Study 

The resear c h instrume nt adopted in this study is a 

questionnaire with closed-end items. Besides the questionnaire, 

other instruments such as the int erview might have en riched 

the data an d make the findings of the study more objective 

an d comprehensive. But for l ack of time an d resource, ot h e r 

instruments to co l lect descriptive data we re not emp l oyed . 

Thus , the study may no t comprehensive l y revea l the internal 

feelings an d perceptions of the study popu l ation about t he 

current system of TPA. 

Moreover, as indicated earli e r, there is a single 

system of TPA operating in governmen t schools of all types­

primary , junior, a nd sen ior secondary schools, functioning 

al l over t he country. Thus , since the study i s based on 

data obtained f rom on ly 13 sample senior secondary schoo ls 

of Add i s Ababa Reg i on , the find i ngs of the study woul d not 

unfold problem areas of the c urr ent system of TPA as 

perce ived b y educationa l administrato r s an d teachers working 

in schoo l systems of other regions. 
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Therefore, because of thes e basic s hortcomings, the 

study by no mean s claims to be conclusive . It woul d 

rathe r se rve as a spr ingboard to study the problem of the 

current system of TPA in a more detailed and comprehensive 

approach. 

7. Research Me thodology and Procedures of the Study 

Because this was an exploratory study aimed at examining 

a nd describing the major problems encountering the current 

system of TPA in senior secondary schools, descriptive 

method o f research was employed. Comparisons were made to 

establis h simi l arities or differences between the two study 

groups ( appra i sers an d appra i sees ) in the ir perception of 

the elements of the probl e m under study. 

7.1. In strumen t 

To obt a in descriptive informat ion on the current system 

of TPA , a set of survey questionnaire , 510 in total, was 

distributed to 154 school administrators (appraisers) and 

356 t eache rs (appraisees ) selected from 13 senior secondary 

schools of Addis Ababa . The quest ionn a ire involved a total 

of 54 items al l of which we re close-end except three. The 

items c all e d on respondents . t o address to the following 

broad topics: 
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A. Respondent ' s Biographical Information 

B. Purposes of TPA 

C. Cirteria for TPA 

D. Pre-Appraisal Meetings 

E . Classroom Observation " ( CRO) 

F. Appraisers and Their Sources of Teache r Performance 

Data 

G. Post-Appraisa l Conferences 

H. Teacher Reaction to Performance Ratings 

I. General Information on the Current System of TPA 

7.2. Sampling 

Information on the current system of TPA was solicited 

from two groups of staf f personnel working in government 

senior secondary schools of Addis Ababa . The first group 

consisted of principals , assistant principals, unit l eaders, 

and department heads . This group would be referred as 

appraisers in this study . The second group involve d teachers 

(or appraisees) . 

School administrators who constituted the first group 

we re preferred to be the subject of this study because, as 

per the guideline of the MOE , it is upon these s taff 

personne l that the responsibility of appraising t eachers ' 

performance has been bestowed. Teachers are, of course , 

school staff personnel who would be dir ectly affected by 
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the appraisal system . Thus, in such a study of TPA , 

invo l ving appraisers and appraisees wou ld be reasonable as 

wel l as indispensable. 

The study was decided to take place in senior secondary 

schools of Addis Ababa because accordin g to the policy of 

the MOE , years of service has been the primary requirement 

considered in transfering academic staff personnel from 

other regions to Addis Ababa. Hence, it was hoped that 

appraisers and appraisees working in senior secondary 

schools of Addis Ababa would give relevant and reliable 

descriptive informa tion since most of them, through a 

relatively longer years of service, would have accumulate d 

better experience an d underst and ing about the problem under 

study than do those in s chool s of other reg ions. 

As per the 1990/91 statistics of Addis Ababa Schools 

Office, there were 27 government senior secondary schools in 

which 513 schoo l administrators (appraisers) an d 2798 

teachers (appraisees ) were assigned . Thirteen senior secondary 

schools , nearly 50 .00 per cent of the total, were se l ected at 

random and involved in the study . These schoo l s were: 

Abyot Kirs Senior Secondary Schoo l 

Akaki Compr e h ens ive Senior Secondary Schoo l 

Ayer Tena Comprehensive Senior Secondary School 

Bole Comprehensive Senior Secondary Schoo l 

Higher 12 Compreh e nsive Senior Secondary Schoo l 
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Kokebe Tsibah Compr ehens i ve Senior Secondary Sc hool 

Medha ne alem Comprehens i ve Senio r Secondary Schoo l 

Nefas Silk Comprehensive Senior Secondary Schoo l 

Sebeta Senior Secondary Schoo l 

Sendafa Senior Secondary Schoo l 

Shimelis Habte Senior Secondary Schoo l 

SOS Higher 23 Senior Secondary School 

Wondirad Senior Secondary Schoo l 

There wer e a tot a l of 234 school administrators a nd 

1 42 7 teachers in t he aforementioned 13 sample senior 

secondary school s . I nvolved i n the s tudy were 154 ( 6 5.81 

per cent ) schoo l administrators and 356 (24.95 pe r cent ) 

teachers . 

The samp le size of schoo l administrators was determined 

by drawing o ne representative from eac h o f the three 

pos i tions (principal, assistant principal, and unit l eader); 

a nd 7 to 12 department heads depending on the size of the 

school an d the number of departments es tabli s hed in each 

school. The size of t eacher representatives in the study 

was set by a t echnique of stratif i e d random sampling. That 

is, al l teachers wo rking in the 13 sample senior seconda ry 

schoo ls were cat egorized in t erms of their academic 

qualification . Then , 2 4.95 p e r cen t o f the tota l n umber of 

t eachers in each qualificatio n category was comput e d, a nd 

a total samp l e size of 356 t eachers was drawn. 



- 17 -

7.3. Methods of Data Analysis 

In analys ing the findi n gs of the s tudy : 

7.3.1. Data collected were organized in tabular forms 

and in terms of frequency or percentages of 

r e spondents sel e cting each res ponse option 

appeared in eac h item of the questionnaire. 

7.3.2. In some cases , frequencies or percentages were 

se t in r a nk-o r de r to s how degree of r e latio ns hips 

be twee n apprai s ers and appraisee s in perceiving 

parti c ul a r TPA- r e l a t e d prob lems . 

7 . 3.3 . Fo r some data o f continuous nature (High , 

Mo d e rat e , Low) , f r e qu e nc i es we re convert e d into 

r a ting scal es ( 3,2,1, r espect ive l y ) an d t he n to 

tot a l average r at in gs a nd percentages . 

7.3.4. To t es t perc ept ual diff e r e nces b e twee n appr a ise rs 

and a ppraisees in TPA-relat e d probl e ms , Chi Square 

(X2) test at th e 0.05 leve l of sign i ficance was 

adopted. 
2 

Ch i Square (X) t es t i s a statistical 

method u s eful to d e t e rmine the diff e r ence 

between two sets of cat egoric al data. 

7.3.5. To t e st perce ptual relatio n s hips be twe en apprai s ers 

and a ppraisees in TPA-relat e d probl e ms , Spearma n ' s 

Ra nk-Ord e r Corre latio n Coeff ici e nt (rho) at the 
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0 . 05 l eve l of signif icance was comput e d. Spearman's 

Rank-Order Correlation Coefficient (rho) is a 

measure of cor r e l at ion fo r ranked data. 

7.4. Procedures of the Study 

After h av ing adequate reading on avail a ble literature 

on problems of TPA an d r e lated i ssues , the invest igator 

established the basic quest ions of the study on which the 

design of the questionnaire was based. The draft of the 

questionnaire was field-tested, and then, modifi e d in 

accordance with relevant inputs obtained from the invest i gator 's 

thesis advisor, professionals , and practit i oners in th e 

field of educational administration. 

Moreover, before the questionnaire was administered, t he 

inve stigator a pproac hed principals (or their repre s entatives) 

of the 13 samp l e sen ior secondary schoo l s in person, and 

presented to them a letter of cooperat ion wr itte n from the 

Head of the Depar tmen t of Edu cat i onal Administration (A.A.U.). 

After the ir willingness to participate in the study an d in 

administering the questionnaire h a d been confirmed, the 

questionnaire was distributed t o appraisers a nd apprai sees 

se l ected from the respective samp l e senior secondary school s . 

While principals of most of the samp l e schoo l s took the 

responsibility of distributing and collecting the questionnaire 

themselves, a few others ass i gned cooperat i ve assistant 
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principals or unit l eaders to do the job . In short , the 

inves tigator distributed the survey que stionnaire to 

a ppraisers and appraisees with a nd through cooperative 

practising educationa l administrators of the 13 sample 

s enior secondary schools . 

8. Definition of Terms 

The following are key terms with their respe ctive 

mean ings as us ed in this study. 

Appraisees 

Appraisers 

refe r to sen ior secondary school t eachers 

whose pe r formance is s ubject to appraisal. 

r efe r to senior secondary school admin i strators 

such as principal s , assistan t principals , unit 

l eaders , a nd department heads who are involved 

in apprai s ing the performance of teachers . 

Performa nce - fl • • • in admini s tr ation, is the manner in whic h, 

and the extent to which the tasks making up 

one's job are accomplis he d" (De jnoz ka, 1983:120). 

Performa nce Apprai sa l is defin e d as " . .. a process of 

ar riving at judgeme nts about an individual ' s 

pas t an d present performance against the 

b ackground of his/her wo rk env ironment , a nd 

about his/her future potential for a n 

organization . The a ppraisal process i s a n 
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activity designed to assist personnel to achieve 

individual as wel l as organizational benefits" 

(Castetter, 1981:216). 

Performance Rating - is a simple pencil and paper exercise 

which places a person's performance o n a scale 

from 5 to 1 or from excell e nt to poor (Montgomery 

and Hadfield , 1989:25). 

Senior Secondary Schools - are Ethio pian schoo l systems 

wit h grade l evels of 9 to 12. 

9. Organization of the Study 

The study is divided into four chapters. The first 

chapte r deals with the problem and its approach in whic h 

introduction , and background of the study ; stat e ment of the 

problem and basic questions ; significance , d e limitat ion, 

and limitations of the study ; r esearch methodo l ogy and 

procedures of the study ; and definition of key terms used 

are involved. While the whole of the second chapter deals 

wit h the review of the related literature , the th i rd chapter 

is meant for presentation and ana l ysis of the findings. 

Finally , s ummary , conclusions and recommendations are presented 

in chapter four . 



CHAPTER II 

REVIEW OF THE RELATED LITERATURE 

This chapter is devoted to the literature review o n 

different aspects of t eacher performance appraisa l (TPA). 

After brief l y introducing the concept of appra i sa l as it 

applies to the modern system of school management , the 

review raises basic i ssues o n the importance o f TPA. It 

a l so presents princip l e s of TPA so far developed fro m theory 

and practice . Moreover , since experience and research 

evidences have shown that appraisal schemes in many schools 

have proved ineffective , the major obst ac l es that are though t 

to be con tributive to appraisal's malfunction are also 

discussed . A bulk of the body of this l i terature review is , 

howev e r, concerned with the presentation of appropriate 

models of a system of TPA en unci a ted by prominent scholars 

in the field of education . Thus , the major components 

involved in the mo dels of the des ign and process of TPA are 

discussed in detai l. 

1. An Introduct ion to TPA 

The growth and complexity of formal organizations a nd 

the recognition of their crit i ca l importance for social 

development have called for the de velopme nt of more systematic 

a pproach to appraise employees ' pe rformance. The basic 

assumption underlying th i s under s tanding i s that " .• . the 
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organiz ation has a n obli ga tion to u se its e mp l oyees ' 

abilities to the f ull es t and to g ive eac h e mployee a n 

opportunity to grow an d t o reali z e his or her potentials" 

(Dess l e r , 1 984: 21 5). Eve nthough the need for appraising 

employees performance has long b een acc e pt e d to improve 

individua l an d organiz ationa l effect iveness , it has proved 

to bea sensitive and compl e x t as k to accomplis h. Castette r 

(1981:216) has no t e d that: 

Seldom do people question the need fo r appra~s~ng 

individua l performance . The real problem is t o 
develop and improve valid and reliable appra i sal 
procedures and to create greater unders t anding of 
the purposes and limitations of performance appra i sa l 
so tha t results der ived from its application will 
no t be misused. 

The idea of systemat ic scheme o f TPA was s l ow to develo p. 

an d when it did, it evo lved from appraisal practice s in 

industria l organizations. Criticizing the attemp t made to 

transfuse apprai s al schemes of b us in ess and indu s try to the 

school system, Howard Bradley has stated that : 

•• • scheme o f appraisal covering al l head teachers 
a nd t eachers .• • emerged from unlikely source - an 
industrial di s pute •• • No l onger had we to r e ly o n 
the transposition of findings from i ndustry which 

had doubtfu l transferability to school s : now we 
had our own direct experience . There emerged a 
s tyle of appraisal which is unique in its 
professional orientation (in Boll ington et aI" 
1990 :ii). 

Hi sto ri c a lly , appr a i sal s in school sys t ems , as in business 

an d indus try , have ge ne rally b ee n used fo r s ummative o r 
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administrative purposes such as promotion, wage increase , 

employee selection an d p l acement , and personne l p l anning 

(Klatt e t a l . , 1978:366 ); as a result , teachers and their 

appraisers have developed feelings of suspicion, fear, an d 

avoidance of appraisal schemes ( Howthorne , 1981 :255) . 

More recent ly, however, the emphasis of TPA systems 

haS shifted toward formative or developmenta l purposes. 

More time an d effort are being devote d t o link appraisal 

schemes to r esearch on effective teaching ; to provide 

training to appraisers , and t o make them more accountab l e t o 

conduct appraisal ; to identify teacher performance weaknesses 

and s trengths to focus on staff development ; and to make 

t eachers active partners in the desi g n and process of 

appraisal schemes (Butterman and Wilson , 1987:5) . 

Nowadays the concep t of TPA is in the mids t of change . 

It is being viewed by many schoo l systems as an asset rather 

than as a bureaucratic necessity. There is a growing 

support from both educational theorists and practitioners to 

introduce formative (deve l opmenta l) appraisa l schemes in 

schoo l systems . A recent research repor t recommends teacher 

appraisal to be conceived as : 

a •• a continuous and systematic process intended 
to help individual teachers with their professional 
development and career planning, and to hel p ensure 
that the in service training and development of teachers 
matches the compl ementary needs of individual 
teachers and schools. 
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The process is seen a s a positive one intended 
to improve the quality in schools by providing teachers 
with ••• better j ob satisfaction, more appropriate in­
service training , and better planned career development 
based upon more informed decision (in Montgomery and 
Hadfield, 1989,9-10). 

Concerned international organizations such as ILO an d 

UNESCO (198 4: 28 ) have also shown their regard to t eacher 

appraisal by recommending that : 

Any system of inspect ion or supervision should be 
designed to encourage and help teachers in the 
performance of their professional tasks and should 
be such as not to diminish the freedom, initiative 
and re spons ibility o f teachers. 

In sum, the consensus that has rece n t ly been reached 

upo n i s that TP A is not a matte r of choice . It should rather 

be conceived as an indi s pen sable aspec t of human resource 

management wh ich, when applied to teachers and teaching , 

shoul d g i ve mor e emphas is to teacher per formance development 

and enhancement o f t he teaching- l earning process . However , 

it should be take n fo r granted that the ultimat e success of 

any approac h to TPA heavily depends o n whethe r or not it is 

perceived by teachers and apprai~e r s as potentially valuable. 

Thus , to e nsure the p r ope r functioning of an appraisal 

scheme an d to ut ili ze appra i sa l results for so lving 

performance-related problems , it is of paramount importance 

to ident if y appraiser-apprai see perception of t h e scheme , an d 

hence , to win their acceptance , cooperative support , an d 

sustained commitmen t to it s effect i veness . 
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2. Importance of TPA 

No one denies the fact that performance appraisa l 

is one of the major responsibilities o f an administrator 

involved in a system o f human resource management. For 

organizational members to perform better, thei r performance 

shou l d be assessed; their weaknesses and strengths should 

be identified; an d the y shoul d be fedback wi t h the information 

about the p l ace where they stand in their perfqrmance . Not 

only s hould they be to ld about their l evels of performance 

but should also be he l ped , guided, and inspired to bring 

about improved change in their performance . 

As Harris (1987:44) has put it , "To neg l ect evaluation 

as a tool for improving teaching and l earning is flying a 

plane without a compass or radio." Thus , the question should 

not be to appraise or not to appraise teacher performance . 

The concern should rather be how to des i gn and implemen t 

an effective system of TPA which enhances improvemen t of 

t eacher performance and studen t learning . 

I n spite o f the fac t that mos t TPA schemes in schoo l 

systems have proved ineffective because of their undefined 

and often conflicting purposes , inval id and unre l iab l e 

criteria , and improper operation (West and Bollington, 

1990:55 ), its advocates have continued t o claim that proper l y 

designed an d effectivel y impl emented , TPA can bring about 
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renewa l of motivation of teachers to their job (Zaudn e h , 

1987:173) . Teachers under effective appraisal are much 

motivated to do a better job because "For a teacher to 

change and improve, he needs to know how to change , to know 

wha t the changed teachin g behavior looks l ike , to know what 

he is doing that is less than satisfactory and what should 

be better " (McNal l y , 1972:354 ). I t shoul d be noted , however, 

that mere grading of a t eacher as excellent, satisfactory 

or poor will not motivate him t o perform . The teacher nee ds 

to internalize the purpose of the appraisal scheme , and 

willing l y accept the performance criteria an d process of 

appraisal as realistic, helpful, and reliable to be motivated . 

3 . Principles of TPA 

A variety of approaches to TPA are being adopted by 

different educationa l systems in differen t societies . But 

this does not mean that there are no principl e s governing 

diff erent appraisa l practices in common . There are certain 

key principles which have emerged from research and 

experience and proved r e levant to any system of TPA . 

Presenting these key principles can be useful to point out 

how TPA can s uccessfully be designed and operated in the 

interest of enhancing the development of both the individua l 

teacher and the schoo l . 
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3.1. Princip l e of Single Purpose 

This principle emphasizes the need for the separation 

of summative and formative purposes of TPA, and the need 

for the establishment of two different appraisal forms to 

be comp l eted by two different designat e d appraisers , 

respectively (Gorton,1983:241 ). Contemporary researchers 

on TPA agree that effective appraisa l scheme s cannot serve 

both summat ive an d formative purposes simul taneous ly (Wi s e 

e t al. , 1985:106; Bollington et a l . , 1990:7). Summative 

and formative purposes of TPA are contradictory and often 

conflicting since the latter is basically developmental 

aimed at i mproving t eacher competence while the former is 

judgemental aimed at collecting perfo rmance data 

necessary to make admin i strative dec i sions such as teacher 

promotion, sal ary raise, tenure and transfer. Today , many 

educational systems are endeavour ing to make TPA development­

oriented (formative) to provide teachers with profess ional 

support for them to be encouraged to improve their t e aching 

competence (Kyriacou, 1991:127). 

3.2. Principle of Effective Communication 

Effective two- way communication b e tween teachers and 

appraisers is essential for the successful oper at ion of TPA 

schemes . A ful l support and cOlnmitment of teachers and 

appraisers can be ensured when they have mutua l understanding 
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about the purpose , criteria an d process of the appraisal 

sche me . 

Failure to c l ear ly communicate about the purpose , 

criteria an d process of appraisal can result i n uncertainty 

and apprehension particular ly on the part of t eachers. 

When teachers are appraised without having firs t - han d 

knowledge about any aspect of the appraisal scheme , they 

often tend to b e reluctant to cooperat ive ly participate in 

the appraisal process an d to accept performance ratings 

presented by thei r apprai sers ( Gorton, 1983:249 ). 

3.3. Princip l e of Appraiser Training 

TPA is a comp l ex and sens itive tas k whi c h requires 

appraise rs adequate competence in human , technical an d 

conceptual s kills . Because of l ack of adequate pre-and 

in-serv i ce training in skills of appraisal, many apprai sers 

approac h t he task of TPA wit h some apprehensio n a nd reluctance , 

an d with a sense of i nsecurity fo r knowing nothing or little 

about appra i sal better t h an thei r appraisees (Bollington 

e t a l . , 1990:10). Moreover , it has b een obse rved that 

apprai sers wit h litt l e o r no training in TPA often commit 

apprai s al errors which ultimate ly result in s ubj ectiv ity of 

appraisal results (Gorton, 1983:258 ). It is , therefore } 

indispensab l e to provide appraisers wit h pre-and in-service 

training so as to sharpen thei r know l edge an d skills in 

appraisal. 
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3.4. Principle of Teacher Participation 

TPA schemes will likely succeed when t eachers, who are 

directly affected by the schemes , are made involved in the 

design and operation of the system (Zaudneh, 1987:173) : an d 

when they fee l that the appraisal purpose is positive , its 

criteria are defined an d r e alistic, an d its process is 

appropriate (Johnston and Yeakey, 1979:21 ). 

It has been observed in many schoo l systems whe re 

teachers are appraised by criteria and process on which they 

had little or no say, an d about wh ich they may perhaps 

disagree (Gorton, 1983:243 ). If t eachers are denied the 

opportuni ty to participate in the design as well as the 

operation of the TPA system, the likelyhood is increased 

tha t many of them will not accept any att e mpt of appra i sa l . 

Thus , for a system of appraisa l to be effective, teache r 

participation in the formulation as wel l as impl ementation 

of the scheme must necessarily be sought for. 

3.5. Principle of Cont extual Factors 

Schoo l fact o r s which are beyond the contro l of the 

teacher can influence his performance effectiveness . For 

instance , availabil ity and adequacy of instructional mat erials , 

relevance of the curriculum , appropriateness of the schoo l 

timetable, the physical condition of the cl assroom, the 

s ize of the class , and the type of students in the classroom 
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are but a few of the factors which are not within the 

contro l of the teacher. Failure to take s uch factors into 

accoun t in the process of appraisa l will l ead to inaccurate 

and unfair j udgement of teachers ' performance (Gorton, 1983 : 

251). Thus , since mos t of teach ers ' suspicions over 

appraisal emanate from their conception that they a re 

required to reach a given l e ve l of performance effectiveness 

torn out of their schoo l s ' contex t ( Shipman , 1979 :147) , 

aspects of t eachers' job must be apprai sed in view of the 

factors involved in the schoo l environment . 

4 . Impediments of TPA 

Any system can fai l or ma l function if it is poor ly 

designe d and implemented. Performance appraisa l is a system 

of no except ion . Survey study by Putman (1980:36 ) dep i cts 

that "Evaluation is to human developmen t . • . Nobody denies 

its importance •.• almost everybody has p l ans to do it ... 

But the results of evaluat ion are rarely wha t one had hoped 

for. " Why' The answe r relates to the design an d operation 

of the apprai sal system , skil l and competence of appra i sers , 

an d perception of appraisees about appraisal. Following is 

a discussion on the majo r appraisa l barriers s o fa r discovered. 

4.1. Problems With the Design and Operation of the System 

The design an d operation of a system of TPA can be 

blamed if the system ' s purpose and appraisal cr iteria are 
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not clear l y defined , specified , and communicated ; and if 

its process fails to operate effective l y . The purpose of 

the appraisa l scheme , o f course , determines the nature an d 

cont e nt of the measuring criteria and the appraisal process 

as wel l. Thus , from t he outset , due regard mus t be g i ven 

to the purpose of the appraisal schem~ . 

There i s abundan t literature on TPA indicating that 

appraisal schemes in many school systems are trait-oriented, 

and focus more o n summative purposes than on teacher 

profess iona l improvemen t ( Castetter , 1981:223 ) . Undue 

emphasis o n summative appraisal purposes has led teachers 

to view appraisal " •.• as a reward-punishment situation " 

(Certo and Appelbaum, 1986:260), and as somewhat " .. . 

threatening, punitive , of little help, and not in their 

interests" (Gorton, 1983:242). In this case , there is 

little wonder if an appraisal scheme , whose purpose is 

repulsive to t eachers ' needs and interests , is doomed t o 

failure . 

As ind i cated earlier, appraisal criter i a designed t o 

serve s ummative purposes wil l provide performance data o n 

l eve l o f teacher competence usab l e t o make admi n ist r at i ve 

decisions . Similar l y , formative purposes of appraisa l require 

criteria by which t eachers ' level of performance can be 

identified so as to coach, counsel, and motivate them t o 

improve professionally i n thei r future performance . I n th e 
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latter case , little has been done s o fa r as evidenced by 

research findings . In most systems of TPA by which both 

summative an d formative purposes are att empted to be 

accomp l ished i n a single appraisal form, emphasis has been 

placed more o n the f ormer than on the latter particul arly 

a s it relates to criteria. For instance , ana l ysing 65 TPA 

forms deve l oped by different schoo l systems , Pohland and 

Wood (1 983: 173) have discovered that only 28.22 per cen t 

of the items listed in al l of the forms accoun t e d fo r 

formative purpose . That means, near ly 3/4 o f the measuring 

items are meant for summative purposes. Thus , in sp i te of 

the recent shift of emphasis toward appraisal for teacher 

improvement , some appraisal schemes have fa iled to achieve 

this purpose. 

Lack of validity and reliability is another criteria -

related setback that TPA schemes often suffer from . Morrison 

and Kranz (1981:16) have shown in their study t hat because 

mos t appraisa l criteria often encourage ' person appraisa l ' 

rathe r than ' performance app raisal,' appraisa l results are 

often inaccurate and subject i ve. Measuring criteria t hat 

fai l to generate valid an d reliable performance data , will 

serve ne i ther summative nor formative appraisa l purposes . 

Moreover , TPA systems often fail because the apprai sa l 

criteria are establis hed based on persona l preference o f 

administrators rather than on research results (Tuckman , 
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1979:104-108). Of course , r esearch- based TPA cr iteria s o 

fa r deve l ope d have not ye t received universal acceptance ; 

an d may no t receive in the near future , because appra i sal 

cr it e ria developed for a given context can not fully 

satis fy the other (John, 1980:158 ) . Thus , rathe r than mere 

dependence on personal experience to develop appra i s al 

criteria, o the r sources s uch as research findin g s on e ff e ctive 

teachin g and i n the fi e ld of psycho l ogy s hould be consulted 

an d exper i mented with appropriate modification to fit them 

into a particular context in whi c h the appraisa l scheme 

operates (Flanders , in Biddle and El l e na , 196 4 :231 ; Hopkins 

and Bo ll ington , 1989 :169-172) . 

Furthermore, a ny performance appraisal system wil l fa il 

if those involved in the appraisa l process (t e achers and 

appraisers) are no t given the opportunity to participate 

in determining the appraisa l purpose and criter ia. Lack 

of mean ingfu l part i cipat i o n on the part o f t eachers an d 

appra i sers will result not on ly in malfunction of the 

appra i sa l scheme but a l s o in deterioration of teachers ' 

performance since their a t t itude towards their job could 

b e adversely affected (Beveridge , 1975:17) . 

In genera l , a TPA system can fa il if it s purpose i s not 

clearly defined, spec ifi ed , and communicated to a ll those 

concerne d; if the measurin g criteria lack valid ity an d 

re liab il i ty , an d if the y are not research-based and in 
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accordance with the context in which they are used ; and if 

t eachers and appraisers are den i e d meaningfu l participation 

in the design as we ll as the operation of the appraisa l 

s cheme. 

4.2 . Prob l ems Wit h the Appraiser 

Once the purpose o f the appraisal system is defin e d, 

and the criteria against which teacher performan ce i s 

measured are estab l i s hed , the responsibility of accomplishing 

the appraisal process is b estowed cipon appraisers . 

Unfortunately , however , appr~isal processes and results 

often prove ineffective main l y because appraisers lack the 

required knowledge and skills in and commitment to appraisa l 

(Heneman II I et al. , 1986: 132). Because of these, appra i sers 

commit a var iety of errors ; an d the errors they often commit 

are discussed below . 

4.2. 1. The Halo Effect 

The halo effect appears when a n appraiser fa i ls to 

discriminate the various dimensions of a t eache r ' s job. 

I n such a case , the appraiser t e nds to take a s ingle aspect 

o f the teacher's performance to influence the entire 

appraisal (Dessler , 1984 : 214) . This is a t endency to 

e rroneously rate a t eacher as s imil a r i n al l dimensions of 

his p e rformance a t a high, or medium , or low l evel. 
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This leads the appraise r to rely on his personal impression 

about the teacher in the appraisal process (Zaudneh, 

1987:174 ). 

4.2.2 . Central Te.ndency . . 

This is a tendency of a ppraisers to e rroneously rate 

all teachers within a narrow range of appraisal results 

regardless of the actual performance differences existed 

among teachers . When an appraise r is possessing inadequate 

performance evidence about teachers, he h esitates to 

discriminate their levels of performance ; and ultimately 

incline to ride a middle-of-the road, positive ly slanted , 

or tends to rate every teacher average o r above average 

(Oslon, 1981:14 ). 

4.2.3. Constant Error 

This is a persistent problem of appra i sers who often 

tend to be linient or sever in rating teachers. Appraisers 

vary in their perception of rating personnel performance . 

Some are easy raters, rating appraisees extreme ly high; 

and some are tough raters, rating apprai sees extremely 

l ow (Flippo, 1984:239). Resear c h evide nce has shown that 

most appraisers are linient in their ratings main ly because 

of two reasons. One, they fear that low ratings demotivate 

teachers toward better performance ; and two, they do not 
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wan t to spoi l t h e ir rapport with teachers (Patz, 1975:78). 

4 .2. 4. Rec e nt -behav ior Bias 

Many appra i s al results suffer subjectivity because 

appraisers oft e n forge t or a re not concerned about the 

cumulativ e past p e rforma nce of teachers . As a res ult, 

appraisa l r esult of a t eacher is de t ermined on ly by evidence I 

obtained just before appraisal rather than by the average 

be havior a teacher has exhibit e d in his past sev e ral mon th s 

of performance (He neman III et al. , 1986 :132) . 

4 . 2.5. Simi l a r-to -me Error 

Th is is a n erroneous t endency of an apprai ser who 

judge more favourab l y the performance of those appra i sees 

who a ppear t o be s i mi lar in their behavio r to himself 

( Ahuja , 1 983 : 232-233). Stud i es have indicated that appraisers' 

personal bi as and favourati s m can greatly in f lue n ce apprai sa l 

r esults part i c ularly if t hey expect their apprai sees to 

b e have in a manner apprais e rs think app r opriate an d 

acceptable (Gluec k , 1982:376). 

4 . 2 . 6. Contras t Er ror 

Contrast error in appraisal often occurs i n the sequencing 

of rat ings ; or when t he performance of an appraisee is taken 
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as referent to rate that of others (Torrington an d Champan, 

1983:395 ). That is , if superior performers are observed 

an d appraised first , average performers wil l likely be 

rated low; an d if poor performers are appraised firs t, 

average performers wil l be rated high . 

The foregoing appraisers ' problems i n carrying out 

appraisa l process are only a few but common ly existent in 

almost al l schemes of appraisal. These problems are believed 

to be significant ly reduced if apprai sers are offered p rope r 

an d continuous training in the purpose an d criteria of 

appraisal, and in the techniques of task observation, data 

collection and an alysis, conferencing , target -setting, an d 

repor ting (Conley, 1987 : 4). It should be noted , however , 

besides such a training , appraisers must be e ncouraged to 

se~ the potentia l va lue of appraisa l and to willingly exert 

more time and effor t to periodical l y appra i se teachers an d 

record performance evidences for future use (Z audneh, 1987:174). 

4.3. Prob l ems With Appraisees 

For a TPA system to function wel l, it is of paramoun t 

importance that teachers regard it as potentially va luable 

to improve teachers an d teaching. If the objective of a n 

appraisal system is to change and improve the competence of 

those who teach , it is imperative to consider teachers ' 

perception of the appraisal system rather than simp l y 
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impo s ing o n t h em the required rules of behaviour. 

Howeve r mos t efforts of TPA are far too narrowly 

focuse d and too oversimplifie d omitting a n important element­

favourable perception of teachers. J ohn (1980: 158) has 

observed that teachers ' anxiety an d frustration almost 

certain ly s t e m from an appraisal sys t em whic h they regard 

as arbitrary , unreliable, and imposed. A study by Mont~ry 

an d Hadfield ( 1989:7) has also shown that "To o many t eachers 

have experienced supervision by an imperious person .. . who 

had l ef t a set o f note s •.• o f weaknesses for t hem t o correct 

before the next visit . " 

A sUbstantial amount of teachers ' negative attitude 

toward appraisa l also res ults from their doubt about the 

valid ity , reliability, and utility of p e rformance feedback 

an d ratings presented by their appra i sers . Wise e t a l. 

(1985:75) have noted that a g r eat major i ty of teachers 

involved in thei r study believed that appraisa l j udgements 

or performance ratings of teachers depended too much o n 

appra i sers ' persona l impress ion about individual t eachers 

rathe r than continuous and objective observation of 

teachers ' task performance. Montgomery an d Hadfiel d (1989 :17) 

have also reported that many teachers comp l ai n about be i ng 

rated without " •.• any singl e task observation , or of quick 

visits of ten minutes, followed by notes o r comments of no 

practical use ." As a result , t eachers often question 
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appraisers ! competence in an d commitmen t to appraisal; 

an d consequently tend to lose trust and confidence in 

their apprai sers; an d often resist to accept performance 

ratings . 

Another appraisal problem often realized is teachers ' 

reaction to positive a nd negative appraisal feedback or 

rating results. Most teachers have difficulty in facing 

up to a ppraisal involving negative feedback about their 

performance wh ich of t en deve l ops i n them a sense of 

" ••. tension , fricti on, insecurity, embarassment, frustrati on, 

anger, resentment, and anti-organiz atio n fee lings an d 

act i ons" (Castetter, 1981:277). Some analysts a l s o believe 

that teachers , who have developed a negative attitude toward 

the design and process of the appraisal scheme , whether 

rated high o r low , do not improve their per f ormance , but 

they will give up , o r don ' t bother about ratings (John , 

1980:159). Undesirable teachers ' perception about appraisa l 

often stem from infrequent classroom observation (CRO), 

inadequate opportunity fo r them to participate and affect 

t he design an d operation of the appraisa l sys t e m, and 

unfavourab l e a ttitude toward a ppraisers (Wise e t a l., 1985:70). 

These an d mos t of apprai sal impediments so far discussed 

a re bel i eved to be reduced , if not eliminated , to a 

s i gnifica nt d egree by encouragi ng appraisers and teac hers 

to acknowl edge t he value of performance appraisal; by 
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providing appraisers , an d to some exten t to teache rs , 

training and retraining in appra i sa l ; by helping them to 

cooperatively participate in the design as we l l as the 

process of the appraisal sch eme ; an d mos t importantly, by 

providing t eachers with consistent a nd frequent performance 

f eedback a nd professional support for them to improve in 

their teaching competence . 

5 . Major Components of the Sys t e m of TPA 

A systematic approach to TPA involves two broa d but 

interrelated a nd int erdependent components : th e des i g n of 

the system and its process . The des ign of the system 

compr i ses b as i c el ements that need to be consider ed at the 

stage o f system formu l ation . The system 's process includes 

systematic approaches o r s t eps to be followed in appra i sing 

t eacher performance. The models that represen t each of 

the t wo componen t s a re presented an d discussed in detail . 

5.1. The Design of the System 

The design of a sys t e m of TPA profo undly a ffec ts the 

subsequent operation of the system . Thus , a ll those invo l ved 

in TPA s ho uld g i ve more time a nd ef fort to des i gn a 

systematic appra i sal scheme which can effect i ve ly contribut e 

to the integration a nd satis fact ion of individual a nd 

organizational needs a nd interests . Following is a mode l 

for the de sign of a system of TPA involving its const itue nt 

el ements. 
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A Mode l for the Design of a System of TPA 

Major Elements of the Design 

1. Purpose of Appraisa l 

2 . What is Appraised ? 

(Appraisal cri teria) 

3. Who. Appraises? 

4. When and How aften 

to Appraise ? 

5. Haw to. Appraise? 

(Appraisal techniques ) 

Sub-el ements of the Design 

Formative or Summative 

(Teacher deve l opment, motivation , 

compensati on , promotion, 

transfer, etc .) 

a ) Personal characteristics of 

teachers 

b) Performance competence af 

teachers 

c) Any combination af a and b 

a ) Superiors 

b ) Peers 

c) Students 

d) Self-appraisal 

e) Any combination af a to. d 

a) Timing and Frequency af CRO 

b ) Appraaches to. CRO (annaunced 

and/ar unannaunced visits) 

a ) Trait rat i ng scal e s 

b ) Narrative/Essay technique 

c ) Management by Objective (MBO) 

d ) Critical Incident technique 

e) Ranking 

f ) Farced Distributian technique 

g) Any cambinatian of a to. f 

Saurce : Adapted fram Wi lliam B. Castetter t The Persannel Functian in 
Educatianal Administratian . 3rd Ed. y New York : Macmillan 
Publishi ng Ca. t Inc. , 1981 , p. 22 7 
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As depicted in t h e model above , the design o f TPA 

includes such major e l ements as purpose an d criteria of 

apprai s al , appraisers , when and how often to appraise , and 

appraisal t echniques. Each of these e l ements is dea l t wit h 

in detail as follows . 

5.1 . 1. The Purpose o f TPA 

Perhaps the most ~ritical phase i n the de sign o f any 

system of performance appraisa l is determining its purpose. 

As Newman and Hinrichs (1980:6 ) have stated : 

. • . the design of the system, the choice of 
criteria, the choice of techniques to measure 
those criteria. the nature of the f eedback process , 
the timing and frequency of the evaluation and 
feedback, and so on, all depend on the purposes 
the performance eval uation system is designed to 
serve . 

In this r egard, determining the purpose of a system 

of TPA should deserve first priority in attent ion in the 

process of des igning the system. Typ ically , appra i sal involves 

anal ysis of t eachers ' past and present pe rformance in an aim 

of planning for the future . The basic question to be 

addressed h e re is , t herefore , I to what en d? ' - the purpose . 

Many writers on management , particularly on personnel 

man agement , have identified a varie ty of purposes whi c h they 

believe a sys t em of performance appraisal should serve . 

For i nstance , Dessler (1984:212) ide ntifies three purposes 



- 43 -

of appraisal: control , feedback and reward. The contro l 

purpose o f apprai sal focuses on the identification of 

unique performance contributions and deficiencies o f each 

employee , an d when necessary , o n taking remedia l actions 

for deficiencies. Related t o the control purpose is the 

feedback process whereby the appraise~ provides the 

appraisee wit h information about the level of performance 

the employee has achieved. And the reward purpose of 

appraisal emphasizes on the provision of material and / o r 

financia l rewards , and promotion based on merit to the 

employe e to encourage him for better performance . 

Morriso n an d Kranz (1981 :14) see appraisal as primarily 

serving the purpose of documenting employees ' appraisal 

results to make administrative decisions . Szilagyi (1 984:58 4), 

in addit i o n to what the ear lier authorities have propose~ , 

views that the purpose of performance appraisa l should 

include employees ' training n eeds . Zaudneh (1987:167), in 

agreement with Dess l e r and ot hers , enumerat es the fol l owing 

advantages that effective performance appraisal can generate : 

•.• continuous performance evaluation is 

important because it: 

a) is the basis for the promotion or transfer of 

emp l oyees 

b) helps to establish training needs 

c ) helps to discover potentials 
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d) done objectivel y , it he lps to improve morale 

e) is the basis for staff developmen t 

f ) helps to contro l an d improve performance 

g ) helps to produce better and more competent 

workers . 

Recently , however, remarkable changes an d improvements 

are being made in the purposes of TPA . For instance, 

research report of Bradley e t al. (1968:6-8 ) have revea l e d 

that attempts are being made in almost all school sys tems 

involved in their study to relate the purpose of TPA : 

•. • . to improve teacher performance , increase 
their j ob satisfacti on ; to identify training 
needs, and improve the delivery of in-service 
training and ultimately and vitally improve 
pupi l performance, to improve the standard of 
teaching and the quality of teaching ; to motivate 
teachers by indicating that they are considered 
a s individuals, highlight problems and 
diff i culties and help solve them ; to increase 
teacher professional awareness; to formul ate 
s tructured development of school, curriculum, 
teachers and pupils .• • 

Other than the ones indicated earlier , there are, of 

course , severa l approaches of stating the purposes of TPA . 

In fact, purposes of a pprais al can be classified into two 

broad categories : Formative and Sumrnative . And, to the 

best knowledge of this writer , these are broad purposes of 

appraisal commonly indicated in mos t appraisal literature 

available. 
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Formative appraisa l is basical ly developmental in 

purpose , focusing o n continuous an d susta ine d professional 

improvemen t of t eachers, and on de veloping a sen s e of job 

satisfact ion in them (Gorton, 1983:241). It provides 

teachers with info rmation about performance expectations 

of .the school, feedback regarding sub sequent performance, 

advice , coaching , counselling to help them meet exp ectations 

that haven't been achieved ; an d a basis for car eer planning 

an d deve l opment. When appra i s al is used for a formative 

purpose , the bas i s of compar i s on is the teacher' s actual 

performance against appra i sa l criteria ; an d t he role o f 

the appraiser is that of counse l or, guide or instructor 

( Megginson, 1981:312). 

< Summative appraisal, on the other hand , is judgemental 

i n purpose wh ereby administrative o r personnel decisions are 

made to determine a teacher's promot ion or demotion , dism i ssa l 

o r tenure , transfer and salary raise (Gorton, 1983:241); and 

is of t en conducted a t t he termination o f a g iven cour se of 

action, i.e., t erm, semester or academic year (Bi s hop, 

1976:149 ). When appraisal is used fo r a summat ive purpose, 

the basis of compariso n is the performance of one t eacher 

with that of the other ; and t he role of the appraiser is 

that of a j udge ( Megg ins on , 1981:311 ). 

Evidence from recent st udies has s hown that there is 

a controversy among scholars whethe r a sin gle appraisa l 

system c an satisfactor ily serve both summative an d formative 
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purposes simultaneously . Advocates of one system fo r the 

two purposes often argue that even if a dual system would 

be ideal, there ar e limitations of time , money , an d 

personne l to process them effectively. Thus , they 

recommend a properly designed system o f appraisal to serve 

both summat ive an d formative purposes simult aneous ly . 

( Mil l e r, 1987: 17- 18 ). 

Contrary t o the foregoing recommendation , many educators 

and researchers advocat e fo r the separation of the t wo 

purposes and pursue the m with two different appraisal systems) 

respectively . The justification t h ey often g i ve relates 

to the appraisa l process and method , appraisers ' function, 

and appraisees ' pe rception about appraisal. 

Advocat es for a single system to a single purpose 

contend that serious proble m can arise when a process of 

appraisa l valid for one purpose is appli e d to a different 

purpose . For instance , Gl ueck (1982:374) argues that s ince 

a met hod o f appraisal adopt e d in a process an d t he 

performance information it generates should be the 

ref l ec tion of the app rais al purpose , a n appraisa l met hod 

an d process that r e veal the extent of improvemen t in 

particula r competencies may no t wo rk for ranking employees 

for compensation an d reward purposes . 

Moreov e r, unlike that of appraisa l for a summative 

purpose , the forma t fo r format i ve TPA mus t reach beyond 
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observed teaching behavior on a given day or days. Wise 

et al. (1985:96) have pointed out that "The quality o f 

ongoing classroom activities depenwon how what happens 

today relates to what happene d yesterday and last week, as 

wel l as what wil l happen tomorrow an d thereafter ." In th is 

case , formative appraisal calls for a holistic set of 

performance data . through a continuous process of assessing 

teacher performance wh ile summat ive appraisal attends to the 

immediate rather than the long-term effects of performance of 

teachers. 

The purpose of appra i sa l also influences the role of the 

appraiser. For instance, Rausch (1985:43) has asserted that 

an appraiser canno t se rve in the role of coach and counselor 

(helping an employee improve performance) whi le presiding as 

a judge over the same employee's salary decision. In a more 

elaborated expression, Wise et al . (1985:96) state that in 

a formative appraisal which aims at continuous assessment of 

a teacher ' s competence " .•. to plan within and across lessons 

to impart knowledge that account for the students ' leve l of 

development and prior learning , and to achieve immediate and 

long-range goals of instruction , strategies and techniques 

of teaching to meet the changing needs of the l earner s ... " , 

a teacher mus t be judged by a n expert observer. On the other 

hand , a generalist appraiser who is responsible for making 

defensible decisions about whethe r a teacher s hould or should 

not be promoted may be required only to ascerta in the presence 
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or absence of minima l teaching competencies in a few 

classroom visits. Therefore , i t is beyond the expertise of 

a genera l ist appraiser to assess s ubject area competence 

an d the qual ity of ongoing classroom activ it ies which 

fo~m the bas i s fo r formative appraisal purpose . 

Furthermore , formative an d summative appraisa l s are 

perceived by both teachers and appraisers to be incompatible 

and i n direct conf l ic t particul ar ly when done i n a single 

system of TPA . Fo r a successful formative apprai sa l , 

teachers must be open , cand i d and cooperative to uncove r 

their inherent weaknesses and strengths of p erformance . 

But teachers often decline to revea l t heir performance 

deficienc i es to thei r appraisers because they do not wan t 

to be rated low an d lose s alary raise or promotion . They 

rather strive to be seen in the best light of their 

appraisers (Gorton, 1983 : 24 1 ) . 

In view of the above di scu ss ion , possible problems of 

purpose s hould be r emoved early in the design of the 

appraisa l system. What many contemporary educators recommen d 

i s that the two purposes , formative and summative , should be 

separated an d entertained by two diff e re n t appraisal systems ; 

and d i fferent appraisers s hou ld be designated , respectively 

(Klatt , et a l . , 1978:380 ; Gorton , 1983:243 ; Wise e t al ., 

1985 :106 ; Bollington et alo , 1990 : 8) . 
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5.1.2. Criteria fo r TPA 

Performance criteria represent specific activities 

involved in the teaching job which a teacher is expected 

to perform effectively to achieve a given instructional 

objective. Criteria for appraising teacher performance 

reflect spec ific instructional activ ities called "Key 

results area" (George, 1987:34) whic h mus t be carefully 

identified, clearly understood, an d mutually agree d-upon 

by both appraisers and appraisees as critical to achieve 

the teaching-learning outcomes desired. In short , 

performance criteria are statements of standards against 

which a teacher's competence in accomplishing specified 

teaching activities is measured . 

5.1.2.1. Major Characteristics of Performance Criteria 

Effective performance criter ia to measure teacher s' 

competence are expected to possess three major characteristics : 

validity , reliability, an d utility. 

Validity 

A set of performance criteria is said to be vali d if 

it accurately measures what it is meant to measure (Manatt , 

1987:11) . Neither the criter i a nor the measuring of them 

s hould be biased and trivial. They should rather be 

relevant to t each e rs' spec ific performance , enabling one 
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to measure the extent to which important instructional 

object ives are successfully achieved . The validity of an 

appraisa l process heavily depends on its accuracy an d 

comprehensiveness in assessing t eaching quality as defined 

by the agreed- on criteria. Thus , for performance criteria 

to be valid , they should focus on agreed-on critical 

activities direct ly related to the teacher's job and the 

objectives of the instructional program (Leinhardt , 1980: 

404-414). 

Reliability 

Reliability in performance criteria means consistency ; 

that is , multip l e appraisers should agree on what a teacher 

is and is not doing well (Os lon, 1981:2). In other words , 

reliability refers to the cons i stency of measurement across 

appraise rs and observations. Performance criteria , to be 

reliable , shoul d be relatively stable and l e nd themselves 

to accurate measurement. In general , observability and 

objectivity of performance criteria are important determining 

measures of reliability (Newman and Hinrichs , 1980:5) . 

Utility 

Utility of performance criteria represent s a proper 

balance of cost an d benefit (Wise et al. , 1985:98) . That 

is, the time and effort (cost) us e d to admin i s ter the 
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criteria should yield accurate and reli ab l e data on teacher 

performance necessary to make sound administrative 

decisions , or to improve t eachers ' competence (benefi t). 

5.1.2.2. Who Establishes Criteria for TPA 

'Who should develop the criteria for teacher appraisal? ' 

is a n important question that needs to be cons idere d in 

des igning a TPA scheme . Various approaches of selecting 

performance criteria ha ve been s u gges t e d by different 

a uthorities with greater emphasis on the invo l v e men t of 

t eachers in the process . For instance , Howthorne (1981:266) 

believes t hat effective criteria t hat guaran tee valid and 

re l iable performande data can be established when individual 

teachers, the total faculty , the administration of a school , 

an d centra l office personnel have equal opportunity to 

participate in selec ting performance cr iteria . Gorton 

(1983:246) suggests that t eachers be given the responsibility 

of investigat ing research findings out of which they can 

develop performance criteria wh ich final ly should be revised 

by central office personnel. John (1980:160), on the other 

hand , prefers senior administrative group or a n ad hoc 

committee to prepare the fir s t draf t comp ilation of the 

appraisal crit e ria which, the n, should be open to discussions, 

criticiz rns , modifications , additions o r deletions by t e achers . 

However, it has been observed in many educational systems 

that the responsibil i ty of se l ecting t eacher performance 
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cr it e ria is b estowed upon a handful of education a l 

adminis trators (Webb e t a l ., 1 987:15 0 ), and , more often 

than not, it is uncl ea r , an d at times total ly unknown to 

teachers where the cri t e ria come from , who deve l ops them , 

a nd wh y they are being used ( Conley, 1987 : 62 ). 

One of the mos t c ritical considerations i n t he design 

of the appraisa l s yst e m is the invo l vement o f teachers i n 

the proces s of se l ecting performance cr i teria. This has 

rece i ved due attention of I LO an d UNESCO (1984 : 30 ) that 

have recommended , "Professional standards relating to 

teacher performance appra i sa l s hould be defined an d 

maintained with the participati o n of teac he r organ i za tion." 

Thus , participat i o n of teachers in establi sh ing cr i teria 

fo r performance an d in the overal l des i gn and process of 

the apprai sa l scheme s hould be r egarded as a pre requisite 

fo r t he effective attainment o f the appraisa l purpose and 

acceptance o f appraisa l results o n t h e part of teachers . 

In sum , the task of establis hing cr iter ia for teacher 

appraisa l is equally import a nt an d c riti ca l as the 

determination of the a pprai s al purpose . For performance 

c riteria to be effective , they should invo l ve s uch basic 

c haracter i st ics as validity , r e l iab ility , a nd uti l ity . 

The overal l effectiveness of the appra i sa l criteria could , 

howeve r, be ensured whe n t eachers a r e a dequately involved 

in the process of establishing them. 



- 53 -

5. 1 .3 . Who Appraises the Teach e r? 

I n designing a n appraisa l system , anothe r s i gnificant 

facto r wo r thy o f cons i derat ion i s t h e app raiser . Who 

should act u a lly make the appraisal? In a very rea l sense , 

the purpose of t he appraisa l determ i nes t h e answer t o thi s 

ques t ion. 

Summat i ve appraisa l requires performance da t a help f ul 

to make comparisons among teachers and t o deci de who s ho u l d 

an d should not be promoted o r compensated. To t h is en d , 

the appraisal instrument as well as the procedure should 

be standardized so as to make approaches uniform an d 

appraisa l results defensib l e (Webb et a l . , 1987:150). Fo r 

suc h a purpose to be successfully achieved, appraisa l by 

the immediate superior would be the proper approach (Glueck , 

1982:383) . 

On the other hand , appraisal scheme mean t for teachers ' 

professiona l improvemen t (format i ve ) is best accomp l ish e d 

b y t hose expert i n an d k nowl edgeab l e abo ut t he profession , 

an d by those direct l y i nvolved in the teaching- l earn ing 

process (Gorton , 1983 : 256 ) , because , i t i s t hese appraisers 

who can make suggest i on s abou t ways and mean s o f improving 

future teach ing performance ( Webb et al. , 1987:1 50) . 

Educators often contend t hat TPA should no longer depend 

on a singl e formally designated appraise r . They rather see 
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the value of peers , students , and self-appraisal if used 

as informal sources of t eacher performance data (Howthorne, 

1981:256 ; Castetter, 1981:234), Such a multiple appraiser 

approach to appraisal is valuable particularly when used 

under conditions of interpersonal trust and confidence . 

Following is a discussion on potentially helpful appraisers 

available in all educational settings. 

Superior Appraisal 

A multitude of survey studies have confirmed that in 

almost all school systems , the key pers on accountable for 

apprai sing teachers is the principal (McNally, 1972:357). 

Thereason is that the principal, by virtue of his 

administrative position, has a good opportun ity to observe , 

interprete , and analyse t eacher performance in light of 

schoo l objectives, and hence , links effective performance 

with rewards (Glueck, 1982:380). There is a l so an 

assumption that since principals are strictly hel d 

accountable for TPA (Butt erman and Wilson , 1987:5), they 

are appropriate position holders at the school l eve l to 

produce valid and reliable performance data relevant to 

make sound administrative decisions on teachers (Morrison 

and Kranz , 1981:18 ). 

As s hown in research findings, most TPA schemes in many 

schoo l systems have proved ineffective because appraisers 
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l ack th e required knowledge a nd skills in and commitment 

to appraisal. Gorto n (1983 :251) has noted that: 

Many teachers now question whether the 
administrat or, wh o has typically been out of 
the classroom for several , .. ye.ars" and ·who may . 
have specialized in only one aspec~ of the 
curricul um as an undergraduate has the expertise 
t o eval uate them. As a result , administrators 
have experienced difficul ties in eval uating 
teachers and, in particular , in getting them t o 
accept administrative judgements about their 
strengths and weaknesses. 

Moreover, while Webb e tal. ( 1987:30 ) have obse rve d 

that most schoo l principals often lack the qualification to 

accurate ly appraise teachers, a recent research ev ide nce 

has witnessed t h at: 

•.• appra i sers who were inexpert, out-of-date 
with educational developments , lacked intelligence , 
made subjective judgements , and spent only a short 
time with the appraisees were greatl y res ented and 
brought the whole process into dispute (Montgomery 
and Hadfield, 1989:102). 

Furthermore, besides the ir l ow quali fication to appraise , 

the r espons ibilities that principa l s are expected to p e rform 

an d th e size of the staff they s hould manage have a ll made 

them incompetent to att end , observe and measure the 

performance of each t eache r (Butt erman and Wilson , 1 98 7 :5 ). 

Above all , since TPA results are seldom used i n any meaningfu l 

way fo r any purpose ( format i ve o r summative ), princ ipa l s 

have rare l y conside r e d the task of TPA as a high p riority 

(Heneman III et al. , 1986:134). 
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One of the major solutions that most educators often 

recommend is to provide principals and other concerned 

appraisers with short - and long- term training and 

retraining in the various areas of curriculum, teaching 

methods , learning theory, and other facets o f the educational 

program ; and in the methods of observation, data col l ection 

and analysis, conferencing and other techniques of performance 

appraisal (Conley , 1987:62). I ndeed , appra i sers ' l evel of 

expertise in al l aspects of the educational program must 

at least be e qual , if not exceed , to that of teachers being 

appraised (Wise et al., 1985:93). 

Moreover, in stead of dumping the who le task of TPA 

on the principal alone, other professionals including 

assistant principals, un it leaders, an d department heads 

can assume appra i sal responsibility (Gorton, 1983:252) 

under the coordination of the principal . For these 

prefessional personnel to effeciently car ry out appraisa l 

tasks , their teaching responsibilities , or their normal hours 

of t eaching should be correspondingly reduced ( ILO and 

UNESCO, 1984:36 ) . 

I n order to make TPA schemes more effective , different 

approaches of performance data collection , besides the 

designation of formal appraisers , s hould be encouraged. 

Peer appraisal , student appraisal and se lf-appraisal are 

dealt with in the subsequent pages . 
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Peer Appraisa l 

I n an organizational setting , a pee r is " .• . a person 

working wi t h and a t t h e same l eve l o f a n e mployee" 

( Glueck , 1982:381). A teacher ' s peers , in a schoo l setting , 

can repr esent a credib l e source of performan ce data no t 

onl y because o f thei r frequen t contacts t o each other but 

also because o f thei r interdependence to accomp l ish common 

instruct ional ob j ect i vesl Performance feedbac k from peers , 

based on observational data , provides teache rs with a view 

o f their l evel of performance which may no t be availab l e 

otherwise (Howthorne, 1981 :270). This assumption may be 

derived from the conception of teachers themselves as 

recorded by Mohr (1987:75) : 

The bes t way I know of to remain on an equal 
footing with others is to do what they do , to 
see things from thei r point of view . Whoever 
comes to evaluate my teaching must be a teacher 
too . • • I want to be evaluated by people who know 
they are stil l learning rather than by those who 
think they know how t o teach or think that they 
understand the task theoretically . •. They are 
students of the discipline I teach . The peopl e 
who evaluate me need to know my field and to know 
whe~ler I know i t . We need to be ab l e to si t 
down together and discuss •• . what we have both 
experienced . 

Authori ties have a l so revealed the potential values of 

peer appraisal . For instance , Shipman (1979 : 41) h as note d 

that peer appraisal helps to uncover and observe teache r 

attainmen t s , apptitudes,behaviors , and creativities whic h 

are important ye t difficu l t to measure , and hence , to judge 
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in a formal appraisal approach. Besides , peer appraisal, 

if done systematically and fair l y, woul d help to detect and 

consider the behaviors that a teacher exhibits outside the 

c l assroom ( Darling - Hammond e t al., 1983:10 ) . 

However, peer appraisal have not yet received universal 

acceptance in al l schoo l systems and among al l teachers. 

For instance, a three-year experimental study have showed 

that teachers i n some schools are e nthusiastically in 

support of peer appraisa l whi l e another survey research o n 

a different schoo l setting have evidenced that " ••• teachers 

lacked respect for evaluation by their peers an d that the 

eval uation resulted in staf f tension (Bollington et a l., 

1990:28 ). The l atter case could be evide nt particularly i f 

the criteria adopte d for peer appraisal lack specifici ty 

and observability ; an d mos t importantly , if there is no 

consensus among t eachers to use the criteria as frame o f 

reference for appraisal. In s uch a condition , performance 

ev idence obtained from pee r appraisal often tend to involve 

s ubjective elements of bias and favouratism (Shipman, 

1979:41). 

In order to avo id possible dangers of peer appraisal, 

it is of paramoun t importance to ensure colleagues ' agreemen t 

in advance to appraise each others performance , and thei r 

enthusiasm to accep t an d ut ilize p erformance feedbac k. It 

is al s o equal l y important to ensure in advance col l eagu es ' 
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agreement about the s pecific performance areas to be 

observed , data gat h er ing techniques to be employe d, an d 

the measurin g criter ia to be u sed (Wes t a nd Bollington , 

1990:33 ). 

Student Appraisal 

Appr a isal of t eachers ' performance by their students 

is anothe r fo r m of classroom observat ion but , this time , 

from the students ' perspectives. There is a n assumption 

t h a t students, because of their unique position in the 

classroom , and thei r proximity to the teacher ' s c l assroom 

performance , have their own ideas about the qualities of 

a goo d t each e r an d a n effective t eaching ( Bollington e t al., 

1990:28 ). Th e use of students ' judgements o n teachers ' 

performance is thought to be valuable because it is students 

who know when they have been motivated to l earn ; and who 

feel that they have undergone changes in their behavior ; 

and stude nts' p e r formance feedb ack to the teacher can 

motivat e good teaching and develop a f ee l ing of recognition 

in the t each e r (Dar ling - Hammon.et al. , 198 3:7) . 

Many studies have shown tha t s tudent s h ave their own 

measures o f effective t eaching an d effective teacher . 

Desirable qualities o f a good teache r as freque n t ly reported 

by students inc lude : 
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1) cooperative, democratic attitude; 
2) kindness and consideration ; 3) patience ; 
4} wide interests ; 5) good personal appearance ; 
6) fairness and impartiality; 7) sense of humor; 
8} good disposition ; 9} interes t in pupils' 
problems; 10) flexibility ; II} use of 
recogniti on, and praise ; and 12) unusua l 
proficiency in teaching (Bradfield t 1964;149). 

Mos t of the qualiti es of a goo d t eacher listed above 

are , of course , too complex an d trait -oriented to be 

accurate l y measured by students ; but r esearchers sugges t 

that student apprai sa l data are quite valid when restricted 

to simple description of teaching compet e nce (Darling -

Hammond e t al . , 1983:7). However, employi ng stud e nts ' 

opinion as a source of teache r pe rformance data has r emained 

to be a controvers ial i ssue, an d particularly t eachers have 

oft e n show~ their r eservation (Hopkins an d Bo llin gton , 

1989 : 173) . 

Se lf-Appra i sa l 

In mos t organiz ations , se l f-appraisal is often used 

for developmental (format ive) purposes . Compreh e nsive 

se lf-apprais al , if the appraiser and the appra i see see the 

need for it, can se rve as a veh icle of professional 

improvement , ensuring lasting c hange and development of 

t eachers ' compete nce and quality of teaching (Bollingto n e t al., 

1990 : 27). It has b een stat e d t hat "Unless we eval ua te 

ourse lves, an d the manne r in which we influence the situation 
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for goo d or il l, we shall no t achieve self-improvement" 

(McNally, 1972:357) . 

The literature on TPA identifies some potential val ues 

of self- appraisal a t different points in the appraisa l 

scheme . For instance , West and Bo ll ington (1 990:20 ) have 

noted that when sel f - appraisal precedes superior appraisal, 

it would e nable the t eache r to clarify his thoughts i n 

readiness for appraisal components . It a l s o helps t o 

identify performance elements whic h the teache r may often be 

aware of but no t known to the appraiser ( Klatt e t a l . , 

1978:388). More important , if used genuin ly an d appropria tely 

by both teachers and appraiser, se lf-appraisal e nhance&early 

involvement of t eache rs in the appraisal scheme , reducing 

their sense of de f ensiveness a nd comp l a ints about appraisal 

(Gorton , 1983:244 ) . 

Self-appraisal may also take place during an d after 

appraisa~ for a variety of advantages . Self -appraisal 

helps the teacher to analyse his current actual level of 

performance in the lig ht of desired performance competence , 

an d l eve l of d eve l opment in his professional skil l s an d 

knowl edge (Montgomery and Hadfield , 1989:46 ) . I t also 

generates performance data on weaknesses , s trengths , an d 

potentials of the appra i see which the appraiser , in time of 

appraisal , might no t ascertain , but may r e alize throug h 

discussion in time of post -apprais a l conference (Gorton , 

1983:244). This is particularly helpful to make pl ans for 
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the teacher's future performance improvement. 

However, effect i ve self-appraisal is no t an easy 

approach to be use d without a d equate fulfilment of its 

prere quisites: self -commitment of an d mutual trust an d 

confidence between the appraiser an d the appraisee . The 

ma jor obstacle often comes f rom the teachers themse lves. 

A research evidence shows 

.~ . the weakest teachers overestimate their 
skil l s and personal performance appearing to 
be ' process-blind ' whereas the best teachers 
see themsel ves as poor performers and 
underrate and undervalue themselves for their 
own standards are high (Montgomery and Hadfield , 
1989)47). 

This probl e m is believed to be resolv e d or minimized 

if teachers, t oget her with appraisers , openly discuss and 

define what good teaching is an d develop performance 

criteria acce ptable for both (Bradfie ld, 1964:51) . It 

shoul d also be not e d that fo r t eachers to willingly a nd 

cooperativel y participate in se lf - appraisal, a nd hence , to 

be competent and objective in analy sing their own behavior 

for a purpose of professional growth, they should be given 

relevant in -service training (Gorton , 1983:244). 

In sum , other t han designat e d appraisers , teachers ' 

performance can be appraised by adopting different approaches 

to a ppraisal. That is , the apprais al scheme should allow 

meaningfu l involvement of peers an d students , and shoul d 
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provide opportunity fo r self-appraisal. Empl oying such 

a variety o f sources o f dat a he l ps t o of f set b i as an d 

favourat i sm that may be real ized when appraisal is 

conducted only b~ a singl e designat e d apprai ser. This 

he lps no t only t o obj ectivi se appraisal resul t s but a l s o 

t o wi n cooper a t ion and commitment o f teachers to appraisal. 

5. 1 . 4 . Whe n and How Often t o Appraise 

The des i gn o f any appra i sal system should, i n one way 

o r another, addres s t o two bas ic issues : When t o appra~se 

an d how often? These are questions o f timing and frequency 

of appraisal, respective l y. The questions o f timing and 

f requency mus t be entertained i n l ight o f the purpose 

under l ying the appraisal s ch eme . 

A f ormative appraisal, which i s developmental in purpose , 

i nvolves a continuous pro f ess i ona l co ac hin g an d counseling 

process ( Manatt, 1987 : 2). For such a purpose t o b e effectivel y 

served, TPA s hould take p l ace as f r eque ntly as possibl e , 

because fo r teachers to improve their performance t hey need 

frequent pe r formance feedback based o n va lid an d re l iable 

performance data ( Webb e t al., 1987 : 150). On the othe r hand, 

a summative appraisal, wh ich is j u dgement al an d comparat i ve 

in purpose , is aime d a t securing performance informat i on 

necessary to make administrat i ve decisions. For this 

purpose to be achieved, one o r t wo task observations may 

suff i ce (Montgomery and Hadfie ld, 1989:99 ). 
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Many educators have found it very difficult to give 

a definite answer to the ques tion of timing and frequency 

of appraisal. The question of timing is related to any 

visi t to classrooms. That i s , should appraisers just 

pop in or should prior agreemen t about when to visi t 

classrooms be made between the appra i ser an d the appraisee ? 

A study has shown that when appraisers drop-in into classes 

in the middle of a lesson and l eave the room before the 

l esson is completed without prior agreement with the 

t eacher to do so , and this is the only formal observation 

by the appraiser , teachers tend to question the value an d 

validity of the appraisal, and they often lose trust an d 

confidence in appraisa l r esults and recommendations 

presented by the appraise r (Conley , 1987:64) . 

Frequency of appraisal is another case which has not 

ye t received a conclusive answer . The traditional 

supposition, as we practice it today , is that teachers 

shoul d be appraised twice a year-once every semeste r 

(Zaudneh, 1987: 165). However , some other writers believe that : 

If you rate too often , you are likely to be too 
much impressed by day-to-day occurances. If you 
wait too long , you are likely to forge t many of 
the incidents that ought to influence your 
appraisal. Even if your organization has a plan 
that calls for rating once a year, it is good 
practice on your part to make an informal 
appraisa l more often (Bittel , 1980:249) . 

Based o n the findings of his s urvey study , Manat t 
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(1987:2 ) has gone to the extent of recommending an average 

of 29 hours for formative appraisa l of a teacher 1s 

classroom performance , which involves two announced 

observations wit h pre-and po s t -observation conferences , 

and informal drop- by classroom visits as often as possible . 

Although the applicabi lity of this recommendation depends , 

by and large , on the situation in whic h the appraisal 

program t a kes place , it obvious l y r evea l s the need fo r 

frequent classroom observation . 

Fr equency of appraisal can be quite large dpending on 

the size of the school , the variety of tasks to be performed , 

and the amount of the required resources available to the 

schoo l. Pre-appraisal meetings , multiple classroom 

observations , and post-appraisal conferences may be 

perceived by most appraisers as disappointing and time 

consuming appraisal activities . What mos t appraisers 

often compla in about is that the administrative functions 

that they are supposed to accomplis h are so complex and 

multifaceted that they cannot spare ample time to frequent ly 

carry out appraisal activities (Wise e t al. , 1985:94 ). 

Neverthe l ess , wha t eve r e l s e appraisers do, it is imperative 

for them to find adequate time to appraise and provide 

teachers with accurate feedback continuously an d help them 

achieve sustained improvement in their performance (Thomas , 

1974 :2). 
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5.1.5. How to Appraise-Appraisal Techniques 

The purpose of the appraisal an d the type of job the 

appraisee performs influence the choice o f a technique o r 

techniques of appraisal. The assumption that some techniques 

of appraisal may serve one purpose better than others, and 

some are muc h more re l evan t to appraise performance in a 

given job than others has led Castetter (1981:233) to state 

that : 

•.• the definition of performance effectiveness 
for a custodian will be different from that for a 
mathematics teacher. Hencet the way in which one 
appraises the former will differ from the approach 
employed to evaluate tile latter. The task 
attributes in each of the three l evels of position 
categories (administrative, instructional, service) 
vary in terms of responsibility , knowledge and 
skil l , autonomy, interaction , and range of work­
related activities . 

Thus , wi t h the understanding that there is no one best 

technique of appraisal that equally applies to al l appraisal 

purposes , to a ll pOSitions , and to al l situations , the trend 

today is to adopt a variety of techniques to secure 

objective performance data . The constant search for new 

and better approaches to appraisa l has brought about the 

development of a var iety of t echniques of appraisal. The 

majo r appra i sa l techniques s o far developed and already in 

use in schoo l systems are discussed hereunder . 
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Trait-Rating Scale 

Trait - Rating sca le is the oldest and perhaps the mos t 

wide ly used appraisa l technique which requires the appraiser 

to assess, in some numerica l form, an appraisee ' s possession 

of a list of persona l and / or professional qualities . The 

preferred personality traits often listed in a n appraisal 

form are stated in adjective or descriptiv~ stat ements 

against which the appraiser marks his judgement (a point ) 

on a graphic o r continuous scale (Glueck, 1982:383). 

After many years of domination as a sole technique of 

teacher appraisal, rating scale has proved ineffective 

because of various deficiencies it has involved . First, i n 

mos t cases , personal and professional qualities listed i n 

many teacher appraisa l forms are not results of carefu l 

analysis of the teaching job (Heneman II I et al. , 1986:125). 

No research has so far demonstrated that effective teachers 

are those who possess a particular trait o r cluster of 

personality traits (Thomas, 1972:3 ). 

Second , since the traits are often unspecified and 

unrelated to the teaching job , they lead to subj ective 

performance judgemen ts, and to mere penci l an d paper 

exercise, resulting in erroneous ratings (Kl at t et a l . , 

1978:369). And third, assembling , ana lysing , M d we ighing 

eac h trait in the list against each teacher ' s persona l and / 
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o r performance qua l ities is very difficul t ( Zaudneh, 1987: 

171), and, a t times , impossible . 

Because o f these f l aws it has suffered from , trai t ­

rating scal e has received negative react ion from teachers. 

Teachers often repor t that they want to be appraised . o n 

the qua l i ty of their performance, no t o n how they dres s o r 

how they smi l e ( Thomas , 1974: 1) . This traditiona l trait ­

oriented appraisal t echnique is now being replaced by o r 

systematical l y incorporated into more positive motivation­

oriented techniques . 

Management By Objective (MBO ) 

MBO is a technique of performance appraisal introduced 

in the 196 0 s particularly in business and industry as a 

significant departure from the traditiona l trait-rating 

scal e (P l achy, 1983:59). MBO has been praised fo r it i s 

committed to organizational goa l s ; fo r i t spec i f i es j o b 

resul ts o n wh ich appraisa l should focus ; fo r it a llows 

emp loyee participat i o n i n setting per f ormance obj ec tives ; 

an d fo r it focuses on performance rather than personality 

trai ts (Montgomery an d Hadfield, 1989:49 ). 

Wh ile the majo r advantage of MBO lies i n appraisee ' s 

participation i n t he process o f goal setting an d i n 

reviewing degree of goal achievement, it general l y 
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presupposes three broad systematic steps : 

i) A set of performance objectives related to the 

overall goa l of the organization are defined by 

the appraiser and the appraisee fo r the latter to 

impl ement within a specified period of time ; 

ii ) As per the agreemen t reached upon wit h the appraisee 

in the preceding step , the employee ' s performance 

in achi eving the goal is appraised; 

iii ) The fina l step focuses on establis hing fresh 

objectives for the appraisee to perform in the 

next period of performance , thus making the 

appraisal process cyclical (Heneman II I e t a l., 

1986:128). 

As indicated above , s ince a system of MBO calls for 

the involvemen t of apprai sers and appraisees in the process 

of setting performance object i ves , appraisa l results may 

present the appraisee no surprise , and the appraiser no 

uncomfortable feelings of being an appraiser. 

Howeve r, MBO, when examined in terms of the moder n 

concep t of teacher appraisal, has proved ineffective. MBO 

is r egarded as a mechanist ic appraisa l technique which 

" .• . sends people rushing off , mentally desperate to see 

for targets an d more targets tha t the poor teacher mus t 

mee t • .• " (Mont gomery and Hadfie ld, 1989:48) . Moreover , MBO 
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is concerned wit h the ultimate level of achievemen t of the 

appraisee rather than with the ways and methods the appraisee 

employes in the process of goal achievement (Glueck , 1982 : 

286 ). In short, MBO is result-oriented , but not process­

oriented. In this case , MBO does not encourage follow-up 

observation so as to help teachers achieve a given l eve l 

of performance necessary for their further professiona l 

improvement . 

Narrative or Essay Technique 

Narrative or essay appraisal is a technique which 

requires the appraiser to write , with o r without the use 

of any specified criteria , a brief d~scr iptive account of 

a t e acher's performance during or after classroom 

observation (Klatt et al., 1978:369). However , the brief 

descritpion that the appraise r presents about the weak an d 

strong aspects of the teacher's performance often lack 

ob j ec tivity an d precision ma inly because of absence of 

speci fied criteria ; and if there are any , they are often 

ambiguous and not objectively measureable (Gl ueck , 1982:385) . 

Moreover , narrative or essay technique is often 

employed without consultation t o or agreemen t wit h the 

apprais~e about the conten t as well as the process of the 

appraisa l . This approach may , therefore , encourage 

defensiveness of teachers agains t any critici sm o r 
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performance evidence presented by t he appraiser ( Montgomery 

an d Hadfield , 1989:46). 

It i s possible to deduce from th e foregoing discussion 

that narrative o r essay technique , if proper ly designed 

and utilized, can be of he l p in a system o f TPA. The 

t echnique can be helpful if areas of perfo rmance o n which 

the appraiser ' s observation , anal ysis a nd judgement should 

focus are specifical l y de fin e d well in a dvance i n agreemen t 

wit h the tea cher . Since t he appra i se r ' s des criptive 

p e rformance accounts could be open to discussion a nd 

scrutiny during the post-appra i s al conference , they c a n be 

refined so that they can help the appraiser an d appraisee 

t o set future p erformance targets . 

Critical In~id ent Technique 

Critical incident is a n appra i sal technique whe r e by 

the appra i ser records or checks certai n performance events 

that a n appraisee exhibits in a course of task accompli shmen t 

( Zaudne h , 1987:172 ) . The even ts wo rthy of record are 

cr iti c a l in a sens e that the y invo lve outstandingly good 

or outstandin gly bad performance behavior of the appraisee 

(Gluec k , 1982:386) . The critical inciden t technique , when 

used s killfully , can help t o secure relative l y object i ve an d 

reliable performance data since it avo ids r ecency bias an d 

encourages two- way product i ve commun i cat ion between the 
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appraise r an d the appraisee (Klatt et al. , 1978:373 ). 

Howeve r , critical i nciden t technique has its own 

limitations. The technique is prohibitively expens ive 

particular ly to the appraiser since it requires him t o 

devote a considerable amoun t of his working time to 

constantly observe an d take notes about the day-to-day 

task performance of each teacher (Klatt et a l ., 1978:373) . 

As a result, man y appra isers often decline t o employ the 

technique for appraisal. I ~ there are any schoo l principals 

who attempt to adopt it by their persona l initiative 

(Zaudneh, 1987:172) , they do i t inconsistently. 

The other mos t important problem of critical incident 

is that the determination of whether a teacher ' s behavior 

is critical o r not heavily depends on the appraiser ' s 

perception on ly. The role of the appraisee in this 

technique is to participate in post-app r aisal conference 

to discuss performance weaknesses and strengths as perceived 

by the appraise r (Montgomery and Hadfield , 1989 : 47) . 

Ranking 

Appraisa l techniques discussed ear lie r are used to 

measure the performance of teachers one at a time . The~e 

are also techniques of appraisa l by which performance of 

a teacher is compared to that of others . One of these 

appraisa l techniques is ranking. Ranking , as a n appraisal 
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t echnique , is regarded as " ••• a sys t e m of comparing one 

employe e with other employees an d pl ac ing him i n a simple 

rank orde r " (Zaudneh , 1987 : 169 ). The ranking technique 

in apprai s a l is helpfu l i f itis .meant for making 

administrative decisions s uch as promotion ( He n eman II I 

et a l . , 1986:122 ) . 

There are some difficulties for ranking technique to 

effect i ve ly serve a ppraisa l purpos e . Fo r instance, if the 

number of appraisees to be compared is too l arge to compare 

with one another , the t ask often becomes ardous , and h e nce , 

leads to in accurate rank orde r of appraisees (Zaudneh , 

1987:170 ). Even if the appr aisees are manageable in size , 

it is very diffi cult to rank order those appraisees whose 

l eve l of performance is somewhat s imilar-particularly those 

average performers (Glueck , 1982 :391) . 

Forced Distribution Te c hnique 

This i s an appraisa l technique by whic h appraisees 

are ass igned into a s mal l numbe r of categories on the bas i s 

of thei r l eve l s o f performance as measure d by a set of 

c r i teria (Heneman II I e t al. , 1986 :122) . The distribution 

is forc e d in a sense t hat the app r a i ser is required t o 

ass i gn a pre determined perce ntage of t he tota l appraisees 

under compar i so n into each category ; for example 10 % in 

low , 20% in l o w average , 40% in average , 20 % in high average , 

an d 10% in high ( Glueck , 1982 : 392) . 
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Forced distribution , like a ny other comparat ive 

techniques of appraisal, suffers certain l imitations . 

The mos t critica l limitation of this technique is that it 

does not he lp teachers t o develop in their competence . 

In addition , a s has been reveal e d by a research evidence , 

forced distribution tends to be moral ly disastrous particularly 

to those teachers whos e ratings are a t the bottom of t he list 

( Moore an d Walters, 1955:336-337 ) . 

In sum, there are various techniques o f appraisal s o 

far int roduce d to appraise teacher performance. Eac h of 

these appraisa l techniques has its own advant ages an d 

limitations. Therefore , choice or choices of appraisal 

techniques s hould be made i n view of the advantages they 

can generate , the purpose they can best serve , and the type 

o f job the appraisee performs . 

The pr eceding discussion have attempted to reveal the 

major elements that constitute the design of a system of 

TPA. It is believe d that the design of a system o f TPA 

sign ificant ly determines i ts success in the process of 

implementation . The fo llowing discussion i s , thus , 

concerned wit h the ma j o r steps involved in the process of 

TPA scheme ide ntified in the light of the design of the 

system . 
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5.2. The Appraisal Proces s 

Often in practice, TPA has been regarded as a process 

of observing , analysing , an d judging a teacher ' s performance 

in the classroom. However , CRO is on ly one aspect of a 

systematic appraisa l process (Kyriacou, 1991:131 ). A 

systematic process of TPA scheme comprises four major steps 

as s hown in the following model; and each o f the components 

indicated in the mode l are dis c ussed next. 

Model of the Appraisal Process 

Pre-Appraisal Meeting 

Between 

Ap pr aiser a nd Appraisee 

1 
Classroom/Task Observation 

And 

Collection of 'other' data 

1 
Post-Appraisal Conf e r e nce 

and 

Target-Set ting 

1 
Follow-up Di scussion 

Between 

Appraise r and Appraisee 

Source : Adapted from Bollington , Ro et alo , An I ntroduction 
to Teacher Appraisal . London : Cassell Educational 
Limit ed , 1990 , po 11 
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5.2.1 . Preparing for Appraisa l - Pre-appraisal Meetings 

The pre-appraisal meeting is the preparatory stage in 

the process of TPA scheme . For the most part, the success 

of any TPA scheme is det ermined by the effectiveness of the 

pre-appraisal meeting that involves appraisers and 

appraisees (West and Bollington , 1990:15 ). The pre­

appraisal meeting is a crucial initial step aimed at 

establishing common understanding and agreement between 

appraisers and appraisees about what will happen in the 

appraisa l process (Bollington e t al., 1990:30 ). To this 

end, the school principal should schedule a pre-appraisal 

meeting with al l teachers and appraisers in the firs t weeks 

of the academic year to review with them the purpose , 

criteria , process, an d procedures of the appraisal scheme 

of the schoo l (Gorton, 1983:241). 

One of the major discussion items that should be raised 

during the pre-appraisal meeting is the purpose of the 

appraisa l scheme. The purpose of any appraisal scheme 

( summative or formative) is so crucial that should be 

thoroughly discussed , and hence , receive general consensus 

from teachers and appraisers " •.• since there will be 

little interest in any scheme which does not h ave acceptance " 

(Montgomery and Hadfie ld, 1 989:89 ). 

Moreover , as stated ear li e r, since the purpose is the 

one that determines the content of the appraisal criteria , 
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the type of appraisers, frequency a nd timing of appraisal, 

and techn iques of dat a collection , it should receive firs t 

priori ty in discussion. This basi c premi se of TPA 

presupposes the nee d for the separat ion of summat i v e and 

fo rmative purposes o f a ppraisa l since the perception and 

reaction of t eachers toward each o f the two purposes 

s i gn ificantly diff e r (Wise e t a l . , 1985:160 ). Summative 

apprai sa l i s a one or two-time act i v ity per year, focusing 

on securing dat a for p ersonne l decisions which is often 

perceived by many teachers as somewhat t hreaten ing a nd 

frustrating. On the other hand, formative appra i sal, 

fostering teacher professional growth, is a con tinuous 

pro c ess th a t mos t teachers positivel y perceive and 

cooperativel y participat e in particul ar ly if they a re 

give n the opportunity to be involved in the design as we ll 

a s the process of the appra i sa l scheme (Kyri acou, 1991:127). 

Another c ritical issue that needs to be car efully 

discussed, understood, a nd accepted by both appra i sers an d 

appraisees during the pre-appraisa l meet ing is pe rformance 

cri t er ia . It is at this early s tage of the appra i s al 

process that the responsibi lities of the t e achers s hould be 

clearly de fined an d agree d-upon by the two part i e s 

( Shimpan, 1979:135 ). 

The behavio r that a t eacher exhib its in and out of the 

classroom is mult ifaceted , making the process o f performance 
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observation , anal ysis , an d judgemen t very difficult. Thus, 

identifying only those critical areas of performance on 

which the measuring criteria should focus should be one of 

the main purposes of the pre- appraisal meeting . In regard 

to this point , Peter Drucker, the veteran management 

author , has asserted " •.• if 20 per cen t of the responsi­

bil ities achieve 8 0 percent of the job results, then it is 

on those 20 per cent that •.• performance s t andards should 

focus " (in Rausch, 1985: 39). Therefore, in the pre- appraisal 

meeting , teachers and appraisers should be able to jOintly 

identify an d reac h a consesus on those critical job e l ement s 

called "key results areas" which are indispensable for the 

successfu l accomplishment of teachers ' responsibilities 

(George , 1987:36). 

Moreover, mere identificatio n and delineation of 

cr itical areas of performance and establi shmen t of thorough , 

factua l, a nd meaningful appraisa l criter ia do not ensure 

effectiveness of the appraisal process . The pre-appraisa l 

meeting shou ld also enable t eachers an d appraisers to 

discuss an d develop mutua l understanding on such basic 

i ssues as " .• . Do the performance criteria have priorities ? 

Are they •.• specific ? Are they do-able ? Are they 

measureable ? and Are they understandable ?" (Castetter , 

1982:262 ) . 

The pre-appraisa l meeting should a l s o be concerned 
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with the matching of appraisers with appraisees , because 

an appraisee ' s perception of his appraiser signif icant ly 

affects his attitude toward the appraisal process as a 

who le. Therefore , teachers mus t be offered the opportunity 

during the pre-appraisa l meet ing to expres s their views 

and decide on such issues as' Who should appraise teachers ' 

performance? Will there be peer appra i sal, student -, 

or sel f -appra i sal? ( Montgomery and Hadfield , 1989:99 ). 

West and Bollington (1 996:58 ) have noted tha t mos t 

teachers and appraisers be l ieve that fhe tidea1 ' appraiser 

is the one who has close contacts wit h the appraisees ' 

work ; whom the apprai sees regard as credib l e and experienced , 

and who assumes management responsibility . Besides , a 

research evidence has shown that a TPA process which 

involves more than one appraiser, i. e . the principal an d 

his delegates , peers , students an d sel f -appraisal, gains 

reliability , validity , and credibili ty (Hopkins an d 

Bol lington, 1989:166 ) . 

The cent r a l aim o f including the it e m ·who should 

appraise? ' in the agenda o f the pre-appraisal meeting is to 

develop in both t eachers an d appraisers a sense of mutual 

trust and confidence in the overall appraisa l process an d 

in the performance evidences presented by appraisers. 

In addition to what has been presented earlier, the 
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pre-apprai sal mee ting should inc lude appra i ser -apprai see 

discuss ion o n the t iming an d fr e quency of appraisa l an d 

techniques of performance d a ta col l ec tion . The timing , 

fr e quency , a nd techniques of appraisa l, particularly wh e n 

they apply to classroom observation , are very difficult to 

determine. The bes t approach which mos t a uthorities in 

the field recommen d is for the appraisers an d appraisees 

to d i scuss the cases in the pre-appraisa l meet ing , an d 

reach consesus on them in view of the time an d r esources 

avail ab le to the s chool. It s hould b e s erious ly noted , 

however, t hat a brie f , ru s h v i si t to the c l assroom, 

particularly when the v i si t is unannounced wit hout prior 

consent of teachers , can only demoralize and anger them , 

resulting in devaluation of the overa ll appraisal scheme 

(Conley , 1987:64). 

In sum , the primary object ive of pre-apprais al meetings 

should focus on establishing teacher accept ance a nd agr~nt 

to vo luntari l y take pa rt in the appraisa l process . Voluntary 

participation of teachers in the o pe ration of the appraisal 

scheme mus t necessar ily be sought for p a rticularly if the 

process is expected to be a positive and developme ntal 

experi e n ce . To this e nd , t each e rs, together with th e i r 

appra i sers , must be g ive n the opportunity to participate 

in deciding o n the purpose , criteria , timing a nd frequency , 

an d t echniques of appraisal, an d in des ignati ng the ir appraisers 

before the actual appraisa l of the ir perfo rmance commences . 
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5.2.2 . Classroom/Task Observation and Data Collec tion 

There i s a consensus among many educators that the 

process of data col lection can take pla ce anywh e re, anytime 

during the year ( Newman and Hinrichs , 1980:9 ). In t his 

regard , appraising t eachers ' performance can be carried 

out not o nly in the cl assroom but a l s o a t a committee o r 

staf f meet i ng , in a schoo l club , in a ~roup activ it y , a t 

a conference he ld in the appraiser's office. Some others, 

however, s tron g l y advise apprai sers to devote mu c h of their 

time an d e ffort to appraise the t eache r in the c l assroom 

rather than in any other areas of the teacher ' s responsibilities 

if val id and reliable performance data are sought fo r 

(Gorton, 198 3 :248) . Shipman (1 979:134 ) also argue s that : 

• .• if evaluation is t o be taken seriously, 
i t ha s to occur at the business end. in the 
classroom. It is difficul t to see how the~e 
could be meaningful eval uat i on or indeed any 
guarantee of efficiency unless there is some 
supervi sion of classroom performance . 

On the other hand , r ecent r esearch ev ide nce reveals 

that althou gh classroom observation (CRO) does occupy a 

prominen t pos itio n in TPA, it should be by no mean s seen as 

a comprehe nsive source of data on teache r performance 

(Bol lingto n e t a l., 1990:34 ). In o t her words , t h e perfonnance 

o f teachers s hould be apprai sed bot h in t h e c lassroom an d 

i n key areas o f the teacher ' s responsibi li t i es i n the school 

(Mo nt gomery an d Had fi e ld , 1989:100). 
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However, eRO, eve n considered alone , is st ill comp l ex 

and mu l tifaceted that performance data obta ine d from it 

and utilization of those data fo r constructive purposes 

have been below sat i sfactory (George , 1 98 7:34). The 

potentia l advantages of eRO is yet unrealized an d many 

i ssue s related to it are st ill awaiting for resolution . 

The p rominen t contribution of eRO resides in the provis ion 

of teachers wit h two interrelat e d ind interdependen t 

professional supportive areas: f eedback and coaching 

(Bollington et a l . , 1990:34) . 

In the first case , feedback , eRO helpj as a technique 

whe reby the appraiser gathers objective performance 

evidences , indicat i ng both weakne~ses an d strengths , whi c h 

can serve the appraise r and the appraisee as points of 

discussion during pos t -appraisal conferences . And , in the 

l atter case , i.e . , coach ing , eRO i n v i ew of t h e discussion 

results reached upon in the post-appraisal confe rence , 

helps the appra i se r to render realist ic r emedial , rmintenance 

or developmenta l professional suppor t o r adv ice f or t he 

teacher to achieve performance improvement . Telling the 

t eacher where he stands in performance does not suffice ; 

the teacher should also be shown the way an d means of 

improving performance (Thomas , 1974:5). Thu s , i n both 

cases , feedback and coaching , eRO can b e seen as develorlllental 

in purpose . 
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Another problem encountering eRO is lack of appraisers ' 

commitment to adequately carry it out . Experience as wel l 

as research evidence have shown that there are schoo ls 

where teachers are "appraised" without any s ingle observation 

of their performance in the classroom . For instance , 

Holdzkom (1987:43) has reported that there are schoo l 

principals who , sitting in their riffice, simply compl ete 

teacher appraisa l forms with little or no evidence on the 

performance of teachers i n the classroom. Such a practice 

of appraisa l provides no feedback to teachers ; offers them no 

suggestion for improvement; and often develops in them a 

feeling of mistrust and lack of confidence in their appraisers 

and performance ratings. 

Researchers, condemning suc h a practice of appra i sa l, 

strongly recommend as frequent eRO as possible if a scheme 

of TPA is to be contributive to the improvement of teachers 

and student learning . For instance , Wise et al . (1985:90) 

sugges t eRO to take place at l eas t twice a month per 

teacher over the course of an entire school year if 

appraisa l is meant for adequately measuring t each e rs ' 

competence . To benefit much out of appraisal, some school 

principals have been observed conducting eRO even more 

fr equently to the extent of three or more times over a 

period of less than three weeks and sometimes within one 

week (Bollington e t al. , 1990:84 ). 
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In general, for TPA to be an effective process , 

per formance dilta s hould be gathered both from the classroom 

a nd o the r areas of the t eacher ' s responsibi l iti e s in the 

schoo l . CRO to serve deve lopmental purpose should be 

conducted as frequent as poss ible depending on the time 

an d resource constraints wi t h which the schoo l ope rates . 

The u l timate purpose of CRO a nd other data col l ec tion is 

to he l p in apprai ser -appraisee di sc uss ion during the po s t­

appraisal conference, the third s tage in the appraisal 

process . 

5 .2 .3 . Post-Appraisa l Conferences and Target-Setting 

The efforts made during t he pre-apprai sa l meeting a nd 

in performance data collectio n process can be considered 

truly successf ul if a nd on l y if they e nable a productive 

post-appraisal conference to occur. Post-appraisal 

conference is r egarded as the fo c al point in the appraisal 

process b ecause it is a t this stage that the appraise r 

an d the appraisee s it togethe r to revi e w past performance , 

an d to ident ify profess ional needs of the latter ; an d 

u l timately to determine an d agree on future action plans 

that deserve careful a tt ention during the fol l ow- up process 

(Szilagyi , 1981:563 ; Bollington e t al. , 1990:47 ). 

Post-appraisa l conference occupies a particular 

sensitive posit i o n in the appraisa l process because it is 
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a t t his s tage a t eacher ' s total contr ibution to the s choo l 

is fr ankly di scus sed, appraised, an d valued ; the teacher 

criticizes and comments on performa nce evidence presented 

by the appra i ser , an d s upplies additional data which he 

feels that the appraiser has omit t e d (Klat t et al., 1978:388) ; 

an d t h~ t eacher exercises hi s right to appea l aga inst 

unjusti~ied performance ratings (ILO an d UNESCO, 1984:28 ) . 

Post-appr a isal conference , properly designed and 

sys t ematicall y carri e d out, c an he l p to ach i eve various 

deve l opmenta l purposes. First of all, it provides the 

appraisee with the opportun ity to express openly his 

feeli n gs abou t his past p erformance , revealing the obstacl es 

he had e ncount e red i n accomp lishing t asks (Castetter, 

1981:270) . By s o doing , the appr aiser, togethe r with the 

teach e r, can ident if y a ny training needs of the t eac he r; and 

they deter mine an d agree o n pe rformance targets for the 

t eache r to pe rform in his f utur e undertaking (Mont gomery 

a nd Hadfield , 1989:98) . 

The a dvantages that ef f ec tive pos t - appraisa l conference 

can generate have not been secured in mani schools b ecause 

of various probl ems. The mos t prevalent problem in post­

appraisal conf e rence re s ide s in appra i sers who f a il to 

see the importance of the conference in improving t eac he r 

performance ; an d who comp l a in about l ack of time to 

conduct s uch a confe r ence (Bollington , 1 990:47) . 
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Some app raisers may hold post -appraisal c onference ; 

but since they l ack rel evant training , and do not analys e, 

synth es ize and evaluate in a d vance the p e rformanc e data 

they might have gathered, they simp l y provide appra i sees 

wi th u'ndeserved praise or foc'us too much on weaknesses 

and little or nothing on , ~tje~gths of the appraisee 

(Sz il agyi , 1981:569). Undue fo~us o f the appraiser ' s 

attention o n praises o r criticizms has no contribution to 

the i mprovement of the t eacher in his pe rformance . 

Part i c ularly undue emphas is o n weaknesses will l e t the 

teacher f ee l that 

.• . he/she is simply being assessed - th e 
mutuality and trus t necessary for successful 
appraisal will be damaged and it is unlikely 
tha t future targets identified will be 
either realisti c or mot ivate the teacher into 
a rea l commitment t o achieve (West and 
Bol lington, 1990:38). 

Some other apprai sers are reluctant , and at times 

decl ine , to tel l their appraisees whe re their p e rformance 

deficiencie s l ie. This is a usual practice in post-

appraisal conference in wh ich both appraise r s and appraisees 

tend to avoi d issue which they think would cause unpl easantness 

or create ill feeling in them in a n aim of keeping their 

mutual rappor t h ea lthy (Conley, 1987:62). 

Post-appraisal conference , as it is sens itive and 

anxie ty producing to both t he appra i se r : and the appra i see, 
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shoul d be carefully handled a nd systematical l y conducted . 

Thus , fo r it to be effective , the fol l owing bas i c 

requirements mus t be fulfil l ed wit h due regard to appraiser 

train i ng , as t he first priority , i n skil ls o f performance 

appraisa l i n genera l and conferencing in part i cular . 

i ) Post -appraisa l conference should take plac e 

- '. . :,'1 
i mmediate l y after" eRO before appraisa l causes 

anxiety a nd frustratio n i n t h e appraisee . The 

conference must no t be hurried. Neithe r the 

J appraiser nor the appraisee " •.• mus t be anxious l y 

watching the clock • . • it is important that there \ 
'-. -'--,,>.~ 

is s ufficient time for open discussion and 

negotiationl/ (Montgomery an d Hadfie l d , 1989:81) . 

i i ) Prio r to the actual post-appraisal conference , 

the appraise r should analyse , synthesize and 

evaluate performance data col l ected and carefully 

identify which agreed-on c ri tical performance 

areas (key resu lts a r eas ) have been me t , wh i c h 

have no t, an d wh y (George , 1987: 38 ) . 

i i i) The focus of post-appraisal conference shoul d be 

the teach e r' s performance in the defined job 

areas rathe r t han personalit y ( Hopkins and 

Bollington , 1989 : 176). That is , bo t h the 

appraiser and appraisee should be aware that 

negat ive as wel l as positive feedback s hould be 
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performance-oriented rather than comments o n 

personal ity traits. 

iv) The fina l aspect of the post-appraisa l conference 

shou ld focus on setting future performance targets . 

Bot h the appraiser an d appraisee s hould l eave the 

conference wit h mutually identified , clear ly 

understood, an d agreed- upon p l a n o f action, 

including how this wil l be performed ( Glueck , 

1982:398). 

In general, post-appraisa l conference , when done 

properly , makes a profound contribution to the effectiveness 

of the purpose and process of the appraisa l scheme. But , 

when totally ignored or improperly conducted , the who le 

system is disrupt e d . Effective post-appraisal conference 

shoul d be perceived as an essential step in the appraisa l 

process that encourages appraisers an d appraisees jOint l y 

solve performance problems , an d develops in them common 

understanding abo ut wha t was an d wil l be observed an d 

appraised. 

5.2.4 . Fol l ow-up Discussions 

Following the post-appraisa l conference in which data 

o n past teacher performance are reviewed , an d future target 

areas identified and agreed- upon , the next step in the 

appraisal process is the follow-up. The follow-up discussion 
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is, indeed, crucia l to the appraisa l process because it is 

at t his stage t hat pe rformance t argets se t during the pos t-

appraisal conference ar e worke d on, s upported an d mon i to red 

( Bollington e t a l . , 1990:11 ), determining the credibility 

of the overall a ppraisal scheme. 

Expressing the possible disruptive effects that 

evading o r avo iding follow-up in the appra i sa l process 

entails, Turner a nd Clift (1988:191) have noted in their 

case stud i es that : 

• .• if there is to be an appra i sa l of a member 
of a staff, there must be some kind of fol l ow-up 
~ • . Despi te such concern, it is evident that in 
many cases appraisals 'Here not followed-up and 
produced little or noth i ng that was tangible. 
The lack of any decisive change produced 
scepticism on the part of many teachers as to 
the real value of having an appraisal scheme. 

Many writers on TPA believe that fo llow- up, as an 

indispen s able e l ement in the appraisal proces s , requires 

a ppraisers to provide teachers with profess iona l coaching 

a nd counse ling serv i ce to impr ove performance r ather than 

to r e ly o n teachers to carry out t a rgets without any 

s pecific , practical an d cons truc tive ass i s tance (Morri son 

and Kranz , 1981:18; Gorton, 1983 :253; But terman, 1987:6) . 

For the follow-up stage to be worked out effectively, 

Cummi ng and Schwab sugges t three appraoches to be adopted 

based o n the foll ow-up data avai l ab le; these are remedial, 
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maintenance , and developmental (in Wes t an d Bol lington , 

1990:46- 47 ). 

In t he remedial approach, a n appra i se r is expected 

to give the appraisee clear , specific, and obj ective 

fe edback , indicating what, how , a nd why the appra i see is 

experienc ing d iffic ulty in carrying out agreed - on 

performance targets set during the post-appraisal conference . 

In such a n approach , both the appraiser an d appraisee 

j o intly fin d out ways an d means by which t h e difficu l ty 

realized can be tack l e d. Th e former s hou ld t ake t he 

initiative to channe l job-related efforts of the l atter 

into a n i mproved way of doing things (Heneman II I e t a l., 

1986:116). 

The second foll ow-up approac h is the ma i ntenance 

action program whereby , based o n the performance data 

obtained, both the appraiser a nd appraisee can ensure that 

performance strengt hs a nd s ki lls currently r ealized can 

be s ustained so that satisfactory l eve l o f performance a nd 

job sati s f action can be continue d . In s u c h a case , the 

appra i se r an d appra i see di s cuss an d agree o n plans and 

actions necessary to help the l at t e r maintain his c urrent 

l evel of performance in relatio n t o the demands of t he job . 

The third approac h in the fo llow-up s t age is the 

dev e l opmenta l action program i n whi c h job deve l opment an d 

persona l growt h of the appr a i see are furth e r en hanced . 
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In this approach, after ascertaining that t he appraisee 

has succ ess fully a ccompli shed performance targets se t in 

the post-apprai sal con f erence , the appraise r and app rai see 

discuss and set new challenging targe t areas which are 

necessary for the l atter t o achieve self as well a s , 

organizational development . 

In order for the three follow-up ap proache s t o wo rk 

we ll, the apprais e r Ehould play a ro le of a coach an d 

counsello r . The appra i ser's relationship wit h the t eache r 

mus t be based on mutua l trus t and r espect . The appi'aise r 

mus t have cred ibilit y with the t eacher as someone whos e 

observation , judgemen t an d comments wi ll be valued . The 

fo llow-u p process must be seen as collaborative exercise 

in whic h the appraiser as wel l as t he appra i see help eac h 

other to make the overal l appraisa l process a s val uable as 

poss ible (Kyriacou , 1991:132) . 

Summary 

Fo r year s since it s ince ption, f ormal TPA has been 

r egarde d as a too l fo r management to make personne l 

decisions s uch as promotion, sa l a ry raise , placement, an d 

t enure. Rece nt l y , however, a sh ift of e mphas i s has b een 

made to make appraisal more formative or deve l opmenta l in 

purpose , detaching it from it s long-years dominating 

coun t erpart, a dministrative or summat ive appr aisal. In 

this endeavour, i mpediments of TPA oft e n caused by 
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unsyst ematically designed and poor operation of the scheme , 

l ack of s kills and competence of appraisers , an d 

unfavourable perception of t eachers to appraisal have been 

ide ntified . 

TPA is sensitive and~lex yet inevitable in school 

staf f administration. Thus , educational systems should 

exer t more time and effort to establi s h an effective 

scheme of appraisal that he lps in improving t eachers an d 

student l earning . Effective scheme of TPA can be real ized 

if the des ign of it as well as its operation are carefully 

an d systematical ly worked out with meaningful participation 

of teachers an d commitmen t of appraisers. 



CHAPTER II I 

PRESENTAT ION AND ANALYS IS OF THE FINDINGS 

This chapter comprises of two major parts. Part o ne 

presents the characteristics of the sample population 

involved in the study. Hen ce, the study groups - appraisers 

an d appraisees are discussed in t erms of sex an d age , 

years of service , academic qualification, a nd field of 

study. 

Par t two o f this chapte r deals wit h the anal ys i s of 

the findings of the study. In th is part , the findings on 

the fo llowing major variables are ana l ysed based on the 

responses obtained from the two groups of responden ts . 

1. The purpose of TPA 

2. Criteria for TPA 

3. Pre-Appraisa l Meetings 

4. Classroom Observation (CRO) 

5 . Appra i sers and The ir Sources of Teacher 

Performance Data 

6 . Pos t -Appraisa l Con f erences 

7. Performance Ratings a nd Teache r Reaction 

8. Appraise r -App ra i see Ge ne ral Perceptions & 

Recommendations 

In ana l ysing the findings of the stud y , the f ollowing 
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technical and statistical methods an d proce dures were 

employed: 

1. Data collected were organized in tabular forms and 

in terms of frequency or per cen t of r espondents 

selecting eac h respon s e option appeared in e ach item 

of the que stionnaire. 

2 . In some cases, the reader should not be bothe r e d 

about sums of frequencies or percentages because, to 

cert~in items , respondents were allowed to select 

one o r more opt ions whi c h th e y thought were appropriate . 

3. For some data of a conti nuous nature ( High, Moderate , 

Low), fr e quencies were converted into rating sca les 

(3,2,1, respectively) and then to total average 

rati ng s and pe r centages. 

L!. Items involved in the ques t ionnaire could be classified 

into two major categories . Some were items designed 

to elicit facts; an d others were mean t for generating 

opinions , perceptions, and attitudes from appraisers 

an d appra i sees . Hence, the approach us e d in treating 

the data from the two categor i es would vary particularly 

in case of hypothes is test . 

Thus, s in ce the main purpose of this study 

was to identify perce ptual diff erences or s imilarities 

between appraisers an d appraisees in the current 
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system of TPA , only findings pertain i ng to opinions , 

perceptions and attitudes of the study groups were 

subjected to hypothes is tests . Hence , for s uch 

findin gs : 

4. 1. Nul l hypothesis (Ho) an d Alternative hypot hes is 

(H1 ) were stated . 

4 .2 . To test perceptual differences between appra isers 

and appraisees i n TPA - related problems , Ch i 

Square (X
2

) test of s ignificance was adopted. 

4.2.1. The formula fo r X2 = E ( 0 - E)2 / E , 

Where 0 = Observed frequencies , an d 

E = Expected values 

4.2.2 . Rejection Leve l ( J- ) = 0.05 

4.2.3. Rejection Region = fo r a 

given degree of freedom. 

4.3. To test perceptual relationships between 

appraisers an d appraisees in TPA - related 

problems , Spearman ' s Rank - Orde r Correlation 

Coefficient ( rho) was computed . 

4 .3. 1. The formula for rho = 1 -

Where 

d 2 
= t h e sum of all squared rank 

differences , an d 

N = the sum of paired ranks 
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4 . 3.1. Re jection Leve l ( ) E 0.05 

4.3.2 . Rej e ction Region E rho
ca l

)- rho
t 

for N. 

N.B . 

A. For detailed fr equencies of computed rating scal e s 

and statistic a l tests , summary tabl e s are attached 

in the appendix sectio n . 

B. Table numbers in the appendix correspond to table 

numbe rs in Chapter II I. 

PART ONE : CHARACTERISTICS OF THE STUDY GROUPS 

The quest ionnaire was distribut e d to 154 appra i sers 

and 356 appraisees. Of the total numb e r of questionnaire 

distributed among the two study groups, 144 (93.51 per cen t) 

from appraisers an d 324 ( 9 1 . 01 per cent) from appraisees 

were appropriate l y filled in an d returned . Based on the 

r esponses obtained from appraisers and appraisees , the 

characteristics of the study gro ups were examined in terms 

o f sex and age , years of service , academic qualification , 

a nd field of study ; a nd these are presented in Tables 1-3 . 
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Table 1 : Respondents By Sex and Age 

Frequency of Responses From 

Item Appr a i sers (N=144) Appraisees (N=324 ) 

N % N % 

A. Sex : 

a ) Male 1 23 85. 42 289 8 9 .20 

b ) Female 1 6 11.11 27 8 . 3 3 

No Response 5 3.47 8 2.47 

Total 144 100 .00 324 1 00 . 00 

B. Age : 

a ) 2 5 yea rs & below 2 1.39 3 0.93 

b) 26 - 3 5 years 65 45. 14 144 44.4 4 

c ) 36 - 4 5 years 66 45.83 160 49.38 ' 

d ) 46 - 55 y ears 9 6.2 5 1 7 5.2 5 

No Response 2 1.39 

Total 144 100.00 324 100 . 0 0 

Ta bl e 1 shows sex an d age dist r ibu t i o n of t h e samp le 

popul ation of the two s tudy groups . Appraisers an d 

appr a i sees who accounted fo r 85 . 42 per cen t a nd 89.20 pe r 

cent , r espec i tve l y we r e mal e r e s ponden t s . Female representat i on 

i n t hi s stu dy was o nly 11.11 pe r cent f o r appra i sers a nd 

8.3 3 fo r appraisees . As fema l e participat ion rat e in 

Ethiop i a n educat i on h as b ee n l ow, t he ir emp l oyment r ate t o 

th e teach i ng profess i o n has al s o been l ow ; and the proport i o n 

of t he ir represen t at i o n in th i s stu dy woul d obvious l y take 

the same pattern . 
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As regards age , 90.97 per cen t o f the appraisers 

an d 93.82 per cent of the appraisees were in the same 

age range ; that is , between 26 and 47 years . Thus , there 

would probab l y be no barrie r that age difference might 

have caused for appraisers an d appraisees t o free ly 

discuss professional problems including those relat e d t o 

TPA. 

Table 2 : Respondents By Years of Service 

Frequency of Responses From 

Appra isers (N=144) Appra isees (N=324) 
Item 

N % N % 

A. Years of s ervice in the MOE: 

a) 5 years & below 

b ) 6 - 15 years 88 61.11 174 53.70 

c) 16 - 25 years 50 34 . 72 13 4 41.36 

d) Hare than 25 years 6 4. 1 7 16 4 . 9 4 

Tota l 144 100.00 324 100 . 00 

B. Years of service at the 

present school post : 

a ) 5 years & below 57 39.58 26 8.02 

b ) 6 - 15 years 66 45.83 1 71 52 . 78 

c ) 16 - 25 years 20 13.89 120 37.04 

d ) More than 25 years 1 0.69 7 2 .1 6 

Total 144 99. 99 ' 324 100.00 

, does not add to 100% in round figures. 
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As indica t e d in Table 2 - I tem A, o f the 144 

appraisers , 61.11 pe r cent served in the MOE fo r 6 to 

15 years , a nd 38.89 pe r cent of them ha d a total service 

of 16 years a nd above . As regards appraisees , 53.70 

per cent of t he 324 respond e nts had served for a total 

of 6 to 15 years in the Ministry while those who accounted 

for 46T30 per c en t had a total service of 16 years and 

above . 

Concerning their occupationa l status a t the school 

level , Table 2 - It e m B shows t hat 39.58 per cent of the 

appraisers had been practising educational admin i strators 

in senior secondary schoo l s for 5 years an d below; and 

the remaining majority (60.4 1 per cen t) had been a t this 

administrative post for 6 year and above . Moreover , a 

great majority of the appraisees (91 . 98 per cent ) had 

taught in sen ior secondary schoo l s for 6 years and above . 

It wou ld be , therefore , possible to generalize from 

these data that suc h a rel a tively l onge r years of service 

i n the educat ion system mi ght have help e d appraisers a nd 

appraisees to possess rich experi ence a nd bett e r understanding 

about t he various i ssues and problems of TPA i n senior 

secondary schools . 
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, 

Table 3 : Respondents By Qual i fi cati on and Field o f Study 

Frequency of Responses From 

Item 
Appraisers (N=144) Appraisees (N=324) 

N % N % 

A. Academic Qualification . 

a ) 12 th Grade or below 1 0 . 31 

b ) 12 + 1 3 2.08 5 1.54 

c ) 12 + 2 26 18.06 143 44. 14 

d) 12 + 3 11 7.64 10 3.09 

e) B.A. /B. Sc . 98 68 .06 151 46.60 

f) M. A. /M. Sc . 4 2.78 14 4.32 

No Response 2 1.39 

Tota l 14 4 100.01* 324 100 . 00 

8 . Field of Study : 

a ) Agriculture 3 2.08 6 1.85 

b) Educationa l Administrat ion 14 9 . 72 6 1.85 

c ) Home Economics 4 2 . 78 3 0.93 

d ) Languages 25 17 .36 72 22 .22 

e ) Natural Science s 39 27 . 08 132 40 .74 

f ) Pedagogical Sciences 9 6 . 25 15 4.63 

g) Phys i ca l Education 4 2. 78 2 0.62 

h ) Psychology 3 2.08 3 0 , 93 

i) Soc i al Sciences 28 19 . 44 66 20 .37 

j ) Voc. /Technical Education 12 8.33 15 4.63 

No Res ponse 3 2.08 4 1. 23 

Tota l 144 99.98* 32 4 100.00 

* does not add to 100% in r ound figures 
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It h as been recorded in Table 3 __ It em A that 70 . 8 4 

per c e nt of the appraiser s in senior secondary schools 

were first and second degree holders. Those appraisers 

h av i ng college education of 1 to 3 years accounted fo r 

27.28 per cent of the total. This would suggest the 

t endency of preferring degree holde rs in staffing 

administrative positions o f senior secondary schools. 

On the other hand, 5 0 .92 per cent of th e appraisees 

had firs t an d second degree . The res t, excep t on e 

appraisee (0 .31 per cent ) with a qualif i cat i on of 12th 

Grade or be low, had 1 to 3 years of college e ducation ; 

an d these accounted fo r 48 .77 per cent in proportion . 

The distribution would, therefore , be regarded as unbiase d 

since appraisees with inferior , equa l, an d super ior 

academic qualific a tions t o the ir appraisers might have 

bee n represented in the s tudy . 

Tab l e 3 - It e m B reveals 'l:he distribution of r espondents 

in terms of their fields of study . Appraisers drawn from 

the Natural Science s, the Socia l Sciences , an d the Languages 

account e d for 63.88 pe r cent o f the tota l sample size of 

t hi s study group . The remaining proportion of appraisers 

( 34.04 per c e nt) were drawn from the res t seven fi e l ds of 

s tudy . Moreover, 83.3 3 per cent o f the appraisees wer e 

al s o fr om the three fields o f study indicated ear lie r. It 

was 15044 per cent of the apprai sees who we r e drawn fr om 

the other seven fi e lds of study. 
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The distribution might seem somewhat biased; but 

it was no t . The assignment of t he t eaching f orce in 

senior secondary schoo ls woul d be tantamount to the 

numb e r of school subj ects constituting each field of 

study .and t e number of weekly periods allotted to each 

subj ect. In this regard, the three fields o f study 

indicat e d earlier comprise the major eight senior secondary 

schoo l subj ec ts whose weekly period allotmen t woul d have 

been relatively higher than that of the subj ects involved 

in the ot her seven f i e lds o f study. Thu s , since teachers 

assigned to the three fields of study would rel at ive ly be 

higher in size , the samp ling distribution in terms of 

academic qualification would be justifiable . 

PART TWO: ANALYSIS OF 'rHE FI NDINGS OF THE STUDY 

1. The Purposes of TPA 

Appraisers an d apprai sees were asked to identify 

the purposes a system of TPA "SHOULD" primar ily serve . 

Fo r them to se lect from , nine possible purposes of TPA 

were presented in the list. The fr equency (f) o f 

responses t ha t each purpose received f rom the two study 

groups , an d the cor r espond i ng ran k - order (r) are s hown 

in Table 1.1. 
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Table 1.1. : Purposes TPA "SHOULD" Primarily Serve 

Frequency of Respcnses & Rank order 

Item Apprai sers (N; 144) Appraisees (N;324) 

f l r
1 f2 r 2 

a ) To improve quality of education 101 1 230 1 

b ) To motivate t eachers to thei r 

job 95 2 209 3 

c) To improve t eacher competence 91 3 22 2 2 

d ) To decide on teacher sal ary 

r aise 72 4 203 4 

e ) To decide on teacher promotion 69 5 131 7 

f ) To se l ect teachers for furthe r 

learning 68 6 134 6 

g) To reward out s t andingly 

competent teachers 67 7 122 8 

h ) To identify t eacher training 

needs 51 8 136 5 

i ) To decide on teacher t ransfer 20 9 58 9 

The three l eading purposes of TPA , as sugges ted by 

both appraisers an d app rai sees in t erms of primacy, wer e 

i mprovement of quality of e ducation and teachers ' 

comp e tence , an d motivation of t eac he rs to thei r job . 

These we re al l formative purposes whi c h TPA could be 

expected to serve . The data would, therefore , suggest 
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that appraisers an d appraisees perceived TPA t o be 

primarily format i ve i n purpose rather than summat ive. 

Hypothesis Test 

H: There is no re l ationship between appraiser s and o 

appraisees i n perce i ving the purposes a system o f 

TPA should primari l y ser ve . 

HI: There is relationsh i p betwee n appraisers and appra i sees 

in perce i ving t he purposes a system o f TPA should 

primari l y serve. 

By computing Spearman's Rank- orde r Correlation 

Coefficien t ( rho ), the result o f the tes t showed that 

wit h a n N of 9 a t the 0.05 leve l of significance , the 

critical value o f rho = 0.60 ; an d the calculated value 

o f rho = 0 .87. Hence, the nul l hypothesis (Ho ) i s not 

accep t ed . Thus , i t woul d be conc l uded t hat there is 

re l iable evidence co nfirming the existence o f perceptual 

re l ationship betwee n appraisers an d appraisees that a 

system o f TPA should primari ly be formative @evelopmental) 

rathe r than s ummative ( administrative ) in purpose . 

Moreover, request e d to indicate the purposes which 

the current system of TPA i n senior secondary school s " I S " 

primarily serving , ap praisers an d appraisees have reacted 

as follows. 
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Tabl e 1 .2 : Purposes tile Current System of TPA "IS "Pri1ilariCi y Serving 

Frequency of ResEonses & Rank-order 

Item 
AEl2raisers (N=144) AEpraisees \N=324l 

f 1 r
1 f2 r 2 

A) To decide on teacher salary 

increase 67 1 133 1 

b ) To motivate t eachers to their 

j ob 56 2 131 2 

c ) To improve quality of 

education 49 3 ' 28 3 

d) To improve teacher competence 45 4. 5 117 4 

e ) To decide on teacher 

promotion 45 4.5 99 5 

f ) To select teachers fo r 

further learning 42 6 85 6 .5 

g ) To reward outstanding ly 

competent t eachers 35 7 85 6. 5 

h ) To identify teacher training 

needs 10 8 4 8 

i ) To decide on teacher transfer 23 9 65 9 

As is reported i n Table 1 .2 , appraisers and appra i sees 

agreed that the curren t s ystem o f TPA has bee n serving t o 

make personne l dec i sions on teacher salary increase as i ts 

firs t priority . Ranke d second an d third b y t he two study 
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groups wer e the purposes of motivating teachers to their 

j o b and improving quality of education, respect i ve ly. 

It would be , therefore , concluded that the current s ystem 

of TPA ha s b een perceived by appraisers an d appraisees 

to be primarily s ummat ive in purpo~e. , 

H . 
o' 

HY20thesis Test 

There is no relationship between app raisers and 

a ppraisees in perce i v i ng the primary purpose s whic h 

the curre nt system o f TPA is serving . 

H1 : There is relationship between appraisers a nd appra i sees 

in perceiving the primary purpose s which the curren t 

sys tem of TPA is serv ing. 

Spearman ' s Rank- orde r Cor re l at ion Coefficient (rho ) 

t es t of re l ationship showed that fo r a n N of 9 at the 0.05 

l eve l of significance the critical value of rho = 0.60 ; 

and the c alculated val ue o f r ho = 0 .99 . Hence , the null 

hypothesis (Ho) is not a ccepted. Thus , conclusion would be 

drawn that there is evidence showing the existence of 

re l ationship b e t ween appra i sers an d appraisees in perceiving 

the primary purposes that the curren t system of TPA has 

b een serving . 

Furthermore , it was the i n t eres t of this s tudy to 

identify the extent to which the current sys tem of TPA ha s 
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achieved its i ntended purposes a s perceived by appraisers 

an d appraisees . To this end, appraise rs and appraisees 

we re requested to rate the e ffectiv eness of the curren t 

system of TPA a s High (3 ), or Moderate (2 ), or ' row ( 1 ) . 

The resul t was ~s follows. 

Table 1 . 3: Effectiveness of t~e Current System of TPA in 

Achieving Its Purposes 

Groups Total Average Ratings 

Appraisers (N - 144 ) 1.66 

Appraisees (N = 324) 

Per cent 

55.3 3 

54.33 

As is seen in Table 1 . 3, the l eve l of effectiveness o f 

the current system of TPA in achi eving its purpose was rated 

by a ppraisers and appra i sees a little more than average , 

but f a r below t he maximum possible . In this regard , i t 

wou ld be perceptible that th ere has b een a considerable 

mismatch between the purpose designed for the curren t 

system of TPA an d the mann e r i n wh i c h the s ystem would have 

operated in senior second a ry schools . In other words , the 

proces s and proce dures employe d in execut i ng the scheme 

of TPA mi ght have been perce i ve d to be i nef f ective to 

a certain degr e e for the r ea li zation of the purposes 

des i gned f o r the syst e m. 
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Hypothesis Te st 

HO: There is no difference between appraisers an d 

appraisees in perceiving the leve l of effectiveness 

of the current system of TPA in achieving its 

purpose. 

H1 : There is difference between appraisers an d appraisees 

in perceiving the leve l of effect i veness of the 

current system of TPA in achiev ing its purpose . 

The Chi Square (X 2 ) test of significance resulted in 

that fo r 2 degrees fr eedom at the 0.05 leve l of significance 

the cr itical value of X2 = 5.99 ; and the cal culated value 

of x2 = 1 .10. Hence , the null hypothesis (Ho ) is accepted : 

Thus , it woul d be concluded that there is evidence suppcrting 

that there existed no statistical ly significant difference 

between appra i sers an d appraisees in perceiv in g the l eve l 

of effectiveness of the curren t system of TPA in achieving 

its purpose . 

2. Criteria For TPA 

The perceptions of appraisers an d appraisees about 

the validity , re liability, and utility level of the 

criteria of the current system of TPA was considered i n 

this study. Each of the characteristics of performance 

criteria were represen ted in the questionnaire by three 
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groups of it ems , res pect ively. Each of the it ems in each 

group were rat e d high (3 ), moderate ( 2 ), o r low (1). On 

the basis of the responses given by the two study groups, 

total average ratings and percentage s were comput e d, an d 

the results are shown in the fol l owing table. 

Table 2. 1: Degree of Validit y, Reliability, and Utility of the 

Performance Criteria~ 

Characteristi c s Groups ' 

Validity 1 

2 

Reliabili ty 1 

2 

Utility 1 

2 

Groups ' 

1 = Appraisers 

2 = Apprai sees 

Total Average Ratings Per cent 

7, 33 61.08 

7.10 59. 17 

8.5 6 57.07 

8.61 57 .40 

8.04 53.60 

8.23 54.87 

One could see in Ta ble 2. 1 that both appraisers a nd 

appraisees rated the validity , re li ability , an d ut ility 

l evels of the performance cr i ter ia of the curren t system o f 

TPA above average , but f a r below the maximum high . The 

data would, there fore, revea l that the criteria o r 

stan dards aga inst which teachers ' performance has been 
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measured would have been regarded as considerably too 

weak to generate as accurate an d objective performance 

evidence as could be expected. Hence , as a result, 

appraisers an d appraisees would have perceive d the 

performance criteria under use to be considerably 

incompetent to help in making obj ective personnel decisions 

and in enhancing profess ional i mprovement o f teachers . 

The study a l s o examined the extent to which appraiser s 

an d a ppr aisees had been satisf ied wit h the overal l natur e 

o f t he criteria of the curren t system of TPA. The ratings 

o f the two groups o f respondents are presented in the 

next table . 

Tabl e 2,2 : Appraiser-Appraisee Level of Satisfaction With 

the Criteria 

Groups Total Average Rati ngs 

Apprai sers (N = 144 ) 1.68 

ApDraisees (N = 324 ) 

Percent 

56 .00 

56. 00 

Apprai se r s ' and apprai sees ' l eve l of sat isf ac tion 

with the performance cr i teria under u se , as reveal e d in 

Table 2.2 , was rated a little mo re than average . This may 

indicate that wha t appraisers an d appra i sees would have 

expec t e d the criteria to be and the con t ents of the current 
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performance cr iteria have been incompatible to a significan t 

degree . It would be, the refore, poss ible to note that 

t eacher performance has been a ppraised with criteria wh ich 

both appraisers an d appraisees perceived to be considerably 

inadequate to accomplish the task of TPA. Particularly 

teachers would t e nd to be reluctant to cooperatively 

participate in s choo l appraisa l scheme if, among other 

things , the performance criteria proved to be inadequate 

a nd unacceptable to them. 

Hypothes is Test 

H: There is no di f fer ence between appraisers a nd o 

appraisees in their l evel of sat i sfact ion with the 

performance criteria unde r use . 

H1 : There is difference between appraisers and appraisees 

in thei r l evel of satis faction wit h the perfo rmance 

c riteria under use. 

Using the ch i s quare test of s i gn ificance, the result 

s howed that for 2 degree s fr eedom at the 0.05 l e vel of 

2 
s ignific an ce the critical value of X = 5.99; an d t he 

2 calculated value of X = 3.83. Hence, the null hypothes is 

(HO) is accepted. Thus, it would be concluded that there 

is no statistically s i gnificant difference between 

appraisers an d app r a i sees in the manne r in which they 
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perceived thei r l eve l of satisfaction wit h the crite ri a 

estab l ished to apprais e t eacher performance . 

3. Pre- Appraisa l Meetings 

Presented under t h is par t o f the anal ysis are cases 

pertaining to the extent to which pre-apprais a l meetings 

were regular l y he ld in senior secondary schoo ls; how they 

were approached ; and how effec tively they have contribu ted 

to the s uccess fu l ope ration o f apprai s a l sch emes as 

pe rceive d by appraisers a n d appra i sees. 

Table 3. 1: Whether Pre-Appraisal Meetings Were Held 

Frequency of Responses From 

Item Appraisers (N=144) Appraisees (N=3 24) 

N ~ N % 

Do appraisers arrange pre-

appra i sal meetings ? 

a ) Yes 59 40.97 104 32.10 

b ) No 85 55.03 220 67.90 

Total 14 <1 100.00 324 100.00 

It is o bserve d in Ta ble 3.1 that 55.03 per cen t o f 

the a ppraisers an d 67.90 per cen t of the appraisees 

r eport e d that no p re-appra i sal meetin gs were held in senior 
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secondary schoo ls. In th is case, TPA, in many school 

systems wou ld have taken place in a n unplanned an d 

uncoordinated manner, and without e nsuring mutual 

unders t anding an d agreemen t between appraiser s and 

appraisees about crucial problems whi c h profoundly would 

affect the process of appraisal that fol l ows . Non - existence 

o f pre- apprai sa l meetings might have , therefore , resulted 

i n deva luation of TPA on t he part of teachers, and in their 

re luct anc e to cooperat i ve ly participate in the subsequen t 

proces s o f the appraisal scheme . 

Based on the responses of 40.97 pe r cen t of the 

appraisers and 32.1 0 per cent of the appraisees who 

confirmed the presence of pre-appraisa l meetings , issues 

relat e d to the timing and fr equency of such meetings , 

agenda items an d approaches of discussion , and teachers ' 

attitude toward pre-appraisal meetings were examined. 
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Table 3,2: Timing and Frequency of pre-Appraisal Meeting s 

Frequency of Responses From 

Item 

A, Pre-appraisal meeti ngs i 

o f ten take place : I i 

a ) only at the beginning of 

every year 

b ) only a t the beginning of 

every semester 

c ) whenever teachers reques t 

d) whenever apprai sers fee l 

appropriate. 

Total 

B. Pre-appraisal meetings are 

held 

a ) always 

b ) sometimes 

c ) rarely 

Total 

Appraisers (N~59 ) Appraisees (N~104 ) 

N 

13 

20 

26 

59 

4 

36 

19 

59 

33.90 

44. 07 

100.00 

6.78 

61,02 

32,0 2 

100.00 

N 

20 

41 

39 

104 

6 

51 

47 

104 

19.23 

39.4 2 

37,50 

100.00 

5.77 

49.04 

45.19 

100.00 

Appraisers' r esponses (33.90 per cent) and those of 

app r a i sees ' ( 39.42 per cent ) to It em A of Table 3 . 2 

reveal e d that pre-appra i s al meetin g s were often c o nducted 

a t the b eg i nning of eve ry semes t e r. Such a pr actice mi ght 
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have he l ped appraisers and appraisees to review appraisal 

programs and avoi d misconceptions an d misunderstandings 

ear ly i n time . But accord i ng t o 44.07 per cent of the 

appraisers an d 37 .50 per cent of the appraisees , pre­

appraisal meetings were often held whenever appraisers 

fe lt that such meetings would be necessary . On the othe r 

hand, teachers ' request fo r p re-appraisal meetings wer e 

hard l y considered. Whil e such a practice woul d reveal 

that pre-appraisal meet i ngs have been he ld incons'i stently , 

the decisio n o n the t i mi ng o f t he meetings woul d be 

unilateral in appraoch whe r e teachers ' se lf -initiativeness 

and part i cipation h a d been given l ess o r no regard. Thus , 

i n s ome schools , where pre - appraisal meetings were 

reported, appraisers would have emphasized the accomp l iSmEnt 

o f the ir administrative r espons ibilities rathe r than the 

creation of a schoo l climate for effective participatory 

TPA process . 

Moreover, as shown i n Tab l e 3. 2 - Item B , accordi ng 

t o 6 1 .02 per cen t of the appraisers an d 49 .04 p e r cent of 

the appra i sees , pre-appraisa l meet i ngs were hel d only 

sometimes ; and such meetings were uncommon as indicat e d 

b y 32 . 20 per cent o f the appra i sers an d 45 . 19 per cen t o f 

the appraisees . I t would b e , therefore , conc l uded that 

TPA , in mos t cases , would have b een conducted in senio r 

secondary schoo l s without providing teachers wit h firs t ­

han d knowl edge about the various facets of the appraisal 
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scheme which might have caused in t eachers a sense o f 

mistrus t and l ack of confidence in their appraisers an d 

the overall apprai s a l process . 

Table 3 . 3 : Agenda Items and Approaches t o Discussion in Pre­

Appraisal Meetings 

Frequency of Responses From 

Item 

A. Agenda items often discussed include : 

a ) the nature of past appraisal 

process 

b) purposes of TPA 

c ) teacher participation in 

appraisal 

d) frequency and time l ength of eRO 

e ) criteria for TPA 

f ) sources & techniques of data 

colle~tion 

g) appraisers ' skills and competence 

B. Discussion approaches often adopted 

are : 

a ) on a one- to-one basis 

Appraisers 
(N~59 ) 

N % 

40 67.8.0 

30 50.85 

25 42.37 

23 38.98 

20 33.90 

19 32 20 

14 23.73 

3 

Appraisees 
(N~lC4 ) 

N % 

65 62.50 

47 45.19 

43 41.35 

35 33.65 

21.81 

11 10.58 

24 23.08 

9 

b ) on a group Dasis 2 3.3 Q 5 4.81 

c) departmental staff meeting s 18 30.51 22 21 .15 

d) genera l (school) staff meetings 36 61.02 68 65.38 

Total 59 100.00 104 99.99* -- -- ----~~~------------------~--~~~~--~~~~~--

*does no t a dd to 100% in round figures. 
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Table 3. 3 - It e m A indicates that the mos t frequent ly 

discussed agenda i tem in pre-appraisa l meetings was the 

nature of the past appraisal process as reported by 67.80 

per cen t of the appraisers an d 62.50 per cen t of the 

apprai·sees. DiScussion o n this particular agenda item 

might have helped appraiser s an d appraisees to identify 

weaknesses an d strengths of the past appraisal process ; 

an d to find out solutions to the weaknesses an d means of 

cap italizing the strengths identified. 

However , as indicated in the literature review, the 

process mode l of TPA does not sugges t that this agenda 

item is the concern of pre-appraisa l meetings. Rather , 

such it ems of discussion should be entertained i~nediately 

after appraisa l or eRO before anxiety o r frustratio n 

develops in teachers; an d this is mai nly the function of 

pos t -appraisa l conferences. Thi s discrepancy might have 

been caused because of l ack of appraisers ' knowledge about 

the different steps invo l ved in the appraisal process and 

t he activ i ties to be performed in each of the steps . 

As r eported by both appraisers and appraisees , next 

in the priority list of discussion items were the purposes 

of TPA an d teacher participation. These items might have 

been p e rceived by appra i sers as essentia l s for TP A because , 

among other things , it has been when appraisers an d 

appra i sees would have co=on understanding a bout wha t to 
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achieve through appraisal (i.e. purpose ) that teachers ' 

cooperative participation in the appraisal process could 

be encouraged . 

However , the criteria for TPA an d sources an d 

techniques of performance data collection we&e amon g 

agenda items least discussed in pre-appraisal meetings . 

Literature on TPA emphasizes that teachers should be 

given the opportunity to scruitinize the criteria agains t 

wh ich their performance would be measured. It woul d be 

equally importan t for them to review the reliability and 

feasibility of the sources an d techniques of data collection 

too. All these should have been regarded as basic agenda 

items of pre-appraisal meetings because appraise r -

appraisee discussion on them woul d have helped in ensuring 

teacher acceptance of and commitment to the appraisa l 

scheme . Lack of clear understanding , an d hence, unaceeptability 

of the measuring criteria and data collection techniques 

and sources on the part of teachers wou ld have led them to 

be re luc tan t to cooperate in the appraisa l process , 

indifferent to it s operation , and unresponsive to performance 

ratings . 

It has been depicted under Item B of Table 3.3 that 

the majority of appraisers ( 61.02 per cent ) an d appraisees 

(65.38 per cent ) reported that pre-appraisa l items of 

discussion were often presented at a genera l (school) staff 



mee ting. This approac h of discussion wou ld have helped 

al l those participants to e x am ine appraisa l issues and 

problems in a wider perspective , developing common 

unders t anding in them about what s houl d be and wha t shoul d 

no t be expected during the sub sequent stages o f the TPA 

process . 

This study has also examine d teachers ' attitude 

toward pre- appraisal meeting~. To this and , the extent 

to whi c h teachers were motivated to participate in 

discussion at pre- appraisa l meetings ; and the exten t to 

wh i c h they f oun d the meet i ngs he lpful to improve performance 

we re conside red. The r e sults were the ones pre s e nted in 

Table 3 . 4. 

Table 3.4: Teachers ' Attitude Toward Pre- Appra isal Meetings 

I tems 

A~ Teacher participation in 

discuss ion 

B. Helpfulne ss of pre-apprai sa l 

Meetings 

Groups ' 

1 = Appraisers (N = 59 ) 

2 = Appraisees (N = 104 ) 

Groups* 

1 
2 

1 

2 

Total 

Average 

Ratings 

1.72 
1.72 

1,87 

2.00 

Per cen t 

57.33 
57.3 3 

62.3 3 

66 .67 



- 12 0 " 

As is repor t e d i n Table 3. 4 - It e m A, ratings from 

appraisers an d app r aisees revealed that teacher s ' degre e 

o f motivation to partic i pate in discussion a t pre-appraisal 

meetings was above average . This l eve l o f teacher 

motivat ion ~ight be regarded as far below what s hould 

have been expected because i t wou ld have been when teachers 

adequately participate and express their views free ly in 

pre- apprai s a l d iscussions that thei r understand i ng an d 

acceptance o f the purpose and criteria o f TPA could have 

been exhibited; and their read i ness to take part in t h e 

subsequent operat i on o f the appraisal scheme could have 

been e nsure d . The data might , therefore , suggest that 

teachers woul d have often ten d to be passive an d indifferent 

to is s ues and prob l ems raised in pre-appraisa l meetings . 

Hypo thes is Tes t 

H There is no di ffer ence between appraisers an d o 

appraisees in their percept i on about the deg ree 

t o whic h teachers were mot i vated to par t icipate 

in pre-apprai sal discussions . 

HI Ther e is difference between appraisers an d appraisees 

i n thei r perception abou t the degree to whic h 

t eachers were motivated to participate i n p r e-

appraisa l discussions . 



The result of the Ch i s quare test o f sign if icance 

showed that wi t h 2 degrees of freedom , the c ritical 

2 2 
va l ue of X = 5.99 ; an d the cal c ulated va l ue of X = 2.40 . 

He nce , the nul l hypothesis (Ro ) is accepted . Thus, it 

could be concluded that there is evidence that no 

statistical ly sign if icant difference existS between 

appraisers an d appraisees in perceiving the d egree to 

which t eachers wer e motivated to participate in 

discussions at pre-appraisal meetings . 

Moreover, it has been dep icte d in Table 3~4 - It e m B 

that teachers found pre-appraisal meetings helpfu l to 

improve their performance; and this was rated by both 

appraisers an d appraisees well a bove average . In contras t 

to wha t has been indicated i n Table 3.4 - It em A, in spite 

of thei r reluc t ance to adequate ly participate in discussions 

at pre-appraisa l meetings , many teache rs wou ld have often 

found issues an d probl ems raised in such meetings relevan t 

an d helpfu l to improve thei r per f ormance . 

Hypot)1es is Test 

Ho There is no difference between appra i sers and 

appraisees in p e rceiving teachers ' attitude towar d 

the he lpfulnes s of pre-appraisa l meetings to improve 

performance . 
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HI There is difference between appraisers and appraisees 

in perceiving teachers t a tti tude toward the helpfuJness 

of pre-appraisal meetings to improve performance . 

The result of the test revealed that for 2 degrees o f 

freedom at the 0.05 leve l of significance the critical value 

2 2 
of X = 5.99 ; and the calculated value o f X = 1 .08. Hence , 

the nul l hypothes is (Ho) is accepted . Thus , i t would be 

concluded that there is no statistically significant 

difference between appraisers and appraisees i n the manner 

in whic h they perceived the attitude of teachers towar d 

the helpfu l ness of pre-appraisal meetings to improve 

performance. 

4. Classroom Observation (CRO ) 

Although efforts a re curre ntly being made to relate a 

system of TPA to the key areas o f teachers ' responsibilities 

bot h in a nd out of the classroom , there is a consensus 

amo ng many educators an d researchers that CRO should 

occupy a prominent position in the process of collecting 

ob j ective data o n the performance of teachers (Montgomery 

a nd Hadfield, 1 989:100) . In view of this unde rstanding , 

this part of the a nalysis wou ld conside r the extent to 

which CRO has been use d as a method of collecting objective 

dat a on teachers ' performance , and the approaches that 

appraisers often adopte d in conduct i ng CRO. 
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Table 4. 1: Whether CRO Was Practised 

FreSC:!enc:i of Responses From 

Item Appraisers (N ; 144) Appraisees (N;324 ) 

N % N % 

Do apprai sers conduct CRO ? 

a ) Yes 112 77.78 23 4 72.22 

b ) No 32 22.22 90 27.78 

Total 144 100,00 324 100 . 00 

As indicated in Table 4.1, 77.78 per cen t of the 

appraisers an d 72. 22 per cen t o f the apprai sees confirmed 

that appraisers did observe t each e rs ' performance in the 

cl assroom . This report wou ld reveal that eRa would have 

bee n a common pr actice to mos t of those i nvo l ved in sch emes 

of TPA in senior secondary schools. However, t o some 

others , as reported by 22.22 p e r cen t of the appraisers a nd 

27 .78 per cent of the appra i sees , eRa was ali e n. In this 

r egard TPA would have been simply a n office wo rk of 

appraisers . Th e r e fore , for apprai s e es und e r s uch appraisal 

pract ice, TPA would have bee n indeed meaningless . 

It s hould be conce ive d, however , that wide spread 

practice of eRa alone might not ensure the effectiveness of 

TPA schemes of schoo l systems . The objectivity of teacher 

performanc e da ta would be s i gn ificantly influenced, amo ng 
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othe r things , by the fr equency an d time- l ength of CRO. 

Thesa two bas ic f actors of CRO would be examined nex t . 

Table 4.2 . Frequency and Time- Length of eRO 

Frequency of Responses From 
Item 

Appraisers (N=112) Appraisees (N=234) 

N % N % 

A. Average frequency of eRO 

per teachef per semester 

a ) Once 81 72 . 32 183 78 . 21 

b ) Twi ce 29 25.89 48 1.:J.51 

c ) Three times 2 1. 79 2 0 .85 

d ) Four times 

e \ More than four times 

Tota l 112 100.00 23 4 100.00 

B. Average time-length of eRO 

a ) Less than 20 minute s 26 23 .21 44 18.80 

b ) 20 - 30 minutes 30 26.79 87 37. 18 

c ) 31 - 40 minutes 56 50.00 101 43.16 

d) l'o1ore than 40 minu t e s 2 0. 85 

Total 112 100 .00 234 99.99* 

* does not add to 100% in round figures . 

As s hown in Table 4.2 - It em A, the major ity of 

appraisers ( 72 .32 pe r cent ) and a ppraisees (7 8.21 pe r cent) 

report e d th at a teacher ' s c l assroom performance was observe d 
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o n an average o f once i n a semester . On the other han d , 

it was from on ly 25.8 9 pe r cen t o f the appraisers and 

20.51 per cen t o f the appraisees that CRO was reported t o 

take p l ace twice pe r teacher per semester. Observation of 

a teacher ' s classroom performance fo r more than twice per 

semester was , however, a rare case. In t his regard, 

the curren t system o f TPA in senior secondary schools 

wou l d hard l y be cons i dere d as deve l opmenta l i n purpose since 

i t woul d be very difficult t o secure comprehensive dat a 

on teachers ' performance with one o r two sessions o f CRO. 

Average time - l ength of CRO has also been indicated 

i n Table 4.2 - Item B. Responses from 50.00 per cen t 

o f the appraisers an d 43.15 pe r cen t of the appraisees 

showed that a sing l e CRO wou ld last , on average , 31 t o 

40 minutes - n ear l y equivalent to a l ength o f one sub ject 

period . On the other hand , an average of 20 to 30 minutes 

o f CRO was reported by appraisers and appraisees who 

accounted f o r 26.79 an d 37 . 18 per cent , respectively. 

There were a l so s i tuations i n which CRO was conducted 

fo r l ess than 20 minutes as indicated by 23.21 an d 18.80 

pe r cent of the appraisers and appraisees , respective l y . 

The data in the table wou ld, therefore , just i f y that 

eRO in senior secondary schoo l s would be regarde d as 

inade quate since one or two classroom visits fo r s uch a shor t 

duratio n woul d no t guarantee objective data o n teachers ' 

performance for a purpose o f appraisal. Such a practice 
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of eRO would have , t herefore , hindered teachers from 

s eeing t he practical va l ue o f sche mes o f TPA in senior 

secondary schools . As a result, they woul d have inc l ined 

t o be passive to any appraisal situation an d unres ponsive 

t o performance ratings that their a ppraisers would ha ve 

presented. 

How woul d appraisers an d appraisees t h emse l ves perceive 

the degre e o f adequacy o f the frequency and time- length o f 

eRO they have been experiencing? Tab l e 4 .3 wou l d be 

concerned wi t h this case . 

Table 4.3 : Adequacy of the Frequency 

A. 

B. 

Item Gr oups* 

Frequency of eRO 1 

2 

Time- l ength of eRO 1 

2 

Group s* 

1 = Appraisers ( N = 112 ) 

2 = Appraisees (N = 234 ) 

and Time-Length of eRO 

Total 

Average Ra t ings 
Pe r cent 

1. 48 49. 33 

1 .38 46.00 

1.68 56 . 00 

1. 70 56.67 

Item A o f Tabl e 4. 3 portrays that the leve l o f 

ade quacy of the fr e que ncy of eRO practised in s enio r 

secondary schools was below average as perceive d by bot h 



- 127 -

appraisers an d appraisees ; the latter being more dissatisfied 

than the former. To determine whethe r there was perceptua l 

dif ference between the two study groups , a test of hypothesis 

was maintained. 

Hypothesis Tes t 

Ho: There is no difference between appraisers an d 

appraisees in perceiving the adequacy l eve l of the 

frequency of eRO. 

HI: There is difference between appraisers and appraisees 

in perceiving the adequacy level of the frequency of 

eRO. 

The result of the test showed that with 2 degrees of 

freedom a t the 0.05 level of significance the cr itical va lue 

of X
2 

= 5.99 ; and the ca l culated va lue of X2 = 7.65 . 

Hence , the null hypothesis (Ho) is not accepted. Thus , i t 

would be concluded that there exists statistically significant 

difference between appraisers an d appra i sees in perceiving 

the adequacy level of the frequency of eRO in senior 

secondary schoo ls. 

Moreover , as indicated in Table 4.3 - It e m B , adequacy 

of the time-length of eRO was rated a little more than 

average by both appraisers and appraisees . This was , 

however , far below the maximum average that respondents 
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would .have expected. This could reveal the ground that 

appraisers an d appra i sees would have to question t he 

obj ect ivity of the data collected to appraise thei r 

performance. 

Hypothesis Test 

HO: There is no difference between appraisers an d 

appraisees in perceiving the adequacy l eve l of the 

time-length of CRO. 

HI: There is difference between appraisers an d appraisees 

in perceiving the adequacy l eve l of the time-lengt h 

of CRO. 

The t es t resulted in that fo r 2 degrees of freedom 

a t the 0.05 level o f significance the critical value of 

2 . 2 
X = 5.99 ; an d the cal culated val ue of X = 0.21. Hence , 

the null hypothesis (Ho) is accepted. Thus , conclusion 

wou ld be d rawn that t here is no statistically significant 

difference between appra i sers an d a ppra i sees in perceiving 

the adequacy l eve l of the time-length of CRO. 

Considered in relation to the is sue of CRO was the 

approach t ha t appraiser s often use d in conducting CRO -

announced , unannounced, o r both . 
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Tabl e 4.4 : Approaches to eRO 

Frequency of Responses From 

I t em 
Appraisers . (N=112) Appra i sees (N=234 ) 

N. % N % 

A. Apprai sers often conduct: 

a ) announced c l assroom 

visits 41 36 . 61 91 38 . 89 

b ) unannolillced classroom 

vis i t s 11 9.82 29 12.39 

c ) announced & unannounced 

classroom visits 60 53 .57 114 48 . 72 

Total 112 100.00 23 4 100 . 00 

B. Most teachers often prefer : 

a ) announced classroom 

visits 83 74 .11 124 52 . 99 

b ) Unannounced classroom 

visits 8 7. 14 31 13.25 

c ) They make no distinction 21 8 . 75 79 33. 76 

Tota l 112 100.00 234 100 .00 

Tab l e 4.4 - I tem A reveals that 53 . 57 per cen t of t he 

appraisers an d 48.7 2 pe r cent o f the appra i sees agreed 

that c l assroom vis i ts were o ft e n bot h announce d an d 

unannounced. Announced c l assroom v i s i ts wer e not a l s o 

uncommon in sen i o r s econdary schoo l s as pe r the respon s e s 
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o f 36.61 per cent an d 38 .39 per cen t o f the appraisers 

and appraisees , r espect ive ly. On the other hand, drop- by 

classroom vis i t s were reported only by 9 . 82 pe r cen t o f 

the appraisers an d 12.39 per cent o f the apprai sees . 

Unannounced ;c l assroom visit s were infrequent, and this 

migh t have s t emme d from appraisers ' fea r o f spo il ing their 

rapport with ' teachers who, oft e n times , would regard 

d rop-by c l assroom v i s its as f ault - f indin g appraisal 

approaches~; Responses t o · It em B o f this same · table would 

make thi s case more expl icit. 

Unannounced (drop- by ) classroom visits were reported 

to be preferred by teachers on l y by 7. 1 4 percent and 13.25 

per cent o f the appraisers an d appraisees , respective l y . 

The majo r ity of appraisers (74 . 11 pe r cent) perceived that 

most teachers preferred announced classroom vis i ts ; an d 

this was supported by 52.99 per cen t of the appraisees . 

On the other hand, wh i l e apprai sees who reported that 

teac hers would make no d istinction between t h e t wo 

approaches t o eRa accounted fo r 33.76 per cent, i t was 

on l y 18.75 per . cent o f t he appraisers who shared this 

opinion. Wha t coul d be inferred from the dat a wou l d be 

that mos t teachers would have o ft e n prefered announce d 

classroom vis i ts to unannounce d ones . 

Hypothes is Tes t 

Ho: There is no percep tua l di fference between appraisers 
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and appraisees about teachers ' perference to approaches 

of CRO. 

H1 : There is perceptual difference between appraisers and 

appraisees about teachers ' preference to approaches 

of CRO. 

The tes t resulted in that with 2 degrees of freedom 

at the 0.05 l eve l of significance the critical value of 

x2 
= 5.99; an d the calculated value of x2 

= 13 .38 . Hence , 

the null hypothesis (H ) is rejected. Thus , it woul d be 
- 0 

concluded that there is statistical ly significan t difference 

between appraisers and appraisees in perceiving teachers ' 

preference to approaches of CRO. 

5 . Arpraisers and Thei r Sources of Teacher Performance 

Data 

The guideline o f the MOE recommends the involvement of 

assistant principals , unit l eaders , and department heads 

to appraise t eachers ' performance wit h the principal to 

give the final approva l ( 1980 E.C.:70 ). This par t o f the 

analysis wou ld, therefore , examine cases pertaining t o 

those appraisers who were actually involved in TPA schemes 

of sen ior secondary school s ; how adequate l y were they 

knowledgeable an d ski llfu l to undertake TPA ; an d what 

sources of t eachers ' performance data they often used. 
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Table 5. 1: Appraisers and Teachers ' Preference 

Frequency of Responses From 

Item Appraisers (N~144 ) Appraisees (N~32 4 ) 

.' 
N % N % 

A. Appraisers involved i n 

schemes of TPA were : 

a) Pr3ncipals 48 33.33 119 36.73 

b) Assistant Principals 122 84.7 2 222 68.52 

c ) Unit Leaders 4 1 28. 47 75 23.15 

d \ Deoartment Heads 111 77 ,08 228 70,35 

e) Committee 15 1[),42 23 7 .3 0 

B. Teachers preferred to be 

appraised by : 

a ) Principals 20 13.89 44 13.58 

b) Assistant Principals 1< 9.03 16 4.94 

c ) Unit Leaders 5 3.4 7 10 3.09 

d) Department Heads 70 48.61 17 0 52.46 

e; Ccmmittee 36 25.00 84 25.93 

Tota l 114 10J,00 324 100.00 

As indicated in Table 5. 1 - It em A, appraisers an d 

a ppraisees reported that appraising t eachers ' performance 

in senior secondary schools was , by an d large , the 

responsib ility of ass ist an t principals and department heads . 

Appraisa l by unit leaders and committee appra i sal were 

also practi sed but relative ly unconunon . Principals t 
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i nvolvement i n schemes of TPA was far below that o f 

assistan t principals an d departmen t heads . Thus , it would 

be rea l ized that mos t principals o f senio r secondary 

schoo l s , as top executives as the y are , might have 

preferred the task o f TPA t o be performed b y their 

subordinate admi nistrat ors t h rough de l egation of author i t y. 

However, inspect ion of Ta ble 5. 1 - I tem B reveals 

that teachers ' p~eference would tend t o be dif f erent, to 

some degree , f rom wh a t had bee n p ractised . Mos t teac hers 

preferred department heads t o appraise their performance 

as reported b y 48.6 1 per cent o f the appraiser s an d 52.46 

per cent of the appraisees. Moreover, as reported by 

25.00 per cent of the appraisers an d 25.93 pe r cent o f 

the appraisees , committee appraisal was the next mos t 

preferred alternative of teachers. In contrast, the data 

obtained from the two study groups would reveal the 

tendency of teachers to be reluctan t t o accept p rincipal s , 

assistant pr i nc i pa l s , and un it l eaders as designated 

appraisers of teachers ' performance . This finding o n 

teachers ' preference to departmen t heads wou ld support t he 

observation of Moh r (1 987 : 75 ) who has noted that mos t 

teachers often prefe r to get the ir performance appraised 

by those who are teachers too . 

Hypothes i s Tes t 

H : There is no difference betwee n appraisers and appraisees o 
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in s ugges ting the appraisers whom teachers would 

prefer mos t. 

HI: There is difference between appraisers and appraisees 

in suggest i ng the appraisers whom teachers would 

pre f er mo s t. 

The chi s quare tes t showed that with 4 degrees o f 

fr6edom a t the 0 .05 level of sign i ficance the critical 

2 2 
value o f X = 9 .49 ; an d the ca l cul a t e d value o f X = 3.07 . 

Hence , the null hypothesis ( Ho) is accepted. It would, 

therefore , be concluded that there exist s no s ati s tical ly 

significant difference b e tween appraisers an d appraisees 

i n their suggestion of the appraisers whom teachers woul d 

prefer mos t . 

Did t eac he r s have trus t and confid e nce in thei r 

designated appraisers ? This prob l em would be entertained 

unde r Table 5.2 . 

Table 5.2 : Whetller Teachers Had Trust and Confidence in Appraisers 

Frequency of Responses From 

Item 
A1212raisers (N=144) Al2l2rai s ees (N=324) 

N % N % 

Do teachers have trust & 

Confidence in their appraisers? 

a ) Yes 81 56 .25 106 32 .72 
b ) No 55 38.19 206 63.58 

No Response 8 5. 56 12 3.70 
Total 144 100.00 324 100.00 
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Table 5 . 2 depicts t hat appraisers W l 0 accounted fo r 

56.25 per cent o f the tota l fe lt that t eachers had trus t 

and conf idence is them ; but they we re denied by 6 3 .58 

per cent of the appraisees . On th e other hand, while 

38.19 per cent of the appraisers admitte d that teachers 

had no trus t a nd confidence i n apprai sers , 32.72 p e r cen t 

of the app raisees conf i rmed that they positively acknowledge 

their a ppraisers ' appraisal efforts . The res t, i.e. 5.56 

per cent an d 3.70 pe r cent o f -the apprai sers and appraisees , 

respectively reacted neithe r pos i tive l y nor negatively t o 

the it e m. 

It woul d be , therefore , pos~ibl e to deduce that 

di scripancy would be "there between th e appraisal behavior 

that teachers wou ld have expected of their appra i sers and 

that appraisers would actual ly have exhibited in th e 

process of TPA. It would be a l s o inferred that mos t 

appraisers mig ht not have the awareness that mos t teachers 

ha d no trust an d confidence in the manne r in whic h 

appraiser s would have car r ied out appraisal schemes . 

Hypothesis Tes t 

H' There is no differ e nce between appra i sers a n d o· 

appraisees in p erce iving the trus t an d confidence 

that teachers had in the ir appraiser s . 



- 136 -

Hi : There is d i fference between appraisers an d appraisees 

in perceiving the t r ust a nd confidence that teacher s 

had in their apprai sers . 

The result of the test showed that for 2 degree of 

freedom a t the 0 .05 l evel o f significance t he critical 
. 2 . 2 
val ue of X = 5 .99; and the cal culated value of X = 27. 42 . 

Hence , the null hypothesis is re j ected. Thus , conclusion 

would be drawn that there i s re l iable evidence showing 

the ex i stence of s tatistically significant _?ifference 

between appra i sers an d appraisees in thei r perception of 

the trus t an d confidence that teachers had in their 

appraisers . 

Wha t caused teacher s ' mistrust an d l oss of confidenc e 

in the ir apprai sers ? Based o n the f requency of negat ive 

( No ) responses recorded in Table 5.2, the fi nd ings t o t his 

problem would be deal t wit h . 
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Table 5. 3. Causes of Teachers' Mistrust and I,oss of Confidence in 
Apprai sers 

Item 

Teachers· l ack of trust and confidence 

from their perception that appraisers : 

a ) maintain bias and favouratism 

b ) don't see the value of appra i sal 

c) don't have skills in appraisal _ 

d ) don ' t have adequate time to appraise 

e ) are unwilling to appraise 

stems 

Frequency of Responses 
& Rank Order 

Appraisers 
(N=55) 

fl 1:1 

47 1 

38 2 

35 3 

26 4 

12 5 

Appraisees 
(N=206) , 

186 1 

110 3 

129 2 

74 4 

48 5 

The data in Tab l e 5.3 shows the rank order o f the major 

causes for teachers ' mistrus t an d loss of confidence in 

their appraisers . As reported by bot h appraisers an d 

appraisees , the practice of bias and favourati sm by appraisers 

was ranke d firs t. Moreover , the r esponse of appraisers 

s howe d that failure to appreciate the value of TPA an d l ack 

of s kills in appraisal on the part of appraisers were 

ranked second an d third , res pec tively. This perception 

of appraise rs was a l s o shared by appraisees but the two 

a ttributes were set in a r ever se order in rank ; i.e. third 

an d second, r espective ly. 

The literature on TPA indicates that s u c h problems 

wit h the appraiser stem ma inly from absence , o r if any , 

inadequacy o f t rain ing a nd retraining p rograms for appraisers. 
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The probl ems wou ld have been minimi zed had there been 

relevant pre - and in - serv i ce training programs fo r 

appra i sers to adequate ly acquaint themselves with the 

purpos e , criteria , process an d procedures of TPA . 

Hypothesi s Test 

H: There is no rel ationship between appra i sers an d o 

apprai sees i n perceiving the major causes of t eachers ' 

mi strus t an d l oss of confidence in the ir appraisers . 

H1 : There is relationsbip between appraisers an d appraisees 

in perce i ving the major causes of teachers ' mistrus t 

an d l oss of confidence in the i r appra i sers . 

The tes t result of the Spearman ' s Rank-Order Correlation 

Coefficient (rho) showe d that for a n N of 5 a t the 0 . 05 leve l 

of s i gn ificance the critical value of rho = 1 .00 ; an d the 

ca l culated value of rbo = 0 .90 . Hence , the null hypothesis 

( HO) is accepted . Thus , it would be conc l uded that there 

is no statistical ly significant relationship between 

apprai sers and appraisees in perceiv in g the ma j o r causes 

of teache rs ' mis t rust an d l oss of confidence in their 

appraisers. 

To what exten t were appraisers an d appraisees exposed 

to the concept o f TPA by way of training; an d bow would they 

perceive the re l evance of training in making TPA mor e 
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ob jective, an d hence, acc eptab l e to t eachers ? This is 

a problem e nt ertained hereunder. 

Table 5 .4 : Tr aining in Performance Appraisal 

Frequency of Re sponses From 

It Appraisers (N=14 4) Appraisees (N=324) 

N % N % 

A. Whether respondents had any 

training in TPA : 

a ) Yes 42 29.1 7 74 22 . 8 4 

b ) No 102 70.8 3 250 77.16 

Total 144 100.00 324 100.00 

B. Modes of the training 

program: 

a) seminar 11 26.19 15 20.27 

b) Worksll0p- 8 19 .05 16 21 .62 

c ) Conference 2 4.76 6 8. 11 

d) Course (s ) in TTl 2 4.76 17 22.9 7 

e ) Course (s ) in College/ 

University 31 73.81 51 68.9 2 

C. Was the training sufficient 

enough to know abou t TPA ? 

a ) Yes 22 52 . 38 42 56. 76 

b) No 15 35 .72 24 32.43 

c ) Not Sure 5 11.90 8 10 . 8 1 

Total 42 100. 00 74 100.00 

D. Adequate Training encourages 
objectivity in TPA 

a ) Yes 9 0 62.50 211 65 . 12 
b) No 8 5.56 26 8 . 03 
c ) Not Sure 46 31.94 8 7 26.85 

Total 144 100.00 324 100.00 
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It e m A of Table 5.4 portrays that the ma j ori ty of 

a ppra i sers ( 70.83 pe r cent ) an d appraisees ( 77 . 16 pe r 

cent ) had no training in and exposure to t he concept of 

TPA. It was on ly 29 . 17 p e r cen t o f the appraisers and 

22.84 per cent of the apprai sees who reported that they 

had participated in TPA - re l ated train ing programs . 

I n this case , most e ducational admin istrators and 

t eachers in senior secondary schoo l s wer e made to be invo l ved 

i n the compl ex and sens itive tas k of TPA without having a n y 

prior technica l as we ll as psychologica l preparation . It 

would be , therefore , expected that the task of TPA mi ght 

have been s o chal l enging fo r appraisers an d appraisees to 

cooperatively part icipate in an d commit themselves to schemes 

of TPA. Moreover, errors in appra i sa l wo uld be committ e d by 

appraisers if they had no any training in the ski lls o f 

performance data collection , organ i zation, and ana ly s i s ; 

conferencing ; an d knowledge about the purpose an d c rit er ia 

of the system of TPA. 

Th e fi gures in Table 5.4 - I tem B do not a dd to 42 o r 

74 (fo r appraisers an d appraisees , respectively ) s ince some 

respondents migh t have participated in mo re than o ne 

training program. One could see that 50 per cent o f each 

of the t wo group s of respondents participated in short-term 

tr aining programs . Moreover , 78.5 7 per cen t of the appraisers 

an d 91 .8 9 per cent of the appraisees ha d taken a course 

o r courses whi le in TT l and/or higher institutions . 
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To what extent were these trainings s ufficient enough 

fo r participants to a cquire adequate knowledge an d s kills 

has bee n indicated in Table 5.4 - It em C . The data shows 

that it was 52.38 per cent of the appraisers and 56.76 

p e r c e nt of the appraisees who f oun d the training to be 

a d e quate l y s ufficient . The rest , 35.72 per cen t o f the 

appraisers and 32.43 per cen t of the appraisees , perceived 

the trainings they had to be insufficient to pr epare th em 

for the scheme of TPA . 

It would be, therefore, perceptible from the above 

f i ndin gs that the MOE would have a challenging job to 

perform in providing orientation o r training to all those 

involved in TPA if p e rforman ce appr aisal has to contribute 

to the professional improvement of teachers an d to the 

en han cemen t of student learning . 

It e m D of Ta ble 5.4 indicat es the perception of 62.50 

pe r cent of the apprai sers an d 65.12 pe r c en t of the 

apprai sees who reported the helpful nes s of ade quate 

training in o bj ect ivizing s ch emes of TPA. On the othe r 

hand , app ra isers an d appraisee s who accounted fo r 31 .94 

per cen t a nd 26 . 85 p e r cent , respectively were doubtful 

whet her suc h a training woul d e ncou rage objectiv ity in TPA. 

These groups mi ght no t be in a position to see the value 

of traini ng in TPA if they have none a t a ll so f a r . 
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~ypothesis Tes t 

H' There is no difference between apprai sers an d o' 

appraisees in perce iving the contribution that 

adequate training would make i n p romoting obj ectivity 

in TPA . 

H1 : There is difference between apprai sers an d appraisees 

in perce i ving the contributio n that adequate training 

woul d make in p romo ting obj ectivity in TPA. 

The result of the tes t showed that wit h 2 degrees o f 

f reedom a t the 0.05 l eve l of significance the cr itica l 

2 2 
value of X = 5.99 ; an d the ca l culated va lue of X = 1 .85 . 

Hence , t he null hypot hes is (Ho ) i s accep t e d . Thus , conc l usion 

wou ld be drawn tha t there was rel iabl e evidence confi rming 

tha t there e. isted no difference between app r aisers an d 

appra i sees in perceiving the contribution t hat adequat e 

training wou ld make in promoting object ivity in TPA. 

The following table (Table 5.5 ) i nvo l ve s responses o f 

appra i sers an d appralsees t o two it ems : sources o f teacher 

performance data in terms of frequency of use, an d the 

potentia l of those sources in generating o bj ect ive data . 

In th e f ir s t case - sources in terms of use , fr equencie s 

o f responses obta i ne d f rom apprai s ers and appraisees wer e 

considered to set the sources in order of rank . In the 

secon d case - objectiv ity of data that eac h source 
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generates , respondents were requested to labe l eac h 

source as high , moderate , or low which were rated 3 , 2 , 

and 1, respectively. Based on the fr equenc i es o f 

responses to each o f the options , average ratings were 

computed to get t ota l average ratings . Then, the total 

average rating~ /percentages of each of the sources we re 

put in order of rank . 

Table 5.5 : Sources and Objectivity of Teac er Perfonnance Data 

A B 

Frequency of Us e Objectivity of Data 
Sources 

Appraisers Appraisees Appraisers Appraisees 

(N=144) (N=324 ) (N=144) (N=324) 
--------------------------------------------------

a ) eRO 

b ) Appraisers ' personal 

impression 

c ) Appra isers ' daily record 

d ) Student appraisal 

e ) Staf f personnel record 

f ) Self-appra isal 

g ) Peer-appraisal 

108(1 ) 207 (1 ) 

60 ( 2 ) 

57 (3 ) 

54(4 ) 

37 (5 ) 

35 (6 ) 

26 (7) 

139(2) 

106 (4 ) 

115 (3 ) 

83 ( 5) 

36 (7 ) 

61 (6 ) 

78 .00 (2) 75 . 00(2) 

49.00(7 ) 55.67(7 ) 

83.67 (1 ) 75,33(1) 

65.33 (4 ) 67.00(5 ) 

67.00(3 ) 63.67(6) 

57.67(5 ) 74.67(3 ) 

56.33(6 ) 69.33(4 ) 

The figur es in parentheses represent rank order. 

Table 5.5-A indicat es the rank- order o f s ources o f 

teacher performanee data in terms of frequency of utilization . 
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Apprai sers and appraisees ranked CRO, appraisers ' personal 

impress ion, apprai sers ' dai ly r eco rd , s tude nt appraisal, 

an d s taff p ersonn e l r ecord 1 to 5 in that order . The on l y 

difference appeare d be t ween appraise rs an d appraisees was 

that the fo rmer ranked self -and pee r- appraisal 6
t h 

an d 

7th, respect ive ly while the latter ranke d the two sources 

of teacher perfo rmance data in a reverse order o f use, i.e . 

th th . 
7 and 6 ,respectlvely. 

CRO might have h e lpe d appraisers to col l ec t obj ect ive 

job- related data o n t each e rs' performance particularly if , 

among othe r things , the key results areas o f t eachers ' 

performance tha t s hould be observed an d appraised wer e 

spec ifi e d in agreemen t wit h teac he rs. However , a p pra i s ing 

teachers ' performance with persona l impression mi ght hav e 

l e d appraisers to commit appraisa l errors s i nce it would 

open the door wi de f or them to heavily r e ly on persona l 

bias and favoura ti s m. And the e nd result woul d have been 

teachers ' mi s trus t and lack o f confidence in the ir 

appra i sers and pe rformanc e r a tings. 

The note-taking pr actice o n t eachers ' daily performa nce 

(This i s wha t is cal l e d critical i nc ide nt techni que) migh t 

have b een useful for appra i sers to a vo id recency bias . But , 

appraisers ' dai ly record woul d be very difficult to handle 

s ince it mi ght no t be emp loye d consisten tly; an d s ince 

apprai sers often fai l to delineate critical a r eas of t eachers ' 

performance which should be s ubj ected to appra i sa l. 
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Tab l e 5.5 - B s hows the rank order of sources of 

teacher performance data in terms of their potent ial i n 

generating obj ective data . In this respect , appraisers ' 

daily recor d an d CRO were ranked firs t an d second, 

respectively by both appraisers an d appraisees . The two 

study groups a l so agreed in the rank-order of the source­

appraisers' persona l impress ion about a t eacher; both o f 

the m ranked it seventh. But , no agre ement was noted 

between appraisers an d appraisees in ranking the res t 

four sources in terms of the objectivity of performance 

data they might have produced. 

By way of contrast, one could realize the discre pancies 

that existed between fr equency of uti lization of performance 

data sources and leve l of objectivity of data they were 

reported to have generated. Most obvious an d importan t 

to cons ider would be appraisers ' personal impress i on about 

a t eacher. While this source was ranked secon d in terms 

of frequency in use , it was ranke d last ( seventh ) in terms 

of the leve l of object i vity of performance data it woul d 

generate. In this regard , appraisers wer e reported to 

h av e frequent ly used their personal i mpress ion to appraise 

teache rs ' performance in s pite of their awareness about the 

subj ectivity of the data they secure from such a source . 

Hypothes is Test 

Spearman ' s Rank- Order Correlation Co e ffici en t ( rho ) was 
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used to determine whether there woul d be re l ationshi p 

between appraisers an d appraisees in judging the sources 

of teacher performance data in terms o f their potent i a l 

in generating objective data. 

HO: There is no relationship between appraisers 

au d appraisees in perceiving the l eve l o f 

obj ectiv ity of data obtained from the diff eren t 

sources of teacher performance evidence . 

HI : There is relationship between appraisers an d 

appraisees in perceiving the l eve l of objectiv ity 

o f data obtained from the different sources of 

teacher performance evidence . 

The resul t of the test showed that for a n N of 7 a t 

the 0.05 leve l of significance the cr itical value of 

rho = 0.79 ; an d the ca l culated va lue of rho = 0.68 . Hence , 

the null hypothes is (Ho) is accepted. Th.us ; it wou ld be 

conc lude d tha t there exists no relationship between 

appraisers an d appra i sees in perceiving the l eve l of 

objectivity o f the data obtained from the different sources 

of teacher performance evidence . 

6 . Post-~aisal Conferences 

In this part of the ana l ysis , issues pertaining to 

post-appraisa l conference are examined. Hence , the exten t 
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to wh i c h post-appraisal con f erences in senior secondary 

schoo l s h ave been practised, how they were approached , 

an d what we re the results they have generated f o r the 

successfu l operatio n of TPA schemes would be considered . 

Table 6. 1: Whether Post-Appraisal Conferences Were Held 

Frequency of Responses From 

Item Apprai sers (N = 144) Appraisees (N-324 ) 

Do appraisers & appraisees 

held post-appraisal conf erences ? 

a ) Yes 

b ) No 

No Response 

Tota l 

N 

49 

91 

4 

144 

% 

34.03 

63 .19 

2,78 

100.00 

N 

73 

24 2 

9 

324 

% 

22.53 

74.69 

2.78 

100.00 

As per the responses obtained f rom 63.19 pe r cent o f 

the appra i sers an d 74 .6 9 pe r cent o f the appra i sees , no 

post- appraisa l conference was he ld in senio r secondary 

schoo l s . It wou ld be , the refore , realized that mos t 

teachers were deprived of feedback about their pas t 

pe r forman ce . They ha d no opportun ity to di scuss wi t h thei r 

appra i se r an d commen t o n how t hei r performance was appraised. 

They ha d no opportunity to ident ify the aspec t s o f th e ir 

p erformance on wh ith their ra t ings wer e based . They were 
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a l s o deprive d of information abou t the key results areas 

( s pecific per formance targets ) which their appra i sers 

would expec t th e m to perform in the subsequent appra i s a l 

p rocess . 

As is seen in Table 6 . 1 , it was on ly 34.03 per cen t 

of the appra i sers an d 22 . 5 3 pe r cen t o f the appraisees who 

reported that post - appraisa l conferences were he ld between 

appra i sers an d appraisees . Based o n these responses , the 

timing a n d fr e quen cy of post-appraisal conferences , focus o f 

discuss ion , a n d profess i ona l assistance tha t t eachers were 

rendered wou ld be examine d. 

Table 6.2 : Timing and Frequency of Post- Appraisal Conf erences 

Frequency of Responses 
From 

Item 
Appraisers Appraisees 

(N~49 ) (N~7 3) 

N % N % 

A. Timing of Pos t - Appraisal Conferences : 

a ) Immediately af ter CRO 14 28 .5 7 21 28.77 
b ) After many days/ weeks of CRO 4 8.1 6 2 2.74 
c ) Whenever teachers r equest 6 12 .24 13 17. 81 
d) Whenever appraisers fee l appropr i ate 23 46.94 35 47.95 

No Response 2 4.08 2 2 . 74 
Total 49 99 . 99 * 73 100,01* 

B. Frequency o f Pos t -Appra i sa l Conferences : 

a ) Always 1 2 .04 3 4.11 
b ) Sometimes 46 93,88 68 93.15 
c ) Rarely 

No Response 2 4.08 2 2.74 
Tota l 49 100,00 73 100.00 

*does not add to 100% in round figure s . 
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Studies o n TPA often indica te that pos t -appraisa l 

con f e r en c es s hould take plac e i mmediately a ft e r CRO b e f ore 

anx iety a nd frustration develop in teachers ( Montgomery 

an d Hadifi e ld, 1989:81). Bu t this was a rare cas e in the 

secondary schools under study since such a practice was 

report e d on ly by 28 .57 pe r cen t and 28.77 pe r cent of the 

appraisers and appraisees , respect i vely, a s shown in 

Table 6.2 - It e m A. 

Mos t of the appraisers an d a pprai sees who account e d 

for 46.94 p e r cen t an d 47 .95 per cent, respectively pointed 

out that pos t-appra i sal conferences were often held based 

on the goodwill of appraiseps to do s o. The re were also 

s itua tionsin which teachers themse l ves initiat e d pos t ­

appraisa l conferences while it should have been the 

responsibil ity of appraisers to regular ly call the ir 

appra i sees fo r such conferences . In general, the scheduling 

of post-appraisa l conferences might be r egarded as hap azard 

an d uncoordinated since , in many cases , t he y were not he ld 

immediately an d cons i stently after CRO, probably caus ing a 

f eeling of anx iety an d frustration on the part o f t eac hers . 

Moreover, it has been revealed in Table 6.2 - It em B 

that post- appraisal con f erences were conducted only sometimes 

as reported by 93.88 pe r cent of the appraisers an d 93. 15 

per cent of the appra i sees . Thus , even in senior secondary 

schools whe re pos t -appra i sa l conferences wer e reported, t he 
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scheduling of such confere nces was infr equen t an d 

inconsisten t. In such a case , the whole scheme o f TPA i n 

senior secondary schools might be disrupted because i t 

wou l d have been a t t his step o f the TPA process that i t would 

be possible t o examine whether the intended purposes of 

the TPA scheme were served or not. 

Table 6.3 : Appraisers ' Point of Discussion and Their Help -to Teachers 

Items 

Frequency of 
Responses From 

Appraisers 
(N=49 ) 

Appraisees 
(N=73 ) 

_____________________________________________________ ~N~ ___ %~ ____ ~N~__ % 

A. ppraisers ' point of discussion often focus 
on : 

a ) Performance \veaknesses of teachers only 

b ) Performance strength of teachers only 

c ) Performance weaknesses & stre ngths of 
teachers 

Total 

B. Appraisers provide teachers '''ith professional 
support : 

a ) Yes 

b ) No 

Total 

C. The professional support and advice oft en 
include : 

a ) how to improve weaknesses 

b ) how to maintain good perfonnance 

c ) how to capitalize on strong performance 

Total 

7 

1 

41 

14,29 

2.04 

83.67 

49 100.00 

43 

6 

87.76 

12.24 

49 100,00 

38 

9 

2 

77 .55 

18.37 

4,08 

49 100.00 

9 12.33 

3 4.11 

61 83.56 

73 100.00 

57 78.08 

16 29.9 2 

73 100.00 

45 61.64 

20 27.40 

8 10.96 

73 100.00 
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As revealed in It e m A of Table 6 . 3, the di scussion 

po ints o n whic h appraisers often focus in post-app r ais a l 

conferences wer e bot h per f ormance weaknesses an d strengths 

of teachers ; an d t his was confi rmed by a major ity of 

appraiser s ( 8 3 . 67 pe r cent ) an d appra i sees ( 8 3 .56 per cent ). 

Existence of such a practice wou ld, therefore , sugges t 

that negative as we l l as pos itive performan ce comment s 

an d c riti c i zms woul d have been we ll perce ived b y the two 

study groups to be essent ials for t eachers ' professiona l 

improvement. 

It has been indicated in Table 6 . 3 - It em B that 

professional suppor t an d advice was rendered by appraiser s 

t o appra i sees as per the responses obtained from 87 . 76 

pe r cent o f the forme r an d 78.08 per cen t of the latter . 

This would imply tha t in senio r secondary schools where 

post-appraisal conferences were reported, mos t appraiser s 

woul d have been wel l aware of the purpose o f improving 

teache r s and teaching that TPA shoul d pr imarily serve . 

Professional support and advice tha t appraisers 

offe r to t eachers woul d fal l into three areas o f act i o n 

programs : how t o improve performance weaknesses , how t o 

mainta in good performance , an d how to cap i talize strong 

performance. On whic h of these three areas had appraisers 

given emp has is has been dep i c t e d in Table 6.3 - It em C . 
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The response s obtained from the majorit y of the appraisers 

(77 .55 per cent ) an d appraisees ( 6 1 .64 per cent ) revealed 

that professional support an d advice of mos t appraisers 

often focusse d on how teachers ' performance weaknesses wo ul d 

be improved. Thus , it wou ld be conc l ude d that mos t of the 

discussion efforts in post-appraisa l conferences woul d 

have emphasized more o n remedial action programs than o n 

maintenance and eve lopmenta l ones. 

7. Performance Ratings -and Teacher Reaction 

Teacher performance ratings wou ld be considered in 

this part of the analysis. In relation to the case , wha t 

would be the reaction of teachers whose per f ormance ratings 

have been relatively high and t ose whose ratings have been 

relatively low ; were teachers aware of their right t o 

appea l against unjustifiab le ratings ; an d to what exten t 

had teachers exercised this right woul d be entertained. 

Table 7,1 : Teacher Performance Ratings 

Item 
_____ Frequency of Res~onses From 

_Appraisers (N=144 ) ppraisees (N=324) 

N % N % 

Teacher performance ratings often fall : 

a) below 2,00 points 2 1,39 5 1,54 
b) between 2.00 & 3.00 points 6 4,1 7 12 3.70 
c) between 3.01 & 4.00 points 93 64.58 15 1 46.60 
d) between 4.01 & 5.00 points 41 28,4 7 150 1,6 , 30 

No Response 2 1,39 6 1,85 
Total 144 100,00 324 99,99* 

-----
*does not add to 100% in round figures . 
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Tab l e 7.1 indicates that performance ratings of mos t 

sen ior secondary schoo l teachers , as reported by more than 

92 per cen t of eac h of the two st udy groups , were above 

3.00 points , or wel l above average. This woul d imply that 

mos t appraisers were linie nt i n their ratings . Such upwar d 

biased teacher performance ratings might have been prefered 

by appraisers in a n aim of motivating teachers to their job 

through high performance ratings ; o r mos t probably , 

appraisers might have done i t int entionally no t to spo i l 

their rapport wit h teachers. 

Table 7.2: Teacher Reaction to Performance Rating s 

Items 

A. High-rated teachers (3,00 pts. & above ) 

a ) fee l motivated to perform much better 
b ) maintain the previous level of performance 
c ) fee l nothing a t a l l 
d) Nut sure 

Tota l 

B. Low-rated teachers (below 3.00 pts ) 

a ) accept ratings and endeavour to improve 
b ) fee l obsessed and antagoniz e their 

apprai sers 
c ) fee l obsessed and negatively affect thei r 

job 
d ) improve rapport with appraisers to get 

better ratings in the futur e 
e ) never bother about ratings 
f) Not sur e 

Tota l 

*does not add to 100% in round figures 

Frequency of Responses 
From 

Appraisers 
(N~144 ) 

Appraisees 
(N~324 ) 

N 

41 
33 
60 
10 

% 

28. 47 
22.92 
41 .67 
6.94 

N 

89 27.47 
42 12.96 

150 46.30 
43 13.27 

144 100.00 324 100.00 

8 

77 

31 

5 
15 

8 

5.56 11 3.40 

53.47 179 55.25 

21.53 80 24.69 

3.47 12 3.70 
10.42 21 6.48 

5.56 21 6.48 

144 100.01* 324 100.00 
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Ta ble 7 . 2 - I tem A portrays the response o f 41 .67 

pe r cent o f the appraisers an d 46.3 0 per c e nt of the 

appra i sees who r eported that teachers whose pe rformance 

was rated high would react ne ither negat ive ly nor 

positively t o the ir job. Beside s , a s indicated by 22 .92 

per cent an d 12 .96 pe r c e n t of the appraisers and apprais ees , 

respect i ve ly, teachers wit h hig h per f ormance ratings were 

reported to maintain the previous l eve l o f per f ormance , o r 

woul d not s how fu rthe r improvement. It was only 28.47 

p e r cen t of the appraisers an d 27.47 per cen t of the 

apprai sees who co nfirmed that h igh-rated teachers woul d 

fee l motivated to perform much better. These fi nd i ngs 

wou ld support the research result of John ( 1980:159 ) 

who f oun d out that teachers who felt dissatisfied wit h the 

design an d process of the app ra i sa l scheme , even if rated 

high , would not improve performance , but would give up , o r 

woul d no t bot he r about r a tings . 

~ypothes is Test 

H' There is no difference b e t ween appraisers a nd o' 

apprai sees in perceiving the reactio n o f hi gh-rated 

teachers t o the ir job . 

HI : There is difference between appraisers and appra i sees 

in perceiv i ng the reaction of high-rated t eachers t o 

their job . 
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The tes t r esult e d in that wit h 3 degrees of fr eedom 

a t the 0 . 05 l eve l o f s ignificance the critica l va l ue of 

2 = 7 .81; and the cal cu l ated value of X = 10 .21. Hence , 

the null hypothes is (Ho) is no t accepted. Thus , it wou ld 

be concluded that there exists statist ically significa nt 

difference between a pprai sers an d app raisees i n perceiving 

the react iod of hi g h-rated t eachers to thei r j ob. 

It e m B of Table 7 . 2 deals wit h the r eactio n of tho s e 

teachers whose performance was rated low. As suggested 

by 53.4 7 per cent of the appraisers a nd 55.25 per cent o f 

the appraisees , teachers wi t h low performance ratings 

wou ld fee l obsessed an d antagon i ze their appraisers ; an d 

some others wi th suc h ratings wou ld fee l obsessed an d 

negat i ve ly a ff ec t the ir jobs as reported by 21 .5 3 per cen t 

an d 24.69 per cen t of the app ra i sers a nd appraisees , 

respectively . Thus , it wou ld be safe to conclude that mos t 

teachers W0 01d have difficulty o f facing negativ e performance 

f eedbac k o r r a tin gs. It migh t be such reactions o f teachers 

agains t their appraisers , and hence , agains t the ir jobs 

that mos t ap praisers would have bee n l enien t i n rat ing the 

performance of teachers . This has a l s o b een noted by 

Cas t ette r ( 1981: 277 ) who obs e rved tha t t eac he rs wit h l ow 

performance ratings would oft e n ten d to develop i n th e m a 

sense of tension friction , a nger, and ant i -organization 

feelings . 
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~potheSis Tes t 

Ho : There is no perceptual difference b etween appraisers 

an d appraisees about the reaction of l ow-rated 

t eachers against their jobs an d their appra i sers . 

H1 : There is perceptual difference b e t ween appraisers an d 

apprai sees about the reaction of l ow-rat e d t eachers 

aga inst the ir jobs and their appraisers . 

The result of t he test showe d that for 5 degrees o f 

freedom at the 0.05 l eve l of significance the critical 

· 22 
value of X = 11 .07 ; an d the calculated value of X = 3.78. 

Hence , t h e nul l hypothesis is accepted. Thus , conclusion 

could be drawn t ha t there was evidence ind i cating tha t no 

statistically sign i fican t difference between appraisers 

an d appraisees existed in perceiving the reaction tha t 

l ow-rat e d teachers would exhibit aga i ns t their jobs and 

t h e ir appraisers • 
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Table 7.3: Teachers ' Request for Reappraisal 

Item 

A. Do teachers have the right to 

request for reappraisal ? 

a ) Yes 

b ) No 

c ) Do Not Know 

Tota l 

B. Teachers request for 

reappraisal: 

a ) Always 

b) Sometimes 

c ) Never 

Total 

Frequency of Respcnses From 

Appraisers (N=144) Appraisees (N=324 ) 

N 

46 

92 

6 

144 

10 

30 

6 

46 

% 

31.94 

63.89 

4. 17 

100,00 

21.74 

65.22 

13 .04 

100.00 

N 

65 

178 

81 

: 324 

10 

48 

7 

65 

% 

20.06 

54.94 

25.00 

100.00 

15 • .38 

73.85 

10.77 

100.00 

As shown unde r It em A of Tab l e 7.3, 63 .89 per cent of 

the appraise rs an d 54.94 pe r cen t of the appraisees 

reported that teachers had no right to request for reappraisa l 

if t hey wou ld think that they were rated unfairly . Besides , 

appraisers an d appraisees who were ignorant of the existence 

of such a right accounted for 4.17 per cent an d 25.00 

per cent , respectively. It was on ly 31.94 per cent of the 

appraisers and 20.06 per cent of the appraisees who were 

aware of the right that teachers would have . 
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The response of the ma jority o f the t wo groups o f 

respondents wou ld, therefore , suggest that mos t teachers 

wou ld have been denied o f the right to reques t fo r 

reappraisa l not only because of thei r ignorance about the 

existence of such a right but also because of the ir 

reluctance to e xercise thei r right for the y might have 

felt that they wou ld have l itt l e o r no influence ove r 

performance ratings once set by appraisers an d endorsed 

by the top executive - the principal. 

HO : There is no difference between appraisers an d 

appraisees in the manner in which the y perceived the 

right of teachers to request for reappraisal. 

HI: There is di fferenc e between appraisers and appraisees 

in the manner in which they perceived the right o f 

teachers to request for reapprai s al. 

The te s t result e d i n that for 2 degrees of freedom 

at the 0.05 l eve l of significance the critical va l ue of 

2 
= 5.99 ; and the calculated value of X = 30 . 60 . Hence , 

the nu ll hypothesis (Ho) is not accepted. Thus , it woul d 

be concluded that the re i s evidence indicating that there 

ex i sts statistically significan t difference b e tween 

appraisers an d appraisees in the manner in which they 
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perceived the right of teachers to reques t for reappraisal. 

Table 7.3 - Item B also depicts that among those 

appra i sers eN = 46 ) an d appraisees eN = 65 ) who reported 

that teachers had the right to request for reappraisal, 

65,22 per cent an d 73.85 per cent , respectively indicated 

that t eachers in suc h a feeling of resentmen t exercised 

this right only sometimes. This woul d also sugges t that 

there might be some teachers who, is spite of their 

awar eness o f the subj ectivity of their performance ratings , 

would h ave chosen not to appeal against s uch ratings ; or 

who would rather have simply give n up. 

8. ,Apprai se r - Appraisee General Perceptions and Recommendations 

This fina l section of the analysis considers the opinion 

o r perception that appraisers an d appraisees have about the 

overal l system of TPA operating in senio r secondary schools . 

It also involves the recommendations that the two study 

groups would g ive o n an issue of "Khat should be done wit h 

the current system of TPA ." 

Table 8. 1 : Appraiser-Appraisee Level of Satisfaction with the Current 
System of TPA 

Groups Tota l Average Ratings Per cen t 

Appraisers (N = 144 ) 1.42 47.33 

Appraisees (N = 324 ) 1.26 42.00 
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One could see in Table 8. 1 tha t the l eve l of 

satis faction o f bot h appraisers an d appraisees wit h the 

system of TPA operating in senior secondary schools was 

below average ; the latter being much more dissatisfied than 

the former . This wou ld indicate that appraiser s an d 

appraisees would have b een doing with a system of ' TPA 

which they migh t have regarde d as having little or no 

contribution to the improvement of teachers an d teaching . 

In this case , the curren t system of TPA in sen ior secondary 

schools would have been simply made t o happen without 

receiving adequate acceptance and com~itmen t of mos t 

appraisers an d appraisees. Hence , a system of TPA whic h 

failed to win acceptance and commitment of those involved , 

wou ld be dysfunctional to achieve the purposes designed. 

!ix.pothes is Test 

Ho : There i s no dif fer ence betwee n appra i sers and appraisees 

in perceiving the sat i sfactory level of the curren t 

system of TPA. 

H1 : There is difference between appraisers and appraisees 

in perceiving the s atisf actory leve l of the curren t 

system of TPA . 

The t es t resul t revealed that for 2 degrees of fr eedom 

at the 0.05 level of sign ifiance the c ritica l value of 

2 2 
X = 5.99 ; and the calculated value of X = 10.90 . 
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Hence, the null hypothes is (Ho ) is no t accepted. Thus , 

it would be co~cluded that there is stat i sticall y 

significant difference betwee n appraisers an d appraisees 

in perceiving the satisfactory l eve l of the curren t system 

of TPA operating in senior secondary schoo ls . 

Table 8.2: Appraiser-Appraisee Recommendation For the Current System 

of TPA 

Item 

A. The current system of TPA is : 

B. 

a ) Unnecessary ; thus , should be 

abandond 

b) Necessary ; but, should be 

revised 

Tota l 

Does teacher participation in 

revision process result in 

improved TPA ? 

a ) Yes 

b) No 

c ) Not Sure 

Total 

the 

Frequency of Responses From 

Appraisers(N=144 ) Appraisees(N=324) 

N N 

6 4.17 21 6.84 

138 95 . 83 303 93.52 

144 100.00 324 100.00 

127 92.03 281 92 . 74 

6 4.35 13 4. 29 

5 3.62 9 2 . 97 

138 100.00 303 100.00 

It is indicated in Table 8.2 - Item A that apprai sers 

and appra i sees who accounted f o r 95.83 per cent and 93.52 
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per cen t re s pective l y be l i e ved that the system of TPA 

currently operating in senior secondary schoo l s should 

not be abandoned for good ; but for i t to operate effect i vely , 

necessary revisions shou ld be made on i t. The data wou ld 

suggest that bot h appraisers an d appraisees , i n spite o f 

thei r di ssatisfaction with the system of TPA they have 

experienced, wo u l d have w~ll perceived the inevitabil i ty 

and potentia l value of TPA fo r the improvemen t of the 

teaching- learning process . I t would be , therefore , 

concluded tha t a system of TPA which wo u l d be adequate l y 

des igned and operated would rece i ve acceptance an d -commitmen t 

of all those involved ; an d this woul d be , of course , 

indi spe nsable fo r a system of TPA to be effective. 

H
O

" : There is no differen ce between appraisers and appraisees 

in perceiving the need for the ex i s tence o f the curren t 

system of TPA with necessary revi sions . 

HI ! There is d i fference betwee n appraisers an d appraisees 

in perceiving the need fo r the existence of the current 

system of TPA with necessary revisions . 

The resul t of the test indicated that for 1 degree o f 

fr eedom a t the 

of x2 = 3 .8 4 ; 

0.05 leve l of signific ance the 

2 
and the calculated va lue of X 

critical value 

= 0.99. Hence , 
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the null hypothes is (Ho) is accepted . Thus , conc l usio n 

wou ld be drawn that there was re l iable evidence confirming 

tha t there i s no statistically significant difference 

b etween appraisers and appraisees in perceiving the need 

for the existence of the current system o f TPA with 

necessary revisions. 

In the revis ion process , what wou ld be the r ole of 

teachers ? Would their participation i n the revision 

process resul t in improv e d syst e m of TPA? Tab l e 8. 2 

I tem B reveal s that a great ma jority -o f appraisers ( 92.03 

per cent) and appraisees (92.74 pe r cent ) optimistically 

perceived that teache r participation in the process o f 

revising the curren t system of TPA wou ld bring about a n 

improved an d acceptab l e system of TPA. This would , o f 

course , suppor t the suggest ion tha t a system of TPA in the 

design and operation of which teachers would mean in gfully 

partic i pat e would like l y succeed (Zaudneh, 1987:173 ). 

Hypothesis Tes t 

HO: There is no difference between appra i sers an d appraisees 

in perceiv i ng the need fo r teacher participation i n 

the process of revising the curren t system of TPA. 

H1 : There is difference between appraisers an d appra i sees 

in perceiving the need for teacher participation in the 

process o f revis ing t he curren t system of TPA. 
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The test result showed that for 2 degrees of freedom 

at the 0 .05 l eve l of significance the critical value of 

2 2 
X = 5.99 ; an d the calculated value of X = 0 .13 . Hence , 

the null hypothesis (Ho ) is accepted. Thus , it would 

e concluded that no statistical ly significant difference 

exists between appraisers an d appraisees in perceiving the 

need for teacher participation in the process of reviSing 

the current system of TPA . 

The table below indicates total average ratings , 

percentages , an d rank order of the major prob l em areas o f 

the current system of TPA operating in senior secondary 

schools . Respondenis were requested to rank-order five 

problem areas 1 to 5 ; 1 being the mos t critical problem , 

an d 5 the least one . The frequenc ies of ranks given to 

the mos t critical prob l em upto the least one were rated 5 

to 1 in tha t orde r . Then , converting the frequencies of 

ranks into average ratings, tota l average ratings an d 

correspond i ng percentages to each of the problem area s 

were obtained. Finally , the tota l average rating,and 

percentages were set in rank order of 1 to 5. 
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Table 8.3 : Rank-0rder of the Problem Areas of the Current System of TPA 

Appraisers Appr aisees 

Item T. Av. T. Av . 
Ratings % R Rati'ngs % Rank 

a ) Purpose of appraisal 3.85 77 . 20 1 4 ,23 84.60 1 

b ) Criteria for apprai s al 3 . 72 74 .40 2 3.65 73.00 2 

c ) Apprai sers 2.95 59.00 3 2.93 58.60 3 

d) Frequency & Length of CRO 2.40 48.00 4 2.23 44.60 4 

e ) The Apprai sal process 2.23 41.80 5 1.92 38.40 5 

As is seen i n Table 8 . 3 . , the mos t critical problem of 

the curre nt syst em of TPA , a s perce i ve d by bo th appraisers 

and appraisees , was the purpose of t he system . It has been 

noted in the literature review that there are two possible 

purposes of TPA : Summat ive an d Formative. Summative 

app ra i sa l is comparative mean t f or admin i s tr a tive d ecision-

makin g ( s uch as promotion and salary increase ) . On the 

other ha nd , fo rma tive appraisal is non-comparative an d 

developmental a i med at cont inuous improvement of teachers ' 

perofrmance an d studen t l earn i n g. 

The t wo purposes are conflicting for the t eacher to 

res po nd to . For the t eacher to be promoted o r ge t h i s 

salary increas e d, he often tends to hide his performance 

weaknesses s o as to be seen in the best l ight of his 
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apprai ser , an d hence , to get high performance ratings . 

However, for t he teacher to improve his performance , he 

is expected to explicitly exhib it his performance weaknesse s 

and s trengths s o that he could receive professiona l suppor t 

an d advice from his appraiser. Thus , because of t ese two 

conf licting purpos e s wh ich the system of TPA in senior 

secondary schoo l s has been designed to accomplish simultaneous ly, 

appraisers an d appra i sees woul d have perce i ve d themse l ves to 

be in aw ward predicament. 

Moreover, the purpose of a system of TPA is the genes is 

of al l other majo r components of the system suc h as the 

performance criteria , the type of appriasers to be designated , 

an d the process and procedures to be followed. Since these 

components mus t necessari ly reflect the central purpose of 

the system o f TPA , unclear and unspecified purpose of the 

system would in deed entai l inappropriateness of the 

componen ts , an d ultimately , ineffec tivenes s o f the appraisa l 

scheme . Thus it would be possible to deduce that appraisers 

an d appraisees might have perceived the profound i nfluence 

that the purposes o f the curren t system of TPA would have o n 

the other components of the system that they considered the 

appraisal purpose to be the mos t critical problem of al l 

fac ets o f TPA . 

Nex t to purpose were ranke d the performance criteria 

an d appra i sers in that order. These two e l ements , including 
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the purpose , are the ma j o r concerns o f the design o f the 

system o f TPA. The literature o n TPA revea l s that th e 

e f fect i veness o f the design o f the system determines th e 

effectiveness o f i t s operat ion ( the process including 

f requency and time-lengt h o f eRO ) . In mos t cases , 

dissat i sfaction o f appraisers an d appraisees wit h a system 

o f TPA emanat es f rom the inef f ectiveness of the system' s 

design, resultin g in the malfunctio n o f t h e schemes o f TPA. 

In this regard, conc l usion would be drawn that appra isers 

an d appraisees would have perceived the need for revising 

the major elements o f the desigu of the system (purpose , 

criteria , appraisers ) if effective operation of the system 

(process and procedures ) were to be realized . 



CHAPTER IV 

SUMMARY , CONCLUSION , AND RECOMMENDATIONS 

This fina l chapter of the thes is deals with the 

summary of the maj or findings of the study. Dra f rom 

these ma j o r findi ngs of the s tudy, conclusion s are 

prese nt e d; and recommendat ions which the investigator 

assume s t o be operational are a l s o forwarde d. 

!' 

Summar.2. 

1. As perceived by both app raisers an d appraisees, the 

primary purpose of TPA 'SHOULD ' be to improve quality 

of e ducat ion and teachers ' professiona l compet ence , 

an d to mot i vate t e achers to their job . These a re a l l 

formative (deve l opmen tal) purposes o f TPA . However , 

in identi fying the prima ry purposes that t he current 

system of TPA ' IS ' se rving in senior secondary schools 

unde r s tudy , both of the s tudy groups pl aced the 

purpose of mak i ng dec i s ions on t eachers ' sa l a ry 

increase a s its firs t prior ity. This is one of th e 

summative ( admin i s trative) purposes of a s y s t e m of 

TPP . Moreove r , the l eve l of effect i veness of the 

c urrent system of TPA in achi eving it s purpose was 

rated by apprai sers an d appraisees a litt l e abov e 

,. average ( 55.33 per c e n t an d 5 4 .33 pe r cen t , respectively ). 
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2. Appraisers an d appraisees rated the validity , 

reli ability, and ut ility l evels of the performance 

criteria o f the current sys tem of TPA above average , 

but far below the maximum rating possible. They also 

perceived their level o f satisfaction with the 

performance criteria under use a l i tt l e more than 

average ( 56.00 per cent each ) . 

3. Responses from most of the appraisers and a ppraisees 

revealed that no pre-appraisal meetings were hel d 

between appraisers an d appraisees . In some senio r 

secondary schoo ls where pre-appraisal meeting wer e 

reported, such meetings were hel d at the beginning 

of every semester ; but their scheduling was s o 

inconsistent that they are often called when appraisers 

woul d feel them necessary. 

Discussions in pre-appraisal meet i ngs often 

focused on such agen da it ems as the nature of past 

appraisa l process , the purposes of TPA, and teacher 

participation in appraisal. Howeve r , the performance 

criteria , and sources an d techniques o f performance 

data col l ection were among agenda it ems l eas t discussed 

i n pre- appraisal meetings. 

Ratings from appraisers an d appraisees showe d 

that teachers ' degree of motivat ion to participate in 
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di s cussions a t pre-appraisal meetings was a litt l e 

above average ( 57 .33 pe r cent each ). On the othe r 

hand, discussions in pre-appraisal meetings were 

reported to be he l pful for t eachers to improve 

erformance , and this was rated much better than that 

of their degree of motivation to participate i 

discussion. 

4. CRO was reported t o be practised in most of the senio r , 
secondary schoo l s . It was al s o con f irmed that a 

teac e r ' s classroom per f ormance was observed and 

appraised, on average , once i n a semester which often 

lasted not for more than 40 minutes . 

In judging the adequacy of the fr equency and time-

length of CRO, appraisers and appra i sees rated the 

forme r be l ow average ; an d the l at t e r a litt le more 

t han average , but far be l ow the max i mum possible . 

s regards to approaches to CRO, both announced 

an d unannounced classroom visits were often emp l oyed . 

To some appraisers and appraisees , on l y announced 

classroom visits were commo n approaches to CRO. Though 

they differed i n thei r frequency of response , bot h 

appraisers an d apprai sees perceived that mos t teachers 

wou ld pref er announce d classroom visits to unannounce d 

ones . 
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5. ppra i s ing teachers' performance in senior secondary 

schools was , by and l arge , the responsibility of 

ass ist ant principals and department heads . Principals ' 

involvement in appraising teachers ' performance was 

reported to be far be ow that of the former · two , but 

muc h b e tter than that o f unit leaders an d appraisal 

by committ ee . However , as perceived by mos t of t e 

appraisers an d appraisees , teachers wou ld prefer 

department heads to be designated appraisers o f 

teachers ' performance. 

Most appraisers perceived that there was a feeling 

of trust and confidence among teachers in the appraisal 

task of their appraisers . However , this perception o f 

appraisers was negated by the majori ty of the appraisees . 

Mos t of the members of eac h of t he two study groups 

wi tnessed that teachers ' mistrus t an d loss of confidence 

in their appraisers was main ly caused by appraisers ' 

practice of bias an d favouratism . Moreover, appra isers ' 

l ack of skills in TPA and thei r fai l ure to see the value 

o f appraisa l were also regarded as having their own 

contributions for teachers to develop such an advers e 

attitude toward thei r appraisers . 

A great majorit y of appraisers confirmed that they 

had no exposure to the concepts o f TPA a t al l in an y 

form of training . And o f those few who reported that 

they had undergone training in TPA, mos t of them had 
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taken a course ( s ) while in TTl ' s and / or colleges . 

But it was · " . ;. a little more than half of them who 

perceived the training they had to be suffic i en t 

enough to successfully carry out schemes of TPA. 

The ma jor sources of teacher performance dat a 

often used by appraisers were reported to be CRO, 

their personal impression abou t individua l teachers , 

and their dai ly record on teachers ' p erformance . 

However , while eRO an d apprai sers' daily record were 

considered- as the mos t potentially valuable sources 

in generat ing objective teachers ' performance data , 

appra i sers ' personal impression was ranked last amon g 

the seven dat a sources in the objectivity of the data 

i t would generate . 

6. No regular post-appraisa l conferences were held in 

senior secondary schools un de r study according to the 

r esponses of mos t of the appraisers and appraisees . 

In schools where post-appraisal conferences wer e 

reported , they were often held based on the goodwi ll 

of app ra i sers , and were conducted inf requente ly . 

As reported by a considerable major ity of 

appraisers an d appraisees , discussions on post 

a ppraisal conferences often focused on both performance 

weaknesses an d strengths of teachers . However , 

professional support an d advice was often r endered by 
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appraiseis . for teachers t o improve weak performance , 

but no t to maintain o r capi tal ize o n stron g 

performance . 

7. Almos t a ll respondents o f each o f the two study 

group s conf i rme d t hat performance ra t ings o f mos t 

senior secondary schoo l teachers were above 3.00 

points . However, as reported b y a great majorH y o f 

appraisers and appraisees, teachers with high 

performance ratings wou ld often show no improvemen t 

in thei r performance o r woul d reac t neither positively 

to thei r job. On the othe r han d , low-rated teachers 

were reported to feel obsessed an d often tend to 

antagonize their appraisers o r negative l y affec t their 

job . 

8 . Bot h appraisers and appraisees rated thei r leve l o f 

satisfaction wit h the system o f TPA currently operahng 

i n senio r secondar y schoo l s b e l ow average ( 47.33 pe r 

cen t an d 42.00 pe r cen t, respectivel y ), the latter 

bein g more dissatisfied than the forme r. Neverthe l ess , 

almos t a ll appraisers an d appraisees perceived th e 

potentia l va l ue o f the system ; but fo r i t t o functio n 

effective ly , they recommended necessary revisions in 

which teachers wo u ld have mean i ngfu l participation. 

In ranking the probl em areas which the curren t system 

of TPA has been t hough t to have encountered, bot h o f 
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the study groups set the syst em's purpose , its 

criteria a nd the des ignat e d appraisers 1 to 3 , 

respect i ve ly; foll owed by fr equency an d time- l e ngt h 

of CRO and the overall apprai s a l p roces s in that 

order. 

Conclusions 

1. In the ir percept i on about the purposes that a system 

of TPA ' SHOULD' serve , both appraisers and apprai sees 

placed formative purposes in ran k of priority . On 

the othe r han d, they foun d the sys t e m of TPA operating 

in sen ior secondary schools to be primari ly surnma tive 

i n purpos e . It would be , therefore , realized that the 

curren t system o f TPA has been operating to accompli s h 

a purpose contrary to what appraisers a nd appraisees 

would have expec ted to be . And it mi ght have been 

fo r this r easo n that the y perce i ve d the system to be 

cons iderably ine ff e ctive in serving the purpose 

des igne d for it. 

2. The criteria aga i ns t whic h t eachers ' per f ormance ha s 

be en measured were r egarde d to be considerably too 

weak to generate accurate and object i ve performance 

ev idence . As a r esult , mos t appraisers an d app raisees 

perceived th e ir l e ve l of sati s faction with the 

performance criteria under use to be far below what 

they would have bee n expect ing. It would , therefore , 
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be possible to exp ec t t eachers to be uncooperative 

an d unresponsive to a scheme of TPA whos e performance 

criteria were perceived to be considerably incompeten t 

to generate obj ective performance data . oreover , 

t eachers migh t have perce i ved adminis trative decisions 

made o n the basis of such performance data to e unfai r 

an d unjus tifiable . 

3. Pre-appraisal mee tings were reported to be non-ex i stent 

in mos t of the sen ior secondary schools. In this regard , 

TPA would have been simply made to happen in a n 

unp l anned and uncoordinated manne r without providing 

teachers wit h essentia l first-hand knowledge abo ut the 

purpose , cr iteria , and processes an d procedures of the 

TPA scheme . It woul d be, therefore , eviden t that 

teachers would have been re l uctant , o r possibly 

resistant, to coope r ative ly participate in the subsequen t 

process of the appra i sal scheme ; an d ultimately , would 

have been encouraged to undervalue the syst em of TPA. 

4. CRO has been a commo n practice to mos t appra i sers an d 

appraisees . However, both part i es perceived the frequenc y 

an d time-length of CRO to be i nad equate . Thus , since 

infrequent c l assroom v i sits wou ld no t guarantee 

comprehensive t eacher performance data , teachers might 

have felt that the ir performanc e wou ld have been simply 
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assessed as a resul t of wh ich they would have probabl y 

developed in them a feeling of mis t rus t an d l oss o f 

confidence i n their appraisers and performance ratings 

those appraisers might have presented them • . 

Moreover , unannounce d ( drop- by ) classroom visits 

were uncommon in · almost al l schoo l systems . And most 

teachers were reported to prefer announced classroom 

visits to unannounce d ones . Appraisers wou ld, t erefore , 

have b ee n pressured to avoi d drop-by classroom visits fo r 

fear of spoi l ing their rappor t wit h teachers who, often 

times , wo uld regard such visits as fault - finding 

approaches of CRO . 

5. Mos t appraisers in sen i o r secon dary schoo l s were assistan t 

principals and departmen t heads. Besides , to a lesse r 

exten t, appraisal by principals an d uni t l eade rs , and 

committee appraisa l were exercised. But teachers wer e 

reported to prefer de partme nt heads to appraise teachers ' 

performan ce . Teachers migh t have , therefore, preferred 

to be appraise d by those who are t eachers too , 

particularly in their majo r area ; an d by those who ar e 

directly involved in the teach ing l earning process. 

Th i s finding would go in line with that of Mohr (1987:75 ). 

Moreover , most appra i sers had no expo s ure to the 

concept of TPA in any form of trainin g . Such appraisers 
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would have been susceptj.b le to commit appraisal errors 

o f any kin d because they woul d no t have the r equired 

skills an d knowl e dge in performance observation, data 

co llection and analysis, and conferencing. They might 

have heavi ly relied on their personal i mpression in 

judging teachers' p erformance ; and this, in turn , would 

have encouraged appraisers to maint ain bias and 

f avouratism in appraisal. The ultimate consequence 

wou ld, therefore , have been teachers' mistrust and 

loss of con fidenc e in the competence of their appraisers 

and performance ratings they might have p roduced. 

6. It was found out that post - appraisa l conferences had 

been a rare case to mos t appraisers an d appraisees i n 

many sen ior secondary schools. Such a scheme o f TPA 

which ignored post-appraisa l conferences woul d obviously 

be regarded as dysfunctiona l . In such a scheme o f TPA , 

teachers would have bee n deprived of adequate feedbac k 

abou t their past performance ; o f a forum t o express 

the ir f ee l ings and to commen t on how an d wh ich aspec t of 

the ir performance had been appraised o r rated; an d o f 

the opportunit y to jointly s et the key results areas 

(or speci fic performance targets ) which they would be 

expected to perform in the subsequent appraisal process. 

7, Mos t appraisers proved to be l en ient i n rating the 

performance of teachers, High ratings might have bee n 
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woul d have been susceptible to commit appraisal errors 

of any kind because they would not have the required 

ski lls and knowledge in erformance observation , data 

collection a nd analysis , and conferencing . They might 

have eavi ly .relied o n their personal impression in 

judging teachers ' performance; and this , in turn , would 

have encouraged appraisers to maintain bias an d 

favourati s m in appraisal. The ultimate consequence 

would, therefore , have been teachers' mistrust an d 

loss o f confidence in the competence of their appraisers 

and performance ratings they migh t have produced. 

6. It was found out that post-appraisal conferences had 

been a rare case to most appraisers an d appraisees in 

many senior secondar y schoo l s. Such a scheme of TPA 

which ignored post-appraisa l conferences would obviously 

be regarded as dysfunctiona l . In such a scheme of TPA, 

teachers would have been deprived of adequate feedback 

about their past performance ; of a forum to express 

their feelings an d to comment on how and which aspect of 

their performance had been appraised o r rated ; and of 

the opportunity to jointly se t the key results areas 

(or specific performance targets ) which they would be 

expected to perform in the subsequent appraisa l process . 

7. Most appraisers proved to be lenient in rating the 

performance of t eachers. High ratings might have been 
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regarded by appra i sers as motivating f actors fo r t each e rs 

to improve performance , o r as a means o f keepin g 

appraise r -appraisee rappor t healthy. Thi s migh t hav e 

held t rue in the l atter case ; but attempts to motivate 

teae ers to their jobs through high ratings had proved 

to be ineffective since mos t hi gh-rated teachers wer e 

repor t e d to show no improvement in their performance o r 

wo uld no t bothe r about ratings a t a ll. It would, 

there f ore , be concluded that teachers who woul d fee l 

dissatisfied with t h e design an d process of a n appraisa l 

scheme, even if rated high, wou ld not i mprove performance ; 

t e y woul d rather give up . Th is f inding woul d suppor t 

the survey study o f John ( 1980:159 ) . 

However , the reaction of teachers wit h l ow performance 

ratings wa s reported to be somewhat destructive. Such 

teachers wou ld often fee l obsessed an d antagonize thei r 

a pprai sers or negatively affec t the ir job . As note d by 

Castette r ( 1981:277 ) , l ow-rated t eachers often ten d t o 

deve lop a sense of t e nsion, friction , anger, an d an ti­

organizational f ee l ings . Thus, it wou ld b e safe t o 

conc lude that mos t t eachers woul d have been in a 

di ff i c ulty of facing negative performance feedbac k o r 

rat ings . It migh t be because of such t eachers ' 

reactions agains t thei r job an d t heir appraisers that 

mos t appraisers would h ave been len ient in rating the 

performance of teachers . 
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8. Most appraisers an d appraisees have been , to a greate r 

extent , di ssati s fied with the current system of TPA . 

This system woul d have been , therefore , regarde d by 

bot h parties as having l itt l e or no contribution t o 

t e improvement o f t eachers ' competence an d enhancement 

of the t eaching-learning process . As a resul t, the 

system wou l d have faile d to win accept ance an d 

cOll~i tmen t of appraisers an d appra i sees , which u l timat e ly 

mi ght have caused the malfunction of the system . 

However , in s pite of their dissati s f a ction wit h the 

c urren t system o f TPA, appraisers an d appra i sees 

recommended the continuity of the system ' s operat ion but 

with necessary rev isions to be undertaken in which 

teachers wou ld meaningfully participate. This would , 

t here fore, sugges t that appraisers an d apprai sees might 

have bee n optimistic in perceiving the potentia l value 

an d i nevit a bility o f TPA to improve teachers ' pe rfo rmanc e 

an d studen t l earn ing . Hence , it wo uld be possib l e to 

conclude that teachers a nd educational administrators 

wou l d be cooperative an d committed to the success fu l 

operation of the scheme of TPA if the purposes an d 

criter i a o f the s yst e m, s ki ll an d competence o f appraisers , 

an d the process and procedures of the system were 

systematical ly designed an d operat ed i n a way acceptab le 

to the m. 
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Recommendations 

1. The two conf licti ng purposes - suounative an d formative , 

which the curren t system of TPA attempts to achiev e 

simultaneous ly wit h a single appraisal form , nee d 

to be separated because the criteria , appraisers , 

process an d procedures designed to one purpose wou ld 

no t equal ly serve the other. 

2 . The incompat ibil ity o f the two purposes ( summa ti ve an d 

formative ) ~calls for the designation of two differen t 

groups o f appraisers. Summative appraisa l coul d be 

undertaken by principals, assistant principals , and 

unit leaders since tbese school personnel would assume 

the role of tbe generalist appraiser to make defensib le 

administrative decisions on teacbers. 

Formative appraisal, which aims at continuous 

improvement of teachers' competence , needs to be 

accompli shed by subjec t department heads who ar e 

knowledgeable about the contents and ski llful in the 

techniques of teaching the ir respective subjects . 

However, since formative appraisa l requires continuous 

assessmen t o f t eachers ' performance to ensure thei r 

continuous an d sustained professiona l improvemen t, it 

calls for perpetual effort and considerable amount o f 

the working hours of departmen t heads . Thus , fo r 

department heads to effectively perform the task o f 
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formative appra i sa l , their teaching l oa d needs to b e 

correspondingly reduced . 

3 . Mos t importan t and worthy o f recornrnendatfion t o make 

TPA schemes effect ive is t he nee d fo r p rovid i ng 

designat e d appra i sers wit h adequate t raining . Sho r t ­

and long-term'train i ng an d retraining programs nee d t o 

be arrange d fo r appraisers t o acquire adequat e knowl edge 

and ski lls i n the various areas o f t he curriculum , 

teaching methods , learning theory an d othe r facets o f 

the educationa l program ; an d i n the methods o f observation , 

performance data collection and analysis , conferencing , 

and other relevant techniques of TPA . In fact , appraiser s 

leve l o f expertise in al l aspects of t he educationa l 

program mus t a t leas t be equa l, if not exceed, that o f 

teachers being appraised ( Wise e t a l . , 1987:93 ) . 

4. The performance c r iteria of the curren t system o f TPA 

nee d to be revi sed i n conformit y to the purpose desired. 

The cr i teri a nee d to be accurately measurab l e , spec i f ic , 

observab l e , an d j o b - related as much as~ssib l e fo r 

them to generate objective teachers ' performanc e data . 

Mos t impo r tant l y , performance criteria need to b e 

acceptable t o teachers . To win thei r acceptance , 

teachers should meaningful l y participate in the process 

of revising the criteria or in the establishment of new 
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ones . Teacher involvement in revising or establishing 

performanc e criteria may take place in differen t way s . 

One wa y of doing the job is to give the responsibility 

to teache rs and educationa l administrators at the 

school level to develop and propose a se t of performance 

criteria . After collecting inputs from differen t school 

systems , the centra l office personne l ( MOE ) examine an d 

revise the proposed criteria in view of their investigations 

o n var i ous research findings on teacher effect i veness . 

Another way of developing performance criteria wo uld be 

that the centra l office personnel, based on research 

findings on teacher effectiveness , develop a draft 

compilation of a set of performance criteria. The draf t 

wou ld then be open to discussions , cri ticizms , modifications , 

additions , or deletions by teachers and educational 

administrators a t the school leve l . The inputs obtained 

would then be careful ly considered in the final process 

of set ting performance criteria to be used in TPA schemes . 

5. A system of TPA should be conceived as a n integral par t 

of the instructional program of senio r secondary schoo ls. 

Hence , school administrators shoul d endeavou r to make 

TPA schemes more systemat ic an d carefully planned. The 

systematization an d p l anning of TPA sch emes begins a t 

the in iti a l or preparatory step of the apprais al process ; 

tha t is , pre-appraisa l meetings . Since pre-appraisa l 
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meet in gs help to bring teachers an d appraisers togethe r 

to discuss the purpose and criteria of the system of 

TPA, an d to decide on the techniques , procedures , an d 

approaches to be employed in the subsequen t stages o f 

the appraisa l process , they , f rom the outset , develop 

in them mutua l understanding , an d a feeling of trust 

an d confidence. Thus , school admin j.strators should 

cal l for pre-appraisa l meetings periodically an d 

consistently if TPA were to succeed through cooperation 

an d commitme nt o f teachers an d appra i sers . 

6. To make TPA schemes more objective and acceptab le t o 

teachers , and hence , helpful in improving teachers ' 

competence , multip l e-appraiser approac h in col l ectin g 

comprehensive teacher performance data needs to be 

introduced. Fo r instance , peer-, studen t - , an d self­

appraisal methods may provide additiona l performance 

data . These methods woul d help to avoi d appraisa l by 

personal impression , an d hence , reduce , to a greate r 

extent, personal bias an d favouratism in appraisa l. It 

shoul d be noted, however , that the introduction of these 

methods in a scheme of TPA needs to be discussed an d 

receive acceptance from teachers. 

7 . CRO in the process of TPA plays a dominant role in 

col l ecting job- related teachers ' performance data. 

It is undeniable that CRO has been wide ly practised in 
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mos t of the senior secondary schools involved in this 

study . It i s , howeve r , e qual ly und en iable that the 

frequency an d time-l en gth of CRO have proved to be 

inade quate to secure valid an d re l iable data on teachers ' 

performance . Thus , CRO, to contribute to the successfu l 

operatio n o f a scheme of TPA , s hould necessar ily be 

undertaken as fr equent ly as possible . To this end , 

adequate tra ining to an d reductio n o f t he teaching 

l oad of apprai sers ( departmen t heads ) would be r equired. 

Mo r eover , whet he r CRO should be announced o r 

unannounced o r both s hould be decide d by bot h apprai sers 

an d a ppraisees during pre -appraisa l meetings ; particularly 

to avoid misconceptions tbat teachers would have about 

drop- by classroom visits. 

8. Pos t-appraisal conf erences h~tween a ppraisers an d 

appra i sees shoul d be held consistently an d immediate ly 

aft e r CRO before t eache rs deve l op in them a feeling of 

an xi e ty and fr ust r ation. Appra i se r in post -appraisa l 

conferences should provide t eachers with s pecif ic 

performance f eedback ; shoul d a llow the m to express their 

feelings free l y ; and should rende r th e m construct ive 

suggest ions an d profess i ona l s upport an d advice to he lp 

them improve. 

9. TPA is a n aspect of educational administration which 

educators invariably regard as having potential value 
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to improve t eachers ' compet ence and studen t l earning . 

Whatever compl e x and sensitive it may be , TPA shou ld 

be perceived as a n essential element to be take n as 

part an d parcel of the e ducational program . Since TPA 

is not a matte r of choice , instructional programs of 

school s ystems s hould operate an d live with it ; but 

no t by making it simply to happen. When made simply to 

happen as mere bureaucratic necessity , TPA t en ds to 

be a good s ource of con flict between appraisers an d 

appraisees , a cause of anger an d resent ment on the 

part of t eachers, an d he nce, a cause of ineffect i ve 

instructiona l program . 

Therefore , this invest i ga tor st rongly recommends 

systemat ic assessment an d improvement of t he curren t 

system of TPA operating in the sen ior secondary schools 

of Eth i opia . In this endeavour, the MOE an d the 

Departmen t of Educationa l Administration ( AAU ) s hould 

collaborate and undertake regorous rese a rc h at a 

national l evel to iden tify areas for improvement an d to 

establ i s h a system of TPA wort hy of acce p tance to t eac he rs 

an d schoo l admin istrators. 
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APP,=Mi x A- I 

Tabl e 1.1 : Purposes TPA IISHOUlD " primari ly serve 

Items 

Appraisers f 1 
(N=144 ) r1 

Appraisees 12 
(N ~ 324 ) r 2 

r1- r2 d 

(rl'r2l d l 

a 

10 1 

230 
1 

o 
o 

b c 

95 91 
2 3 

209 222 

3 2 

·1 

1 

d 

72 
4 

203 
4 

o 
o 

e 

69 
5 

131 

7 

· 2 

4 

68 
6 

134 

6 

o 
o 

9 

67 
7 

122 
8 

·1 

1 

h 

51 
8 

136 

5 

3 

9 

Table 1.2 Purposes t hr Current System of TP A lIis " primari I y servi ng 

J terns 

Appraisers f 1 
(N=144 ) rl 

Appraisees f2 

( N = 324) r2 

rl - r2 d 

(rl-r2)~ d 2 

a 

67 

133 

o 
o 

b c 

56 49 
2 3 

131 128 

2 3 

o 
o 

o 
o 

d 

45 
4 .5 

11 7 
4 

e 

45 
4.5 

99 
5 

0 .5 ·0 .5 
0.25 0.25 

42 

6 

85 
6.5 

·0.5 

0.25 

9 

35 
7 

85 
6. 5 

0 .5 
0.25 

h 

30 

8 

84 
8 

o 
o 

Table 1.3 Effect iveness of the cur ren t system of TPA in Achievi ng Its Purposes 

o 
E 

o . E 

(O'E )~ 

(O·E)~ E 

Groups· 

2 

23 

19.69 

3 .31 

10 . 96 

0.5 6 

High 

3 

23 (0.48) 
41(038 ) 

50 
53.2 

·3.2 
10. 4 

0.2 

Moderate 

50(0.69 ) 

'23(0 . 76 ) 

71 
71. 08 
·0. 08 

0.01 

o 

lew 

L 

71(0 . 49 ) 
160(0 .49) 

~ Groups Appra isers (N=144) , 2 = Appra isees ( N =324 ) 

Figur es in Parentheses arc averag e r atings 

41 
44 3 1 

·3. 31 
10 .96 

0.25 

Total 

Average 

Rat i ng 

.66 

.63 

20 I r d Z~1 6 
9 IrhOca t ~ 0. 87 

I 
58 IN ~ 9 

9 I~ ~0 . 05 

I 
o IrhOt ~ 0.60 

o tHO Rejected 

I 
I 

~ 
23 I>: d ~1 

9 IrhOcal 0 .99 

I 
65 I N ~ 9 

9 I" ~0.05 

I 
o IrhOt ~ 0.60 
o tHo = Rejected 

123 
119.77 

3 .32 
10.43 

0. 09 

I 

Percent 

55 .33 
S4 . 33 

160 
159 .92 

0.08 
0. 01 

o 

, 
jXcal 

Idf 

I'; 
I {t 

I Ho 

1. 10 

2 

0 .05 
5 .99 

Ac cepted 
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Table 2.1: Degree of Valid ity , Reliabili ty , and Utilit y of the Performance Criteri a 

Groups" 

Appraiser s 

Apprai sees 

Appra i sers 

Appra i sees 

Appraisers 

Appra i sees 

NLJnber 

137 
13 7 

131 
11 8 

309 

307 
286 
260 

139 

138 
134 

129 
135 

305 

308 
293 
278 
296 

131 

134 

136 
135 
128 

304 
298 

294 
288 

289 

It em 

No . 

1 

2 
3 

4 

1 

2 

3 

4 

1 

2 
3 

4 

5 

1 

2 

3 

4 

5 

1 

2 
3 

4 

5 

1 

2 

3 

5 

High 

3 

35 (0 . 77) 
33(0.72) 

8(0 . 18) 
34(0.86) 

53(0 .51 ) 

60(0.59) 
35 (0. 37) 
43(0.50 ) 

36(0.78) 
18 (0.39) 
21 (0 . 47 ) 
12(0.28 ) 
14(0.3 1 ) 

70(0 .69) 
49(0.48) 
62(0.63) 
29(0.31 ) 
29(0.29) 

20(0.46) 
23 (0.5 1) 

30(0.66) 
24(0.5 3) 

13(0.30 ) 

65(0.64) 

56(0.56 ) 
63(0 . 64 ) 
50(0 .52) 

30(0 .31) 

Moderat e 

2 

51(0.37) 
55(0.80 ) 

64 (0. 98 ) 
46( 0.78) 

132(0.84 ) 

144(0.94 ) 
121(0.85 ) 
122(0.94 ) 

41(0.59) 
65(0 .94) 
60(0.90 ) 
75( 1. 16) 

35(0.52) 

138(0 .90) 
138(0.90) 
109(0 .74) 
125(0 . 90 ) 

8t,(O .S7} 

46(0 . 70) 
47(0 . 70 ) 

38(0 .56) 
37(0.5 5) 

22(0. 34) 

75(0 . 49 ) 

86(0 .58) 
68(0.46 ) 
66(0. 69) 

66(0.46) 

TCible 2.2 Appraiser' Appraisee leve l of sat isfaction with the criteri a 

o 
E 

o . E 

(0 . E)Z 

(0 . E)~E 

Groups· 

1 

2 

16 

20 
·4 

16 

0. 8 

Hi gh 

3 

16(0. 33) 

49(0.45) 

67 

57.85 
9 . 15 

83 . 72 

1.45 

Mode . 

2 

low 

1 

07(0.93) 61(0.42 ) 

121(0.75 ) 154(0 . 48 ) 

61 

66.15 
5 . 15 

26 .52 
0 .4 

• Groups . 1 = Appra ise rs( N = 1t, t,), 2 = Appraisees CN = 324) 

Fig.Jres in pare:ntheses aA~ ,)veragt? ratings 

49 

45 
4 

16 

0.36 

Total 

Average 

Rating 

1.68 

1.68 

12 i 

130 .15 

·9.1 5 
83.72 

0. 64 

low Tota l 

Average Percent 

51(0.37) 
49 (0.36) 
59(0 . 45) 
38(0.32 \ 7.33 61. 0 

124(0 .40) 
103(0 . 34) 
122(0.43) 
101(0.3') 7.1 59 .1 

62 (0 . 45) 
55(0.40) 
53(0 .40 ) 

42(0 .33) 
86 (0.64 ) 8.59 57.0 

97(0 .32) 
121 (0.39) 
122(0 .4?) 

124(0 . 45) 
'83{O.6<" ~ 8.61 57 .4 

65(0 . 50) 

64(0 . 45) 
68(0 . 50 ) 
74(0 . 55 ) 

93(0 . 73 ) 8.04 53 .6 

164 (0.54) 
156(0 . 52 ) 

163( 0.55) 
172 (0.60 ) 
193 (0.61) 8.13 54 .8 

Fercent 

56 

56 

154 IIo,l 3. 83 

148.85 Idf 1 
5 .15 I;}- 0.05 

26. 52 lxi '5.99 
0 . 18 IHo Ac cepted 
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Table 3.4 Teacher5' ~ ttit ude t owa rd Pre-Apprais al Meeti ngs 

A 

8 

o 
O' E 

(O'E )Z 

(o· d)E 

2 

1 

2 

6 

'2.33 
5 .43 

0 .65 

9 

Hi gh 

6(0.31) 
17(0 . 49) 

9(0. 36) 

22(0.63) 

30 

4. 3 
18 . 49 
0.72 

Moder . 

30 (0.39) 
46(0 . 44) 

39( 1. 32 ) 
61 (1. 17) 

23 
· 1. 98 
3 . 92 
0 . 16 

11 

Low 

1 

23(0.39) 
46(0 . 44) 

11(0 . 19 ) 

21(0. 20) 

17 

2.33 
5. 43 
0. 37 

22 o 
E 11. 22 

' 2.22 

0 . 44 

39 

36. 2 

2.8 
0 .22 

11 . 58 19 . 78 
( 0 . Ej l 

(0 . d')E 
· 0 . 58 

0 . 03 

* Groups Appra iserS (N ~ 59), 2 = Appra i sees {N = 104 ) 
Fi gu res in parent heses are average ra ti ngs 

2. 22 
0 . 25 

Tot a I 

Avera ge 

1.72 
1.72 

41 
·4 .3 

18 .49 

1.87 
2 

0. 41 

61 
63.8 

' 2. 8 
0 .1 2 

Percent 

57.33 

57.33 

62. 33 

66 . 67 

2 
46 IXc.1 ~ 2.40 

1.98 I~ ~ 0. 05 
3 .92 Iii ~ 5 .99 
0.09 IHo ~ Accept ed 

~ 
21 IXc. 1 1. 08 

20.42 

0 . 58 

0 . 02 

Id f ~ 2 
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Tabl e 4 3 A1equac y of the Frequency and Time · length of eRO 

, tern Groups 

A 

2 

0 5 

E 6.47 

O·E ·1.47 , 
(O-E )- 2 . 16 

(0· diE 0.33 
.... ... . .......... . .. 

1 

B 2 
.... . ........... 

0 12 

E 13.27 

O- E -1. 27 
lO·E)- 1.61 

(Q-E)7 E 0 .12 

High 

3 

5(0 .13) 

15 (0 . 19) 

45 

33 .99 

11.01 

121.22 

3.57 

Moder n 

2 

45(0 .80 ) 

60 (0.5 1) 

62 

71. 54 

-9.54 

91 . 01 

1. 27 
... .......... . . . ....... ... .. 

12(0.32 ) 52(0 .93) 

29(0 .37> 10710.91 ) 
. ......... 

52 48 

51. 47 47.26 

0.53 0 . 74 

0.28 0.55 

0 . 01 0.01 

k Groups 1 = Appraisers(N = 112) , 2 = Appraises( N = 234) 

rigures in parentheses are average roti~9S 

Tabale . 4 Apprcaches to eRO 

I tern S 
......... . .. ..... . . ....... ......... 

0 83 8 21 

E 67 . 01 12.62 32 . 37 

0 E 15 . 99 -4.62 ·1 1.37 
(0 E)' 225.68 21. 34 129.28 
(0 E>'JE 3.37 1. 69 3 .99 

low 

62(0 . 55 ) 

159(0.68 ) 

15 

13.53 

1 .47 

2.16 

0.16 

Tota I 

Average 

Rating 

1. 48 

1. 38 

60 

71. 01 

-11. 01 

121. 22 

1. 71 

Percent 

49.33 

46 

159 

149.46 

9.54 

91.01 

0.61 

2 
IX<a l =7.65 

Idf=2 
1<>- =0.05 

Ixl =5.99 

!Ho=Re ject ed 
. .. . .......... .... ............ .... ....... ...... 

48(0.4 3) 1.68 56 . 00 

98(0.42 ) 1. 70 56. 67 
. . . ......... .. ...... 

29 107 98 '-IX<al=0 .21 

27.73 107.5 3 98 . 74 Idf=2 
1. 27 · 0.53 -0.74 I ~ =G. 05 

1.61 0 . 28 0.55 I x\=5 . 99 

0.06 0.00 0.01 I Ho=Accept ed 

. ....... . . ...... . .. 

124 31 79 pica 1 = 13 38 

139.99 26.38 67.63 Id f = 2 

-15.99 4.62 11. 37 I,) = 0.05 
2 

225.68 21.34 129.28 lX ' = 5 .99 

1.61 0.81 1.91 IHo = Rejected 
. . ..... ..... .. . . . . . . . . . . . . . - ............ . ....................... .... .. ..... . ... . . .............. ..... 
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Table 5.1 Appraisers ar~d Teach ers ' Preference 

Item 8 

o 
E 

o . E 
(0 d 

70 36 44 170 84 

166 . 15 83.08 
0.92 
0.85 

~ 
IXea l 0 

Idf 

3.07 
4 

I" 
1x1 

0.05 
9.45 

2 
(0 E)/E 

20 
19.69 
0.31 
0 . 10 
0.01 

13 
8.92 
4.08 

16 .65 
1.87 

5 
4.62 
0.38 
0.14 

0.03 

73.85 36.92 44.3 1 
'3.85 '0.92 '0.31 
14.82 0 .85 0.10 
0.20 0 . 02 0.00 

16 
10.08 
'4.08 
16.65 

0.83 

10 
10.38 
'0.38 
0.34 

0.01 

3 .85 
14.82 

0.09 0.01 INo Accepted 

Table 5.2 : \.Ihether Teachers had Trus t and Confidence in Appraisers 

o 81 55 8 106 206 
2 

12 IXea1 0 27.42 
E 57.54 80. 31 6.15 129.46 180.69 13.85 Idf 0 2 

o . E 23.46 '25.31 1.85 ' 23 . 46 25 .31 

3.42 550.37 640.60 
1.83 4.25 3.55 

· 1.85 I ~ 0.05 

1x1 5.99 
2 

(0 . E) 550 .37 640.60 3.42 
(0 . E)7E 9.56 7.98 0 . 25 INO Rejected 

Table 5. 3 : Causes of Teachers' mistrust and lo~s of confidence in Appr aisers 

J terns 

Appra i sers fl 

(N :: 55) r1 

Apprai sees 12 

( N 206 ) r2 

r 1 r 2 
Z {rl'r2} 

a 

47 

1 

186 

o 
o 

b 

38 
2 

110 

3 

·1 

e 

35 

3 

129 

2 

d 

26 
4 

74 
4 

o 
o 

• I 

12 Il/o 2 
5 I rhOcal 0.90 

I 
48 I" 0 5 
51;'-0 0 . 05 

I 
o Ir"lOt :: 1.00 

o I Ho Accepted 

T.;;ble 5.t.. Tr aini ng in performance Appraisal 

J tern d 

o 
E 

o E 

(0 E)l. 

(0 . E ih 

90 
92.62 
'2.62 

6.86 
0.07 

8 46 211 
10 46 40.92 208.38 
·2 46 5.08 2.62 

6 . 05 25.81 6.86 
0.58 0.63 0.03 

26 < 
87 IXeal 

23 .54 92.08 

2.46 

6.05 

·5.08 
25.81 

Idf 
I~ 

IX1 
0.26 0.28 IHo 

o 1.85 

2 

0 . 05 
5.99 

Acc. epted 

Table 5.S : Sources and objec.tivity of teacher perfor mance data 

J tern 8 

! terns 

App. a is>?rs fl 

(N :: 14 .. ) rl 

Appra; sees f2 

eN:: 324 ) .2 

r1 - r2 
a 

(r1'rZ) 
d 

> 
d ~ 

a b e d e 

78.00 49.00 83 .67 65.33 67.00 

2 7 4 3 

75.00 55.67 

2 7 

o 
o 

o 
o 

75.33 67.00 63.67 

o 
o 

5 6 

-1 ·3 

9 

9 

57.67 56.33 I(d <-o 18 

5 6 IrhOeal 0.68 

I 
74.67 69 . 33 I" 7 

3 41J- o O.05 

I 
2 

4 

2 I r hO t 0 0 . 79 
4 lHo :: Accepted 
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TABLE 7.2 : Teacher Reacti on to Performance Ratings 

! tem A 

0 41 33 60 10 89 42 150 43 I,£tal = 10.21 

E 40 . 00 23.08 64.62 16.31 90.00 51.92 145.38 36.69 Idf = 3 

0 . E 1. 00 9.92 ·4.62 ·6.3 1 ·1.00 ·9.92 ·4.62 6.31 l;r = 0 .05 

(0 d 1. 00 98.41 21.34 39.82 1. 00 98.4 1 21. 34 39.82 Ix~ = 7.81 
(0 . Eih 0.03 4.26 0.33 2 . 44 0.01 1. 90 0.1 5 1.09 tHo::: Rejected 

I tern 8 

0 8 77 31 5 15 8 11 179 80 12 21 21 Ix{cal 03.78 

E 5.85 78 . 77 34 . 15 5.23 11.08 8.92 13.15 177.23 76.85 11.77 24 .92 20 . 08 Idf = 5 

0 • E 2 . 15 .1. 77 ·3 .15 ·0. 23 3.92 ·0 .92 2.15 1.77 3.1 5 0.23 ·3.92 0.92 I<l- ",.c ( 
(0 0 2- 4 .62 3.13 9.92 0.05 15.37 0.85 4.62 3.13 9.92 0.05 15.37 0.85 1,<,0 11.07 

(0 Ei'h 0 .79 0.04 0.29 0 .01 1.39 0 . 10 0.35 0.02 0 .13 0.00 0.62 0.04 IHo == Accepted 

TABLE 7.3 Teacher'S Reques t for Reapprisal 

ltem A 

0 46 92 6 65 1. 78 81 Ix;;'al o 30 60 

E 34 . 15 83. 08 26.77 76.85 186.92 60.23 Idf = 2 

0 E 11.35 8.92 ·20 .77 · 11.85 · 8 . 92 20 . 77 l ~ == 0.05 
e 

140 . 4 79.57 "31.39 140.42 79.57431.39 IX':; o 5.99 (0 E) 

(0 dIE 4.11 0.96 16.1 1 1. 83 0.43 7.16 1}10 == Rejected 

------
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Table 8.1: Appraiser· Appraisee Leve l of Satisfaction With the Current System of TPA 

Groups* 

o 
£ 

o . £ 

(0 . £ )2 

(0 E)~E 

1 

2 

8 

6 .77 
1. 23 

1. 51 

0.22 

High 

3 

8(0 . 17) 

14(0.13 ) 

43 

30 . 15 

12 .85 

165 .12 

5.48 

Moder . 

2 

43(0.60) 

55(0.34 ) 

93 

107.08 

· 14.08 

198.25 

1.85 

Low 

93(0.65 ) 

255(0.79 ) 

14 

15.23 

.1. 23 

1. 51 

0 .1 

Total 

Average 

Rat ing 

1.42 

1. 26 

55 

67.85 

·12.85 

165 .12 

2.43 

Tab:e 8.2 Appraiser - Appraisee Recommendation fo r the current system of TPA 

1 t." 

A 

B 

o 6 
E 8.31 

o E -2.31 
"-(a - E) 5.34 

(0 . 07'; 0.64 

o 
E 

o - E 
<­(a . E) 

(0 E)Y' 

127 

127.67 

·0.67 

0.45 

0.00 

138 

135.69 

2.31 

5.34 

0.04 

6 

5.95 

-0.05 

0.00 

0.00 

21 

18.69 

2.31 

5.34 

0.21 

5 

".38 
0.62 

0.38 

0.09 

303 

305. 31 

·2.31 

5.34 

0.02 

281 

280 .33 

0.67 
0 .45 

0.00 

Tab:e 8. 3 Rank -Order of the problem areas of the current system of TP A 

Tota\ 

~ 
IXcal ~ 0.99 

Id f ~ 

1;;- = 0.05 
1'1. ~ 3.84 

lHo -= Ac cept ed 

13 
13.05 

·0. 05 

0.00 

0.00 

I tern Groups* 5 4 

Ratings 

3 2 Av erage Per cent Ran k 

Rating 

Purpese 1 65(2.26) 26(0.72) 28(0.58) 18(0.25) 7(0.05) 3.86 

2 '85(2.85)75(0 .93) 3'<0.31) 16(0 . 10) 14(0 .04) 4.23 

Criteri a 1 24(083) 74(2. 08 ) 31(0.65) 7(0 . 10) 8(0.06 ) 3 . 72 

2 48(0 74) 166(2.04)70(0.65) 32(0 20 ) 8(0.02) 3.65 

Appra;ser 1 23(0.80) 17(0.47) 55(1.15) 27(0.38) 22(0 . 15) 2.95 

2 33(0.51 ) 33(0.41) 164(1.52)64(0.40) 30(0.09) 2.93 

CRO 1 10(0 35) 17(0.47) 20(0 .42) 70(0.97 ) 27(0 . 19) 2. 40 

2 13(0.20) 30(0.3 7> 36(0. 33) '87( 1. 15)58(0 . 18 ) 2.23 

Process 1 22(0.76 ) 9(0.25 ) 10(0.21) 22 (0.31) 81 (0.56) 2.09 

2 45(0.69) 19(0.23) 19(0.18) 26(0 . 16) 215(0.66) 1.92 

S~~ups . 1 = AppraiserseN = 1~~) , 2 = Appraisees( N = 324) 

F i ~..; " es in I=-G:'~'lthe s e$ or e a/erage ratings 

77.20 
84 60 

74 40 

73 00 

59.00 
58 .60 

48 .00 

44.60 

41.80 

38.40 

2 
2 

3 

3 

4 

4 

5 

Percent 

47.33 

42 .00 

.2 
255 

240 .92 

14.08 

198 . 25 

IXcal ~ 10 .9 

Idf ~ 2 

17":~ 0 . 05 .. 
IXt ~ 5.99 

0.82 IHo = Rej ected 

Z 
9 IXcd( 

9.62 Idf 

· 0 .62 I" 
0.38 I X~ 
0.04 IHO 

0 . 13 

2 
0.05 

5.99 

!.. ccepteo 
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QUESTI ONNAIRE ON THE SYSTEM OF TEACHER 

PERFORMANCE APPRAI SAL BE I NG USED 

I N SENIOR SECONDARY SCHOOLS 

Dear Respondent . 

A. The objec tive o f this questionnaire i s to collect 

i nformation abou t the effectiveness of the curren t 

system of t eache r performance appra i sa l i n your 

schoo l. Please be object i ve an d comp l ete i n you r 

answers . 

B. Yo u do no t nee d t o wri te your name . 

C. The i n f ormation you give will be kept st r i ctly 

confidential. 

Than k you fo r you r cooperat i on. 



APPENDIX B 

DIRECTION 

A. Please make a check ma rk ( x ) o r write brief a n swers 

wheneve r necessary. 

B. Pl ease give only one answer to each it e m unless 

you are reques ted to do otherwise . 

PART ONE : Biograph i cal I nformat ion 

1. Age : 1. 25 years & below 

2. 26 - 35 years 

3. 36 - 45 years 

4. 46 - 55 years 

2 . Sex : 1. Ma le / / 

3. Present pos t : 

1. Pri ncipa l 

2. Asst . Principal 

3. Unit Leade r 

4 . De p artmen t He a d 

5. Teac he r 

/ / 

; / / 

I I 

/ I 

I I 

/ I 

I / 

I / 

/ / 

2. 

4. Numbe r o f years of service a t you r pr esent 

1. 5 years & below / / 

2 . 6 - 10 years / / 

3. 11 15 year s / I 

4 . 16 - 20 years / I 

5. 2 1 - 25 years / / 

6. More than 2 5 year s I I 

Fem a le I 

post: 

/ 



- 2 -

5 . Tota l year s o f serv ice in the Ministry of Education : 

1 . 5 year s & below / . / 4. 16 - 20 years 

2 . 6 - 10 years / / 5 . 2 1 - 25 year s 

3 . 11 - 15 year s / / 6 . ~Iore than 25 years , 

6. Academic quali fica t ion : 

1 . 12 t h Grade o r below / . / 5 . 1 2 + 3 ; / / 

2. TTl / ' / 6 . B . A; /B . Sc . / : / 

3. 12 + 1 ( college leve l) / / 7 . M. A./M.Sc. / / 

4. 12 + 2 / / 

7. Fie ld o f st~dy if you are College / Un i versit y graduate : 

1 . La.nguage s / / 

2 . Social Sc i ences / / 

3 . Natura l Sciences / / 

4. Agriculture / / 

5 . Pedagogica l Science / / 

6 . Educationa l Administrat io n / / 

7 . Psycho l og y / / 

8 . Vocationa l /Technica l Educat i on / / 

9. Phys i cal Education / / 

10 . Home Economics / ; / 

8. In your opinion , wha t shou ld be the purpose o f teache r 

appraisal? ( P l ease check as many as yo u th i n k 

appropriat e ) • 

1. to improve teachers ' professiona l competence / / 

/ / 

/ / 

/ / 
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2. t o identify t eachers ' professional training 

needs / ' / 

3 . to mot ivate teachers ' to the ir job / . / 

4. t o improve quality of education / . / 

5 . t o decide on t eachers ' salary incremen t / . / 

6. to decide on t eache rs ' promotion / / 

7. to decide o n t eachers ' transfer / / 

8. to reward outs t andi ngly competent teachers . / ; / 

9. to se lect teachers for highe r e duc a tion / ; / 

9 . As you see it in practice , what i2 the primary pu rpose 

of ou r current sys t em of teacher appra i sal? (Pl ease 

check as many as you think appropria te) . 

10. 

1. to improve teachers ' profess iona l competence 

2. to i.den tify teachers' professiona l training 

needs 

3. to motivate t eachers to their job 

4 . to i mprove quality of educa t io n 

5. to decide on teachers ' salary incremen t 

6. to decide on teachers ' p romotio n 

7. to decide o n teachers ' t rans f e r 

8. to rewar d out standi ng ly competen t t eachers 

9. to selec t teach ers for highe r e ducaU.on 

In general, how well do yo u think is the curren t 

appra i sa l sys tem serving the purpose ( s ) you have 

i ndicated unde r it e m 9 ? 

. / / 

. / / 

/ / 

/ / 

/ / 

/ / 

/ / 

/ / 

/ / 

1. Hig hly / / 2 . Moderately / / 3 . Minimally / / 
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PART THREE: Appraisa l Criteria 

High Moderat e Low 

11. To what exten t are the curren t 

appraisa l criteria: 

1 . re l ated to educational objectives ?/ / 

2 . related to teachers ' professional 

/ / 

responsibi l ities ? . / ; / ' / ; / 

3 . realist i c t o be performed by 

teachers ? ' / / . / ! 

4. stated in unambiguous language ? / / ; / : / 

12. How objective ly do the curren t 

teacher appraisa l criteria measure: 

1. the job performance of a 

teacher ? 

2. a teachers ' relationship wit h 

students ? 

3. a teachers ' relationship wit h 

superiors ? 

/ ; / / / 

/ / / / 

/ / / / 

4 . a teachers ' relationshi p wit h 

peers ? / / / / 

5 . a teachers ' relationship wit h 

the public? . / / / / 

13. In your opinion , how objective are the 

evidences obtained throug h the 

measuring criteria to : 

1 . ident i fy teachers' training 

needs ? 

2. recommen d teachers for higher 

educa tion ? 

/ / 

/ / 

/ / 

/ / 

; / , I 

' / ; / 

, I ; I 

' / , I 

; / ; I 

. / / 

/ / 

/ , I 

; / ' / 

/ / 

/ ; / 
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High Moderate 

3 . decide on t eac h e rs' salary 

increment ? / . / , / ; / ' / 

4. decide o n t eachers ' p romo tion? / . / : / ; / / 

5. dec ide on t eachers ' transfer ? : / ; / / ; / ; / 

14. In general, to what degree ar e 

you satisf ied wit h t he criteri a 

listed in the teache r appraisa l 

form ? / ' / / ; / ; / 

PART FOUR : Pre-Appraisa l Meetings 

15 . Do es the school administration arrange pre-appraisa l 

meetings fo r app r aisers an d teachers to discuss the 

appra i sa l process ? 

16 . 

17 . 

1. Yes / / 2. ~o / / 

"If YOUR ANSWER TO ITEM NUMBER 15 IS " Yes ", PLEASE 

RESPOND 'ro QUEST IONS 16-21". 

When do pre-appraisa l meetings take p l ace ? 

1. Only at the b e gi nn ing of the new academ ic y e a r 

2 . Only a t the beginning of eve ry semeste r / 

3. On reques t of t eachers ' / 

4. When the appra i ser feels appropriate / 

How oft e n pre-appra i sa l meetings t ake place ? 

1. Always / / 2 . Some times / . / 

3. Rare ly I / 

. / 

, 
/ 

Low 

; / 

' / 

; / 

; / 

/ / 
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18. Agenda it ems often discussed in pre-appraisa l meetings 

are : ( Please c hec k as ma ny as yo u think a ppropri ate ). 

1. Purposes of apprai s a l 

2. Appraisa l cr it e ria 

3 . Sources an d techniques o f data 

f . f 

f f 

gat her ing f / 

4. Skills and competence of appraisers . / f 

5. Frequency an d l ength of cl assroom observatio n 

6. Partic ipation of teachers in the process of 

appraisa l 

7. Weaknesses an d strengths o f past apprais a l 

process 

19. Appraisers an d t eachers often di scuss pre-apprais a l 

agend a items : 

1. o n a one-to-one basis f f 

2 . o n a group basis ( teachers teach ing the same 

, f : f 

. / . f 

• / f 

subject a t the same grade l eve l) / ; / 

3. at a departmental s taff meetings f / 

4. at a genera l ( school) staf f meet ing. f f 

20. To what ex tent ar e teachers mo tivated to p a rti cipate 

in pre-apprai sa l discussions ? 

1. Hig h . f . f 2 . Moderate , f , f 3. Lo w / . / 

21. In general to what exten t are pre-appraisa l meetings 

helpful for t eachers t o improve performance ? 

1. Hi gh / / 2. Moderate f . f 3. Lo w · f ; / 
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PART FIVE : Post- .ppraisal Meetings 

22. Do appraisers and teachers hold post-appraisa l 

meet ings to discuss t eache r appraisa l results ? 

1. Yes / ; / 2 . No ; / . / 

\' IF YOUR ANSWER TO NUMBE R 22 IS "Yes" , PLEASE RESPOND 

TO QUESTION 2 3 - 27". 

23. How oft e n do pos t -appraisa l meetings take place ? 

1. Al ways / . / 2. Sometimes / ; / 3. Rare ly ; ! / 

24. 

25. 

Whe n do post-appraisal mee tings often take 

1. immediate l y after appraisa l 

2. after many days or weeks of appraisa l 

3. whenever teachers reqnes t for them 

4. whe n the appra i se r feels appropriat e 

Post-appraisa l d i scuss i ons often focus on : 

1 . Performance weaknesses o f the t e ache r 

2. performance strengths of the teacher 

pl. ac e 

I . / 

/ ; / 

/ I 

/ / 

/ I 

/ / 

3. bot h strengt hs a nd weak nesses of the teache r 

? 

; / , I 

26 . Do appraisers provide teachers with professional advice 

or suppor t ? 

1. Yes / / 2. No / / 

2 7 . If your a n swe r t o it em <:6 is "Yes ", o n whi c h of the 

followi ng do the adv i ce or suppor t often focus ? 

(Please check as many as you think appropriate ). 

1. Ho w weaknesse s of performance can be improved / / 
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2. How acceptable leve l of pe rforman ce can be 

maintained / / 

3. How s trengt hs o f performance can be capita l ized ' / / 

PART SIX : ppraisers a nd Sources of Evi dence 

28 . Who is i nvo lved in 

in your schoo l ? 

appropriate ) 1 

1. Principals 

appr a ising t eachers ' performance 

(Please check as man y a s you think 

' / ' / 4 . Departmen t Heads / / 

2. As s t. Principals ' J ' / 5. Committ e e / / 

3. Uni t Leaders ' J / 

2 9 . Do yo u have trus t and confidence in the appraiser (s)? 

1. Ye s / , / 2 . No ' / / 

30. If your answe r to it e m 2 9 is "No ", wha t is the reason ? 

(Pl ease chec k a s man y as yo u think appropriate ) . 

1. They lack the r equ ire d ski lls an d knowledge / J 

2. They are no t wi 11 ing to apprais e ' J ' J 

3. They don't see the va lue of appra i sal / / 

4 . They don't have a d equate time to appraise ' / / 

5. Th e y ten d to maintai n bi as an d favourati s m ' / / 

6. Oth ers , if any ( Please specify ) 

31. As far as you know , wha t are the ma jor sources of 

appraisal ev idences oft e n use d ? (Pl ease chec k as ma ny 

as yo u thl.nk appropriate . 

l. Peers J / 

2. Students / / 
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3. Self-appraisa l ( the teacher himself ) / / 

4 . Classroom observation / / 

5. Appr a i se r' s da il y record o n t each e r ' s 

performance / / 

6 . Schoo l' s s taff person ne l recor d ( file ) / / 

7. Appraiser ' s persona l impression abou t 

the teacher / ' / 

8 . Othe r s , if a n y ( Pl ease specify ) 

32. HOI; obj ec tive do yo u thin k are evidences obta i ne d fr om 

t h e fol l owing sources ? 
1ii~ Moder ate Low ------

1. Pee rs / / / / / / 

2. St udents / / / / / / 
~ 

3 . Se l f -appraisa l / / / / / / 

4 . Cla ssroom observati o n / / / / / / 

5. Ap J)r aiser I s da ily r e ocrd / / / / / / 

6. ,staff personne l record (file ) / / / / / / 

7 . Appraiser ' s persona l impressio n / / / / / / 

33 . Do you thin k tha t appropriate training enables 

appraisers to g i ve object i ve app raisa l results to 

teachers ? 

1. Yes / / 2 . No / , / 3 . No t s ur e / / 

34. Mos t te ac hers \van t thei r performance be appr a ised by: 

1. the Principa l / / 4 . the Depa rtme n t Head / / 

2 . the Ass t. Principa l / / 5. a cOll1!ni t tee / / 

30 the Un i t Leader / / 
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44. As far as you know, wha t has b ee n the reaction of 

t eachers whose app r aisa l results a re high ? 

( e.g . 3.00 an d above ). 

1 . They f ee l mo tivated to perform muc h bet t e r / / 

2. They ma intain the previous l eve l of performance / / 

3. The y fee l not hi ng a t a ll 

4. I a m not sure . 

/ / 

/ ; / 

45 . s far as you know, wh at has been t he r eac tion o f 

teachers whos e appraisa l results are low ? (e . g. 

below 3 .00 pOints ). 

1. They accep t the resul t an d exert more effor t to 

improve performance . / / 

2. The y feel obHBssed an d antagon i ze their 

appraisers . / / 

3. The y feel obsessed and nega tively affect thei r 

job . / / 

4. The y improve rappo rt wi t h their appraisers to ge t 

46 . 

47. 

better result in t h e next semester . 

5. They never bother abou t the result . 

6. I am no t sure. / / 

Do teachers have the right to appea l for 

if t hey don 't accep t appraisa l results ? 

1. Yes / . / 2. No / / 3 • 

If your answe r t o it e m 51 is lt Yes " , how 

/ / 

/ . / 

reappra i sa l 

I do n ' t know. / 

often do 

teachers in you r schoo l appeal fo r r eappraisa l ? 

1. Always / / 2. Somet i mes / / 3 . Never / 

/ 

/ 
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PART NI NE : Genera l --------

48 . Did you have any training involving sk ills of appraisal ? 

1. Yes / . / 2. No / ' / 

49. If your answer to item 48 is "Yes", how was the training 

program conducted ? (Please check as many as you think 

appropriate ) • 

1. Seminar / ' / 4. Course(s) in TT l / / 

2. Workshop / ; / 5. Course (s) in College / 

3. Conference . / / University / / 

50. Do you think that the training was sufficient to know 

about teacher performance appraisa l ? 

1. Yes / . / 2 . No / / 3 . Not Sure / / 

51 . In genera l, how do you rate the appraisa l system of 

your schoo l in improving teache r performance an d the 

teaching-learning process ? 

1. High · / / 2. Moderate / / 3. Low / / 

52. If you feel dissatisfied wit h the current appraisa l 

scheme , what do you recommend ? 

1. It is unnecessary , therefore , abandon it. / / 

2. It is necessary , however , it should be rev i sed. / / 

3. Others , if any (Pl ease s pecify ) 
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53. Do you think that teac ers t participation in the 

revisio n process can result in a significant i mprovemen t 

of the system of t eacher appraisa l ? 

1. Yes . I / 2. No / ; / 3 . Not Sure / / 

54. Rank orde r (1-5 ) the following problem areas of the 

current system of teache r appraisa l scheme of your 

schoo l by assigning number 1 to the mos t critical 

problem , number 2 to the next critical problem , 

numbe r 3 to the third , numb e r 4 to the fourth , and 

number 5 to the fifth. 

1. Purpose of appraisa l / / 

2. Appraisal criteria / / 

3. Appraisers / / 

4 . Appraisal fr e qu enc y & l engt h / . / 

5. The overal l process / / 

THANK YOU AGAIN 



APPEND IX C 

n 1J.? ~ . ___ _ t /I1t _ _ _ 

1 . htn ! l)e "(.~ 

1.1 f!ill 9"V ? nl' Il I n Jt _ _ _ --'" l ___ LlM, __ K1 It _ _ 

1 .2 ft9" VCt Q ('~ 

1.3 1lJJI1 tn Int H9"VC t 'le It _ _ / On..e ___ "011 __ 

1 • 4 f"\Jn 1?' (. (J)o H9"V [ t qe H' / ge I tT / _ _ __ _ 

fh~" Q(7i / Q c. ~l'f / 

1 • 5 n r')9" 1 t f"l. Jn i9' (. !). 'h ~ 11 1K J t mft 

1 • 6 t'\, Jn 11" ? f[l. ~ 6 .f''f {Hj t 

1 .7 'n1"1~T HP l n~ 9"VC It ______ __ nt\rj ___ _ 

1 .8 H 9"V C t Q(".Ii ill- l M i'ii'i '" 'ot1' C nt L,l' \j: -

n tM/l t 9' v C t ___ n ~ J t9' U L t nt\lt 

1.9 Tq4- e W InT ft9"VC t M I r'Hl )'1' 

U. II "l.<;" C Hc1J 't-

11. mc Ilj'i l hi> \0 

ill. (1~(.l n ,-,;J .,. 
~ . t\ rj HJJ 'J. -------

1 .10 fJ> 9" \J ? f ill llt tJ. \ j 

1.11 nt9"\Jc t fl '" Il" n t ., C ,w?(!). t\!) ~"\ JQC 11- tr')t.,.. __ 

----- --------

j 



1 • 1 3 '1'1' 1 "l (!). ~ . t h n il h ____ _ 

'611' H t;' \ '1' [1'1' 

5 .. n :iJ.l n fQ 9" '1' ? 

4 >= n fQ 9" '1' ~ 

3 "" '1' ? 

2 .. " ~MI;' 

1 .. 11+ ~ 



hlj: l'\ lM t 

1. M il U? hen I.)J at'" U? : hP ? J.Q ~ fo<;' h ~ () <:: tn ()o ) C ,! MD· 11'10 \ t 

QC'I M IHr;" : 

1 . 1 fPU' lJ \ '(){)Mi n 'ltT r,hljn c 

1.2 ntl ~ 1'\" hn[l'f 1tm Q.[l In<:: h taJ. ,",n t'PiI /1 

1 • 3 np? t9' U C t i c-1 ?9' t; n 1'\ fo tI '/0 (l '\ t J'f 

n ~,!QC 1(J}. t f) H ' JMj). fp ? r,c h. \ t 

1. 4 nt9"UC t (1'10 l{) <::t r,mf/nt noo 

''VI'" iJIo ) tj.{, It 

1.5 AH"UC t (1'10 QU1 I t r,C~j(J}.l ApAln 

J t\lIj. nO\ -r : ~ i) 'itt; HC ~6 It 

1 • 6 h t9" U ct (1 io ~ tJ.{, J'f t; hI" ? J.Q!;" 'Ii 

)C t ll {) [' \'''/'' ? t r;: tJ "It t; 'I' f'l. j (!!. 

1 • 7 n? (). /1 1,/ n It II I\f'l.'f AiTD "'i C (!) e 9" 

6 a;. Hl M I'J U \ J MJ. h I II M r;: tJ 'it 

1.8 H7"U Ct (1 '10 )t'j.i.J'f ;-JD9'l'?l :r, lnTllt 

C-'f ID H t. f"'l/l iT~t 1 <7P'o J t Q.) ~ : m,tO\ 
9"hC , I"1n t.f H n'l'? Jilin t'f>()f'l. 

np? fJ e ~'" W, T f'l. j{]} 

1 • 9 ~"1/l m:Do l t 6 f-j1--' np? r) e '''I 'ftl 

q'lt , 'F{\. j 

1.10 ~t9"U Ct (1'101 f1{) n"'.l ll '''HlnC , 

f"'in hnC T{\. j 

1.11 nA h"UC '10 p ? :> i'/1/tl n f1j-{(D. m,.,. 

iTl f){) f"l t <:: {) 'I' (\. j 

1.1 2 H9"UCio ej--i j n 1 '\J1l I nC h :D fJ ,H t; 

hMJ IlrlJ1). mn" )C nJD t f/nc ~Ct p? t 

'f f'l. j GK }j 1'1 1\ aJ. 

1 .1 3 A r, IJ Il nJ!). ~f1 <:: t(1f1 n C ~ j(D-l AJD A -1 n 

.f A aJ. n '" Tc; r;: fJ 'it 

1 .14 ~,;;>9"v C Itl iIU H'UC t Ilr,No ,! Itl 

i\ ttl n t1 Il? ~ A Oij Q.<:: 1 J A JJ. 'F f'l. jt; fI j t 

u l 4 1 :2 2 

~J 

1---

. . 

--

t---. 

-- ---.- t--

--

__ 1 _ 
.L ____ 

"--

!~ 

--

I---

,-



2 • 1 fh r;: /!Ol f' \ f' C 'l 'I' ~a> m n ; T /!o ,t 

2.2 1I';mt;'({).1:rl1l- \ io1 nat'l fj nOJmn'I' flf't 

J.Q r;" W" IJ \ fl 'M 6 3'1' ~'\Jf'l ~(!). 9' f'l r\ \ t 

2 .:? '''I.)'n i9" 01).1 '1'9" U C l' 11 ~ C t fO'! (]H 1'1'Jo;t 

2.4 fl11n ~C 1-11 ~t anrJ> 6 J Hh M an tJ "1-1 

I1'1'Jn. \1o 

2. 5 '~J1~1+1 ~6 q.t:1-11fjr\ t;' "f(). ,t 

fl"iH ~"tJ£C l(!). '1'':' 'I' 

2 • 6 to'! 6 J"'f n HUt f'l £ i'i 'm '!'m- n tll t;' t;' 

n J fl an '1.'. n t 9" U C f f(]).l 111 "vl ;t t(). 
n ~"W' ~ 1 Vl t~ f'\,!'QC 1(]). 1'':' H 

0lJ nc. Jft 

2.7 t>"UC 101 h to'! 6 )'f. fClM \<C' t;' hM)i1 

n.& iJo '1 ;t J C 111-19',£ fl Cj () tOlJ C ~ a-... ,!' Q C 
1(!). 1'c. t 

2.8 ta'l6 3'1' ~"'d fern- 19" tJ \ trr h <'. -\. E 

hJfi~t;' h~l)ihO J1r;'D1 11"-\.() tlll/ (l'f 

·t<il 6 :r T 11 1 -\. J::J. ,j: f (!). f 0lll2-<: 1 q lot t;' 
f(). f 

2 . 9 '1'1" U C 101 fl t016 3'1' n:Jt 1 rJ 1'(;1. iJo 'l;t 
fl jD 1 fl I'; 9 "1.Jn -r9" () f UJ. f'l £ 1 1/ 'l: 9 11 '" t dl 
fl' () H n '1' t;' tt;' l' C 9" C tl'j ~ £ ~ 1 -\.tJ "1-
M nc. ff t f"l.J Q C 1 (]). 1'':' t 

2.10670 I'jCQ.: ~f6 liD 'flim6J t;' H "'l 6JT 
6JlC Q. iTt mn t ,l' 911> f'lnM 1 an HhC:f 
n l! 1{1 t;' nth h () 91iD JH M' +t;' {] .n 

2.11 t9'UC '~1 hr\()'1' t9"UC t"f JC fl"ll-j 
11> Q.t;' fl Olj 1 t;' H{1 9,\.1' Q C 1 ur 1'':' 'I' 

2 .1 2 n MJ rJ ~ tl"i. 11-'1' \ 'lC:1' nan m t9" 

fD1() t<"i6 J J1> C'I JT 11 H J~ t ~ 6 .T 1'1 

r\ an C H J MI)' 'F (). Jt;' ~ 6 3'1' 9" 9' IJ t\ 
\ 101 ~ 1 -\.h t(). f'\J Q C 1 (jJ. 1'':' t 

I 
~ 4 :? 2 1 

--

- -------.--.-

J 

" 

. 

r-



2 • 1 3 to'! 6 3''f n 1 M n rr.Q.l n? Ij f(!). 'I' ~ t 

f'\JQCrtl \'JD"'!C <;' VJ>OIi"'l C lJ. \;t 

MQIl)'ft f"l.J!2Cl@o 'l'~t 

2.14 (\'1""'1611' M(r') W l l t<;" <;' f(l t 

?' ? nUl II m t <;' n Oli 0" n flJ-iQ). 

'f r'l- f f(!).l t'\1l"" H 1 ~"J!2 C 1 (!). 'I' ~ t 

2 .15 -l"vtrl)fIJi QIlJ>Hi;",ff l:t'\(lt ?'? <;' t'\J>()!J)~ 

'OW 'r- t1n. 'I' J 1'J'f l ,IlIjH J lZt 'fr'l- ,t 

2. 16 t9"VCt<;' 9" c t f"l.l <;'l<ltl H-\ 

V(TIlt'\l<; n?'? V"'Io/() 'fr'l-; 

3. 1."I9"...l"W M t! H 

5 

1--

3 • 1 aD 9" V? fJ t'\ liT- 1{l'it Gl '\IJ J U 1 ([l. 11 7'j () 

4 3 2 

._-------_._- ------------

3. 2 h 19" l"l J. n) r) n t£ n £Ii. rye S t 1lf?) 11 () II t'\ "l. 1 rj fQ). r~ H 
f til m 3- '? h C <;' n C ~ .t _______ _ 

3 • 3 II m .tr') S M t J H _____ _ 

1 

--

--------.-- --------



'67C T 7'1 t?rt.(1}. 9" / [ n[Ji 
OI7" U[ al£9" ''''Iii tol [ OI~ [ 
nlll? [ '1' /[/ f) 
M' r; U~ 
; , 

"r'J (1 rt..f: 1. e LJ 1 ~Jl 19" 1 '\J ~ ," a> 9" lJ ? n, Q.'~J n ') .... JJ). t ,:;). 

£QL J() : : 

2 • ~?r n 5 t,~ r'J Ij e jl 1 t H J 0- t 11;" (1'0. 11/", fJ fj n.:JJ. 
I1i'l t ~ 2C / t (1 1 H :- 21;" (1'0. ,-,) 7'1 '::"<r ~ (t. T 7" U [T ," / (1, t :-
3 <;' (1). ,-')CD '1' L' ? J) -rn tr1 n t 6 [ . H \~ £ rI m '1'() ;; 41;" !. 

(1 ... I[ t JO 1 io (l.fl '1':- 5 <;' GJ. n t 9" U [t (1, io n .. )" 'J ? 
C1l ~QC ([l;) '1' e ~~() :: 

3. n Ii" () 2 n '1''1' [ 1 h t ? '1''1' [ 1. 1 - 1. 14 

t9"lJ[ t (1,io ''i t.ffi. 7'lm,r')£ n')filj'r'lr; lC 'lt9" 9".12 1") 

i1IJ.J n f ;J"f P i "';1lr\h tX' \ '1'fI 20Uj() ; ; 



DECLARATION 

I, the undersigned, declare that this thes is is 

my wo rk an d tha t a ll sources of mater ia l u sed fo r 

this thes is have b een duly acknowledged. 

Name 

Signature 

Pl ace 

Me laku Yimam 

~) 
7. 

) 

A.A.U. , Faculty of Educatio n 

Department of Educational Administration 

Date of Submission : J une 8 , 19 92 


	MX-M464N_20180212_141750
	MX-M464N_20180212_141952
	MX-M464N_20180212_142237

