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Abstract 

The purpose of this study was to examine problems related to the practices of human 
resource management and to compare their similarilies and differences between private 
and government secondary schools in Addis Ababa City Administration Specifically, the 
study-sought in to teachers' intrinsic and extrinsic satisfactions in relation to teaching 
actlvilles, teachers' feeling about their appraisers and appraisal criteria and 
compensation and benefits in private and government secondaty schools in Addis Ababa 
City Administration Finally, teachers ' altiludes towards their school management were 
examined. A descriptive survey research method was used. Data were collected Fom 
teachers, department heads and vice-directors through questionnaire and in-depth 
interview. The secondary sources used were review of related literature to give 
theoretical frame to the study. Six secondary schools having 339 teachers were 
considered as sample schools. One hundred-five teachers from government and 50 
private participated in the study. The data were analyzed using percentage, cumulative 
mean scores, srandard deviation and F-ratio (one way ANOVA). 1n both private and 
government, it was found that the cumulative level of teachers' sati!>jaction with their 
intrinsic job factors were not adequate to motivate them to perform to their maximum 
potential. 1n addition, teachers in both private and government schools have 
dissati!>jclction with some extrinsic job factors to the extent of unavoidably having 
detrimental consequence on their encouragement to pel:form effectively and efficiently. 
To this end, teachers were highly dissatisfied with theirjob security and pension scheme 
in private while salary payment in government. Furthermore, there were lack of 
appraisal objectivity, incapability of appraisal standard and no discrelion of the result 
were found as a problem of teachers in private' and government. Moreover, there wais no . , 
benefit given to teachers yet they were paid below their expectation Finally, managers in 
private schools were more influential and communicators than their counterparts in 
government. However, democratic style of leadership was jimclioning in both schools. As 
the study, aims to improve teachers' satisfaction and to lessen their dissati~raction it is 
indispensable to improve the teaching activities and teaching context of secondary 
schools. Thus, enriching teaching activities and assigning teachers to various grade has 
to improve intrinsic motivation, developing appropriate appraisal s]lstem is jimdamental 
elements that seeks atlention Accordingly, rewarding out perj(Jrmers and establishing 
compensable salary structure also needs attention Finally, managers in government 
have to offer training on how to handle and communicate with teachers. 

v 



CHAPTER ONE 

Introduction 

Human resource plays a key role that helps the success of the operations task in selecting, 

training and motivating the right kind of personnel for the organization. Humans are an 

organization's greatest assets; without them, everyday activity could not be completed. 

Terry and Frahkin (2002: 279) state that it is human that "makes a difference" by 

utilizing other resources. Casio (2003) confirms that it is impossible to talk about 

organization without human resource because it is human that operate and manage the 

organization. In all department or functions confront human resource issues on a daily 

basis Gomez (1995). The issue of human resource management becomes more and more 

important in education where most activities are lacor intensive. 

1. Background ofthe Study 

Many human resource management scholars like Armstrong (2003), Shukla (1998) agree on 

the usefulness of human resource management for the survival as well as success of any 

organization. Concerning this Shukla (1998: 781) explain the importance of human resource , 
saying, "Human resource is the only resource that appreciates time and needs appropriate 

handling." In addition, he advised that the knowledge, skills and practices of human resource 

management is necessary for all executives regardless of grades and disciplines. Education is 

one of the disciplines that incorporate teachers to train and sharpen students' mind. It needs 

qualified educational leaders having the skills of human resource management. 

Teachers have a central and crucial position 111 any educational system. They are the 

professionals that give credit for assisting student and inform parents how well their children 

are performing (Thomas, 1996). Moreover, teaching staff plays a great role in changing and 

developing schools for the success of students' achievement. Harris and Muijs (2005) clearly 

state that sharing values, transfer of knowledge (training) and mutual benefits motivates 

teachers to know their roles and responsibilities. These maximize the contribution of teachers' 

in the schools development. Thus, properly managing teachers is the crucial issue in the 

development of school. 
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At the same time, Bame ( 199 1) postulates that teachers' atti tude and problems they faced 

have been paramount effect on the quality of education. 

A highly competent and motivaled leaching stalf and supporlive 
professional culture are essential in building excellence. Sial} members ' 
qualifications, deployment and remuneration are cenlral to delermine the 
quality ofinSiruction (World Bank, 1994:68). 

This shows that the quality of education can be affected by acceptance and initiat ion of 

individuals within the school to perfo rm their duti es we ll. It also indicates that training, 

compensation and payments have their contribution to the quality of educat ion. 

Therefo re, if students are to stay in school and learn to become productive citi zens ' 

teachers and administrators who shape them must "model the best human side of the 

school cul ture"( Harmen, I 993:35). However, teachers' dropout (brain drain) has been a 

criti cal problem in Ethiopian schools as earl y as 1953 studied by Wrinkle cited in (I ER, 

2002) and sti ll unsolved problems (Motuma, 2006). Even the problems are increas ing its 

scope and still there is a continuous dropout of teachers at any level. 

Specifi cally, in Ethiopian government secondary schools, the government has been 

send ing teachers to uni versities or colleges to up-grade their pro fessional skill s but it is 

not common to observe the qualified teachers come back to thei r fo rmer school mostly. 

Moreover, there are continuous turnover of teachers from secondary schools to search for 

more payment and looking for favorable worki ng environment . According to Motuma 

(2006) reasons for those high turnovers in secondary school are because of poor sa lary, 

poor working condition, heavy and unbalanced workload, autocrati c admini stration etc. 

Manna and Tesfaye in (IER, 2002) gave similar reason. 

Darge in ( IER, 2002) has fi nd out that performa nce eva luat ion, workload (ti me pressure) work ing 

conditions (students' characteristics) and train in g need s are serious problems. whic h create high 

stress on teachers ca reer plan ning. Thi s de-mot ivates, discourages and fi na ll y leads to turnover in 

Addis Aba ba C ity Adrnil'.istrati ve Govern me nt Seconda ry Schoo ls. 
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Though the reasons for turno ver in Addis Ababa City Administrative Private Secondary 

Schools have not yet been studied, there might be cases that indicate the shifting of 

teachers from one school to another or to college. These problems are mainly supposed to 

be originated from lack of human resource management issues in secondary school.This 

are clearly reflected in the annual report of Addis Ababa City Administrative Educational 

Bureau 2003/4-200612007. It shows that though measures have been taken from oral 

warning to di smissal from work in order to optimize teachers ' effi ciency, there are no 

evidences that show teachers' performance improvement in their career planning. For 

instance, annual report at 2006/2007 indicates that teachers are frequently absent from 

school , standing against the management. In addition to thi s, alienating, negligence, 

reluctances, compliance, grievance and rumor, hopelessness, lack of knowledge, unloyal 

and harassment of teachers ' behavior were the main problem reported. These possibly 

atlect the quality of education in region. 

As students are not mature enough to learn by themselves without teachers' help, the 

achievement of secondary school goals are highl y dependent on their teaching staff 

strength. In addition, the government and the public complain of poor education quality, 

which does not produce competent citizens for the country's development. Therefore, 

appropriate human resource management practices are basic (essential) in secondary 

schools to motivate teachers towards the accomplishment of their duties and 

responsibilities. In understanding the decisiveness of human resource, management 

practices in Addis Ababa City Administrati ve Secondary Schools and educational leaders 

have to attract and retrain their employees and also create quality of work li fe for 

teachers. 

Thus, the researcher is interested to investi gate similarities and differences of human 

resource management practices between private and government secondary schools of 

Addis Ababa City Administration. Moreover, the researcher has an aim of prov iding 

useful suggestions for challenges of human resource management practices, which look 

for improvement in Addis Ababa Secondary Schools. 
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1.2 Statement of the Problem 

Human resource management is a new idea, which deal s with the design of all formal 

systems concerning human resource in an organization to facilitate the wise use of their 

abilities (potential) to meet organizational objectives. Specifically, Casio (2003) explains 

that it is an integrated approach and practice that encompasses human resource planning, 

recruitment, selection, compensation, performance appraisal , training and development, 

labor management relations, employment termination and managing human resource with 

a context of legislation, improved work condition, job satisfaction, employee safety. 

It has the aim of playing a great role in creating high performance practices, staff the 

organization with motivated and skilled work force, prepare appropriate compensation 

and benefit criteria and develop common network of communication on sharing, advising 

the members and the line of managers. Therefore, educational leaders need to have 

adequate knowledge of human resource management. Especially in secondary schools 

where you can find difficult working environment due to the age of students' and its 

transitional stage to Pre-College, proper management of human resource needs attention. 

This situation as observed is very critical and needs a study. 

Specific to secondary schools in Addis Ababa City Administrative where teachers seems 

to be in tension and difficult working conditions, workload and striving to get training, 

human resource management is very important Darge in (lER,2002) however there might 

be problems that disabled the practice of human resource management. For instance, the 

administrate style, unbalanced workload, lack of loyalty, disagreement among teachers 

themselves , continuous turnover, negligence and fi'equent absenteeism from school are 

serious problems at this time in Addis Ababa city administrative secondary school (Addis 

Ababa city Administrative Educational Bureau annual report 2005/2006). 

Thus, this study pays attention to comparing some of the basic elements of human resource 

management, which are deci sive to secondary schools in Addis Ababa city administration. It also 

examines the degree to which human resource management is practiced in both private and 

government secondary school s of Addis Ababa City Ad ministration. 

4 



Consequently, the study attempts to investigate possible so lutions to the following basic 

questions: 

I . To what extent are teachers get sati sfied with intrinsic and ex trinsic motivation in 

relation to job factors? 

2. What do teachers feel about their appraiser and appraisal cri terion? 

3. How significant differences observed in criteria and practices of compensation 

and benefits between pri vate and government secondary schools in Addis Ababa 

city administration? 

4. What attitudes do teachers have towards their school management role and 

leadership style? 

5. What are the major problems in practicing human resource management that need 

improvement both in secondary schools (Private and governments)? 

1.3 The Objedive of the Study 

The general objective of this study tS to identify and compare the similariti es and 

differences of human resource management between pri vate and government secondary 

schools of Addis Ababa City Administration. 

Specifica ll y, it ha~ an objective of comparing the folk'wing component s of human 

resource management 

I To observe the extent to whic h teachers satisfied with intrins ic and extrinsic in 

to job factors . 

relat ion 

2 To examine tcachers ' attitude towards their appraisal result and criteria of performance 

appraisal in Addi s Ababa city of administrative government and private secondary 

schoo ls. 

3 To ;dentify whether teache rs are confident in thei r compensation and benefit criteria in to 

accompli sh their duties and responsibili ties. 

4 To look in to the efTectiveness or schvo l managers in influencing, communicating and 

contlict managing in the school in Addis Ababa City Ad ministrati ve Govern ment and 

private Secondary Schools. 
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1.4 Significance of the Study 

The researcher believes that findings of this research yields a fruitful out-come that might 

create common understanding on the similarities and differences of human resource 

management practice in private and government secondary school of Addis Ababa City 

Administration. It also assumes to provide necessary information for human resource 

policy makers to optimize secondary school teachers' performance. Furthermore, it 

suggests possi ble solutions for some major observable human resource problems in 

secondary schools Therefore, teachers, educational managers and leaders, students and 

human resource policy makers are the most beneficiary of thi s study. Finally, it might 

serve as a reference for other researchers who want to conduct research on secondary 

schools. 

1.5 Delimitation ofthe Study 

The researcher delimits the scope of his study to motivation, performance apprai sal 

compensation and managerial rol e in human resource management to conduct 

manageable and feasible study. This is because the m<0or elements of human resource 

management that highl y influence human resource management in secondary schools are 

incorporated in this part. They are al so the determinant factor for success of secondary 

schools in process ing materials and encouraging staff to pPJvide quality ed ucation . Thus, 

the researcher believes that this side of human resource management is the most 

appropriate to be studied in relation to the goa l of secondary schools. 

Finally, to make the popUlation more specific, the study delimited to only teaching staffs 

of Addis Ababa Cit y Administrati ve government and pri vate secondary schools full ti me 

teachers. Because they are at central position in secondary schools The stud y is also 

delimited to only private and government schooi~ in Addis Ababa in which missionaries, 

Mus lim organizat ioll, church and forei gn community assisted secondary schools are not 

included. 
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1.6 Limitation of the Study 

There was reluctance of teachers in both private and government to fill the questionnaires 

arguing that time limit. Thus, the researcher has to wait several days to collect the 

necessary information as expected. As a result, the researcher faced time constraint in 

meeting planned time to conduct the study accordingly. However, it did not affect the 

overall study and the result of the study. 

1. 7 Research Design and Methods 

A Research Methods 

To describe the similarities and differences of human resource management practices 

between private and government secondary schools descriptive survey research method 

was used. Descriptive enables the researcher to classify and describe the data gathered 

and analyzed. Moreover, government policy encourages the private sector to take part to 

provide quality education. However, proper human resource management is a critical 

element of all others that contribute to quality of education (Chandan, 2001 ). Thus, to 

show the discrepancies between private and government secondary schools human 

resource management practices the researcher strongly believes that descripti ve survey 

research method is appropriate. 

B. Sources of Data 

The primary sources of data in both private and government high schools were teachers, 

department heads and directors who were full time teachers. In addition, secondary 

sources like publication, books, journals, and other materials were used to give 

theoretical frame to the study through organizing relevant literature review and design the 

research instruments. 

C. Sampling Techniques 

Concerning sample population of private secondary schools, on ly those that began 

teaching and learning process before 2004 were considered as the area of stud y. 

Secondary schools that began teaching after 2004 are thought not we ll staffed . Due to thi s 
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reason, the researcher assumed that they would not provide adequate information as 

expected of them. On the other hand, the schools accred ited before 2004 were thought 

well staffed and the employees can poss ibly identi fy the practices of human resource 

management in which it is smoothly fu nctioning. Thus, data from City of Addis Ababa 

Educational Bureau shows that there are twenty fi ve (25) private and ni neteen (19) 

government secondary schools, which are accredited before 2004. 

Table A Distriblltion of accredited private and government secondary school s befo re 2004 se lected 

NQ Name of schools Sub-ci ties Type of school Selected 

Yeka Gulale GSS PSS 
schools 

I Yekat it !2 x x 

2 Oil-Bar x x x 

3 Kefi legna 12 x x 

4 Kcgnsmach Andargc x x x 

5 Enat Pri mary and Secondary x x oX 

school 

6 Medhan alcm Sec oX x .X 

7 Ethia Parents Sec. oX oX X 

8 Addis Metropolitan x x 

9 KokeheTsihah ';cc x x 

10 MagicCorpctYaka Branch oX x 

II School ofTornmorow oX X 

12 Won dirad Sec school x oX X 

~r Kotcbc Kldanc M ihrc! .X oX 

14 Lu cy Academ y x oX 

These fort y-four secondary schools encompass 4471 teachers that were too large to be 

managed. At the same time, the schools are not evenly di stributed. To make the research 

manageable and to confirm the information provided by the respondent, purposive 

samplings were conducted to se lect the sub cities. It also ensures the sample population to 

be the representative of the total population. If random sampling method was employed 

sub cites as Akaki-kalit might get chance to be selected. However, there was no 

secondary school located . Thus, they were not the representatives of the population 
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Therefore, Gulale and yak a were selected as the areas of study in which the target 

(sample) area contains 16% of the total population. The area holds fourteen (14) 

secondary schools from which eight (8) private and six (6) governments were 

functioning. Therefore, three (3) private secondary schools were randomly se lected (En at 

Primary and Secondary, Kegnasmach Andarege Memorial Secondary and Ethio Parents 

Secondary). Using the same procedures, tlu'ee (3) govenunents secondary were 

incorporated (Di l Bel', Medhalem and Wondirad Secondary Schools). Totall y six 

secondary schools which accounts for 42.65 % of the study area were randomly decided 

on. Finally, there were 339 teachers in the area (254 from government and 85 from 

private). Using random sampling 105 and 50 from government and pri vate selected . The 

number difference between happened to proportionate the sample size with the 

populat ion. To sum up, the distribution of sample population is fair to represent the total 

population of the study. 

The same sub-cities were employed to minimize other physical and geographica l 

cha llenges of human resource management in other sub-cities. 

O. Oata gathering Tools 

Two sets of questiorll1aires containing close and open-ended items were prepared to 

coiled data from teaching staff. Best and Kahn. (1999:229) explain that close-ended 

questions "keep the respondent on the subject and relatively measure the objective of the 

matter." They also recommend that open-end question help the respondent to understand 

and covers wider range of responses. 

Interviews were held with directors to supplement the data gathered from the teachers. It 

secures certain types of confidential information that the respondent is reluctant to put in 

writing. According to Tuckman( 1972) in Cohen and Manion (1994) interview was used 

to gather information having direct bearing on the research objectives. It also provides 

"access to what is inside a person's head. " In add ition , it goes into deeper in the 

motivations of respondents and their reason for responding as they do. 
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Finally, piloting the questionnaire and interview were conducted in one private and one 

government secondary school to check its capacity in investigating the expected 

information. There are some modifications were made. 

E. Presentation of Data 

The data (information) gathered through the close and open-ended question items were 

coded, inserted-into SPSS software, presented in table, interpreted and analyzed using 

descriptive and inferential statistical instruments. Accordingly, information (data 

gathered) from the interview was included in the analysis to strengthen the data obtained 

through close and open-ended question items. 

F. Methods of Data Analysis 

As the study is comparative study, two parties were being compared (private & 

government secondary schools). Conducting a test of significant difference between these 

parties based on the collected data necessary to checking whether there are differences or 

not. Therefore, F-ratio (one way AN OVA) for ratio and interval (Eshetu, 2000; Gupta, 

2001). 

To sum up, the data gathered will be analyzed using percentage weighted mean, one way 

ANOV A. The significance level for one way ANOVA is equal to 0.05 to test the 

hypothesis to accept or reject it 

1.8 Organization of the Study 

This study contains four chapters. The first chapter is the introduction that gives insights 

to what will be discussed in the next part of the paper. It has seven parts (background, 

statement of the problem, significance of the study, objective of the study, delimitation of 

the study, limitation of the study, research design and methodology). The second chapter 

reviews the related literatures that confirm the experiences of the idea of the study. The 

third and the fourth chapters' discuses about data collected through the research 

instruments, which also encompass findings, conclusions and recommendations. 
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CHAPTER TWO 

Review of Related Literature 

2.1 The Evolution of Human Resource Management 

The emergence of industrial revolution of the mid-eighteenth century required larger 

number of workers to operate the newly developed machines. At the same time, 

manager's attention was to increase industrial producti vity through job speciali zation. 

This is because mangers like Taylor, Weber dividing tasks into smaller unit and assigning 

that unit to one employee to increase effi ciency and effectiveness of the workers. 

Accordin~iy , thoughts were overwhelmed various human resource managements along 

with management theories overtime up to today. Thus, an attempt is made to review the 

following three schools of thoughts to get insight of human resource management 

evolution and brief indication to human resource practi ces today. 

2.2.1 The Classical School of Management Thought 

The classical school of management thought emerged in earl y 20lh c having an aim of 

increasing efficiency and effec tiveness of workers. It comprises of administrative 

management theory developed by (max-Weber, Hencri Fayol and their followcrs) and 

scientific management theory, which was developed by (Frederick W.Tay lor Frank and 

Lilian Gi lberts, Gentt and others). 

A. Scientific Management Theory 

During the era of scientific management, scarcity of qualified worker was a great 

headache to the managers in industries. This is because of the innovation of new 

technologies; expansion of market places and promising capi tal needs large number of 

labor. Thus, the managers begin to solve these problems by wise ly using the ex isting 

labor in developing scientific management of labor. It was believed that it reduces cost, 

increase productivity by applying scientifi c method to each job. 

The pioneer contributors of sc ientific management school were Fredri ck W. Taylor Frank 

and Lilian Gilbrths, Gantt and others. Taylor, the most popular sc ientifi c manager 
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believed that not scarcity of labor is industrial problem but the management who fa il to 

find potential solution to it (Terry and Franklin, 2002). Taylor also found that worker 

systemati cally so ldering not to lose their dail y payment on the next day. Therefore, he 

concluded that there is scientifi call y one best way of doing each task as we ll as workers 

can be motivated by economic rewards and limited by physiology, needed constant 

di rection Taylor 1947 cited in (Hoy and Miskel , 1992). Scientifi c management school 

highly focused on physical production, time of production and motion of workers 

(Barners, 1949: 556-567) in Ibid Thus, they undermine the other human resource factor 

that leads them to critique. 

B. The Administrative Management Theory 

The contributors of administrative management theory looked in to the entire system of 

the organization unlike that of scientific management theorists who emphasized to each 

component of tasks Heneri Fayol and wax. Weber is frequently cited person in this 

theory. For instance, Heneri Fayol defined management as "a uni versa l set of functions 

that include fi ve elements: planning, organizing, commanding, coordinating and 

contro lling (Coulter and Robbins, 2005:30). From these he developed fo urteen principles 

of management whi ch he thought that directed to the activities of all managers (div ision 

of labor, authority, discipline, unit of command, subordinate of indi vidual interest to 

general interest, remuneration, centralization order, equity stability of tenure of 

personnel, initiative and esprit de corps (team worker or unit is strength). At the same, 

max . Weber, one of the famous admi nistrati ve management founders, developed a theory 

of authority structures and negations and relations (bureaucracy). 

Bureaucracy is an ideal type of organization characterized by division of 
labor, a clearly defined hierarchy, detail rules and equations promolion 
and selection based on competence, and impersonalilY relationship between 
members in the organization (Narayana and Roa, I 987). 

From both schools of scientifi c management one can observe that human factors 

especiall y the psychological dimension seems forgotten. However, they contribute too 

much about management systems to the contemporary writers ' : labor div ision, ru les and 

regulations and authority of Weber; the five managerial element of Fayol and 
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specialization of Taylor. Human resource happened because of their philosophy that 

states impersonality, rationale of deci sion and one best way of working initiatives. 

To overcome thi s sh0l1 comes; the human re lation school of management thought was 

developed. 

2.1.2 Human Relations Management School of Thought 

It is obvious that managers get things done through people. Some scholars like Owen, 

Muntserberg, Follett, and Barnard and. Mayo studied about the human dimension of 

organization. 

From aiL Mayo was the most proponent of human relation movement management 

thought. This school was the most contri butors of human resource management unlike 

the classical school of management thinkers who viewed organization as a ' machine' and 

workers as ' cogs' in a machine. On the other hand, classica l school of management 

thinkers was subjected to a certain principles and laws in its design and management. 

They emphas ized rationalist, financial incentives, impartiality, technical, competence and 

"authoritariani sm" way of governing (Narayana ami Rao ,1987:49). Where as, the human 

relation movements found that human factors especiall y the psychological dimens ion li ke 

attitudes, fee lings, working environment is very important in addition to the financial and 

phys ica l fac tors. Therefore, it is concluded that money is not the only motivator but there 

are others that has to be fulfilled to motivate worker so as increase productivity and 

red uce cost. 

2.1.3 The Behavioral Science School of Management Thought 

They tTi ed to bring both the organizational objectives and the human factors of the 

organization to compromise the two extreme views of the schools. Hoy and Miskel 

(1992) express classical and human relation approaches forgot the ro le of informal 

interactions and organizational charts correspondingly the behav ioral approach lIsed both 

angle and added proposals pinched from psychology, socio logy, political science and 

economIcs. 
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Chester Bannered, Christ Argari s, Abraham Maslow, Douglas McGregor and. 

Frederick Herzberg are frequently cited scholars who fo und the base for 

behavioral schoo l. They studied extensively the link between moti vation and 

management functions (benefit s, compensation, performance appraisal) 

organizational success. 

To conclude, from all the three schools of thought di scussed above human resource 

management has passed moving from the organization side of rational-economic model 

to the human factor (the social model). Therefore, for effective and effi cient 

achievements of organizational goal, organizations have an inevitable concern to manage 

employees based on the science of human resource management. Under thi s section 

attempts is made to discuss how human resource management function are practiced in 

educational institutions concerning secondary schools. Role motivation, compensation 

and henefits, performance appraisal and managerial role in effective human resource 

management will be di scussed 

2.2 Work Motivation in School 

There is no substitute for effective teacher motivation. Neither regulations 
nor sources, neither technical innovation nor program organizations, can 
significantly alter school performance if the teacher mofivation sys fem fails 
to energize' and shape teachers behavior in ways fhat link educafion 
program requirements /0 student learning need(ciled in Hoy and Miskel 
1992.167). 

2.2.1 Concepts of Motivation 

Many scholars define motivation from different perspective but they all agree that 

motivation is something that dri ves, encourages or initiates someone to perform 

something to achieve the intended goal. 

For example, Baron (1986) in Fox (1993: I 07) defines moti vation as "the set of processes 

that energize person' s behavior and direct it towards obtaining some goals". There are 

various types of moti vational theories like need or content theory, process motivational 

theory, achievement moti vational theory and others. From need or content theory of 

14 



motivation is di scussed for the purpose of thi s research because it is one of the most 

pervasive concept in the area of work motivation is that of human needs Hoy k. and 

Miskel (1992 : 169). To put in a net shell , Herzberg 's two-factor theory is emphasized. 

2.2.2 Need Theory of Motivation 

Need theories of motivation were developed in the 1920s based on the concept of drives 

Fox ( 1993). Abram Maslow, Aderfer and Herzberg were the prominent contributors of 

need motivational theory. 

A. Abraham Maslow's Need Theory of Motivation 

Abraham Maslow changed the believe state that motivation is any derived from the 

physical need by finding the contribution of psychological needs up to self-actuali zat ion. 

He constructed the hierarchy to which the most essentials are at bottom and basic to be 

resumed first before the next step is attempted. His hierarchy of need from the bottom 

(the most important) to the top (the last attainable) are physiological need , security needs, 

soc ial needs, esteem and self -- actual ization (Fox, 1993). 

Malsow emphasized that the physiological needs are the basic ones. Without the 

achievement of the lower level of the ladder, no one can be interested to be motivated by 

the top ones. Thus, the need that derives teachers is the same on the ladder (Ibid). 

Similarly, Coulter and Robbins (2005) described Maslow of hierarchical needs as 

follows: 

I. I)hysiological needs include the physical requirements for the surviva l of the 

individual like food, air water, shelter ... 

2. Safety needs. This category can function when the physiological needs secured. 

Safety need comprises job security, protection from physical and emotion 

di sasters, economic security (benefi ts, health insurance fringes) , desire for an 

orderly predictable environment and the desire to know the limits of acceptable 

behavior. Safety needs can be satisfied through the economic behavior in which 

the organization can insure through pension schemes, insurance plans. 
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3. Social needs as man is a social animal (gregarious being) he /she wants to belong 

to associate, to gain acceptance from association, to give and receive friendship 

and affection. Social need provides meaning to the work and creates mutual 

feelings among the group 

4. Esteem needs. Consists of self- esteem and esteem of others. Self-esteem is 

usually derived from internal factors such as, self-respect, autonomy, 

achievement, self-confidence, competence and freedom. Esteem of others on the 

other hand, related to reputation, need for status, recognition, appreciation, 

attention and respect from colleagues. It can be satisfied when the person get self­

confident, feel strong, and has get prestige from his/her colleague. 

5. Self-actualization need: is a need for realizing (one ' s own Potential) for 

continued self-development and the desire to be come what one is capable of 

becoming. Whether a person is a University professor, musician, a schoolteacher 

or a Poet, that drive to be effective, creative, innovative and happy in that role is 

the manilestation of the need for self - actualization. Unlike the above four 

former ladders of needs decreased when they are attained; it is needed more and 

more as it is attained. 

On the same way, Clayton Alderfer modified Maslow's hierarchy of need by reducing in 

to three leveL These are existence need that includes physiological an safety needs, 

relatedness which contains social need and growth esteem and se lf - actualization (Fox 

1993) 

B. Herzberg Motivation - Hygiene Theory 

He developed the extension of Maslow's hierarchical need theory in to a specific content 

theory of motivation. Herzberg identified those factors which motivate and which are not. 

He called them motivational and hygiene factors respectively (Coulter and Robbins, 

2005). The motivational factors are mainly rise from intrinsic motivation, which includes: 

achievement, autonomy, recognition, responsibility, advancement or promotion, task 

itse lf and growth (Narayana and Rao ,1987) 
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Therefore, the absence of motivational factors can prevent both sati sfaction and 

motivation. Thus, the managers has to enrich the job content, increases person' s freedom 

on the work, and appreciate one ' s performance to motivate and satisfy hi s/her employee. 

This in turn , leads to high job sati sfaction and ended with high performance and high 

production. 

Hygiene factors are an extrinsically flourished in which they are not actually targeted to 

the job but surrounding it. This is because Herzberg affirms that the adequacy of these 

factors does not bring satisfaction or motivation but avoid dissatisfaction. According to 

him, hygiene factors gained from company policy and administration, relationship with 

supervisor, work condition, salary, and relationship with peers, personal li fe , status, 

security, reward and incentives 

Therefore, hygiene factor represents to avoid pain in the environment under which the job 

performed. Thus, they are associated with negati ve feelings so that they prevent or 

remove di ssati sfaction but not bring sati sFaction (Pipette, 2004). 

2.2.3 Applications of motivational Theories in Secondary Schools 

Recent studies have shown conclusively that teachers are motivated more by intrinsic 

than by extrinsic rewards. Pastor and Erlandson (1982) conducted a survey, which found 

that teachers perceive their needs and measure their job satisfaction by factors such as 

participation in decision-making, use of valued skills, freedom and independence, 

challenge, expression of creativity, and opportunity for learning. They concluded that 

high internal motivation, work satisfaction, and high-quality performance depend on 

three "critical psychological states": experienced meaningfulness , responsibility For 

outcomes, and knowledge of resu lts. Maslow hierarchy of needs theory commonly 

applied in any organization because it is based on the needs of individuals to meet. 

Accordingly, teachers in school have series of physiological , psychological and social 

needs to satisfy thei r basic needs to insure their survival. These three lower level needs of 

Maslow (defic iency needs) have to be sati sfied before trying to attain the next two above. 

This is because with physiological, security and social assurance, teachers do not li ve 

healthy liFe and cannot grow. As it is decisive to teachers', grow and develop as 
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individual , without this he/she may be exists physical but not psychologically. Fox (1993) 

describes the role of Maslow hierarchy of need in relation to schoolteachers as follows: 

I. Physiological needs (the need for food , drink, shelter and sex) when these needs 

satisfied that, the teacher would be at school. Without Physiological sati sfaction , 

it is impossible to talk about other motivational factors in relation to teaching. 

2. Security- For teachers security needs are job security, pension, working 

conditions, students' characteristics etc. A teacher who, confirm his/ her security 

need can be motivated to solve some teaching learning related questions or 

problems. 

3. Social need - when teacher satisfied with the security need that they motivated by 

social need. Ai this time, they strive to develop positive relationship with their 

peers, students, and head teachers and among the whole staff in general. These are 

followed by love, belongingness and affection, which in turn, construct mutual 

understanding orthe staff that enhances teachers' motivation. 

4. Esteem: At this level, teachers need recognition, appreciation to be considered as 

competent and to be respected (reputation) as a good teacher and I1lce person 

among their colleagues, in front of their students and in the society. 

5. Self-actualization: Teachers are not only motivated by payment, acceptance, 

recognition and competent but also need to grow and develop in their profession. 

This is a need to acquire new skills and operational their knowledge and skill in to 

the real world. 

Thus, teachers who are not satisfied by physiological , security and social needs do not 

motivated by the top level of hierarchy. Similarly, Herzberg two-factor theory of 

satisfaction and dissatisfaction are also useful in school context to motivate teachers. He 

supposed that dissatisfaction factors like teachers ' pay, working conditions, quality of 

head-teacher, relationship with others, job security and school are not likely to motivate 

teachers but they can avoid dissatisfaction. For instance, improving teachers ' salary does 

not motivate the teacher but that may remove hislher dissatisfactions. 
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On the other hand, motivational factors (satisfiers) that are based in to the job itself 

(feeling of achievement, recognition of accomplishments, challenging of the job itself, 

responsibility, opportunity for promotion and professional development or personal 

growth) increases teachers motivation when they are offered adequately. 

To sum up, the introduction of Herzberg two-factor theory helps as to identity the bases 

for satisfaction (motivation) and dissati sfaction , which are not stem from one factor. They 

are different and separate. Therefore, to motivate teachers the motivators have addressed 

than the hygiene one. 

Job satisfaction is the perceptions, expectations and expenences that individual 

developed in an organization can determined the job satisfaction of hi s/her commitment. 

Thus, job sati sfaction is the positive emotional state resulting from evaluating one's job 

experience (Jackson and Mathis, 1997). 

Fox (1993: Ill) explains that there are certain elements that make the teachers dissatisfy 

at work. These are "pay, working condition, quality of head teachers' relation ship with 

others, job security and school policy." 

Therefore, increasing payment or ensuring job security cannot motivate the teacher in the 

school but it can remove di ssati sfaction , which mean nut sati sfaction. In addit ion to this , 

Fox (1993) advised that to motivate teachers in a school , it is better to close look at the 

motivational factors of Herzberg or Alderfer" s growth factors such as: feeling of 

achievement, recognition of teaching profession (prestige), interest to the job (teaching), 

responsibility of teachers on teaching, personal /professional development and providing 

opportunity for promotion. 

All theories of motivation tell as that teachers have unmet internal and external needs. 

Where as motivation is the energy that teachers use to fu lfill their needs. Though job 

related satisfaction and dissati sfaction based mostly on perceptions, expectations, and 

experiences to words the tasks and surrounding the task, there are observable di fferences 

on the feeling of sati sfaction and di ssatisfaction among teachers. It happened because of 

the individual interest and level of need as well as the way one perceives (view) is 

different from others. In case acquiring more what is expected having positi ve experience 
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and perception are usually related to job satisfaction of teachers. Where as the external 

reward (extrinsic) one can reduce di ssati sfaction but not increase sati sfaction. 

2.2.3.2 Characteristic of Satisfied and Dissatisfied Teachers 

There are a number of variable (characteristics) that re lated to job sati sfaction and 

di ssati sfaction of employee working in any organization whether company, uni versity or 

school. These variables characteri zed by absentee ism, turnover and deri ved from 

educational level, occupational (positions), organizational site, age and sex. Some of 

these characteristics of job satis faction and dissati sfaction are summari zed as fo llows 

from (Jackson and Mathis, 1997; Coulter and Robbins ,2005 and Mayber and 

Thomson,1994) 

A. Absenteeism though the relation is too tight, satisfi ed employees have lower 

absenteeism than di sappointed ones. 

B. Turnover, many researches reveal that there is a strong relationship between job 

di ssati sfaction and turnover. Dissati sfied employees have high leve l of turnover, 

which is characterized by high absenteeism. Where as, these who are satis fi ed are 

conunitted to their work that provide them with both intrinsic and extrinsic 

motivatinn. These interns avoid or reduce leve l of turnover. Teachers' 

sati sfactions can reveal from their performance. Therefore, performance appraisal 

will be di scussed in the next topic. 

2.3 Performance Appraisa l 

High quali ty teaching is essential to improving student outcomes and reducing gaps in 

student achievement. The Teacher Performance Appraisal System provides teachers with 

meaningful appraisals that encourage pro fessional learning and growth. The process is 

designed to fos ter teacher development and identify opportunities fo r additional support 

where required. 
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2.3.1 The Concept of Performance Appraisal 

Scholars detine performance appraisal differently though their essence is the same. For 

example Terry and Frankl in (2002) defined, that performance appraisal is a periodic 

evaluation of an employee's job performance level against the job stated or presumed 

requirements. Coulter and Robbins (2005) described that appraisal is a process of 

establi shing performance standards and appraising employee performance in order to 

arri ve at object ive of human resource decisions as well as to provide documentat ion to 

support those decisions. Moreover, Jackson and Mathis (2005 :342) defined performance 

appraisal as a process of evaluating how well employees do their jobs compared to a set 

of standards communicating that information to those employee. 

All of the three defi nitions of performance appraisal can be summarized as performance 

appraisal is a process of formal and systematic evaluation of employees performance to 

ensure how, what and when an employee can accompl ished hi slher duties based on per­

prepared criteria. These accounts for his/her career planning, benefits or punishments. 

Thi s tells us that performance appraisal has importance to both teachers and appraiser in 

which the teachers can get promotion and feedback to improve hi s/her performance and 

the employer can get information to decide of human resource function . 

2.3.2 Characteristics of Effective Performance Appraisal 

Though performance appraisal systems expected to he rational and legally acceptable, 

most of appraisal methods exposed to critics. However. apprai sal systems that give an 

emphasis to the foll owing variables and legall y defensib le are li ke ly to achieve the 

apprai sal goal. Therefore, effective performance appraisa l ha, the following 

characteri stics summari zed from Fleicher, 1997; Jacks()n and Mathis ,20(j5 and Coulter, 

and Robbins. 2005). 

A. Appraisal criteria are standard and commonly used fo r measurJng perfo rmance 

criteria fur evaluating job performance class ified as fruit-based , behavioral-based and 

result s-based. 
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1. Trait-based- is a criterion that identifies a subjective character trait such as 

pleasant personality initiati ve or creativity but it has little to do with the specific 

job. It wages to decide of human resource because of its adaptability and general 

behavior. 

[I. Behavioral based criteria- It focuses on specified behaviors that lead to job 

success. They are more difficult to develop but have the advantage of clearly 

specify ing the behaviors that the management has to see. A potential problem is 

that there may be several behaviors, all of which can be successfu l in a given 

situation. 

1Il. Results-based- Criteria look at what the employee has done or accomp li sh. It 

works very well for some jobs that are easy to measure and appropriate. However, 

there are parts of jobs which are equally important but no measurable may be left 

out. 

B. Appraisal standards-must be realisti c, measurable, and clearly understandable. 

Performance standard and benefit for both the organization and the employees. To 

develop the appraisal standard one has to communicate the employee befi)re setting it; 

apprai se the ri ght way to do the job. In most of the cases, effective standard developed 

(constructed) to measure: quality of output like the result of national examination (GSeE) 

for students ; manner of performance (methods of teaching i.e. students' center); effective 

in case of resources (teaching aids and materials); ti melines of result (students' dropout) 

C . Appraiser Choice- Choice of performance apprai ser is criti cal to avo id bias because 

of lack kno wledge or fonner disagreement that affect apprai ses motivation and leads to 

wrong decision. Appraiser may supervisor subordinates, team, outsiders, self appraisal or 

outsource collection. 

I . Supervisors-they are the most immediate person to evaluate the employee' s 

performance reali sticall y, objectively and fairl y as they now what is and to what 

extent jobs are accomplished. 
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2. Subordinates-here, the employees can appraIse their boss on the bases of 

communication, relationship and mutual understanding of each other' s. 

3. Peers- are especially useful when supervisors do not get the opportunity to 

observe each employee' s performance but other work group members conduct 

evolution. It has al so an importance in enhancing motivation relationship among 

workers and understands of general goal. 

D. Selection of appraisal methods 

Selecting the methods of appraisal is a great contribution to the effectiveness of the 

appraisal result. The method that is best suit with the critical performance is a method 

contingent to the job described or deities and responsibilities of the individual expected to 

accomplish. 

Thus, there are van ous appraisal methods commonly used to measure job relate 

performance of the individual. These are: graphic rating scale, checklist, forced choice, 

comparison, forced distribution, critical incident, essay field review, behavioral rating 

approaches and management by objective 

All of the apprai sal methods have their own weakness and strengths due to its lack of 

objectivity. Their objective merely focused on personal factors such as att itudes, 

perception, and personal quality than the actual work performance. 

In case critical in incidents, behavioral rating approaches and management by objecti ves 

are more potentially preferable than the methods li sted so far to measure job 

performance. Thus, it minimizes subjectivity of the appraised. For instance, in cri t.i ca l 

incidents, the supervisor bas to record employees ' performance whether good or bad. In 

rating and in behavioral anchors scales the appraiser records job behaviors in accordance 

with spec iJic standard. Thus, both critical incidents and behavioral anchor scales measure 

the behavior of job perfo rmance. On the other hand. management by objec t measures the 

apprvpriate length of time needed to attain the goal, which is more of res ult oriented. 

E. Feedback-an appraiser has to communicate with the apprai se after conducting the 

assessment about the findings. In addition, he/she has to present both opportunities for 
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good performance and critics for the poor one. At the same time, how to communicate 

needs attention if not it may result in conflict that reflected on future job performance 

rather than motivating and optimizing employees ' eff0l1 of accomplish his Iher duties. 

2.3.3 Teachers' Performance Appraisal 

Most teachers agree that they should be appraised but evaluating teacher is highly tricky 

and easier said than done. This is because of two elements. One the result of teachers' 

appraisal determines their career development, promotion or even causes punishment. 

The second is appraisal in school held form 'top to bottom or by external supervisor 

where there is no two-way communication or self-evaluation is not commonly observed. 

As appraisal determines teachers, career development or promot.ing, it is a crucial issue to 

be conducted in rationale manner. It identifies in-service training needs for both their own 

benefit and that of school. Where a change of job is appropriate, candidates for promotion 

pay increment or capabi lity of solving problems provide as evidence in disciplinary and 

dismissal cases and used as evidence in awarding of discretionary payments. For 

example, extra increment, incentives, allowances inter incremental extension of standard 

scales (Conner and Worth, 1994: 167-8). 

An effective appraisal of teachers' bears a close look to the effectiveness of the appraiser, criteria 

of appraisal, confidentiality of the results and negotiation of teachers and feedback before, while 

and after performance appraisal conducted. Accordingly, Furteli (1986:58) in Andrews (1995: 1 7) 

exp lains. 

Teachers do not want evaluation done by someone slanding oUlside to 
classroom door or some one who lurns on the public address system and 
lislens in a classroom or by someone who steps in to classroom 10 deliver a 
message and laler calis Jor stopover an evaluatiol1. Teachers wal1l to know 
whal evalualion inslrumenl will be used. They wanl Ihe evaluator 10 come 
in 10 the classroom Jar al leasl five jidl periods and provide them wilh oral 
or written/eedback. 

Therefore, the choice of appraiser, the methods llsed for appraisal, the confidentiality of 

the secret and agreement of teachers plays a gTeat role in the successfu lness of teachers' 

performance appraisal. 
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A Appraiser Choice- The selection of teachers' performance appraiser has to look for 

competent, educated, and experienced in pedagogy and methodologies of teaching. In 

add ition to these, good observational skill s, document objectively what is observed, 

credible, trustworthy, unbiased, respect and recognize teachers work is very important 

(Rows, 1993:45); Keep privacy of the results. Furthermore, openness to communicate 

well , persuade, ass ist teachers for mutual benefits be reasonable, let the teachers to 

express their feeling and others. 

On the other hand, literature confirms that head teacher, department heads, peers, 

students and the teacher himself/herself are legall y accepted appraisers of teachers in a 

school (Central, 1975 in 8egashaw, 2006). 

I. Depal·tment head as on appraiser as an immediate supervtsor, he/she has a 

responsibility for handling a particular di vision. Accordingly, he/she must 

appraise his/her followers ' performance based on the data he/she mounts up . 

II. Colleagues as appraisers in thi s case the peers, especially the experi enced or 

experts can appraise based on classroom observation, preparation of materia l or 

ski ll of subject matter. They usually recommend than direct appraise the teacher. 

III. Stuclent appraisal students' apprai sal of teachers' performance weighs any of the 

appraisers and it is widely used to improve teaching (Curse 1987, in Thompson 

et.al 1990). This is because students are directly contact/observe the teachers' 

classroom teaching (method he/she used, sk ill of subj ect matter, usage of teaching 

aid etc) as well as the effect ives of the teacher also reflected on the students. 

Therefore, the feedback or students response have direct rel ation with teachers ' 

performance. 

IV. Self-appraisal it is conducted by the individual teacher. However, teachers many 

tend to overestimate their performance in comparing to that of student s. It may de 

motivate the teacher (Casey et.a l 1997 in Begashaw 2006). 

To sum up, teachers' performance appraiser should se lect based on teacher interest as well as 

expected to be rati onal. Similarly, the direct result of performance appra isa l is co mpensati on and 

benefits. Therefore, the next pottion of this un it is going to dea l about it. 
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2.4. Compensation and Benefits 

2.4.1 The Concepts of Compensation 

Any form of financial returns and tangible benefits that is given to the employee on 

behave of the service he/she provides for the institution is compensation (Bernardin, 

2003:214), An individual lived and work in any organization that may be a company or a 

school mainly for two things, The first and essential element is to get economic security 

to satisfY his/her physiological need, The teacher can get these when he or she can go to 

school. Psychological satisfaction is the second issue to be addressed, Thus, the employee 

(teacher) who motivated (interested) performs the job well than the unmotivated one, 

Therefore, teachers have to get compensation to talk about performance, 

A research conducted by Belcher in Monappa and Salyadin (1996: 276 - 274) classify 

compensation issue in to seven categories, These are: wage and salary level, wage and 

salary structure, individual wage determination incentive payments, fringe benefit, 

compensation of managers and professionals and control. 

For the purpose of this study, wage and salary level, wage and salary structure, individual 

wage determination, incentive payments and fringe benefit can be di scussed below as 

they have direct relation with teachers' remuneration, 

i. Wage and salary level 

The government legislation, the market demands, the impact of labor union and the 

philosophy of that organization can determine the wage and salary leve l of any 

institution, Not these all dimensions are equally influential but they have their own 

contribution on the decision of basic salary, 

At the same time, cost of li ving, productivity, prevailing wage rates, ability to pay, 

attracting and retaining of qualified employees (teachers) also plays a great role in 

formulation of basic salary (Monappa and Salyadin, 1996), 
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ii. Wage and salary structure 

In most cases base salary structure program is belongs to the organization at first step. 

However, there are several option proposed by various researchers to plan basic 

salary. For example, Bernard (2003) wrote that it is possible to pay equal for all 

workers who assigned to do the same job. Pay also structured based on tenure, sti ll , it 

is possible to use the combination of the two above farther more. he proposed which 

is popular nowadays-incentive opportunity. 

iii. Incentives payments 

People can work and li ve in organization for which they are paid. They work because 

they expect something of their effort contribution that is incentives. Incentives are 

intrinsic or extrinsic rewards that sustain performance of the individual on the work 

and retain him/her in the organization (Narayana and Rao, 1987:69). Extrinsic 

incentives are financial or non-financial rewards that the individuals collect due to 

his/her excellence in performance. It includes money, bonus, awards of materials, etc. 

On the· other hand. intrinsic which are obtained from teaching itself, recognition, 

certification, appreciation, and prestige are also given to an individual who perform we ll. 

(Frase 1989, in Herman, 1993) compared that providing intrinsic motivations is more 

useful than the extrinsic one. He called intrinsic rewards are satisfiers that leads to 

motivation rather than removing dissatisfaction 

Similarly, (Clay 1993, in Herman, 1993) confirms that extrinsic reward is planned only 

when intrinsic rewards are at lowest level. This tells us that boosting intrinsic rewards can 

leads teachers to on the way to promotion, encourage pm1icipation in decision-making, 

develop individual confidence and provide respect from peers and students. 

Therefore, any educational institution has to plan to provide intrinsic incentives for the 

teachers so that they feel self confident, responsible, and excellent performer of their 

duties on time. Thus, the management has to up grade (both) teachers 1110ral and their 

participation in governance. 
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2.4.2 Benefits 

Benefits are a payment given to an individual indirectly to help ass ist the worker in 

enhancing his/her job performance. It also given to attract and creates stable work 

environment through vanishing workers personal or family problems Monappa and 

Salyad in (1996) 

They are two types of based on its criti cality: 

l. Fringe benefits that include status (car, entertainment facilities holidays, foreign 

travel, and telephone), security (medical, insurance,) and educational and work 

benefits like office accommodation, training etc.) 

II. Key benefits like retirement counseling and house purchase. 

On the other hand, Bernardin (2003) categori ze benefit in to fi ve elements. These are: ­

governmental mandated program; employee welfare program medical care, disability 

payment, hospital care; pension plan long term capital accumulation; time off program 

paid or unpaid vocation, sick leave, sabbaticals and employee services tuition for chi ldren 

schooli(lg, housing, reelections and counseling programs. Therefore. employee (teachers) 

can retain working through the institution when they are sure that their institution IS 

besides them daring damage times and when they have a bright future living style. 

2.5 Managerial Roles of Effective Human Resource Management 

2.5.1 Facilitate Communication 

Communication is an evolutionary, cu lturally dependent process of sharing information 

and creating relationships in environments designed for management goa l-oriented 

behavior (Fisher, 199 :5) It consists of all process th rough which information is 

exchanged (verbal or non-verbal). Effective communications takes place when the 

li stener and the speaker have common understanding on the same issue. It occupies fift y 

to ninety percent of management 's time because managers need communication for all 

managerial functions (planning, organize, staffing, di rectly, motivating, contro lling, 

coordinating and reporting) are done (Coulter and Robbins, 2005). The managers also use 

communication to identify problems, investigating so lutions and to impose decisions. 
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Therefore, to be effecti ve communicator IS essential for managers. Effective 

communicator manager has the following characteri sti c according to (Terry and Frankin , 

2002 : 176-7 and Blase (1 994). 

1. Recognize essentiality- The manager has to recognize the cruciall y of 

communication in findings of problems, draw up plans, assist employee to sati sfy 

their basic needs/interests and check on the results. 

2. High human relations effective communication builds a base in developing good 

relationship between management and subordinates. These help the manager to 

communicate easily. Where, honesty, factuality and complete information have to 

be di stributed. 

3. Plan what to communicate; effective communication has to be planned 

considering the goal , time and way of presentation. 

4. Opermess and Trust- To understand how openness and trust eliminate in 

communication helps one has to know about Johari window. It tell s us that an 

individual has areas of open, blind, hidden and unknown personality. Thus, the 

manager has to develop the following skill s. 

A. Active listing - recognizing, payin g attention to the speaker and understand meaning 

B. Paraphrasing - checkin g the meaning aga in/clarify the meaning 

C. fmpression checking - confirm the meaning 

D. Giving f massage - consider the meaning from the pos ition of the speaker (B lase, 
1994:22) 

To sum up, communication is a basic element in any organization that some authorities 

like (Narayana and Rao, 1987) considered it as a blood in human body that ci rculates food 

and oxygen for the survival of life. Thus, the managers (the educational leaders) have to 

communicate well to promote school improvement through building co llegiality, trust 

and co llaborati ve working relationshi p among teachers. It in turn, promote classroom 

teaching which ended with improved learning out comes for students (Harris and 

Lumbert, 2003). 
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2.5.2 Managing Conflict 

Confli ct is a perception of individuals incompati ble or unbalance of benefits, values that 

caused due to other parties interfe rence (Coulter and Robbins 2005). The bas ic fact of li fe 

ex ists wherever you fi nd individual or group in organizations there is confli ct (Narayana 

and Rao, 1987). 

Therefore, conflict is inevitable that cannot be avoided in any organization because of the 

social system and interaction due to job relations or work process are always their where 

there is group. (Coulter and Robbins, 2005). 

There are three various views evolved concerning conflict. The first one is trad itional 

view of conflict where it always thought to be bad and has to be avo ided. The second 

view is the human relation view that argues that confl ict is natural and inevitable which 

happen in any organ ization; not negati ve rather it has a contri bution fo r the progress of 

workers perfo rmance. Regard ing this Bales (1 994 24 :5) states: 

Conflict is inevitable. /n fact, many types of conflict considered normal 
and even, necessary for organizational change and improvement. our 
differences naturally emerged and 'put on the table ' These allow us tn 
discuss over problems and to explore alternative ways to resolve them. 
With good communication, we are able to work through our conflicts and 
create beller schools where all concerns, ideas, and needs respected to 
where all people strive to be their best. 

He al so added that confl ict usually guides to win-win result rather a situation where 

some one fi ni shes ahead and the other left behind. Thus, a principal has to recognize and 

welcome conflict to produce a mutual competition among teachers. 

The third view is the interaction ist view where confl ict is va lued as both posit ive and 

negati ve. Some confli cts are seen as supporti ng the goa l of the work group and improve 

performance constructi ve nature (functional group). Whereas others are destructi ve ancl 

prevent a group from achieving its goal (dysfunctional) (Coulter and Robbins, 2005). 
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2.5.3.2 Method of Conflict Resolutions 

To make confl ict functional, looking for an appropriate method of conflict resolut ions is 

vital. There is no one best way of so lving conflict at various situations. Narayana and 

Roa, ( I 987)and Coulter and Robbins (2005) advise that there are fi ve options of confl ict 

resolutions based of the managers ' interest to more or less cooperative and more or less 

assertive. These five methods explained as follows: 

I . Avoidance (withdraw) - is a method when one party remove involvement in discussion 

about the disagreement. Here, the conflict is neither so lved nor aggravated but hidden . 

2. Accommodation (smoothing) - is a method when one party sacrifice and they try to 

avo id the difference where as smoothening their interests. 

J. Compromising (lose- lose) - in the case each can negotiate by losing some of their 

interest to come to agreement. 

4. Dominance (competition) - that. used when one patty is more powerful than the other is. 

Th us, the powerful one forces the other party to accept un wi llingly 

5. Problem solving (confrontation/collaboration) is reso lving conflict by seeki ng an 

advantageous solution for a ll patties through open and faithful discussion on the sources 

of the confl ict. 

2.5.3.3 Sources of Conflict 

As it is discussed above though the main sources of conflict are task relation ship and 

process, there are also some specific sources where conflict can raise. Knowing these 

lend a hand the managers to solve conflict eas ily. These source summarized from 

Narayana and Rao(l987) as follows: 

The incompatible goals, high task interdependence, inequality of resource allocation, 

competitive incentive and reward among teachers, di sagreement of line and staff, 

difference in values and perceptions, heterogeneity of members communication 

di stortion, lack of participative decision making and low formalization are the main 

sources of teachers' conflict. 
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2.5.4 Applying Appropriate Style of Leadership 

2.5.4.1 The Concept of Leadership 

There are many definitions of leadership have proposed by various scholars. However, 

most of scholars who defi ned leadershi p agree on the concept of the term, as it is process 

of driving tasks in a direction to be performed in a given situation (Narayana and Rao, 

1987). Therefore, leadership is a relationship among a group where one influences the 

other and the other accepts the inference; continues process that what a person does not 

and what he does. 

According to Fox (1 993: 153), " leadership is the influence that the teachers have over the 
pupils, and is based on the concept of referent power. " I-Ie also advised that to be 
effective leadership teachers have to analyses 

Power - the power they posses of their position and the exposition to reward and 
punishment 

Task structure - knowledge about what is expected of students. 

Relationship - intimacy between students and teachers. 

Thus, the teachers have to use his/her power fai rly, structure and clarity of the tasks and 

develop tight intimacy with students and peers so as to lead them properl y. 

Accordingl y, Harris and Lambert (2003) stated that a teacher is to be called skillful when 

they acquired a skill that permit them to capture the interest of their colleagues, enable 

them to negotiate to improve/promote their school and reduce the inev itable conflict. 

They al so have to develop a skill of decision making (participative) which is 

characteristi c through clarity of moral purpose to contribute, content indication to the 

vision in action frequent recognition of future challenges and openness to ideas (West 

Burnham (1997: 11 8) 
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2.5.4.1 Theories of Leadership Style of Leadership 

Leadership is an integral part of management and plays a vital role in managerial 

operations. It has a history equal to when human being begun to work in-group. The early 

researches on the evolution of leadership there is rooted in to the leader's trait the 

interaction of the /behaviorali and the task he/she perform situational. 

According to Narayana and Rao (1987) and Coutler and Robbins (2005) the traits 

founders were argue that the personality of that leader like ability, (intelligence and 

initiative), personality traits (self-assurance, maturity, decisiveness) and motivators 

(power over others, job security and self-actualization plays a great role to be an effective 

leader. However, there is no research that confirmed these assumptions. 

On the other hand , the behavioral their it's were based the behavioral dimension of the 

leader. There are various universities that looked in to these researches from these: 

i. Lowa Universities- There Researchers Identified Three Styles of Leadership. 

Autocratic style is a hierarchical and goal-seeking approach, here, decisions made at 

center. 

... is a characTeristic of leader who goes by the book. Subordinate is 
expected 10 conjirm completely with he bureaucratic expectation .[he 
leader perceives his Iher position or office as a center of authority and 
vigorously applies the same rules and produce to al! subordinate. 

Democratic style polices, rules and goals are set in to implementation through 

discussion. The leader can share his/her powers as well as professionals have a power of 

expertise. 

Laissez-faire style in this case the group has complete freedom therefore, to do there 

way their own advantage and disadvantage. From all the democratic style has more 

imp0l1ant than the other does as a school is loosely coupled. 

i. Ohio State University two Dimensions of Leadership Style 

Initiating structure is the behavior of the leader to identify role, organize work and work 

relationship to attain the goal. Consideration is the extent to which the leader trust and 

recognized his/her members. Thus leaders who promote high initiating structure and 

consideration of the group are more likely fruitful. 
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iii. Michigan University 

They developed a managerial grid having two dimensions (concern for the people and 

concern for the product) . It is developed on the horizontal axis concern for product and 

on the vertical ax is concern for people having a scale runs from 1 to 9. This in turn, 

produces fi ve managerial gi rd of style like: improvised management (1, 1), middle of the 

road management (5, 5),Task management (9, 1), country club management (1, 9) and 

team management (9, 9)As it is indicated in Coulter and Robbins (2005) and Narayana 

and Roa (1987) the research reveled that (1 , 1) show law achievement where as, (9, 9) 

recorded higher achievement of their goals. 

Further more, the situational leader ship theorists argued that there is one no best style of 

leadership but it has to be contingent to the environment (situation) where , when and in 

what context that leader need to decide . Thus, leadership is not only traits, behavioral 

(interaction to tasks) but also the situation can dictate the style of leadership ( Chanden 

1987). 

The studies conducted by Fiedler in (1967 and 1974), Heresy, and Blanchard in (1969 and 

1982) identitied the two approaches of contingency theory of leader ship: 

A. Fiedler contingency theory-he examined the leaders ' relation ship (trust), the 

structure of tasks and leaders' provision of legitimate power by the scale he 

developed. Finally, he found that the most preferable si tuation for leader is when 

he/she develops positive relationship, highly structured tasks and made deci sions 

made of legitimate power. 

B. The situational leadership approach Hersey and Blanchard developed no leader 

that is always effective in different situation. Therefore, leaders have to be 

changed on refl exive based on the external pressure. They advise that to effecti ve 

leader for along period the person's trait and situational characteristics are 

complementing each other (Chandan, 1987). 

34 



In genera l, human resource refers to people working in an organization for the attainment 

its goal and survival. Especially, teachers in school to enable the school achieve its 

objecti ves. Therefore, human resource management is a process of acquiri ng, developing 

and maintaining work force that are important for the schoo l to implement its plans 

effectively. It focuses on teachers' related practices such as performance appraisal, 

compensation and benefits and various managerial functions to secure teachers 

commitment and moti vation. 

\ 
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CHAPTER THREE 

PRESENT A TlONS, ANAL YSIS AND INTPERPRET A TlON OF DATA 

In this section, data gathered to compare the practice of human resource management in 

government and private secondary schools of Addis Ababa City Administration would be 

presented, analyzed and interpreted. The data were collected from academic staff through 

self-administered questiOimaires (close and open-ended questions). In-depth interviews 

were also made to supplement the data gathered through questiormaire. 

3.2 Characteristics of the Respondents 

The study population comprised classroom teachers, department heads, unit leaders and 

vice directors from both government and private secondary schools of Addis Ababa City 

Administration. The sampling method, numbers of the respondents and the description of 

the sample area were discllssed in unit one of section six. Accordingly, a total of 100 

participants, 82 percent male and 18 percent female were all from three government 

secondary schools (GSS) involved as the respondents. The schools are Oil-Bar, 

Medhanalem and Wondirad. On the same way, fifty (50) from which 47(94 %) male and 

3(6 %» females were selected as a source of information from three private secondary 

schools (PSS) These are Kcgna Andarge Memorial Secondary School, Enat Primary and 

Secondary and Ethio Parents Secondary 

As the number of males in the sample population is six fold of the female teacher 

participants, the findings might be male dominated ideas. The domination of the male 

population might be the result oflow number offemale teachers in secondary school. 
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Table 1: The Characteristics of Respol/dent 

~~--

Respondel/ts 
NQ Items 

I Government I>rivate 
No % No % 

-~'8i 1 Sex ~a1e 82 47 94 
Female 18 18 3 6 --

I Total 100 100 50 100 
2 Age 20-27 32 32 14 28 

28-34 32 32 25 50 -
>35 36 36 11 22 
Total 100 100 10 100 

3 Service in 1-5 30 30 36 72 
schoo l 6-10 38 38 8 16 

11 -15 14 14 3 6' 
>16 18 18 3 6 -='""'-

100 100 -~ Total 100 50 
4 Total service 

~ 
5 5 16 32 

I 
6-10 15 15 18 36 
11 -15 42 42 9 18 
~- 38 38 7 14 

Tota l 100 100 50 100 

I 5 
Qualification ~~Hna ~._ 22 22 9 18 

~~e 63 63 37 74 

I Masters 15 15 4 8 
Tota l 100 100 50 100 

6 Service areal Classroom Teacher 80 80 32 64 
11 11 10 20 I D~al1ment head 

l_l Unit Leader -; 7 5 10 
, V ice Director 2 2 3 6 
[ Total 100 100 50 100 -

As indicated in table 1, 32 percent of respondents in government school were in age 

category of twenty to twenty seven years, 32 percent were twenty to thirty four and 36 

percent of them were thirty five years old and above. On the other hand, 2.8 percent, 50 

percent and 22 percent of the respondents from private secondary schools were twenty to 

twenty seven, twenty to thirty four and thirty-fi ve years old and above respective ly. 

Therefore, most of the respondents were yo ungsters that account 64 percent for 

government secondary schools and 78 percent for pri vate schools having age of thirty­

four and below year. From these one can conclude that the ideas of yo ungsters were 

highl y re fl ected in thi s study, as the sample respondents were yo ungsters dominated. 
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Regarding, qualificati on, of all respondents in govenU11ent secondary schools 63 percent, 

22 percent and 15 percent were first degree, diploma and master holders respectively. 

This shows that more than half of the government school respondents were first-degree 

holders . Similarl y, 74 percent (37), 18 percent (9) and 8 percent (4) of private secondary 

school participants were degree, diploma and master holders respectively. Therefore , one 

can say those degree holders were the central part of the research. This might be 

happened because of the Minister of Education requirements of first degree to teach in 

secondary schools. 

Most of the respondents were teaching in grades, nine and ten which comprise 53 percent 

of the respondents in government secondary schools and 54 percent in private secondary 

schools. Accordingly, 36 percent of government secondary schools and 20 percent of 

private secondary schools were teaching preparatory. Wh ile, II percent (26) taught from 

9 -1 2 or might not assigned to teach (vice directors and unit leaders) in government and 

private respectively. 

Furthermore, item nQ 6 identi fy the roles of teachers in the schoo l. 80 percent of the 

respondents were classroom teachers I I percent of them arc department heads 7 percent 

unit leaders and 2 percent vice directors are fro m government school. At the same time, 

64 percent of respondents, 20 percent ( 10), 10 percent (5) and 6 percent (3) of teachers, 

department heads, and unit leaders were respondents from in private secondary schools. 

Therefore, classroom teachers' belief and ideas take the lion's share in the finding of thi s 

study. 

The services of the respondent were described from two angles: service in current school 

and total service year. This was intended to identity for how long that a teacher stayed in 

school in terms of years. Regarding thi s, item nQ-3 indicates that 70 percent of 

government secondary school teachers have an experience of more than six year in their 

current school ; where the rest 30 percent served from 1-5 year in their current school. 

Similarly, 72 percent (36) of private secondary school respondents have an experience o f 

less than fi ve years and 28 percent ( 14) served six and above years. Th is information 

makes confident that the respondents were matured enough in both ages, qua li fication in 
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expen ence to respond correctl y to all questions. Therefore, the ideas of experienced 

tea(;hers from government and relatively newly recruited teachers from private secondary 

were reflected . 

3.1.1 General Perception of Teachers towards their School and 

Profession 

Table below indicates that the majority ass of teachers (60 percent) reported that they 

did not have an interest to stay at their school because of salary problem, and physical 

and age problems. There were teachers who responded that they did not know why they 

need a change. Consequently, 90 percent of teachers responded, "yes" to the question 

"Do you want to look fo r other job rather than teaching?" and almost 97 percent of them 

answered that they would like to leave their school if they have chances to get another 

school or job. From rhi s, one can conclude that teachers were generall y; at school but 

thinking outside except the few who repli ed "we need the profession though we are not 

happy." 

On thc same way, 65 percent of private secondary s(;hool teachers were responded that 

they do not want to stay in their current school. Accord ingly, 95 percent of them were 

looking for another job rather than teaching. Yet, all of teachers in private secondary 

schools were on tip to leave their school at any time. 

Table. 2: Gel/eral perceptioll of teachers toward~· their school alld professioll B ,,,., Yes (%) No (%) 

GSS PSS GSS PSS 
._-----

I Do you want to work in this school at least for live years? 40 35 60 65 

2 - .-t Do YI.lU want 10 look for other job rath er than teaching 90 95 10 5 

I 3 _._-J I fyau have choices, do you want to leave your school at any time? 97 100 3 -
, ! 
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3.2. Analysis and Interpretation of human Resource Management 

For the purpose of analysis part one is divided into two parts: intrinsic and ex trinsic 

motivation factors. Part two is also classified into teachers ' perception of their appraiser, 

criteria development, its effectiveness and acceptance of the appraisal result. Moreover, 

teachers ' salary satisfaction, incentive and fringe benefits are analyzed under part three. 

Finally, the role of school management in handling teachers, communicating teachers so 

as to develop common understanding about the objective of the school ; approaching 

teachers to so lve conflicts and leadership style would be analyzed. 

3.2.1. Teachers' Degree of Motivation 

Understanding job satisfaction is critical to the success of school and continues to be a major 

topic of research interest. Job sati sfaction , the dependent variab le, was measured by the response 

to the question: "On the whole, how satisfied are you with the work you do, would you say you 

are extremely satisfied , fairly satisfied, a slightly dissatisfied, or extremely dissatisfied with key 

teaching activities?" Therefore, in this section, teachers' degree of motivation in government and 

private secondary schools are compared against two dimensions. These are intrinsic and extrinsic 

motivational factors. To analyze and interpret the data, the average level of teachers' motivation 

was indicated by weighted mean to compare each motivational factors as calculated from the 

responses of level of motivation on five level of likert scale of satisfaction: high=5, medium = 4, 

fair = 3, low = 2, and very 10w= l. 

3.2.1.1 Teachers' Intrinsic Motivation 

Scholars Fax (1993) agrees that teachers gain their greatest satisfaction through a sense of 

achievement in reaching and atTecting students, experiencing recognition, and feeling 

responsible. Accordingly, to collect necessary information from teachers, fifteen 

motivational indicators were utilized. These pointers focused to assess teachers' 

achievement sati sfactions due to their success in their duty or their students ' success. It 

also looks into teachers ' responsibilities recognition and teaching satisfaction. 
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T(tble 3: Teachers' Level of intr insic ,l1oti"atioll 

NJ! Items Government Private Difference 
M SD M SD F-rlltio sig 

Achievement salis/actioll 

I Students are acti ve and successful in my 2.75 1.5 3.65 1.3 .600 .666 

school 

2 Enough lime is given 10 cover th e whole 2.97 1.3 3.74 1.5 1.147 1.356 

portion on lime 

3 I feel happy when I gel my former 3.88 1. 5 3.50 1. 7 .306 .875 
students employed in various sector 
Weighted mean 3. 2 1.4 3.63 1.5 205 2.53 
RespoIJsibilitv motivatioll 

4 Students' disciplinary problems affects 3.2 1.3 3.50 1.2 4.312 .076 
Icachers retent ions in a school 

5 I teach t:ach and every port ion in my 3.07 1.2 3.84 1.3 .326 .023 
subject and finish it on time. 

6 The subject I am teaching is easily 2.80 1. 6 2.47 1.8 .384 .856 
managed. 

7 Teachers conduct ac tion research to so lve 2.70 1.4 2.82 1.5 .258 .933 
the cU frenl problem cr lhe school. 
C umu lati ve mean 2.50 1.2 3. 11 2.7 0.857 .0 17 
Motivatioll from re(.'o£ Ilitioll 

8 I recei ved apprecIation from my 2.82 1.5 3.32 1.4 .430 .825 

I department head 

') There is healthy respectfu l and cooperative 3. 18 1.1 3.92 1.2 .2 13 .0 13 
relationship among tCClchcrs in my school 

-
10 Students in m)' school appreciate their 2.62 1.7 2.97 1.5 .656 .024 

teachers' ski ll and methods of teaching in 
my school. 

I II Teachers admired and praised wh ile they 2.35 I.J 3.05 1.6 .356 """ ~ 
~ 

accompl ished their,duties by their peers. -
Cumulati ve mean 2.84 1.4 3.3 I 1.4 1.42 0.002 
Motivation/rom teaching 

12 Teachers to improve their knowledge and 2.75 1.3 3. 10 1.4 .59 1 .706 

skill while teach ing 

13 Teachers pass long hours in school on 2. 18 1.2 2.42 1.4 .591 .706 

leaching stud t!nls lie free tutorials 

14 I prefer any olher profess ion th an 3.17 1.6 3.05 1.9 2.299 .025 

teach ing 
-

15 I used 10 care more about other 1.83 1.6 1.92 1.6 .69 .675 

I profe3sions but know Ill)' pro fession r E'"'"" mo. ;m~~o"o '" 
I 

16 Teachers have an 1I1111<1110n to 1Inprove 2.05 1. 5 2.25 I.) , .77 1 ,577 
teaching methods 

---.. - '2;;s--i ~~_umUlali ve 2.26 1.4 2.34 1.4 4.88 . i 
t eM' 2.87 1.4 3.34 1.4 3.14 r-584 ! 

.~ 

-- - -SD- all round to one dig it a - O.05 DI - ( I 00, I Jfol GSS & (50, I )for PS~ 

eM *= Cumulative of all factors 
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Table-3 reveals that teachers level of motivation from their students ' activeness and time 

fo r accomplishments was medium fo r GSS teachers ' with mean of2.75 and 2.97 bUI high 

for private secondary school teachers having mean of 3.65 and 3.74. On the other hand, 

both government and private secondary school teachers were highly moti vated in their 

students' ability to get employed in various sectors, which is indicated by a mean of 3.88 

and 3.50 respectively. Thus, one can deduce that private secondary school teachers were 

motivated higher than their counter part teachers in government with relative terms. 

However, both private and government secondary school teachers have high motivation 

having cumulative mean of 3.20 and 3.63 without significant difference as p (2.53) which 

is greater than 0.05 for all the three factors. 

The capability to fina li ze the whole portion of a given subject in a given time, fu lfilling 

duties and responsibility without hesitat ion, knowledge of the subject matter one taught 

and conducting action research were used as indicators of responsibility. Accordingly, the 

responses gathered are presented as fo llows : 

Item nQ 4 of table-3 depicts that teachers were highl y motivated in teaching each portion 

of their subject; including to fini sh it on time in both government and private schools 

hav ing a mean of 3.07 and 3.84 respecti ve ly. However, teachers in private secondary 

schools were not sure of their ability in managing the subjects they were teaching, where 

teachers in government schools have slightly higher than their counterparts in private. 

This might be because of the less experienced teachers in private secondary school (due 

to lack of experience in handling their subjects), which is indicated by the mean of 2.45 . 

[n general , as cumulative mean is medium, teachers were slightly sati sfied wi th 

accomplishing their duties and responsibility. Yet, there is no significant difference in 

accomplishing their duties between teachers in private and government where p (2.72) 

which is greater than 0.05 for all items. 

Teachers in both government and private secondary schools were not motivated with 

their students' di sc ipline problems that are indicated by 3.2(GSS) and 3.5(PSS). Though 

teachers were expected to produce democrat and disciplined human behavior in school, 

they preferred to rush oul of the school as their immediate so lution. This action partly 
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resulted from negligence of most teachers retlected in supervising their students. On top 

of thi s, conducting action research in so lving current school problem got least attention in 

both government and private secondary schools with having the mean of 2.7 and 2. S2 in 

government and private respectively. From these one can deduce that teachers were 

accepted that escaping as a so lution than searching remedy for students' discipline 

problems. There is no significance difference between PSS and GSS as p(.076 ) is greater 

than 0.05. 

Herzberg (1943) that recognition is one of the sati sfiers used in motivation \0 increase 

teachers' satisfaction in teaching. It is gained from self and others acceptance of one's 

activity, appreciation and recognition. Therefore, teachers' intrinsic motivation regarding 

recognition would be investigated using four indicators as stated in above table from 

items number seven up to ten (7-10). 

The above table shows that teachers in government secondary schools were highly 

satisfied with regard to the relationship and coordination among teachers, in having a 

mean of (3.IS) . In addition, they have medium satisfaction with respect to appreciation 

/Tom director, department heads and student (2.S2 and 3.32). Nevertheless, they were 

poorly satisfied with the praise and admiration they offered among their depal1ment 

members (2.35). This might be taken place because of the rivalry competition made for 

promotion. On the other hand, private secondary school teachers were highly satisfied 

with the recognition they offered from department head (3.32), respectful and healthy 

cooperation (3.92) and praise they have got from their peers (3.05). However, medium 

satisfaction was found in respect to students' recognition of their teachers. One can say 

that there is high teachers ' motivation on the bases of recognition in private secondary 

schools but medium in government school with significance difference between them as 

p (0.002) is less than 0.05. 

The fourth element treated under motivational factor was the motivation obtained from 

the task itself (teaching). Herzberg and Alderfer emphasized that sat isfaction gained from 

tasks exceeds all other motivational factors obtained, as task itself is the foundation of 

other motivational factors . 
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Items II- IS portrayed that teachers in both government and private secondary schools 

were less satisfied with passing long hours on teaching (2. 18 and 2.42) respectively. In 

addition, government secondary school teachers were also refl ected medium sati sfactions 

in improving their knowledge and ski lls while teaching (2.75) but it is high for private 

secondary school (3 . I 0) secondary schools teachers. Despite thi s, teachers in both 

government and private schools show poor sati sfaction in improving methods of teaching 

(2.05 and 2.25) respectively. Yet, they were not sati sfied with their profession in general. 

This is indicated by they question, "I prefer any other profession than teaching." Both 

respond with a mean of 3. I 7 and 3.08 for government and private. From these one can 

conclude that teachers were not sati sfied in their teaching and they were at school not 

because they like teaching but waiting for a chance to change their school and even their 

profession. 

In general for all intrinsic motivational factors teachers were highl y moti vated rel ati ve ly 

than teachers in gove rnment secondary schools without significant difference between 

private and government secondary schools. 

3.2.1.2 Hygiene Factors 

Herzberg states that hygiene factors are not used as direct motivational or sati sfi er but 

remove dissati sfaction. They are facilities that gained from the environments or around 

the task. Therefore, six indicators of hygiene factors were used to collect data, which are 

presented as fo llows: 
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Table 4: Teacllers ' Level oj exlrillsic Molivlllioll 
-

Government Private Difference 
No Items M SO M SO Fwratio sig 
I Our schoo l provide us necessary teaching 1.2 2.79 1.3 .335 .000 

materials 2.48 

2 Large ciass hinders teachers ITom giving 3.23 1.6 1.45 1.6 I. I 83 .0 12 

adequate attenti on to their students. 

3 Fair Workload is offered to all teachers in my 3. I 2 1.5 2.98 1.5 .649 .664 

school 

4 There is a pension schemes for our staff in my 3.03 1.4 1.2 1 1.4 2.0 I 7 .01 7 

schoo l 

5 There is an award given for outperforming 2.07 1.3 2.24 1.4 .207 .. 097 
teachers 

6 There is secured job operation I have 3. I 8 1.2 2.47 1.4 .342 .0 1 I 

Cumulative 2.32 1.3 2.5 I 1.4 3. I 74 .03 3 

SO- all round to one digit a - 0.05 -Of - ( I 00, I )for GSS & () O, I )for PSS 

Table-4 indicates that teachers in private secondary schools were not dissati sfied with fa ir 

workload distribution among them (2.79). In addition, teachers in government secondary 

school were not dissatisfied in having job security and pension (3. 18, 3.03). On the other 

hand, they were di ssatisfied with the number of students in a class, provision of necessary 

teaching material s and the reward given to outperform ing teachers having mean of 3.23, 

2.48, and 2.07 respectively. 

On the other hand , teachers in private secondary schoo ls showed high di ssatisfaction s wit h the 

job securi ty, pension ex pectation and reward given to them (2.47, 1.2 I and 2.24). Yet, they show 

sli ght d issati sfactions on the provi sion of teaching materia ls by the school (2 .79). These were 

made by far at pri vate secondary schoo l (PSS) with the be lief that the more the materials were 

provided; the more the students are attracted. From these one can argue that teachers in pri vate 

secondary schools did not atta in Masolw 's hierarchy of need about security . This leads us to say 

that teachers were not at a position to think about other e lements than to get job sec urity. On the 

same way, in both private and government schoo ls rewarding o utperforming teachers were not 

found to be attractive. This in turn , leads teacher toward the nomina l accomp lishments of tasks 

ass igned to them. Overa ll , these conditions might increase teac hers' dissati sfaction. w hich has an 

impact o n teachers' interest to prepare handouts and thereby using the most s implest and recent 

teaching materia ls. 
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Teachers ' intrinsic and extrinsic motivations were reported as it gets less al1ention. These 

might become an obstacle to teachers' activity in order to accomplish their duties and 

responsibil ity. This in turn affects quality of education. Statistically there is signifi cant 

difference between the private and government secondary school with respect to hygiene 

fac tors fo r motivation as p (.033) is less than .050. 

3.3. Teachers' Performance Appraisal 

T he main purpose o f performance apprai sal should be to provide informat ion to help teachers to 

improve the ir teachin g performance. Performance apprai sa l system , if we ll des igned; it provides 

teachers wit h the necessalY feedback to assess their own profess ional grO\\1h. However, poo rly 

designed performance appraisal sys tem can be disastrous, pitt ing teachers against adm inistrators 

and engendering anx iety, mistrust, and resentment. Regarding Finni gan( 1973)in Hailese lassie 

( 1999) stated that to increase the obj ectivity of appra isa l, the appra isers have to know the ir own 

attitude, fee lings and accept other positi ve ly. Consequently, in this section teachers ' perception 

about their apprai sers, awareness and contribution of teachers in criteria deve lopment, attitude 

towards the effectiven ess o f criteria and the result of performance apprai sal are di scussed. 

3.3.1 Teachers' Perception of their Appraiser 

Teachers were asked about their fee lings and attitudes towards their apprai sers' 

approaches. Ro les of intimacy and personal agreements are al so considered. 

Table -5 Teachers perception of/heir appraiser. 

No Item Government Private Difference 
M SO M SO F-ratio sig 

I Appraisers in my school respect 2.6 1.4 3. 19 1.5 1.203 .020 
teachers feelin o and be liefs. 

2 Teachers idea and attitudes are 2.56 1.4 3.08 1.3 .574 .001 
respected by the appraisers during 
performance appraisal 

3 Appra isers give high mark based on 3. 10 1.5 3.33 1.4 .882 .505 
inl imacy 

4 Personal agreement plays great ro le in 3.00 1.5 3.20 1.3 .503 .77 1 
performance appraisal. 

5 The appraisers show, good, posit ive 2.8 I 1.4 3. I 7 1.5 .856 .04 3 
and affectionate to teachers 

6 Teachers select skillfu l appraisers 2.22 1.3 2.48 I.7 .929 .476 
befor~ conducting appraisa l. 

i Cumulative 2.70 1.4 3.07 1.4 4.938 .035 
SD- all rollnd to one dig it a - 0.05 Of - ( 100. I )for GSS & (50, I )fOl PSS 
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Table -5 reveals that the teachers ' opinion got acceptance by the appraisers. Hence, there 

was positive relationship among teachers and appraisers in private school, which was 

medium for government secondary school (OSS) teachers. On the other hand, though 

appraisal principles forbid ro le of intimacy for the purpose of getting mark, in both 

private and government secondary schools, intimacy and personal agreement plays a 

great role to score high mark in performance appraisal PSS ( 3.33 , 3.20) and OSS ( 

3.10,3.00). On top of this, teachers thought the abi lity of their appraisers was poor. This 

might be because of either their way of marking or lack of opportunity to choose one ' s 

appraiser. From these one can conclude that appraisers did not get loyalty from teachers 

so that they were not accepting the result obtained from performance appraisal. 

3.3.2 Teachers' Awareness and Role in Performance Appraisal Criteria 

Many researches are certain that teachers are expected to know why, how and when to be 

appraised. In addition, the standards of appraisal criteria better get acceptance when it 

developed by management committee and di scussed over by the teachers. These simplify 

to approve the standard set and its implementation. 

Table-6 Teachers' awareness and role in pelformance appraisal criteria 

I No! Government Private Difference 
Hems M SD M SD F-ratio sig 

r l Performance appraisal standard is set 2.41 1.5 2.48 1.4 1.558 .202 

~2 by the school management 
Teachers are told on what basis he/she 2.73 1.3 2.72 1.5 .514 .703 
is going to appraised 

3 Teachers are informed when and why 2.92 1.3 2 .97 1.4 .954 461 
performance appraisal is conducted. 

4 Criteria of appraisal are discussed and 2.67 1.5 2.64 1.7 2. 162 .085 
developed by teachers and 
management in common 

5 Every teacher contributes for the 2.53 1.4 2.53 1.6 .665 .65 3 
development of performance appraisa l 
criteria . 
Cumulative 2.67 1.4 2.73 1.5 4.85 2. 11 

- . . 
SD- all round to one dig it a -0.05 Df - ( I 00, I )for GSS & (50, I )fol' PSS 

In the above table teachers responded to the all three factors as their participation was 

offer low in setting performance standards, contributing for criteria development and 

getting chance to discuss on performance criteria issues with a mean between (2.4 1-2.67). 

Teachers' awareness about how, why and when to conduct appraisal was medium for 
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both GSS and PSS with rang of 2.72-2.97 in average. Therefore, fro m these one can 

argue that teachers were not get opportunity to participate in constructing appraisal. The 

standards deviation shows that there is di fference among respondents. 

3.3.3 Teachers' Perceptions on the Appropriateness of Appraisal Criteria 

Fletcher (1987) and Jackson and Mathi s (2005) confirmed that the effecti veness of 

criteria to measure its attended objective is decisive to teachers' appraisal. 

Table. 7: Teachers' perceptions on the appropriateness of appraisal criteria 

No Performance appra isal criteria do/are Government Private Difference 
M SO M SO F-ratio sig 

I Not measure teachers' perfo rmance 3. 10 1.4 2.78 1.5 .339 .885 

effecti vely and clear. 

2 Not independent of appraisers' bias 2.75 1.4 2.29 1.5 .822 .544 

3 Not independent of hearsay of the 3. 14 1.5 2.94 1.8 .657 .026 

1---,---1 appraisers 

4 Not transparent 3.54 1.4 2.8 1 1.5 .543 .028 

5 Forces the teacher to do 110 n- 3.43 1.5 3.20 1.7 .515 .763 

teaching activ ities to get promot ion I 
6 Not depend on teaching ac ti vities 2.83 1.6 2. 19 1.7 1. 82 .0 12 

7 Intervene teachers persona li ty 3.26 1.5 2.71 1.7 .692 .034 

Cumulative 3.26 1.5 2.72 1.6 4.19 .032 

SO-ail round to one d'gl1 0 - 0.05 Of - ( I 00, I )for GSS & (50, I )for PSS 

In the above tab le dea ls abo ut the independence, transparency and the personal intervention of 

appra isa l c rite ri a to measure teach ing e lements. Teachers in school government secondary 

schoo ls hav ing a mean o f (3. I 4, 3 .54, and 3. 26) were strong ly agreed on its incapab il ity of 

performance appra isa l cri te ria. However, it was re lati ve ly medium for teachers pri vate secondary 

schools with mean of (2.94, 2.8 1 and 2.71) respect ively. On the othe r hand, the dependency of 

performance appraisa l on bias as we ll as teaching activ ities shows medium for GSS (2.83 and 

2.7 1) respective ly. T here fore, one can argue that the effecti veness of pe rformance appra isa l has 

got quite problem in both pri vate and government secondary schoo ls. Th is mi ght be because the 

criteri a of appraisa l were set from center to have common standard fo r a ll schoo ls and set by 

schoo l management a lone for private secondary schoo ls w ithout the partic ipati on of teac hers . 
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There is sign ificant difference between private and government as p(.032) wh ich is less 

than .OS.Thus, private secondary school teachers were sl ightly better percept ion of their 

appraisal c ri teria than government secondary teachers. 

3.3.4 Teachers' Perception towards the Result of their Performance 

Teachers ' perception towards the result of their performance appraisal is deci s ive to 

accept or reject w hat the appraisers' found out. Thi s is noticed on how they perform on 

the next day of the feedback. To thi s end, perception of teachers toward the results of the 

performance appraisal investi gated us ing the indicators like its confidentiality, feedback 

approaches and general out look of teachers feel ing on the result of their performances 

appraisal. 

Table.8: Teachers' perception towards the result of their peljormance appraisal 

Government Private Difference 
NQ Items 

M SO M SO F-ratio sig 
I The res ll It of performance appraisa l is 2.96 1.5 2.94 1.5 .324 .23 1 

Cc:;-' kepi secrele . 
2 I The appraisal comm uni cate the result 1045 1.6 2.51 104 .657 .025 

with teachers with positi ve side onlv 
t-3 The appraisa l communicate ~ult 3.25 1.5 3.16 1.9 .657 .537 

~ 
with teachers negat ive and a lmost all 
critics pan 
The appraisal communicate Ihe result 2.30 1.9 2046 1.7 .657 .2 15 
with teachers buth sides (negative& 
positive) 

5 Appraise rs always attempt to g ive nearly 2.7 1 14 2.79 1.5 .980 .543 
the same. 
Cumulative. 2.23 1.5 2.588 1.6 1.32 2.53 

SD- all round to one digit a - 0.05 Df - ( I 00, 1 )for GSS & (50, I )for PSS 

In the above table confidentiality of appraisa l resuit and appraisers' attempt to give nearly the 

same score for all teachers were responded not to agree or di sagree. i.e medium with mean of 

2.96 and 2.94 for government and private secondary schoo ls respectively. On the other hand, 

teachers in government secondary schools show strong disagreement that their appraisers ' 

comm un icatin g both the pos itive and negative s ide of their appraisa l feedback with mean of 

(2.30) but reflect strong agreement on critic and negative feedback of apprai sers3 .2S. Teachers in 

private second ary schoo ls show the same thing about performance appraisa l feedback (2.46 and 

3.16). Based on this one can conclude that there was no we ll , de fined feedback approach in both 

government and private secondary schools. However, there is no significant difference between 

the school s as p(2.S3) is greater than .05. 
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3.4 Compensation and Benefits 

Teachers go to school and interested to teach if and onl y if their physiologica l need is 

sati sfi ed (Fax: i 994). In addition, Manappand and Salyadin ( 1996) address that qualified 

employee (teachers) are attracted and retained in a school onl y when they are paid well . 

Thus, teachers ' compensation and benefit is going to be di scussed using sixteen questions 

under three categories: teachers view on salary payment, incentive criteri a and fringes 

benefits provis ion. 

3.4.1 Teachers' View on Salary Payment 

Teachers were asked whether their salary goes with their qualification and the service 

years they have in both government and private secondary schools. 

Table. 9: Teachers ' salary payment satisfactions 

Government Private Difference 
NQ Items 

M SO M SO F-ratio Si o 
I High payment is earned In private than 3.52 1.8 3.37 1.6 .525 .7 56 

government. 

~ My sa lm) 'lsattractive when compared with 1.43 1.7 1.75 1.7 .838 .533 

services and qualification. 

3 My school pays fair salary for teachers based 1.70 1.6 1.97 1.6 1.3 5 .27 1 

on service offering. 

4 Teachers are pa id overtime for the class above 2 .30 1.7 2.92 1. 6 .3 98 .847 

maximum load. 

5 Salary payment is high in other schoo ls than 3.29. 1.3 3.37 1.6 2.40 .060 
my school. 
Cumulative 2 .45 1.6 2 .5 0 1.6 5.5 1 2.4 7 

SO- a ll round to one d igit a ~0 . 0 5 Of ~( IOO , I ) for GSS & (50, I) for PSS 

Table 9 reveals teachers' belief in the presence of attractive salary outside of their current 

schools with average response of (3.37(PSS) and 3.29(GSS» respecti vely. This condition 

rose teachers' interest to look for other school to be paid more. These in turn , create 

instable environments where teachers leave their school at any time when they get an 

opportunity. 

Generally, both GSS and PSS teachers strongly agreed that they are pa id be low their 

expectation ( 1.43(GSS), 1. 75(PSS» and service they were offering to school wi th ( 1. 70) 
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for government, and ( 1.97) private respecti ve. Moreover, it was shown in the table that 

there was no overtime payment for the classes accommodated above ones max imum load 

in GSS (2.30). But, there was relati vely more chance to get an overtime payment in 

private school (2 .92). Given the chance to get overtime work in private school, there were 

still observable teachers dissatisfactions with the amount of money allotted to them. 

Thus, one can possibly conclude that teachers in both GSS and PSS were dissatisfied 

with their current salary payment. Though, government has recently made sa lary 

adjustments for teachers in GSS, teachers still agree that there is high salary payment in 

private school. This in turn , leads to the conclusion that teachers are at school not as a 

fully-fledged staff members but waiting for a chance to leave their schoo l. 

3.4.2 Teachers' view Incentive 

Well-defined incentives criteria avoid teachers ' dissatisfactions and encourage them to 

accomplish their duties for the success of school goal. 1t was usuall y estab li shed based on 

teaching excellences, high performance (outperforming) competence and all-round 

participations. 

Table 10: Teachers ' percep tion incentive criteria 

Items Government Private Difference 

M SD M SD F-ratio sig 
I Teaching exce llence 1.4 1 1.4 2.3 1 1.7 1.0 I .426 

--;;: .. 
2 Seniority 1.8 1 1.7 2. 14 1.7 .842 .027 

3 Workload 1.24 1.3 2. 14 1.7 .374 .0 15 

4 Intimacy 2.90 2.0 1.86 1.7 3.362 .0 15 

5 Perfonnallce 1.49 1.6 3.35 7. 1 .884 .5 18 
Cumu lative 1.3 1 1.6 2.30 2.5 2.95 .0 17 _. 

SD- all round to one dlgll a - 0.05 Df - ( I 00, I )for GSS & (50, I )fOl PSS 

As indicated in table- IO teachers from GSS strongly disagreed to all of the criteria 

specified on the provision of incenti ve occasionall y. This tell s us that there was very low 

probability for teachers to get an incentive or there is no incentive given to at all ( 1.31) 

Even if incentives were given intimacy might function because it the highest average of 

all ,(2.24). Where as, in PSS incenti ve was given based on the result of performance 

(3 .35). Now it is possib le to deduce that teachers in GSS were dissatisfied than their 
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counter PSS teachers. There is significance difference between them because p(.017) is 

less than .05 which shows PSS teachers view the ir incenti ve cri teria slight better than 

ass teachers. 

3 .4.3 Fringe Benefits 

Fringe benefits are an incentive given for the benefits of teachers to show the sense of 

identity (be longingness) to the school. As literature confirms, that fr inge benefits raise 

teachers ' interest, faci litate and simpli fy ways for teachers to teach their students. 

Table 11: Fringe benefits 

Government Private 
NQ Items Difference 

M SO M SO F-ratio slg 
I My school is equipped with facility like 1.50 1.6 2.44 1. 7 .342 .154 

clinics which teachers free ly 

2 Teachers tn my school pa id house 1.54 1.3 1.78 1.4 .573 .046 

allowance. 

3 Teachers allowed registering their 1.68 1.4 1.86 1.4 .613 .002 

children to school without fee. 

4 There is/are tour program sponsored by the 1.62 1.3 2.22 1.6 .925 . 125 

school every year. 

Cumulative 1.72 1. 5 1.69 1.6 3.23 .654 
SO- all round to one dlgll a ~0.05 Of ~( I OO , I)ror GSS & (50, I)for PSS 

Despite its effect, both private and government secondary schools show low provision of 

the elements of fringe benefits. Especially, school fac il ities, house allowance for teachers 

and tour arrangements were all the least offered fringe benefits having a mean of (1.5, 

1.54 and 1.62) for ass and (2.44, 1.78 and 2.22) for PSS respectively. Thus, teachers in 

both ass and PSS were dissatisfied with provision of fr inge benefits as cumulative mean 

is lower. 

3.5 Managerial Roles of Effective Human Resource Management 

This section di scusses the managerial role in the practice of managing human resource 

practices in secondary school. It also identifies style of leadership observed in private and 

government secondary schools. 
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3.5.1 Managuial Role in Managing School 

Managers have various responsibilities to accomplish at different level. From this the 

essential are: 

I. Managing or hand ling the teachers to achieve the goal of school 

2. Facilitate communication to create common understanding among teachers so that 

they are empowered to perform their duti es . 

3. As conflict is inevitable in any organization, so conflict reso lutions are the most 

important role of managers in human resource management. 

Table. J 2: Teachers ' view on aspects of managers 

NQ Items handl in g teachers Gove rnment Private Difference 

M SO M SO F-ratio sig 

I Genuinely understand of personal problems 2.27 1.4 3.08 1.7 1.73 .. 020 

2 Are faultfinders and always give unfair critics of 3. 18 1.7 2.4 1 1. 6 .678 .643 

, teachers. 

r;- t -EncOUrage fT iendly atmosphere. 2.40 1.7 3.65 1.6 .966 .035 

4 Always impose decis ion on teachers 2.8 1 1.7 2.45 1.6 .654 .0 13 

Cumulat ive 2. 19 1.65 2.47 1.6 3.37 .037 

Communication 
5 Encourage teachers exce llence 2.33 1.5 2 .98 1.5 1.483 .018 

6 Listens carefully to understand teachers' interest. 2.44 1.5 2.98 1.7 .8 16 .033 

7 Set the school goal and communicate to teachers. 2.87 1.6 2.77 1.8 .982 .443 

8 Encourage openness and trust among teachers. 2. 60 1.4 3.25 1.6 .782 .013 

9 In vite teachers to ta lk about their problem. 2.56 1. 7 3.08 1.6 .923 .027 
Cumul ati ve 2.56 1.5 2.6 1 1.6 3.28 1.24 

Co nnict 
II Avoiding con fli ct 2.60 1.6 3.05 1.5 1.50 .2 16 

12 Use discussion to solve problem 2.38 1.4 3.36 1.5 .507 .0 12 

13 Use power to under conflict 2.59 1.5 2.5 1 1.6 2.05 .097 
--

Cumulative 2.5 1 1.5 2.97 1.5 4.06 .025 
,. SO- all round to one dIgIt a - 0 .05 Of - ( 1 00, 1 )for GSS & (50, 1 )for PSS 

Table-12 reveals that school management tn private school encourages friend ly 

atmosphere (3.65). They also genuinely understand teachers' personal issues and 

influence them to accomplish their duties (3.08). In addition, they did not impose 
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decisions on teachers (2.45). Whereas in GSS, teachers reflected that managers were not 

genuinely understand their personal problems (2.27) and teachers were uncertain to say 

that managers encouraged friendl y atmosphere (2.40) but impose decision on teachers 

(2.8 1). In addition, GSS teachers strongly agreed that school managers were faultfinders 

and always forward unfair critics (3. 18). Thus, one can possibly argue that school 

management in GSS use power, impose decision and stress teachers by frust rati ng them 

to attain school goals. On the other hand, teachers in PSS were enjoying the way their 

school management handle teachers to perform their duties and responsibilities. There is 

a significance difference between the PSS and GSS as p(.037) is less than .05 

Communication is one of the essential skill s that a manager has to develop to achieve 

his/her objective through people. Accordingly, fifty to ninety percent of manager' s work 

is accomplished through communication. Thus, the levels of managers' communication 

in ass isting teachers to achieve their teaching exce llence, informing the establi shed goals 

and methods of attaining it, encouraging trust and openness as well as inviting teachers to 

talk about their problem and giving attention to their issue were utilized. 

As can be scen form thc above table, communication is very poor in GSS on the hasis of 

assisting teachers to achieve their goals and interest to li sten to teachers' problem (2.33 

and 2 .44) that was moderate for private school (2.98,2.98) respecti vely. On the other 

hand, there was a moderate openness and trust between teachers and school management 

in GSS (2.6 and 2.59), which was high for PSS with a mean of (3.25 and 3.08). This tell s 

us that managers in private school are effective communicators than their counter part in 

government. This may be because of the relationships developed among teachers in the 

private school. 

Confl ict is inevitab le where-ever people come and work together to achieve common 

goals. To this end, managerial approaches to manage conflict were assessed using 

teachers' agreement on types of conflict management. Accordingly, managers in GSS 

practiced avoidance methods and use moderate power in managing conflict with mean of 

2.6 and 2.59. Whereas, discussion approach solve problem was poorly functioning (2.38). 

One can possibly argue that conflict in GSS was so lved not to vanish the problem from 
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its root but to give temporary solution. The problem may mount after a short period ti me. 

Teachers might al so avo id the problem because of the fear of power that the managers 

exercIse. 

On the other hand, discussion approach was best practiced in PSS (3.36). Yet, avo idance 

also played a great role in managing conflict (3.05) . However, power was moderately 

practi ced in private school to manage conflict. From these one can conclude that PSS 

schools ' management was efficient and effective in managing conflict than GSS School 

managers. Though solving conflict from its root is crucial , managers in GSS tried to solve 

only the superficial part of the problem where avoidance was high. There is significance 

difference between PSS and GSS because p( .025) is less than .05 

3.5.2 Leadership Style 

Leadership is an integral part of management and plays a vital role in human resource 

management. Thus, twelve (12) items were used under three categori es to understand the 

type of leadership sty le currently practiced in government and private secondary school 

as fo llows. 
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Table-13 School leadership style 

Governm ent Private Difference 
NQ Items 

M SD M SD F-ratio sig 
I Autocratic style 

A School leaders do not actually sympathetic to 2.85 1.5 2.54 1.6 .543 .2 14 

deal with teachers' problem. 

B. Schools management favor punishment to get 2.95 1.5 2.97 1.7 .658 096 

things done. 

C. Schools management enjoy always order to 2.76 1.5 2.87 1.6 .348 .035 

implement what to be done 

o Directors usually pass decision on him/herself 2.73 1.5 2 .92 1.5 . 167 .325 
E Aggressive and forcefu l in controlling teaches 2.7 1 1.5 2.56 1.7 .376 .021 
work . 
Cumulative 2.66 1. 5 2.77 1. 6 .789 .352 

2 I Democratic style 
A. Acts with social fairness and ethical manner 2.60 1.6 3.2 1 1.6 .324 .045 

B. Favors persuasion to get things done 2.77 1.5 2.64 1.7 .987 .573 

C. Exercises med ium influence on teachers work. 2.63 1. 5 2.72 1.5 .327 .042 
6 

D. Invite teachers to participate in deci sions 2.57 14 2 .57 1.6 .546 .326 
making 
Cumulative 2.64 

, 
1.5 2.78 1.6 1.25 .957 

3 Laissez-faire style 

- " 

A. School management actua lly do not help 2.89 1.6 2.30 1.7 .355 .013 
teachers in achieving their objectives 
B. Exercise almost no control on teachers work 2.2 1 1.3 2.62 1.7 .534 .006 
C. He/she is care less, no fellow up of teachers 2.25 14 2.67 3.7 .234 .783 
Cumulative 2.43 14 2.50 2.1 2.25 3.12 

SO-all round to one dIgit a -0 .05 Of -( I 00, I )fol GSS & (50, I )for PSS 

As can be seen from table 13 the autocratic style of leadership was reflected in the issues 

that school leadership sensitivity to deal with teachers' problem. They also favor 

punishment to get things done GSS teachers have slight agreement. (2.85 and 2.95). 

Similarly, they moderately agreed to school leaders enjoying order to influence teachers, 

pass decision on him/ herself and use power to control teachers (2.76, 2.73 and 2.7 1 

respecti vel y.) 

On the other hand, PSS teachers reflected slight agreement on item 1 and 5 in the table-

18 (2 .54 and 2.56). However, there was medium sati sfaction that school leaders enjoy 

order to get things done (2 .87), in favoring of punishments (2.97) and imposing decisions 
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(2 .92). Regarding, social fa irness, interest in persuading, exercise medium influence and 

make participatory decision, teachers in GSS responded with medium mean. This tell s us 

that there is democratic style of leadership is functioning. 

Moreover, it is found to be the same for PSS, except teachers in PSS strongly agree to the 

socially fairness and ethical genuine in private schools Besides, teachers' respond vividly 

that all school managements were not careless. (Do not actual help 2.3 , almost no control 

2.62 and careless 2.5). To sum up, in spite of an issue that indicates autocratic style way 

of leadership, there were overflow of democratic style of leadersh ip in both private and 

government school. 
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CHAPTER FOUR 

Summary of Findings, Conclusion and Recommendations 

4.1 Summary of Findings 

Human resource management is an essential part of all resources in a school. This 

research made an investi gation into the effecti veness of human resource management 

practices in private and government secondary schools of Addis Ababa City 

Administration. It also compares, if there is any significant difference between private 

and government secondary schools in human resource management practices. The study 

focused on the academic staffs ' moti vation, performance appraisal, compensati on and 

benefits and managerial roles in effecti ve human resource management. 

Sampling was made irom schools, which were accredited before 2004 from private 

secondary schools . Accord ingly, there were eight accredited private secondary schools in 

the study area. From these three private secondary schools were randomly selected. These 

were Enat Primary and Secondary, Kengasmach Andarge Memorial and Ethio Parents 

Secondary. On the same way, out of sevt:n govenunent secondary schools three of them 

were randoml y selected Medihanalem, Oil-Bar and Wondirad Secondary Schools were 

studied. 

Data were collected tlu'ough questionnaire from academic staff. In addition, interviews 

were administered to the directors of the sample secondary schools to substanti ate the 

information gathered through questionnaire . Data were anal yzed using percentage, 

weighted mean, mean scores, standard dev iation and one-way ANOV A. Percentage is 

used to ana lyze responses of which were nominal, weighted mean also used to anal yze 

the average values of factors. Mean scores were manipulated to present the average 

values of each factor. Finally, one- way ANOVA was employed to test whether there is 

any sign ificance di fference observed between goverl1l11ent and private secondary schools 

with regard to human resource management practices. 
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4.1.1 Teachers' Intrinsic and Extrinsic Motivation 

Intrinsic and extrinsic are the two dimension of teachers' motivation were analyzed 

separately. Intrinsic was treated using achievements, recognition , teaching itself and 

responsibility through sixteen items. Similarly, extrinsic moti vation was investigated 

using six items. 

4.1.1.1 Teachers' Intrinsic Motivation 

The result of teachers' intrinsic motivational satisfactions summarized as follows: 

Teachers in both private and government were sati s fi ed with their need for achievement, 

(3.20 and 3.63) respecti vely. On the other hand work itself (teaching) was also the least 

moti vational factor that teachers in both private and government secondary schools 

achieved with (2.34 and 2.26) respecti ve ly. In addition to their teaching acti vities, 

teachers were not happy of their profession so that most of teachers were looking for 

another job rather than teaching. 

Furthermore, recognition and responsibility were moderately achieved intrinsic 

motivation in both GSS and PSS but job facto r like ability to manage their subjects were 

least achieved by teachers' in private secondary school (2 .80) and students' di sc iplinary 

problems were provide with low satisfaction for teachers (1.43) for pri vate and ( 1.45) and 

government schools. Finally, from all the intrinsic motivational factors teachers were 

highly sati sfied with their need of achievement from both GSS and PSS ( 3. 11 and 3.63 

respectively) . Especially, teachers in GSS are highl y moti vated when they get their 

former students working in various sectors (3.88). Whereas, teachers in PSS were 

sati sfied in their students activity and successfulness currently (3.67). 

Accord ingly, for all intrinsic factors, teachers in PSS were sati sfied higher than GSS 

because the weighted mean of PSS (3.39) is greater than GSS (2.87). There is sign ificant 

differences between private and government secondary school as p(.028) is less than .05 . 
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4.1.1.2 Teachers' hygiene (Extrinsic) Factors 

To identify and compare teachers' views about their job di ssatisfaction elements in PSS 

and OSS six secondary school related hygiene factors were presented to the respondents. 

Accordingly, the findings show that there is no significant difference between private and 

government secondary schools with respect to fair distribution of workload and reward 

provided for teachers. At the same time, large class size and fair distribution of workload 

were not the most considered as dissatisfaction factors of all (3.03 for OSS and 3.37 for 

PSS teachers). However, pension scheme and job security were considered as 

dissati sfactory element in PSS with (1.2 1 and 2.47) respectively with significant 

differences p (.033) that is less than .05. 

Teachers in OSS were highly di ssati sfied with the provIsion of necessary teaching 

materials (2.48), large class size (3.32) and award provided for outperforming teachers' 

(2.07). However, they show moderate dissatisfaction with the provision of necessary 

teaching materials . Thus, teachers' in both PSS and OSS were di ssati sfied from the 

cumulative of all factors (2 .58 and 2.3) respectively with having significance difference 

because p (.033) is less than .05. 

4.1.1.3 Teachers' Performance Appraisal 

The summary of the findings reveal that teachers' in both PSS and OSS have negative 

attitude towards their appraisers because they feel that high mark was given based on 

intimacy (3.10 and 3.08) and personal relations (3.00(OSS) and 3.20(PSS». On top of 

these, they were al so less certain about the skill s and abi lity of their appraisers . (2 .229 

(OSS) and 2.48 (PSS)). Furthermore appraisers' positive attitudes towards teacher (2.81) 

and their respect to them (2.6) were moderately accepted by teachers in OSS and highly 

appreciated by PSS teachers (3.17 and 3.19) 

Teachers believed that performance appraisal criteria did not effectively measures 

teaching activities (3.10 (OSS) 2.78 and (PSS).it forces teachers to do non-teaching 

activ ities (3.14 (OSS), and 2.81 (PSS). [n addition, they perceived that teachers ' 
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performance appraisal criteria were not independent of appraisers ' bias and as it was not 

transparent. (3.14 OSS and 2.94 PSS). Accordingly, appraisers tried to give nearly the 

same to all teachers as (2.71 (aSS) and 2.67(PSS)). Appraisers also communicate the 

result with full of critics including few positive issues in it. 

4.1.1.4. Compensation and Benefits 

Teachers' compensation IS the essential element that attracts and retains qualified 

teachers in the schools. Correspondingly, fOlllteen compensation and benefi t pointers 

were used under three categories to collect reliable information from the respondents. 

There responses are summarized, there was confusion among teachers in ass and PSS 

on salary payment in which teachers in ass thinks that salary payment was high in PSS 

where as teachers in PSS also assumes that salary payment was below their expectation 

(3.5 (OSS) and 3.25 (PSS)). AT the time they believed that sa lary (PSS) payment is high 

any where outside than in their schools (3.29 ass and 3.37(PSS). Moreover teachers in 

both OSS and PSS were highly dissatisfied with their current salary (3.57(OSS) and 3.25 

(PSS)). Teachers in ass were not paid fair for the services they offered like classes 

above their maximum load and they believe that their salary is below their expectation. 

Whereas it is moderate for PSS teachers with (2.65). 

There is no regular incentive given in both ass and PSS. The criteria used in ass to 

provide these seasonal incentives are intimacy (2.90), which is the maximum mean for all 

criteria specified. Whereas performance appraisal is best used in private secondary 

schools. School facilities , house allowance for teachers and tour arrangements were the 

least offered fringe benefits in both PSS and ass. It is also possible to say that there is no 

fringe benefits for teachers because the cumulative is almost near to zero cm= 1.3 ass 

and 2.3 for PSS . 
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4.1.1.5 Managerial Roles in Effective Human Resource Management 

Managers (directors, vice directors, department heads and unit leaders) have a power to 

influence teachers, faci litate communication and reso lve conflict to create su itab le work 

settings and to enrich teaching activities to motivate teachers. To investigate the role of 

managers in the human resource management practices, twelve (12) managerial roles 

related questions were presented. Thus, the findings are summarized as managers in PSS 

genuinely understand teachers' personal issues and (3.08) encourage friend ly atmosphere 

(3 .1 5) by avoiding imposing decisions on teacher (1. 7). On the other hand, managers in 

GSS have the characteristics of moderate friendly (2.6); highly fault finders (3.08) and 

not genuinely understand teachers' problem (2.27). 

Government secondary school managers were poor in communicating with teachers so as 

to assist in achieving school objectives (2 .33). They show low interest to so lve teachers' 

problem (2.44) that is moderate.in PSS (2.95 and 2.77 respectively). In addition teachers 

in GSS moderate;} encourage trust and openness in school (2.6). Whereas high for PSS 

teachers (3.08). In GSS avoidance methods of conflict resolution is best practiced (3.00) 

where discussion is poorly functioning (2.38). On the other hand, managers in PSS use 

problem-solving methods of conflict resolutions (3.36). Still there IS a practice of 

avoidance (3.05) in PSS. The research found that in both PSS and GSS there is no 

carelessness or laissez-faire leadersh ip style. Whereas, democratic style of leadership is 

the most practiced one though there were considerable practices of autocratic style of 

leadership style in GSS. 

4.2 Conclusions 

The following are conclusions drawn from the tindings of the study. 

I . Teachers in both private secondary schools (PSS) and government secondary 

schools (GSS) were not interested to give voluntary tutorial s, stay in school when 

they do not have classes. Moreover, they have no initiation to improve teaching 

methods by themselves but waiting fo r other to lead them . Similarly, the teachers 

responded that they do not care about their profession nowadays and even they 
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were looking for new job. This might imply that the teachers were not satislled in 

teaching activities and their profession at all. This in turn , affects the stab ility of 

teachers in ones school or to keep on as a teacher. These also adversely affect the 

quality of education, as teachers were not motivated in their profession and 

teaching activities. As there is no signillcant difference between PSS and GSS, 

teachers in PSS and GSS have no intrinsic motivation gained from teaching 

p(.584) 

2. Teachers' both in private and in government were dissati sfied with the provision 

of teaching materials and lack of reward. At the same time, teachers in GSS were 

dissatisfied with large class size while job security and pension scheme were 

sever problem in PSS. In general, for all extrinsic motivational factors mean for 

GSS teachers is medium (2.32), where slightly low for PSS teachers (2.5 I ). At 

thi s point one can possibly say that there is dissatisfactions in both GSS and PSS 

where the intensity was high for GSS teachers . 

3. Regarding performance appraisal, teachers in PSS and GSS beiieved that high 

mark was given based on intimacy and personal relations. They were also 

uncertain to the skills and ability of their appraisers . Moreover, teachers' 

contributions 111 developing appraisal criteria were very lo w. Furthermore, 

appraisal criteria lacks objectivity and appraisal results were not kept secrete. 

From thi s, it is possible to conclude that teachers have negative perception 

towards their appraisers and appraisal criteria. Therefore, performance appraisals 

were not effectively practiced in private and government secondary school s. 

4. [he finding on payment shows that teachers in both PSS and GSS were highly 

dissatisfied with their current salary ((1.75 (PSS) and 1.43 (GSS)) because they 

believed that they are paid below other secondary school teachers. They also 

assumed that there was high salary payment outside their school. This leads the 

teachers to search for other schools to earn much money but there is no sign ificant 

difference except creating confusion. On the other hand , literature contlnned that 

incentives scheme has to be set to retain outperforming teachers and increase 
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Improve performance. In addition, it ensures that incentive criteria were 

developed based on performance level, excellence in teaching (doing things) and 

competency bases. Despite these, the finding shows that there was no regular 

incentive program in both PSS and GSS but occasional which is given based on 

intimacy in government (2.9) and performance appraisal for private (3.35)Thus, it 

can be concluded that teachers in GSS were dissatisfied with salary payment, 

incentive provided and criteria used . 

5. Regarding managerial role in effective human resource management, PSS school 

managers handle teachers positively (3.15), communicate well (3.05) and 

encourage democratic leadership style. However, managers in GSS influence 

teachers by finding faults or critics (1.92) and keeping si lence rather than trying to 

solve teachers' problem (2.44)To conclude, managers in PSS are more influential, 

communicators and relatively democrat than that of their counterparts in GSS 

with significance difference as .05 is greater than p(.025). 

4.3 Recommendations 

The following are recommendations the of the study. 

4.3.1 Teachers' intrinsic motivation was not satisfactorily achieved to motivate teachers 

to utilize their maximum potential. Especially, teachers in both private and government 

secondary of Addis Ababa City Administration were not satisfied with teaching activities 

and their profession in general. To increase teachers' motivation on teaching activity and 

to make teachers loyal to their profession: 

School managements should create facilitated working environment for teachers by 

setting forums where teachers can discuss about subject they teach, methods of teaching, 

assigning them to various grades to teach and creating situation where they can share their 

experiences and learn from each other's. In addition, teachers initially develop negati ve attitude 

towards the profession of teaching when they un-willfully join faculty of education as students at 

University and coll ege leve ls. Thus, it is expected from instructors to inculcate in the mind of the 

pupil that teaching wou ld be recognized as important as other professions. It is here that one 

can develop positive or negative attitude towards ones career. 
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4.3.2 To avoid teachers' di ssati sfaction in private secondary schools owners and 

managers have to ensure teachers' job security by increasing years of contract. In 

addition, teachers in private secondary schools need use other saving mechanism like 

insurance. Similarly, regular reward scheme has to develop. Finally, teaching materials 

have to provide by both private and government school managers. 

4.3.3 To minimize teachers' performance appraisal problems, teachers should participate 

in the development of appraisal criteria and its content should base on teaching activities. 

The appraisers' ski ll s, impartiality and interest to conduct performance have to be 

examined before appraisal begins. In addition, appraisers have to get regular training on 

the principle of teachers' performance appraisal to update their knowledge of 

communicating with teachers during appraisal and feedback. 

4.3.4 Private and government secondary schools managers along with educational 

officers have to create awareness among teachers through creating conducive 

environment for teachers to talk about their salary structures with concerned bodies and 

organize experience-sharing programs to avoid the confusion that teachers believe that 

hi gh payment is offered outside their school. [n addi tion, government secondary schools 

have to an-ange overtime payment for classes above one's maximum load. Accordingly, 

to motivate teachers so that they complete each of their duties for the actualization of 

quality education, establishing regular incentive programs, which are free of bias, depend 

on performance, excellence and competence base is very important. Finally, teachers' 

fringe benefits also needed a close look from educational bureaus and school 

managements. 

4.3.5. Managers in government secondary schools need to invite teachers to talk about 

their problems and communicate decisions before implementation rather than imposing 

decision. Accordingly, managers in GSS are expected to increase trust and openness 

among teachers so that genuine understandings become school culture. This in turn 

increases cooperation and working together for the achievement of qua lity education. 
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Appendices 
Appendix A 

ADDIS ABABA UNIVERSITY 

COLLEGE OF EDUCATIONAL 

DEPARTMENT: HUMAN RESOURCE AND ORGANIZATIONAL 

DEVELOPMENT 

The purpose of this questionnaire is to assess the practice of human resource management 

in Addis Ababa city adminisiration secondary schools. Ii also compares the result of 

government and private schools to come up with how human resource management 

effectively practiced. As it is a part of the study, your honest, truthfulness and accuracy in 

responding to all items in the questionnaire is decisive to determine the validity of this 

research. Accordingly, your responses kept strictly confidential and you are not identified 

as an individual. 

Directions 

.Answer all the questions as you are reql1ested IIsing (..J ) mark or writing on the space 

provided . 

• No need to write your name 

Thank you in advance 

Section I: Bio nata and General information 

1. Name of your school _____ governnlent 0 Private 0 

2. Sex__ Male 0 Female 0 

3. Age ___ _ 

4. Service year In this school 1I1 other school ___ _ others job _ _ _ _ 

5. Your qualification: Degree 0 Diploma 0 

-. 



6. Grade you teach grade: 9 0 10 0 II 0 12 0 

7. Your area of service in this school: Department head 0 teacher 0 unit leader 0 vice 

principal 0 

8. Do you want to work in this school at least for the next five years? 

Yes 0 why ? 

No 0 why ? 

9. Do you want transfer or need to look for other job? 

Yes D why ___________________________________ ? 

No 0 why ___________________________________ ? 

10. If you have choices, do you want to leave your school? Yes 0 No 0 

If yes, why _____ _ _________________ ? 

IfNo,why ________________ _ _ _ ____ ? 

SECTION TWO 

For each of the phrases or statement from sections I-VI there are five alternative 

indicating responses towards the point (strongly disagreed(l) disagree(2) undecided(3) 

agree(4) and strongly agree(5) are given .Answer these questions using tick(,i) under the 

space provided for response, which express your own view. Write what you think correct 

for the open-ended questions. 

Section I: Motivation Related Factors Questions 

Very low (I) low (2) fair (3) medium (4) very high (5) 

NQ Item 

I I improved my knowledge and skill while teaching 

2 My students are active and successful 

3 Enough time is given cover the whole portion on 

time 

4 I received appreciation from my department head. 

5 I can decide on my duties and responsibility without 

any fear. 

6 I found fair workload in my school 

2 

5 4 3 2 1 



Section II: Performance appraisal Related Questions 

Rank the following items according to their sign ificance to appraise teachers' Performance (1-6). 

__ Vice director, __ Department head, __ Committee composed of sen ior staff 

__ Students, __ Parents, __ director 

Ifothers Iist ______________________ _ 

Strongly disagree (I) Disagree (2) Undecided (3) Agree (4) Strongly agree (5) 

No. Item 5 4 3 2 

1 Appraisers in my school respect teachers feeling and beliefs. 

2 High mark is given based on intimacy 

Teachers idea and attitudes are respected by the appraisers during 

3 performance appraisal 

4 Personal agreement plays great role in performance appraisal 

5 The appraisers show, good, positive and affectionate to teachers 

Teachers are informed when and why performance appraisal is 

6 conducted. 

7 Teachers are told on what basis he/she is going to be appraised 

Criterion of appraisal are discussed and developed by teachers and 

8 management in common 

f-_ 9 Performance appraisal standard is set by the school management 

Every teacher can contribute for the development of performance 

10 appraisal criteria 

Skillful appraisers are selected by teachers before conducting 

11 appraisal 

12 The result of performance appraisal is kept secrete 

13 
The appraisal communicate the result with teachers ': 

A. positive side only 

B. negative side only 

C. Both positive and negative sides. 

14 
Appraisers always attempt to give nearly the same 

Appraisers in our school are all cruel and give no mercy to any 

15 
one based on the criteria made 

16. Performance appraisal criteria do/are. 

4 
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-
A. Not measure teachers' performance effective ly and clearly 

B. Not independent of appraisers' bias 

C. Not independent of hearsay of the appraisers 
------

D. Not transparent 

E .Forces the teacher to do non-teaching activities to get promotion 

F .Not depend on teaching activitics 

G. Intervene teachers personality 

17. If others Issue related to teachers' performance appraIser and appraIsal 
criteria 

18. Can you recommend, _____________________ _ 

Section III: Compensation and Benefits Related Questions 

Strongly disagree (1) Disagree(2) Undeeided(3) Agree(4) Stronglyagree(5) 

15 
ility like clinics 

~-0l---It-e.-m-s---
1 Private secondary schools arc equipped with fae 
~--~. ------ --

2 High payment earned in private than governmen t 
---1--------- .---.-.-.---- - -----_. __ ._ --

3 Salary payment is better in government seconda ry school than private 

4 My salary is attractive when compared w ith my experience and I 
L qualification 

I 

00 1. 
-.-

l: __ --I-T_h_e.r_e_a_r_e_r_e"_'_ar_d_(~i-nc-e-n-ti,,-e~p-l-'o_gr_al_n_in_~_ly_s~_h_ 
~ My school pays fair sa lary for teachers based 0 n the service I offered 

-
I. 

t fair / full of bias 

~! __ --1_T_eachers are paid house all owance in my schoo 

I 8 I think compensation criteria in my school is no 

I~ In my school incentives are given based on.:. _ 

A. teaching excellence 

B. Seniority 
1--------------.----.--------

C. Workload 
-- I--. 

D. Intimacy 

E. Result of performance appraisa l 
r-

10 Teachers are allowed to register their children fe e free in my schoo l 
._-
ximum load. 

1----1---,--.-"7':"----------------
I I Teachers paid overtime for "las!; above their ma 

--
velY year . 
. _-------_._+ 

~. There is tour program sp~nsoi'cd by the school ~ 

5 

4 3 2 1 

+ 

I 

1 
--1 
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