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Abstract 

The purpose of this study was to assess problems associated with teachers' 

performance appraisal system operating in high schools in Western Wollega 

zone. To this effect, descriptive survey method of research was used. The 

study was conducted in 8 government high schools selected on the basis of 

random sampling techniques. The subjects of the investigation were 8 

principals and 72 teachers drawn from the sample schools. The 

information's were gathered through a survey questionnaire and analysed 

using mean score and percentage. Thus the findings of the study proved that 

formative purposes were the principal purposes the criteria were found to be 

inadequate and inappropriate; incompetent appraisers were assigned to judge 

teachers' performance; and inadequate information's were used. Moreover, 

Teachers' performance appraisal system was not revised in the past five 

years. In sum, the present teachers' performance appraisal system was 

considered as ineffective to achieve its goal. Therefore, it is suggested that 

teachers' performance appraisal system ought to be revised and designed in 

such a way that it will meaningfully involve stakeholders. 
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Chapter One 

1. Introduction 

1.1. The Problem and Its Approach 

Growth of fo rmal organizations and recognition of their critica l importance in a 

complex society have brought about the need for formal and systematic approaches 

to performance appraisa l. Schools are complex formal organization and unique 

instituti ons, made up of unique combination of people. It is the responsibility of the 

management of the school to manage these unique circumstances in such a way as 

to maximize the effectiveness and the efficiency of the education, which is provided 

for the student. 

The quality of educati on is large ly dependent on the quality of the teachers' in the 

school, who have the main responsibility for deliveting the curriculum. As Cooper 

(cited in Fidler and cooper, 1992) states, a properly designed appraisal system can 

be of help to enhance the quality of education by improvi ng the moral and the job 

satisfaction of teachers. 

The emphas is upon teachers as central fi gures in the school operation looms large as 

a rational for giving teacher perfom1ance appraisal a high priority (Harris, 1986). 

Obvious ly, if teachers are impOtiant to learning, if resources are allocated primarily 

for their services, if schools can not function without their work, appraising 

teachers' performance is essential for understanding and improving the school 

operation. Without teacher performance appraisal, all other efforts at educational 

evaluation are relatively non productive. 

Teachers may interpret the appraisal system as a challenge to perform at a higher 

level (Mi llman and Darling-Hammond,1990). Some teachers experience extreme 
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Stress and anxiety whi ch is never converted to improved performance. Teachers 

Ippear less li ke ly to react negatively to appraisal system when they have a prior 

mderstanding of what is expected of them, when adequate information is collected 

)n their perf01l11anCe, when feedback is frequent and informative, and when 

·esources are provided to help them improve (Natriello, 1983) . 

~ I sabree and Reutter (1964) identified two major problems of teacher performance 

lppraisal system. Firstly, teachers generall y have little faith either in the appraisal 

nsh·uments used or in the procedures employed. Secondly, rating scheme that call 

'or critical apprai sa l of individual teacher achievement tends to create a gap between 

lrincipals and supervisors on the one hand and class room teachers on the other 

land. This is created because teachers were appraised by subjective -judgment 

vhich is done in unscientifi c manner. This subj ective judgment is likely to be 

naccurate and tinged with likes and disli kes, biases and prejudices. 

~mphasi zing the importance of healthy relationship between the apprai ser and the 

.ppraise, Elsabree and Reutter(1964:236) conclude that: 

It is important, whatever policy is adopted, that teacher morale be 
maintained at a high level; otherwise the improvement program 
will be a great disappointment. It is important that relationships, 
between principals and supervisors on the one hand and teachers 
01/ the other hand, be cordial and fhendly, otherwise the school 
program will suffer. 

t is no wonder that many teachers fear appraisals(Montgomery and Hadfield, \ 989) . 

• ccording to these authors the fear seems to be born of all those frustrating and 

ifficult ·experi ences during tra ining and to lie in the fear of the unknown and 

nh·usted. Some complain of never being observed while teaching at all, or of quick 

isits of class rooms. 



In the Ethi opian education system, regarding teachers' performance appraisal 

system, most teachers compl ain that the criteri a used to appra ise their performance 

are not relevant to their activities. More over, the maj or credibility gap, which 

concerns a ll teachers were: who will their appraisers be, and are they competent and 

respected professional s themselves? Do they get adequate training; and who will 

train the appra isers, how will this be done, and wi ll they have the time and necessary 

interest to do the job properly? 

Based on research they conducted, Montgomery and Hadfield (1989) reported that 

appraisers who were inexpert, out of date with educational developments, lacked 

intelligence, made subj ective judgments, and spent only a short time with the 

appraisees were great ly resented and brought the whole process in problem. 

S imilary Lucio and McNeil (1979) also argue that appraisa l of teachers' perfOimance 

should not be a responsibility of persons remote from the teaching profession. 

In the Ethi opi an Education and Training policy a rad ical change has been introduced 

concerning teachers' performance appraisal system. For the first time students and 

parents have got a chance to participate in appraising teachers' performance. 

However, in Oromia regional government, from the year 2003-2008 appraising 

teachers ' performance was the responsibility of the school principal only. Since 

2009 the responsibility has been bestowed upon principal s, assistant principal s, and 

department heads. Depending on the results 9f perfonnance appraisal and year of 

teaching experience, teachers have got the opportunity of going up through six 

stages of career ladder; that is, begi nning teacher, teacher, senior teacher, associate 

teacher, associate lead teacher and lead teacher. 
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1.2. Statement of the Problem 

In Ethi opia, teachers' performance appraisal has not generall y been a high concern 

because improv ing the quality of teachers has not been seen as critical for improving 

the quality of educati on. Instead, school improvement efforts over the past several 

decades have focused on improving the curriculum, altering the school management 

methods, and developing new programs. Thus, teachers' perfo rmance appraisal 

were practiced, was often an exercise to which few resources and little 

organizational attenti on were devoted. 

According to Harris( 1986), the most neglected need for better teachers ' performance 

appraisal is that felt by administrators, school principal s, and department heads. 

Supporting thi s, Ivancevich (1989) asserts that those who oppose the use of formal 

performance appraisa l system argue that, it increases paper work and bureaucracy 

without benefi ting teachers (system problem); appraisers have a problems with 

reaching decisions about the perfornlance level of teachers(appraiser probl em), and 

teachers who are not appraised in the perf0ll11anCe category experience a reverse 

motivat ion(teacher probl em). 

System probl em IS created when the performance appraisal system is poorly 

designed and the techniques used cumbersome, or the system is more fo rm than 

substance, and also if the criteria used to focus solely on personality traits rather 

than perfo rmance (lvancevich, 1989). 

Regarding appraiser probl em, even if the system is well designed, probl ems can 

arise if the appraisers are not cooperative and well trai ned . Inadequate training of 

apprai ser can lead to a series of problems in conducting performance appraisals 

(lvancev ich, 1989). 
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Concerning teachers problems with performance apprai sal, for the appra isal system 

to work well, the teacher must understand it, feel it is fair, and be work oriented 

enough to carry about the results (Ivancevich,1989). 

The process of teacher performance appraisal is subjective in its fundamental nature 

because all theories of value possess elements that are intrinsica ll y emotional 

(.Harris,1986:6). But the degree of subjectively is diminished by the objective 

information that is used as a basis for appraisal. The need for detai led information 

about teacher perform ance is essential to principal who are pl anning, organizing, 

communicating and coordinating instructional programs (Harris, 1986:6). Every 

acti on of these officials is based on assumption that they have relevant knowledge -
about the operat ions that teachers control. But as Harris (1986) stated the 

information most readily available to them tends to be least relevant and least 

reliable. The teacher lounge gossip, the friend ly chats in the hall or office, the 

faculty meeting discussions, the complaints from parents, and the reactions of 

students are al l events supplying a stream ofinformation.(Harris, 1986: 6) . 

The lack of information of crucially important kinds needs to be seen as a special 

problem of schools. The practice of compartmentalization of teaching, which places 

every teacher in a separate ' subject, with a separate room and a separate grade, 

produces barriers to free access to infollllation (Harris, 1986) . 

[n Ethiopian education system , the present practices 111 teachers ' performance 

appraisal system teachers were not happy. They complain that the current 

performance appraisal criteria were not clearly specified . Irrelevant criteria were 

commonly employed. Data gathering is often superfi cial and objectivity is 

neglected. Anal ytica l procedures were largely lacking. Appraisal as judging, 

puni shing or controllin g acts is simpl y inconsistent with the needs of all who are 

involved or concemed. 
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Thus, teachers' performance appraisal system in current practice is full of problems. 

The importance of formal education to the society, and of teaching to schooling, 

g ives urgency to improvements in teacher performance appraisa l as demands for 

instructional accountability grow. Parents , administrators, students , and schools 

officials all have a ri ght to know that teaching is effective and improving. Teachers 

more than any other group need to know about their own teaching. 

Therefore, the purpose of this study is to assess problems associated with the current 

teachers' performance appraisal sys tem practiced in high schools of Oromia 

regional state of Western Wollega zone. To this end, the following basic questions 

were to be answered. 

I. For what purpose is teachers' performance appraised? -./ 

2. How do teachers perceive the appropriateness of the criteria used to appraise 

thei r performance? 

3. What are the reaction of teachers regarding the competence of appraisers? 

4. What procedures are fo llowed in appra ising teachers' performance? 

1.3. Objectives of the Study / 

General Objectives:- To identify the problems associated with the current 

teachers ' perfonnance appraisal system and suggest 

solution to tackle the problem. 

Specific Objectives 

• To describe the purposes of teachers' performance appraisal and its 

importance in promoting teachers professional growth. 

• To identify the participation of teachers in designing performance criteria 

• To identify whether the appraisers have adequate skill in appra ising 

performance and the train ing they have taken 
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• To describe the support it will provide to teachers (ongoing evaluation) 

• To describe the awareness and feedback provided to teachers. 

• To describe the information needed to appraise teachers' perfollllance. 

1.4. Significance of the Study v 

One of the major tasks of educational management is the appraisal of teachers' 

performance towards the accomplishment of predetermined educational goals. 

Thus, it is difficult to separate the overall teaching-learning process and its 

effectiveness from teachers performance appraisal. Moreover, promotion, selection , 

tenure, discharge retirement, and teachers' professional development are all 

somewhat related to the question of performance appraisa l. 

Therefore, the study is believed to be of a large importance in the following ways: 

1. It is assumed that it will enable to identify the basic problems associated with 

the purpose, cri teri a and process of teachers ' performance appraisal. 

Unfolding these problems and indicating practical solutions that may enabl e 

to realize where the real problem li es, why they have come to happen, and 

how they should be solved. 

2. It is hoped that the fi ndings of the study will attract the efforts of school 

principals, Woreda, Zonal and Regional education authorities and teachers 

who have stake to design and under take a refined system of appraisal that 

enhances the teaching-learning. 

3. It is also assumed to contribute its share to the existing literature about 

teacher performance appraisa l in high schools and, 

4. Most impOliantly it wil l set ground for others who are interested to study the 

problem in wider scope and depth. J 
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1.5. Delimitation of the Study 

The issue under consideration is very wide and complex. However, this study was 

delimited by considering the purpose, criteria, process, and the competence of the 

appraisers as a frame of reference. 

As per the 2000 E.C. statistics of Oromia Education Bureau, there were 21 high 

schools, in which 814 teachers were involving in the teaching profession. However, 

to make the study more manageable, the study was restricted to 8 government high 

schools which constitute 36.4% of the total high schools found in the zone. 

Moreover, there were 323 teachers in the sample schools out of where 72(22.3%) 

teachers and all the principals of a sample schools were included in the study. With 

regards to the time duration, the study was restricted to the past five years(that is, 

1996 EC up to 2000 E.C) . Hence, the schools considered in this study were: 

I. Worke Yubdo Secondary School 

2. Culiso Secondary School 

3. Inango Secondary School 

4. Najo Secondary School 

5. Cori Secondary School 

6. Warra Jirru Secondary School 

7. Bojji Secondary School 

8. Gimbi Secondary School 
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1.6. Limitation of the study 

Because of the transportation problems, the shldy was confined to those schools 

whi ch were found on the main road only. Moreover, although the investigator had 

got a chance to explai n the main purpose of the shldy and ensure the confidenti ality 

of thei r responses there were some respondents who fee l unsafe. Due to this 

problem there may be a doubt confidently to generalize the results. ( 

1.7. Definition of key Terms 

Appraisal :- refers to one of the major fu nction of the administrative process and is 

concerned wi th the effects of the plans and procedures in relation to 

attainment of organization a purpose (castetter, 1962:278). 

Appraiser: refers to high schools principals, who were involved in appraising the 

performanlOe 0 f teachers. 

Appraisees:- refers to high schools teachers whose performance IS ubject to 

appraisal. 

High schools:- are Ethiopian school systems with grade level of 9-1 0 

Performance apprai sal:- is a process of arri ving at judgment about teachers past or 

present performance against the background of his/her 

future potential for an organization (castetter, 1992:253). 
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1.8. Organization of the Study 

T he study was organized into five chapters. The first chapter deals with the problem 

and its approach which include statement of the problem and bas ic questions, 

objecti ves of the study, significance of the study, Delimitation of the study, 

Limitation of the study, organization of the study, and definiti ons of key terms. 

Chapter two contains review of re lated li terature and the third chapter dea ls w ith 

research design and methodology. Chapter four consists analys is and Interpretation 

of data. Finall y chapter five presents summary, conclusion and recommendation. 

10 
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Chapter two 

2. Review of Related Literature 

Thi s chapte r dea ls with review of related literature on different aspects of 

performance appraisa l in general and that of teachers' performance appraisal 111 

parti cul ar. It includes defi niti ons and concepts, types, purposes, principles, 

characteri stics, criteria and methods of performance appraisal. Moreover the 

appraisal process, components of apprai sal system, classroom observation, 

Performance feedback, problems of perfo rmance appraisal, and suggestions fo r 

improved performance appraisals are all dealt with in thi s chapter. 

2.1. Definitions and Concepts of Performance appraisal 

Various authors defin e the term perfo rmance appraisal in different ways based on 

the purposes it is in tended to serve. This section deals with some of the defi nitions 

given by di fferent writers. 

Performance appraisal is a process of arriving at judgments about an indi viduals 

past or present perfo rmance against the background of his or her work environment 

and about his or her future potential for an organization (Castetter, 1992). 

Inevitabl y, someone must take the info rmation ava ilable and apply a set of values to 

that info rmation to make a judgment. In addition to this, Wendell (c ited in Aquinas, 

2006) defin ed it as the fo rmal, systematic assessment of how well employees are 

perfo rming their job in relati on to established standards, and the feedback provided 

to them. 

Moreover, Rue and Byars (1984) discussed performance appraisal as the process of 

determining and communi cating to an employee how he or she is perfo rming the 

1 1 



job. Flippo (1984) defines performance appraisal from the ethical principles as the 

systematic, periodic and impartial rating on an employees excellence in matters 

peltaining to his present job and to his potentialities for a better job. 

Similarly, Rudrabasavaraj (1979) defines performance appra isal as a systematic, 

orderl y and objective method of appraising the present and potential usefulness of 

the employee to the organ ization. This means that systematic performance appraisal 

is adopted by many organization as a means of helping appraisers to appraise the 

work of each employee. It is any personnel decision that affects the status of 

employees regarding their retention, tennination, promotion, demotion, transfer, or 

admission into a training program (Gary and Kenneth cited in Glueck, 1982) . 

From the point of view of school personnel , Adesina (1990) defines performance 

appra isal as the process by which individual effectiveness is determined. As the 

author tried to put briefly, through appraisal we know whether the teacher has 

served the purposes for whi ch he was employed. When properly conducted, 

performance appraisal not only let the teacher know how well he or she is 

performing, but shou ld also influence the teacher 's future level of effOlt, activities, 

results and task direction. 

Performance appra isal involves collecting and using information to judge the wOlth 

of something (Millman and Darling-Hammond, 1990). Every teacher performance 

appraisal system must embody a definition of the teaching task and a mechani sm to 

appraise the teacher. A teacher perfonnance appraisa l system represents the 

incentive structure and mode of accountability adopted by an organization. It 

communi cates conceptions of teaching and expectations regarding perfOlmance 

priorities, norms for behavior, and the nature of the work itself. 
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Performance apprai sal is viewed as a process for studying an operation to more 

clearl y understand it, in order to guide changes, while retaining and supporting those 

components of the operation which are judged to be desirable (Harris , 1986). This 

definition clearly places the focus of appraisal on a specifi c operation such as 

teaching. The emphasis is on understanding about teaching rather than on judgi ng 

the teacher. Teachers by the nature of their work, are appra isers. Thus they possess 

some sense of sound and objective judgement. This is why school principals must 

be very decreet in assessing and rewarding their teachers. A teacher that is 

misjudged is most likely to misj udge his students (Adesina, 1990). 

2.2. Types of performance appraisal 

I. SUlIllllative appraisal:- Webb and Norton (1999:379) define it as" A"n apprai sal 

that is conducted at the end of an activity or period of time and is designed to 

assess terminal behaviors or overall performance". It is used to make personnel 

decisions I'egarding such matters as promotion, tenure, merit pay, and 

termination etc. According to Manatt (1987) summative appraisal is judgmental 

and comparative. Moreover, it helps management make better decisions. 

Summative appraisal is formal, somewhat infrequent and focuses only on the 

person being appraised. The individual being appraised is normally not as 

invol ved in the summative appraisal process as in the formative process, and in 

many cases may only be informed of the results or decision (Sperry et al cited in 

Webb and N0I10n, 1999). 

2. Formative appraisal:- unlike summative appraisal , which is a terminal activity, 

"Formative appraisa l is an ongoing appraisal designed to provide feed back to 

the person being appraised for the purposes of self-improvement"(popham, 1988 

:270). Similarly, Manatt (1987) note that formative appraisal is ongoing, non 

13 



j udgmental, coaching and counseling, which IS done to Improve teachers 

performance. 

In spite of the fact that summative and formative appraisals have di fferent purposes, 

attempt to co mbine the two functions so they can be carried out simultaneously, 

whi ch, according to many ex peli, is a mistake (popham, 1988). Because nobody 

wants to get fired or not receive a promotion, merit pay, or other. The weakest 

teachers- in fac t the ones most in need of improvement- are least likely to identify 

their own weaknesses. Many expelis agree that given the limited impact of 

summative appraisal, the attention and limited resources allocated to appraisal 

should be focused on form ative appraisal , which will impact on a larger number of 

teachers and have greater potential of bringing improvement district wide. 

2.3. Purposes of Performance appraisal 

Since organizati on exists to achieve goals, the degree of success that individual 

employee has in reaching their individual goals is important in determining 

organizat ional effectiveness . Thus, performance appra isal has been considered as a 

most significant and indispensable tool fo r an organization for the info rmation it 

provides is highly useful in making decisions regarding vari ous personal aspects 

such as promotion, demoti on, di smissal , or professional development. 

There are bas icall y three purposes to which perfonnance appraisal can be put 

(Decenzo and Robbins, 1988). First, it can be used as a basis for reward allocations. 

Decisions as to who gets salary increases, promotions and other rewards are 

determined by their performance appraisal. Second, it can be used for identi fying 

areas where development efforts are needed. Management need to spot those 

indivi duals who have specific skill or knowledge defi ciencies . Finall y, it can be 
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used as a criter ion agai nst whi ch selection devices and development programs are 

va lidated . 

According to Castetter (1992) the purposes of performance appraisal are: to 

determine personnel employment status, help to achi eve organizational goals, to 

improve in dividual performance, and to translate the authority system into control 

that regulate performance. 

According to National School Boards Association (American) (ci ted in Webb and 

Norton, 1999) the purposes of teacher performance appraisal are: to ensure that 

students are provided high quality instruction , to meet statutory and contractual 

requirements, to provide opportunities fo r teachers to develop their professional 

ski ll s, to provide an avenue for two way communication about school system and 

individual staff member goals , objectives, and other performance related concerns. 

Natriello (cited in Millman and Darling-Hammond 1990) identified three major 

purposes in contemporary schools. First, appraisal may be used to control or 

influence the performance of individuals within particular positions. The goal is to 

improve performance that is already within a range that is considered acceptable for 

holders of the position. Second, appraisa l may be used to control movement in to 

and out of position. This means that it may serve to screen indi viduals attempting to 

enter a position , to retain individuals in a position, or to enforce the exit of 

individuals from a position. Third, apprai sal may be used to legitimate the 

organizational control system itself. In other word, it may serve to convey a sense of 

justice and equity both about the organization and about its control of attempts. 

The Encyclopedia of Educati onal Research (cited in Webb and Norton, 1999) 

discussed three main purposes of appraisal. First, it assist in annual appraisa l 

dec isions regarding school level employment and professional improvement. 
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Second, it provide data relevant to the assessment of administrative abi lities or 

potential and principal selection. Third, to sati sfy legislative and/or state board 

requirements for administrator certification. 

In addition to improving the effic iency of the school through improved work 

performance, the other purposes of performance apprai sal can be captured as 

Dubrin(198I ) stated, it ass ists principals to observe teachers more closely and do a 

better job of coaching; it motivates teachers by providing feedback on teaching 

peformance; and identifi es developmental needs which can then be used in selecting 

appropriate programmes for training and development. 

In general , the Joint Committee on Standards for Educational Evaluation(1988:2 1) 

has identified the following purposes for evaluation of educational personnel. 

"Eva luation of educators should promote sound education principles, fu lfillment of 

institutional mission, and effecti ve performance of job responsibilities, so that the 

educational needs of students, community and society are met." 

2.4. Characteristics of successfuL appraisaL programs 

For an appraisa l program to be considered successful it must meet certain technical 

and legal standards (Webb and Norton, 1999). According to these authors, technical 

standards include va lidity and reliability, The legal standards are intended to ensure 

that the system meet substantive and procedural due process requirements and is 

free from di scrimination. Validity refers to the extent to which the appraisal 

measures the perfollllance it is intended to measure(Manatt, 1987). The clarity of 

the criteria and standards, the data co llection procedures, and the competence of the 

apprai sers all affect validity. 

Reli ab ility in performance appraisal refers to the consistency of measurements 

across appraisers and observations(Ginsberg and Berry cited in Webb and Norton , 
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1999). If different appraisers using the same criteria and standards to appraise the 

same individual produce different results, the appraisal system is not reliable. 

Thus, it is better to use multiple sources of data, to h'ain appraisers in the use of the 

various appraisa l instruments and techniques used by the school. 

According to Lucio and McNeil (1979:261), requirements for the successful 

operation of teachers' performance improvement and appraisal plan includes: -

I. The school objectives should be clearly stated and available up on request 

2. The appraisce and the apprai ser should agree on what should be appraised and 

how the appraisal is to be made. 

3. Focus should be on the results obtained and not the processes used 

4. The appraisal of teacher performance should be conscientiously and 

systematica ll y under taken 

5. The appraisal plan must operate with in the legal requirement of the ministry of 

education 

6. Adequate resources should be made avai lable. 

2.5. Criteria for performance appraisal. 

Teachers are appraised on the basis of possessing certain personal characteristics, 

demonstrating behaviors associated with successful performance, or producing 

specified resu lts (Seyfalih, 2005). According to this author, the characteristics, 

behaviors, and results used to judge perfonnance are called criteria. 

The criteria are job-related behaviors expected of the teacher, adminish'ator, or other 

staff member. The first place that must be looked to for gu idance in determining 

what will be appra ised is the MOE guide line for appraising teachers' performance 

(ibid) 
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The first criteri a for perfollllance appraisals, according to Ginsberg and Berry (c ited 

in Webb and NOtion, 1999), is trait or attribute criteria!' The assumption in using 

these criteria is that there are definable traits or attributes that are necessary for good 

perfol111ance. That is, trait criteria describe what the teacher is, rather than what the 

teacher does. Although most schools do not rely heavily on trait criteria to day, 

some trait criteria such as depend ability and personal appearance are still found in 

many appraisa l sys tem. 

A second type of criteria is concellled with out comes. The rational for this 

approach, Ginsberg and Berry (cited in Webb and NOlion,1999) is that teachers and 

administrators should achieve certain objectives and that their performance can be 

meaningfull y assessed by examining the extent to which those objectives have been 

accomplished. How the objectives are met is not considered to be as important as 

the results. Outcomes criteria include such things as student performance, lower 

drop- out rates, and school climate. 

The third type of cri teri a, and by for the most commonl y used in the appraisal of 

teachers, is performance- based criteria. When used, these criteria should be based 

on the research about effective teaching. They should describe what effective 

teachers do when they are working with students in the teaching-leallling 

process(Valentine, 1992) . 

In sum, the use of these three types of criteria is not necessaril y mutually exclusive. 

There is a tendency to have an appraisal sys tem that combines more than one type. 

2.6. Methods of Appraising performance. 

Several methods of appraisal are available for measuring the performance of an 

employee. Mamoria ( 1994) discussed the difference in methods of appraisal as: 

first, they differ in the sources of traits or qualities to be appraised. According to 
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this author, the qualities may di ffe r because of differences in job requirements, 

statistical requirements and the opinions of the management. Secondly, they differ 

because of the different kinds of workers who are being rated. Thirdly, the 

variations may be caused by the degree of precision attempted in an appraisal. 

Fi nall y, they may differ because of the methods used to obta in weightings for 

various traits. 

Decenzo and Robbins ( 1988) identified three di fferent approaches ex ist for doing 

appraisals. Employees can be appraised against, 

1. Absolute standards, 

2. relative standards, or 

3. Objectives. According to these author, no one approach IS always best. 

Each has its strength and weaknesses. 

2.6.1. Absolute Standards. 

[n this method subj ects are not compared with any other person. This group 

includes the criti cal incident method, check list, graphi c rati ng scale, fo rced choice, 

and behaviorally anchored rating scale (BARS) (ibid) 

2.6.1.1. Critical Incident Method. 

The essence of this method is that it attempts to measure workers' performance in 

terms of certa in events episodes that occur in the performance of the appraiser's job 

(Mamoria, 1994). 

The critical incidents technique requIres the appraiser to keep a record of either 

positive or negative in an appraisee's work (Decenzo and Robbins, 1988; 

French,1990; Dess ler,2003) . Critical incidents, with their focus on behaviors, judge 

perfoll11ance rather than personalities. 
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The strength of the criti cal incident method is that it looks at behaviors. 

Add itionall y, a list of critical incidents on a given appraisee provides a rich set of 

examples from which the apprai see can be shown which of his or her behaviors are 

des irabl e and which ones ca ll for improvement. 

According to Mamoria ( 1994) the critical incidents method reduces the "recency" 

effect (most recent incidents get too much emphasis) of most performance ratings. 

Its drawbacks are: 

Appraisers are req uired to regularly write these incidents down, but doing this on 

a daily or even weekly basis for all of their appraisees ' is time consuming and 

burdensome for principals, and 

2 Critical incidents do not lend themselves to quantification. Therefore the 

comparison and ranking of appraisees is difficult. 

2.6.1.2. C heck list. 

Under this approach, the appraiser is presented with a list of positive or negative 

adj ectives or descriptive behavioral statements and is asked to check off all those 

that appl y to the appraisee being appra ised (French,1990).Under check list, a rater 

does not appraise employee performance, he supplies repOli s about it and the final 

ratings is done by the personnel department (Rao and Narayana, 1987). 

The check list reduces some bias, since the rater and the scorer are different, but the 

rater can usually pick up the positive and negative implications in each item so bias 

can still be introduced. From a cost stand point, this method may be ineffici ent if 

there are a number of job categories, because a check list of items must be prepared 

for each category(Decenzo and Robbins, 1988) . 

2.6.1.3. Graphic Rating Scale. 
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The graphi c rating scale is the simplest and most popular technique fo r appraising 

performance (Dessler, 2003). It can be used to assess facto rs such as quantity and 

quality of work, job knowledge, cooperation, dependability, attendance, honesty, 

integrity, and initiative (Decenzo and Robbins, 1988). The assessor goes down the 

list of fac tors and notes that poi nt along the scale or continuum that best describes 

the employee. According to Aquinas (2006) one advantage is that it is easy to 

understand, easy to use and permits a stati stical tabulati on of scores of employees. 

On the other hand, the method has certain disadvantages . It is arbitrary and highly 

subj ective in nature. It assumes all characteri stics are of equal impoliance for 

perfonnance of all jobs. 

2.6.1.4. Forced choice. 

The fo rced choice appraisal is a special type of check list, but the appraisers have to 

choose between two or more statements, all of which may be favorable or 

unfavorabl e (Decenzo and Robbins, 1988; Glueck,1982); that is, they determine 

whi ch slatements describe effectivc and ineffective behavior. According to Glueck 

(1 982) fo rced choice can be used by superiors, peers, subordinates , or a combination 

of these in appraising employees. 

2.6.1.5. Behaviorally Anchored Rating Scales. 

An outgrowth of the critical-incidents technique is the development of behaviorally 

anchored rating scales (BARS), which focu s on specific job behaviors rather than 

traits or characteri stics (French,1990). These scales reduce the amount of judgment 

or subjectivity required of the rater and rely mostly on the rater's powers of 

observation. Similarl y, DeCenzo and Robbins (1988) stated that BARS specify 

defi nite, observabl e, and measurable job behavior. According to these author, for 

instance, a j ob-related behavior and performance dimensions are generated by 

aski ng pali icipants to give specific illustrations of effective and ineffective behavior 

regarding each perfo rmance dimension. And these behavioral exampl es are then 
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retranslated in to appropriate performance dimensions. Using BARS as French 

(1990) stated, reduce the amount of judgment or subj ectivity required of the 

appraiser and rely mostly on the appraiser's powers of observation. 

2.6.2. Relative standards. 

In the second general category of appraisal methods, individual are compared 

against other individual s (DeCenzo and Robbins , 1988). The more popular of the 

relative methods are group order ranking, individual ranking, and paired 

comparIson . 

2.6.2.1. Group Order Ranking 

The group order ranking requires the oppraisee to place appraisees in to a particular 

classification, such as "top one-fifth " or "Second one fifth" (DeCenzo and Robbins, 

1988) . The advantage to thi s group ordering is that it prevents appra isers from 

inflating their appraisals so everyone looks good or from homogenizing the apprais 

also su everyone is appraised near the average outcomes that are not un usual with 

the graphi c rating scale. According to these authors, the predominant disadvantage 

surfaces when the number of appraisees being compared is small. 

2.6.2.2. Individual Ranking. 

The individual ranking method requires the appraiser merely to list the appraisees in 

an order from highest to lowest (Mamoria, 1994). According to DeCenzo and 

Robbins ( J 988), if the appraiser is required to appraise for instance, thirty 

individual s, thi s method assumes that the difference between the first and second 

apprai see is the same as that between the twenty-first and twenty-second. One 

limitation of this method, accord ing to Aqu inas (2006), is that the ranking of 

individuals is difficu lt when a large number of appraisees are appraised . To remedy 

this defect, the paired comparison method has been evolved. 
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2.6.2.3. Pail-ed comparison method. 

By thi s method, each appraisee is compared every trait with all the other appraisees 

in pairs one at a time (Mamoria, I 994,DeCenzo and Robbins, 1988). For example, 

if there are five apprai sees to be compared, then A's performance is compared to 

B's, and a decision is arrived at as to whose is the better perf01l11ance. Then A is 

compared to C,D and E . . . in the order. Next B is compared with all the others 

individual. Thus, by thi s method, we arrive at ten decisions. The results of these 

compari sons' are tabulated, and a rank is assigned to each individual. This method 

is not suitable when a group is large because, in that case, the number of judgments 

becomes excessively large. 

2.6.3. Objectives. 

The third approach to appraisal makes use of objectives. Appraisees are appraised 

by how well they accomplish a specific set of objectives that have been determined 

to be criti cal in the successful completi on of their job (DeCenzo and Robbins , 

1988).This approach is frequentl y referred to as management by objectives (MBO). 

According to Terry and Stephen (1991 ) management by objectives emphasizes 

results or the achi evement of obj ectives , instead of activities, and also places 

importance on human behavior through the fulfillment of needs from work efforts. 

MBO requires a collaborative setting of goals between a supervisor and employee 

along with establishing the criteria used for appraising that employee's performance 

in attaining the goal s (KirkPatrick, 1987). They also discuss the ways and methods 

of measuring empl oyee progress. In sum, the three foundations ofMBO are", 

1. Goal-setting, 

2. Feedback, and 

3. Participation- all these enhance performance (Mamoria, 1994). 

DeCenzo and Robbins ( 1988) identifi ed four steps ofMBO. These are: goal setting, 

action planning, self control , and periodic reviews. According to these authors, in 
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goa l setti ng, the organization's overall objectives are used as guide lines from which 

departmental and indi vidual objectives are set. These goal are agreed up on and 

then become the standards by which the employee's results wi ll be appraised. In 

action planning, the means are determined for achieving the ends established in goal 

setting. That is, rea li stic plan are developed to attain the objectives . Self-control 

refers to the systematic moni toring and measuring of performance by having the 

individual review his or her perfOlmance. Finally, with periodic progress reviews, 

corrective action is ini tiated when behavior deviates from the standards established 

in the goal-setting phase. 

Thus we can say that MBO assists the planning and control functions and provide 

motivation , as we ll as being an approach to performance appraisal, because 

employees know exactly what is expected of them and how they will be appraised, 

and that their appraisa l will be based on success in achieving their objectives. 

The MBO system gencrall y includes the following steps (French,1 990:405), 

I. The supervisor and the subordinate mutually agree on the primary elements 

of the subordinate's job. 

2. The supervisor and the subordinate mutually agree on the subordinate's 

specifi c objectives for the supplied period (usually six months or a year). 

3. The subordinate establishes a plan of action necessary to meet each objective. 

4. During the specified period, the subordinate periodically reviews progress 

toward objecti ves . Progress checks may indicate the need to change action 

plans or modify objectives . 

5. At the end of specified period, the supervisor and subordinate meet to jointly 

apprai se the subordinate 's performance on objecti ves. 

In general , under management by objective programme, an employee and his 

apprai ser meet together define, establish, and set certain goals or objectives which 
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the empl oyee would attempt to achieve within the period of prescribed time. The 

goals whi ch are set are work- related and career-oriented. The employee 

periodically meets hi s supervisor to appraise the employee's goals progress . 

Frequent feedback and supervisor subordinate interaction are the other key factors 

of this method. 

2.7. The process of performance Appraisal. 

Teacher performance, according to castetter (1992), is an activity that follows 

certain logical steps. The implementation of an effective teacher perf0l111an Ce 

appraisa l process requires commitment from participants who are engaged in 

appraisal. 

According to Dessler (1997) performance oppraisal involve three steps : define the 

job, appraise performance, and provide feedb ack. According to this author, defining 

the job means making sure that appraiser and oppraisee agree on him or her duties 

and job standards. Apprarsing performance means comparing appraisee's actual 

perfol111ance to the standards that have been set, this usuall y involves some type of 

rating form. Third, performance appraisal usually requires one or more feedback 

sessions. Here the appraisee's performance and progress are discussed and plan are 

made for any development that is required. 

On his part, Miner (1985 :533) identified six steps of performance appraisal process. 

I. Developing an appra isal form or instrument based on an organization planning 

and job analysis data, taking in to account legal constraints. 

2. Train those who will use this measure to use it effectively. 

3. Obtai n appraisals fro m those selected to do the evaluating. 

4. Have these appra isals reviewed by some one else who IS knowledgeable 

regarding the indi vidual's performance at higher level manager, personnel etc. 

5. Feed the results back to the employee in some f0I111. 
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6. Use the appraisal for whatever purposes were envisioned in step I. 

Si milarl y, Decenzo and Robbins (1988:361) discussed the following performance 

appraisa l steps. 

I. Estab li sh Performance standards. 

2. Communicate performance expectati ons to employees. 

3. Measure actual Performance. 

4. Compare actual perforrnance with standards . 

5. Discuss the appraisal with the employee. 

6. It necessary, initiate corrective action. 

In sum, teachers perfOnllanCe oppraisal involves the following major steps 

(Castetter, 1992:295). 

I. Preapprai sal phase 

2. Appraisal Phase 

3. Postapprai sal phase 

1. Preappraisal Phase. 

According to castetter (1992), this phase may be conceived of as a period for system 

wide planning and staff development designed to help teachers to understand, 

accept, and implement organization and individual goals . This initial stage of a goal 

setting appraisal process is that in setting their own performance objectives and 

action plan, appraisees and appraisers need infol1l1ation and guide lines as to 

di rection of the total system (Millman and Darling-Hammond, 1990). 

More over it is usefu l to high light important points about what takes place in this 

phase (Castetter, 1992). 

• Performance appraisa l activities takes place between appraiser and appraisee. 

26 



• It helps to discuss the organization's view of the position and the manner in 

which it expects the work to be performed. 

• A review by appraiser and appraisee of some of the major support plans 

established by the organization to implement the performance appraisal 

system, such as organizational purpose, unit objectives, performance 

standards, position goals and appraisal procedures. 

• Preparation of a performance appraisal manual. 

2. Appraisal Phase. 

When the appraiser understands what the appraiser ' s perfOlmance behavior means 

and what the performance needs of the individual are in relation to position 

performance, then, the next phases of the perfonnance appraisal process can be 

implemented. According to castetter (1992) thi s phase include performance target 

setting, measurement of behavior change and performance improvement. 

Regarding performance target setting, targets are set collaboratively. Neither the 

appraiser nor the appraisee can set targets effectively with out advice and counsel of 

the other. The most fundamental responsibility of a principal is to ensure that 

system goals, unit objectives, and individual performance targets possess a logically 

integrated net work. 

Measurement of behavior calls for a self appraisal by the appraisee of the extent to 

which he or she is achieving the goals of his or her position (ibid). In addition, the 

appraiser makes an independent judgment of the results achieved by subordinates in 

relation to performance targets that have been established jointly. 

More over, appraiser observes performance of appraisee and record observations. 

These recording of information help for the follow-up ' conference with the appraiser, 
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for performance analys is, for the action program to be developed, and for the 

performance hi story of the individual. 

3. Post Appraisal Phase 

Once performance appra isals are compl eted by the appraiser and appraisee, as stated 

by Castetter( 1992), the next step in the appraisal process is the performance 

progress review conference. According to this author, progress review conference 

has two purposes. One it is an exchange of information between the appraisee about 

the latter's performance. Second, it emphasis the self development of the appraisee. 

It is at this stage of the conference that the appraiser attempts to counsel or coach 

thc appraisee on the reso lution of problems affecting performance. 

2.8. Components of Appraisal System 

As we have seen, performance appraisal can be made for a variety of reasons­

counseling, promotion, salary, transfer, demotion or dismissal. So it is necessary to 

begin by stati ng very clearly the questions what, who, when of perfonnance 

appra isa l. 

What is appraised 

What is to be apprai sed is a decision equally as important as the governing purposes 

of the appraisal system(Knezevich, 1973). According to Day et al (1987) stated 

teachers' performance is judged based on the foll owing set of criteria: 

Preparation 

Knowledge of contents 

use of resources 

Organization of work 

Classroom management and environment 

Relation ships with students 

Student participation 
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Control/Di sci pi ine 

Assessment of students' work. 

Similarl y, American Association of School Administrators (1982) identifi ed six 

characteri stics of teacher effectiveness which were almost universally included 

in appra isal systems. these are: 

classroom management 

Teacher/Student relations 

Staff relationship 

Preparation of teaching plans 

Effective use of teaching materials 

Interpersonal skills 

Who Will appraise 

It is the decisions involved in designing the appraisal system who actually 

should make the appraisal. As Ruderman (1970: 11) observes, 

The appraisal can be accomplished by one or more individuals 
involving a combination of the immediate supervisor, other managers 
acquainted with the assesses work, a higher level manager, a personnel 
manager, the assesse's peers, the assessee himself and the assessee's 
subordinates. 

Many authors agree with the following sources with regard to who will appraise 

teachers performacne in schools. these are: 

I. Immediate supervisor/ptincipal 

2. Students 

3. Teachers/self-appraisal 

4. Parents 

5. Peer-Appraisal 
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Immediate supervisor/Principal 

Appraisal by the immediate supervisor IS most common (French 1990). The 

principal usually does the appraisal of teachers' performance (Levin, 1979). This is 

because as Dessler(1997) explained supervisor is responsible for recommending or 

approving appraisee actions based on the performance appraisal; and for providing a 

feedback of performance appraisal to the subordinate. Moreover, the supervisor has 

the formal authority to conduct appraisals and usually controls the rewards for 

performance (French, 1990). In addition supervisor is typically in the best position 

to observe the subordinate's performance and to judge how well that performance 

serves the goals of the unit and the organization (Megginson, 1981). 

It is obvious that school principal has a strategic and important role to play in the 

appraisal of teachers. He or she is in a better position to obtain first hand 

information about the appraisal through extensive classroom contacts and 

visitations, conference with teacher, reviewing various sources of information. As 

Jenson, L. (1967) confinned, the principal is the official intcrprctcr of the appraisal 

procedure to teachers. Moreover, it is his ultimate duty to make celiain decisions 

and official recommendations in accordance with the appraisal program 

requirements. 

Student app."aisal of Teachers' Performance 

Hammond (cited in Adesina, 1990) stated that students' oplllion on teachers' 

performance should be considered valuable, because it is students who feel that they 

have undergone changes in their behavior. He also expressed his belief that the 

appraisal feedback to the teacher could motivate teaching and develop a feeling of 

recognition in the teacher. Evidence suggests that students can make reliable 

responses about classroom instruction (Manatt, 1987). 
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Subordinate appraisals, where by subordinates rate their superiors, is useful in trying 

to develop better superior-subordinate relationships. Besides, it is also helpful to 

supervisors who want to improve their human relationships (Megginson, 1981). As 

c hesler ( 1970) in the title "shared power and student Decision making" discussed 

ti 1e area where students can exercise power immediately could be: in school 

d e cision making like the qualifications of teachers as they may be rec!1Iited, 

evaluated, considered for merit pay, and promoted must be open for student review 

n d participation of student. 

\~st of the research on students' appraisals of teachers ' performance has been 

1rJ ducted reveal that students' evaluations of teachers is reliable. That is , different 

l u ps of students tend to give similar ratings to the same teachers, and the same 

e nts will rate teachers similarly at two different times (Levin, 1979) . [n sum as 

kin (1979:242) confinned: 
Overall, it appears that many of the fears about students' 

evaluations of teachers are not well founded. and that such 

evaluations can provide reliable, useful data for evaluation 

purposes. 

Selh .. ppraisal 
self" praisal is composed of many elements often mixed in varIOUS ways to 

prod~ judgments about one's own teaching for the purpose of self-improvement 

clvrijlr.m and Darling-Hammond, 1990). 

Baile Y\1981) identified three steps which realize effective self- appraisal. First, 

CUtL'ent e aching behavior must be accurately identified. That is, teachers must be 

aware d what they are doing, both verbally and non verbally, in the classroom. 

second, lroblem areas need to be identified and improved, sh'engths acknowledged 

and m8il\ained, and new behaviors practiced. Third, new behaviors should be 

subjected to further evaluation to determine their effectiveness. 
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The focu s of the self-appraisal typically are goals, students, subject-matter content, 

assessment and evaluation of teaching, and classroom management aspects (kremer­

Hayon , cited in Webb and Norton, 1999). As many authors stated, a drawback to 

self-appraisal is that appraisees sometimes underrate or overrate themselves. 

Because of this it is not advisable to use them for administrative purposes. 

Parent Appraisal of Teachers' performance 

According to Murphy and Pimentel (cited in Webb and Norton, 1999) parents can 

provide valuable infOtmation in the appraisal process. In fact, some would say 

appraisers have an obI igation to search out and invite criticism in order to become 

more successful as well as an obligation to establish and maintain a trusting 

relationship with their students and parents. 

Parents have an impact on the motivation of students and teachers , and teaching­

learning process. With the present emphasis upon community school relationships 

and upon school use of community resources, teachers are likely to be some what 

appraised by parents. Supporting this Day et a!. , (1987) identified teachers , 

principals and parents as the appraisers of TPA. Moreover the school governing 

body and the parent body may have a special part to play in the process too. 

One of the needs for teacher evaluation, according to Harris(1986), is parents no 

longer have close personal contacts with the teachers of their children and youth and 

those parents have a need for new assurances about teaching competence and the 

welfare of students. That is why parents can be asked to appraise staff more 

formally by completing rating forms cooperatively developed by supervisor (Caruso 

and Fawcett,1986). Soliciting the views of parents can increase their support for a 

program and can enhance its climate. Critical to their successful participation, 

however, is the method used to involve parents as well as the ways in which staff 
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members are prepared for the involvement. Besides, parents need to be informed 

about why their help is requested, to understand the nature of the actual power they 

have, and to know behavior for paIiicipating in the appraisal process. 

Peer-Appraisal 

Peer-appraisal is a major component in many self-appraisal programs (Millman and 

Darling-Hammond, 1990). According to these author peers provide objective 

feedback to teachers to assist them in identifying teaching behaviors they may have 

missed and to get them to focus on new behaviors they may with to include. Due to 

this, peer appraisal is an essential part of the principle of collegiality (Day et ai, 

1987). Dean (1983) suggests that skills in observation need to be improved and that 

one way of achieving this is through working with colleagues. 

In peer-appraisal system teachers should be encouraged to invite colleagues into 

their classroom for the purpose of: first, assisting them in the collection of 

appropriate information which will be helpful in inquiring into their teaching and 

their students learning. Second, providing a third eye in order to help them test the 

validity of their own interpretations and judgments of the teaching and learning in 

their classroom (Day et ai., 1987). 

On the other side, peer appraisal has also got some limitations. Robbins (1997) 

discusses that peer appraisal can suffer from co-workers' unwillingness to appraise 

one another and from biases of friendship. This means that the use of peers as raters 

both benefits and hurts an institution. Besides when the number of appraisees is 

high, it becomes time consuming. 

How Often to Appraise 

The answer is tied to the primary purpose of the appraisal (Webb, 1987) According 

to these author, summative appraisals tend to be made annually. In fornlative 
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appraisal where improvement is the objective, performance appraisals are utilized 

more freq uently. Montgomery and Hadfield (1989) suggest an annual review, but 

with more frequent appraisals for probati oners. On the other hand, Bittel (1980:249) 

proposed twice a year as a happy medium. He discussed the reason as : 

If you rate too often, you are likely to be to much impressed by day­
to-day occurrences. If you wait too long, you are likely to fo rget 
mallY of the incidents that ought to influence your appraisal. Even if 
your organization has a plan that calls for rating only once a year, it 
is good practice on your part to make an informal appraisal more 
often. 

2.9. Classroom Observation 

If appraisal is to be taken seriously, then it must occur at the business end in the 

classroom (shipman, 1974) . Observing and recording classroom events are perhaps 

the oldest of all teacher appraisal procedures in the field of education. According to 

Day et aI. , ( 1987) explained classroom observation is seen to be central to the 

process of appraisal. Moreover classroom observation is a necessity for those who 

wish to gain a greater understanding of what is happening. Similarly, as Millman 

and Darling-Hammond (1990) stated if one wants to know how a teacher behaves 

with a group of youngsters during a lesson, observation may be a very good way to 

gather in formation. Furthermore, using observation for assess ing teachers requires 

endorsing the idea that the target for appraisal can be seen and that it can be seen a 

classroom lesson. It also assumes that visible actions provide an adequate appraisa l 

of teaching competencies. 

Classroom observation leaves out direct systematic evidence about teacher planning, 

teacher assessment and modification of instructional materi als, teacher choice and 

adaptation of instructional methods, and teachers' working relati ons wi th colleagues, 

parents, and members of the school community (M illman and Darling­

Hammond, 1990). Due to these, as Harris( 1986) stressed, classroom observation 
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techniques for gathering data, as related to teaching and learning, have a special 

place in teacher appra isal because they demand focus on: reality, the classroom, and 

the complexities of teacherlstudentllesson/material interaction. A futther, 

importantl y unique, feature of classroom observation for data gathering is that there 

is always more than one data source available. As HatTi s(1986) identified students, 

teachers, outside observer, and technica l devices(microphone, camera, etc) are all 

potential data sources. 

The typical appraisal process involves a small number of observations of a given 

teacher (Mill man and Darling-Hammond 1990). By cutTent practice, two or three 

one-hour observations represent the high end of time spent observing an 

indi vidual(Wise et al. , 1984) . According to McLaughlin and pfeifer(1988) a 

traditional measurement perspective would suggest that increasing the number of 

observati on occasions would increase consistency and reliability. 

The procedures of classroom observati on are impl emented in a very prec ise format 

(Montgomery and Hadfield, 1989). As the authors identified, firstly, the teacher to 

be appraised must agree to take part in the appraisal; voluntary participation is 

essenti al, as is the understanding that the process is to be a positive. The next stage 

is to negotiate a suitable time for all concerned. this means agreeing on a lesson 

whi ch the teacher chooses to have observed and which has some free time 

immedi ately following for a di scussion of the lesson. having agreed on the time to 

be ava ilable afterwards, the other point to clari fy is where the review discussion wi ll 

take place. This needs to be a quite, private place where no interruptions wi ll occur. 

As Montgomery and Hadfield(1 989) stated a brief, rushed visit to the classroom, a 

snatched interrupted review session or, even worse, no feed back at all , can onl y 

demoralise and anger teachers, and does not enhance the standing of the appraiser. 

During the school year, as Holdzkom(1987) stated. , three observations are 

conducted : One announced, the second an unannounced and a third that mayor 
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may not be announced . According to this author, during the actua l visit, the observer 

is present through out the entire class or teaching period. 

2.10. Peliormance Feedback 

Once the expected performance has been defined and the teacher's performance has 

been measured, it is necessary to feed that perfollllance information back to the 

teachers so they can correct any deficienci es (Noe, 1996). In other words, upon 

completi ng the performance rating, the appraisers usuall y conducts an interview 

with the teacher to provide feed back which is the most important parts of the 

appraisal process. 

As Cartwri ght (2005) stated appraisal feedback tends to be more readily accepted as 

fair by recipients and lead to more positive reactions when it: first, is preceded by a 

discussion of performance expectation at the beginning of the performance period 

and by the provision of in terim feedback. Next, allows the recipient to input his or 

her views about performance. third, discusses the raler's rationale for the 

performance appraisal, and finally is given by a rater who strives to be unbiased and 

considerate of the teacher's fee lings . 

Harris( 1986) suggested as to how feedback procedures carried out. First, to tell 

teacher all the nice or positi ve things one can think of, suggest at least one problem 

area, then ask fo r reactions, and hope something productive emerges. And Second, 

to ask how the teacher feels about the teaching, hope that a problem will be 

verba lized, and then hope a qui ck agreement can be reached. Next, to probe the 

thinking of the teacher with a series of pointed questions that encourage critical 

review of self. It helps the teacher to relate his or her perceptions of the available 

evaluation data. 
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Noe,( 1996:226) identifi ed the ways to improve the performance feedback process as 

follows: 

feedback should be given everyday, not once a year 

ask the teacher to rate his or her performance before the session 

encourage the teacher to participate in the session. 

recongni ze effective performacne through praise 

focuse on solving problems 

focus feedback on behavior or results, not on person 

minimize criticism 

agree to specific goals and set a data to review progress. 

In sum, the appraisal interview, whcih helps to provide feedback , should be properly 

conducted and set against a backcloth oftmst, respect, and agreed purposes provides 

the opportunity for the appraisee to discuss his performance at greater length and in 

greater depth . Moreover it will allow the appraisees to look back at his performance 

over the last year and to look forward to work to be done, priorities to be met and 

targets to be achieved (Day et ai., 1987). 

2.11. Common Performance Appraisal Problems 

Even if the system is we ll designed, problems can arise if the appraisers are not 

cooperative and we ll trained. Various authors have explained the problems that 

hinder the implementation of good performance appraisal program at different 

times. In the words of Towers (1998,2 15), "Although many organizations have 

devoted a great deal of time, effort and resources to setting up peiformance 

appraisal schemes, the results have often been disappointing. " 

The ideal approach to performance appraisal is that in whi ch the appraiser is free 

fro m personal biases, prejudices, and idiosyncrasies (Mamoria, 1994). This is 

because when an appraisal is objective, it minimizes the potential capricious and 
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dysfunctional behavior of the appraIser which may be detrimental to the 

achievement of the organizational goals (Decenzo and Robbins 1988). There are 

many significant factors which impede objective appraisal. These factors are:-

I. The halo effect. As Dessler (1997) defined halo effect, it is the tendency to rate 

an appraisee consistently high or low on the various traits depending upon 

whether the appraiser over all impression of the individual is favorable or not 

Similarly Decenzo and Robbins (1988) defined halo effect as a tendency to rate 

high or low on all factors due to the impression of a high or low rating on some 

specific factor. This often occurs when the employee is more friendly or 

unfriendly toward the appraiser. 

According to Mamoria (1994) the halo effect problem can be alleviated by: first, 

providing a five to ten minutes h'aining program to the appraisers; second, 

restructuring the questions by requiring the appraiser to consider each question 

independtly, and third having the appraiser appraise all rates on each dimension 

before going to the next dimension. 

2, Central Tendency. Studies have found that some appraIsers rate all their 

employees with in a narrow range (Glueck,1982). Stated differently, central 

tendency could mean that to rate all employees average. It distort the appraisals, 

making them less useful for promotion, salary, or counseling purposes (Dessler, 

2003). According to this author ranking employees instead of using graphic 

rating scales can reduce this problem, since ranking means you can't rate them 

all average. 

3. Leniency Error; Every appraiser has his or her own value system which acts as 

a standard against which appraisals are made. The leniency enor is made by the 

appraiser who gives employees higher ratings than they deserve (French, 1990). 

According to Mamoria (1994) the tendency can be avoided by holding meetings 
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or training sessions for appraisers so that they may understand what is required 

of them in rating. 

4. Similarity Error. When appraisers rate other employees the same way that the 

appraiser perceive themselves, they are making a similarity error (Decenzo and 

Robbins, 1988) . Noe (1996) explained this as the error we make when we judge 

those who are similar to us more highly than those who are not. Research has 

demonstrated that thi s effect is strong, when similarity is base on demographic 

characteristics such as race or sex. 

5. Recent-behavio,' bias, As Ivancevich (1989) stated one difficulty with many of 

the appraisal systems is the time frame or the behavior being appraised. 

Appraisers forget more about past behavior than cutTent behavior. Thus, 

Gulueck (1982), many employees are appraised more on the results of the past 

several weeks than on six months average behavior. According to this author, the 

problem can be solved by using a technique such as critical incident or 

management by objectives or by itTegularly scheduled appraisals. 

2.12. How to avoid Appraisal problems 

It is probably safe to say that problems like these can make an appraisal worse than 

no appraisal at all. Would an employee not be better off with no appraisal than with 

a seemingl y objective but actually biased one? Problems like these are not 

inevitable, though, and you can m11llmlZe them (Dessler, 2003) . This author 

identified the following solution:-

I. Learn and understand the potential problems, and the solutions for each, 

2. Use the right appraisal tool. Each tool has its own pros and cons. 

3. Train appra isers to reduce rating errors, 

4. Diary keeping is worth the effoli. 
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Similarl y, Mamoria (1994:445) d isscused how to overcome prob lems in 

performance appra isa l. Accord ing to him, success of an appra isa l program depends 

on. 

I . The existence of an atmosphere of confidence and trust. 

2. T he apprai ser must very thoroughl y appraise the empl oyee's performance. 

3. The results of performance rather than personality traits should be given due 

weight. 

4 . The appraisal programme should be less time- consuming and less costly. 

At the same time, it should bring the maximum benefit. 

5. The result of the appraisal, particular when they are negative, should be 

immedi ate ly communicated to the employees, so that they may try to 

improve their perfo rmance. 

6. A post appraisa l interview should be arranged so that employees may be 

supplied with feedback. 

7. The standards of pe rfo rmance appraisal can be improved by training of the 

appraisers and by using an appropri ate appraisal tools. 

Aquinas (2006: 1 09) in his part di scussed ways of over comlllg perfOim ance 

appra isal problems as follows. 

I. Choosing the appropriate appra isal method 

2. Us ing multiple rater 

3. Tra ining appraisers 

4 . Providing employees on going feedback. 

5. Us ing peer appraisers 

6. Carrying out post-appraisal in terviews and; 

7. Reward to accurate appraisers. 

In su m, a ll authors agreed that the tra ining of appraisers, stating clear perfOimance 

standards, prov iding timely perfo rmance feedback, using multip le raters and the like 

he lps to over coming problems in perf0 ll11anCe appraisal. 
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Chapter Three 

Research Design and Methodology ,----

The major purpose of thi s study was to assess problems associated with the current 

TPAS operating in high schools in Western Wollega zone. Thus to achieve this 

purpose descriptive survey design was used. This is because survey data are 

considered as excellent means to "produce statistics that is qualitative or numerical 

description s of some aspects of the study population" (Fowler, 1993: 1) . And also a 

mixed approach of qualitative and quantitative was employed to effect the study. 

Moreover, the following techniques and procedures were used to collect and 

analysed data. 

3.1. Data Sources / 

Principal s and teachers were the main sources of infomlation in this study. 

Accordingl y, all the principals of the sample schools (8 high schools) and 72 

teachers selected from a total number of 323 teachers were involved in the 

inves tigation. Moreover, document (in this case teachers ' classroom perfomlance 

observation checkl ist) was used as a secondary sources of information. 

3.2. Sampling Techniques / 

By using random sampling techniques a total of 8 (38%) high schools were 

selected from a total population of 21 high schools. With regards to teacher 

respondents, a total of 72 teachers were selected by employing stratified sampling 

techniques . These were carried out by grouping each sample school in to 9 strata 

(in thi s case, departments: language, Mathematics, physics, chemistry, Biology, 

Geography, History, civic and Ethical Education, and physical education.) from 

whi ch 9 tcachers were selected from each school using a simple random sampling 
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techniques and a total of 72(22.3%) teachers were identifi ed. Concerning principal 

respondents, all the principa ls of the sample schools (in this case, 8 principals) 

were selected using purposive sampling techniques. This is because principals are 

the official interpreter of the appraisal procedure to teachers and they are few in 

number as a result easy to manage. 

3.3. Data Gathering Tools /' 

Relevant data from principals and teachers were collected using descriptive survey 

questionnaire. Close-ended question items along with very limited number of 

open-ended items were used. Closed-ended questionnaire is easy to process and in 

this "all likely responses are listed and respondents simply check the one that best 

represents their opinion" (Hamilton, S. 1980:5 50). On the other hand, open-ended 

questionnaire is limited because as Hamilton, (1980) states open-ended responses 

are much more difficult to code and analyse and that some respondents may have 

difficulty in expressing themselves in their own words. 

The questi onnaire consists of 43 items written in English to address the following 

main parts: 

I. Respondents' background information 

2. Purposes ofTPAS 

3. Criteria of TPAS 

4. Competence of the designated appraisers 

5. Procedures ofTPAS 

The quest ion item of patt 2 and part 3 were Likelt-type attitude scale and the level 

of agreement was indicated on a fi ve-point scale ranging from strongl y di sagrees 

to strongly agree. For the rest that is patt 1, part 4, and patt 5 multiple choice type 

of items were fOll1lUlated. 
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3.4. Data Gathering Procedures / 

Permission to conduct the study was requested and granted from Oromia 
Education Bureau, Western WolJega Zone Education Desk, and the 8 randomly 
selected school s principals. After gaining consent, the investigator contacted 
every principal phys ically to explain the purpose of the study, what insh'uments 
the teachers would be expected to complete and request time to distribute the 
i nstrumen ts. 

In the sample school s the investigator described the study, invited the teachers to 
participate, gave instructi ons fo r completing the questionnaire and assured 
confidenti ality, and identified a teacher who would be responsible for collecting 
and returning the questi onnaires . Questionnaires were to be retumed in a prepared 
envelope, 

3.5. Methods of Data analysis / 

Depending on the basic questions of the study the data were to be anal ysed using 
mea n scores, weighted mean scores and percentage. And also the open-ended 
question items and teachers' classroom performance observation checkli st were 
analysed using content anal ys is method. 
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Chapter Four 

Analysis and Interpretation of Data 

Th is chapter consists of two main parts. The first part presents the characteristics 

of the respondents. In thi s part appraiser (principals) and appraisees (teachers) are 

discussed in terms of sex, academic qualification, field of study, and years of 

service. The second part of this chapter deals with the analysis and interpretation 

of data coll ected. 

To analyse the data respondents were provided one and 111 some cases more 

options to choose which they believe is an appropriate. Data obtained were 

organi zed in tabular form and analysed using mean score, average mean score, and 

percentage. 

I. Charactedstics of the sample population 

A total of 80 questionnaires were distributed to 8 principals, and 72 teachers. A 

total of 72 questionnaires were filled in and retumed. Out of 8( I 00%) were from 

principals, 64(88 .8%) were from teachers. Most experts in the field recommended 

a 60% response rate for generalizability of the results (Glatthorn, 1988: 103). 

Based on the responses obtained from the respondents, the characteristics of the 

study groups were examined in terms of sex, academic qualification, field of 

study, and years of service. These characteristics were exhibited in table I , II, III, 

and IV hereunder. 
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Table L Percentage Distribution of Respondents by Sex 

Items Principals N=8 T eac/ters N=64 
No % No % 

Sex 
a)Male 8 100 60 93.7 

b)Female - - 4 6.3 
Total 8 100 64 100 

('" 

Table I shows sex distribution of the sample population of principals and teachers. 

Accordingly, in table I, all the principals were male. On the other hand, teachers 

who accounted for 93 .7% and 6.3% were male and female respondents 

respectively. Thus, we can infer that female participation in school leadership was 

non-extent. Moreover, their involvement in the teaching profession in high school 

also seems very low. 

Table II. Description of Respondeltts by their academic qualification " 

Items Principals Teachers 
No % No % 

Qualification 
a)B.A 4 50 44 68.75 
b)Diploma 4 50 20 31.25 
C) Certificate -

[ Total 8 100 64 100 

As seen in Table II, 50% of the principals and 68.75% of the teachers were first / 

degree holders. On the other hand, 50% of the principals and 31.25% of teachers 

were diploma holders. 

It would, therefore, be possible to infer that half of the sample schools were 

managed by personnel who were not fulfill the requirements set by the MOE . 
./ 

Besides, almost one-third of the teachers who were assigned in the teaching 

profess ion were also below the requirements. 
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Table Ill, Description of Respondents by field of study 

Items Principals 
No % 

Field of study 
a)EdPM - -
b)Language 3 37.5 
c) Chemistry 2 25 .0 
d) Geography 2 25.0 
e) Management I 12.5 
Total 8 100 

Table IlJ shows the distribution of principals in terms of their field of study. 

Accordingly, principals who accounted for 37.5%, 25.0%, 25.0% and 12.5% had 

an academic background of language, chemistry, Geography, and management 

respectivel y. On the other hand, principals with EdPM background were non­

ex istent. This impli es that principals lack expertise to conduct TPA effectively. 

Moreover, if apprai sers (principals) are not viewed as credible-being, 

knowledgeable about the appraisees' (teachers') position and field of expertise, 

appraisees may be uncooperative and resist the appraisal repol1s . ~ 

Table IV Description of Respondents by Years of Service 

Items Principals 
No % 

Years of Service 
a) IO Years and below 2 25.0 
b) 11 -20 years 4 50.0 
c) 21-30 years 2 25.0 

Total 8 100 

As seen in Table IV, 50% of the principals had service yea rs between II and 20 

years. On the other hand, 25%, of the appraisers had a service of 10 years and 

below. The remaining 25% of appraisers had service years of 2 1-30. It would be, 
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therefore, possible to infer that 75% of the principals had service years above II 

years and thi s rich experience might help the principals to establi sh and maintain 

good relationship with teachers and moreover help them to get knowledge of good 

teaching. 

II. Data Analysis and Interpretation 

Table V. Purposes of TP A as Perceived by Appraisers and Appraisees 

No Purposes Respolldellts Weighted 

Appraisers Appl"llisees Meall 

Meal! Meall Score 
Score 

score 

I To identify areas where 

development efforts are needed 4. 62 4.57 4.58 

2 To achieve School goals 4.75 4.65 4.66 

3 To improve teaching performance 4.87 4 .61 4.6 1 

4 To ensure that students are 

provided high quality instruction 4. 12 4.23 4.22 

5 To provide 
.. 

for opportul1l t\ es 

teachers to develop professionally 4.50 4.16 4.1 9 

6 To control or influence the 

performance of individual 3.75 3.95 3.93 

7 To dec ide on teachers ' termination 

of the contract 3.37 3.51 3.50 

8 To decide on teachers ' promotion, 

transfer or demotion 3.75 3.62 3.63 

9 To assess the effects of teaching on 

students' achi evement 4.50 4.30 4.31 

10 To sati sfy the demands of the 

publi c for accountabi lity 4.25 3.98 4.01 

A vera"e mean score 4.24 4.15 
--
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Appraisers and apprai sees were asked to identi fy the major purposes which they 

think the high schools TPAS primarily servi ng. To this effect, ten purposes were 

li sted in the table. Six of them represent formative purposes and the remaining 

four represent summative purposes. Hence, Table V shows the result of these two 

main categories of the TPA purposes as perceived by appraisers and appraisees. 

Accordingly, the results of the weighted mean scores reveal that both appraisers 

and appraisees strongly agree that purposes ofTPA in high schools were primarily 

serving to achieve formati ve (developmental) purposes: to achieve school goals, to 

improve teaching performance, to identify areas where developmental efforts are 

needed, to assess the effects of teaching on students achievement, to ensure that 

students are provided high quality instructions, and to provide opportunities for 

teachers to develop professionally. 

On the other hand, the second major purpose as perceived by appraisers and 

appraisees were summative plll]Joses as confilmed by the weighted mean of (4.01, 

3.93, 3.65 , and 3.50). The summative pUl]Joses includes : to satisfy the demands 

of the public for accountability, to control or influence the performance of 

indi vidual's , to decide on teachers ' termination of their contract, and to decide on 

teachers' promotion, transfer or demotion. 

It would, therefore, be possible to conclude that although both formative and 

summati ve purposes of TPA are necessary and much of the infoll11ation are useful 

in making decisions about teachers, the two major pUl]Joses are quite different. But 

from the TPA checklist currently used in the sample schools, it is observed that 

both the formati ve and summative purposes were appeared in one instrument. 

Research on TPAS reveals that sharp differences in plll]Jose, process, 

instrumentation, and procedural characteristics give urgency to the notion that 

summati ve and formati ve appraisal can not be undertaken as a single 

undifferentiated task. 
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Table VI, Perception of Appraisers and Appraisees on TP A Criteria 

No TPA Criteria Respondents Weighted 

Appraisers Appraisees Mea" 
Score 

Mean Mean 
score Score 

1 Describe what the teacher IS, 

rather than what the teacher does 3.25 3.20 3.08 
2 Teachers be significantly 

involved 111 the process of 
developing criteria 1.75 1.93 1.91 

3 Measure teachers willingness to 
participate 111 extracurricular 
activists 3.50 3.85 3.83 

4 The criteria are clear 2.75 2.32 2.37 
5 The criteria are adequate to 

appraise teachers performance 1.62 2.57 2.47 
6 The cri teria are adequate to 

di ffe rentiate good performance 
from poor performance 1.75 2.26 2.48 
Average mean scores 2.44 2.67 

Some of TPA criteria were listed and appraisees and appraisers were asked to rate 

those criteria based on their level of agreement-strongly agree(SA), agree(A), 

undecided(UD), disagree (DA), and strongly Disagree(SD). The mean scores from 

the data analysis were interpreted as: 0.05-1.49 (very low), 1.5-2 .49(low), 2.5-

3.49(Mediulll), 3.5-4.49 (high), and above 4.5(very high). 

Accordingly, as responded by appr31sers and appr31sees, the involvement of 

teachers in the development of TPA criteria was low as rated by mean score 1.75 

and 1.93. Also the weighted Illean score 1.91 confirm the fact. This shows that 

criteria of TPA involve external controls, in the sense that neither appraisers ' nor 

appraisees have freedo m of choice to fonnulate, adapt or ~odify the criteria. 
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With regards to the adequacy of the criteria to differentiate good performance 

from poor performance, appraisers and appraisees rated low as revealed by 

weighted mean score of 2.48 . Thus, it would be possible to generalize that the 

criteria recently used do not relate to the real events of the classroom. 

In table VI-item 4, appraisers and appraisees rate the clarity ofTPA criteria low as 

it was confirmed by the weighted mean score of 2.37. This shows that lack of 

clarity of the criteria would increase bias, and subjective judgments. 

In table VI-item 5, appraisers and appraisees rated the adequacy of the criteria 

currently used low as confirmed by the weighted mean score of 2.47. Thus, it is 

possible to infer that TPA criteria recently in use were not designed or formulated 

in such a way that they measure what they are supposed to measure. Stated 

differently, it lacks validity. 

With regard to the characteristics of performance criteria, appraIsers and 

appraisees rated the assumption that the CUITent criteria describe what a teacher is, 

rather than what the teacher does moderate, as indicated by appraisers mean score 

of 3.25 and apprai sees mean score of 3.20. Moreover, the weighted mean score of 

3.08 also confirmed the fact. The extensive research indicating that the teacher 

may be the primary influence on student learning within the school has placed 

much emphas is on teaching activities as criteria for appraisal. Teaching as a 

behavior re lated to producing student learning is the essential focus of teacher 

evaluation (Han·is, 1986). As George (1987) observes a teacher's personal traits, 

beliefs, and habits outside the classroom are not a central part of the job. 

As can be seen from table VI-item 3, the objectives of TPA criteri a measure 

teachers' willingness to participate in extracurricular activities were rated high by 
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appraIsers and apprai sees, as revealed by Mean scores of 3.50 and 3.85 

respective ly. Moreover, the weighted mean score of 3.83 also justify the fact. 

TPA requires direct observation in the classroom. The appraisal of c lassroom 

teaching based on direct class room observations seen to be an essenti al component 

of TPAS. As many research findings show, the teachers comm itment to one 

profess ional issue or his or her willingness to partic ipate in extracurricular 

activities ought not be part of an appraisal. In other word, how much a teacher 

cares about students is difficult to esti mate unl ess it is directly tied to classroom 

behavior. 

Table VII. Appraisers ofTPA 

Items Appraisers Appraisees 
(N=8) (N=64) 

No % No % 
In your school, who are involved in 
appraising teachers perfonnance 
a) principals 7 87 .5 39 60.9 
b) Assistant principals 6 75 39 60.9 
c) Department head 6 75 40 62 .5 
d) Students - - 15 23.4 
e) parents - - 14 21.8 

Respondents were asked to identify persons who involved in appraising teachers' 

performance. As ind icated in table VII, both appra isers (87.5%) and appraisees 

(60.9%) identi fy principals as appraisers of teachers' performance. And also 

principals who accoun ted for 75% and teachers 60.9% identify ass istant principal 

as app raIsers. Moreover, principals( 75%) and teachers (62.5%) indicate 

department heads as their performance appraisers. 

On the other hand, as indi cated by appraisees, the involvement of students and 

parent were low. Research out put revealed that student ratings of teachers were 

more di scrimin ating than any other source of teacher data. According to the 
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information obtained from the zonal education office, in the past four years __ 

principals were the only person who appraises teachers ' performance. But from 

2008/2000 on ward principal, assistant principal, and department heads have got 

the authority to appraise teachers ' performance. / 

Table VIII How Appraisees Perceive Competence of Appraisers 

Items Appraisees(No=64) 

No % 

Do appraisers competent enough to 

appraise teachers performance? 

a) yes 16 25 

b) No 40 62.5 

c) Not sure 8 12.5 

As indicated in Table VlIl, appraisees who accounted for 62.5% responded that 

appra isers who are involved in appraisal of perfomlance of teachers do not have 

the necessary competence. On the contrary, while only 25% of the appraisees 

positively acknowledge their competence, 12.5% reported neither positively nor 

negatively. Hence, it is possible to conclude that the majority of the appraisees 

may not have trust and confidence in the result of TPA. As Joint Committee on 

Standards for Education Evaluation (1988) states the appraisa l system should be 

managed and executed by persons with the necessary qualifications, skills, 

sensit ivity, and authority, and appraisers should behave professionally so that 

appraisal reports would be respected and used. 
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Table IX Appraisers as Perceived by Appraisees 

items Appraisees (No=64) 

No % 

Which one do you think are incompetent 

a) principals 53 82 .8 

b) Assistant principals 47 73.4 

c) Departmcnt heads 39 60.9 

Table IX, shows the perception of appralsees regarding the competence of 

appraIsers. Accordingly, 82.8% of the appraisees consider principals as 

incompetent. It seems logicall y true that since 50% of the appraisers (see table II) 

were diploma holders who were authorized to conduct appraisal of teachers 

performance on teachers who were relatively more qualified than the appraisers. 

Moreover, appraisers academic qualification (see table II) also confirms that they 

lack knowledge of basic management principle. The second incompetent 

appraIsers were assistant principals as reported by 73.4% of the appraisees. 

Moreover, 60 .9% of appraisees considered department heads as the third 

incompetent appraiser. In a nutshell, the overall results show that appraisees 

teaching performance were appraised by whom they mistrust about their 

knowledge of the mechanics of the appraisal system. Moreover, it also results in 

rejection of appraisal resu lts and makes maintaining good rapport very difficult. 
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Table X :Perception of Appraisers and Appraisees Regarding Students as 

Appraisers 

Items Apprllisers Apprllisees (N~64) 

(N~8) 

No % No % 

What is the reaction of teachers in 

being appraised by students 

a) Negative 8 100 45 70.3 

b) Positive - - 19 29.7 

Total 8 100 64 100 

As seen in Table X, all of the principals responded that teachers were not happy to 

be appraised by students. Besides, 70 .3% of the appraisees also confirm this . But 

only 29.7% of the appraisees responded that they accept students as appraisers of 

their teaching performance. Thus, the overall results show that the majority of the 

appraisers and apprai sees do not accept students as apprai sers of teachers' 

performance. The reason why they did not want students as appraisers of teachers 

teaching performance will be presented in table XI. 

Table XI: Reasons for the Negative Perception of Appraisers and 

Appraisees 

Items Apprllisers Appmisees 
(N~8) (N~64) 

No % No % 

What is the reason for the reaction of teachers in 

appraising by students? 

a) They lack competence to appraise teachers 

performance 7 87.5 50 78 .1 

b) They tend to get b iased and prejudice 5 62.5 40 62.5 

c) They do not know what good teaching is 5 62.5 47 73.4 

d) They lack skill s to appraIse teachers ' 

knowledge of subject matter 6 75.0 48 75.0 
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Respondents were asked to indicate the reason why teachers do not want students 

as appraisers of their teaching performance. As seen from the table XI, lack of 

competence to appra ise teachers' performance was identified as a primary reason 

for the incompetence of students as reported by 87.5%, 78 .1 % of appraisers and 

appraisees respectively. The second reason as reported by 75% of the appraisers 

and 75% of the appraisees was students' lack of skill s to appraise teachers' 

knowledge of subject matte r. The other reason as responded by 62.5% of 

appraisers and 73.4 of appraisees was students lack of knowledge of good 

teaching. Moreover, 62.5% and 62.5% of appraisers and appraises respectively 

identified students tendency to be bias and prejudiced as the next reason for the 

incompetence of students. 

Resea rch done on this issue confirmed that students can provide rich feedback to 

teachers about their learning and reactions to particular teaching strategies which 

is bel ieved to be the criteri a of TPA. Stated differently, students have extensive 

opportuniti es to observe teaching and see a variety of teachers over time 

(Glatthorn, 1988). Moreover, students ' evaluative reports can be objective, 

re li able, and valid and also they are very low in cost (Harris, 1986). Further more 

evidence suggests that students can make reliable questionnaire responses about 

classroom instruction (Manatt, 1987). Disadvantages stem from the lack of 

acceptance traditionally accorded such data sources. 

Table XII. Whether Appraisers Involved in Training on TPA /' 

Items Appraisers(No=8) 
No % 

Have you involved in any training program 
related to TP AS? 
a) Yes 2 25.0 
b) No 6 75.0 

Total 8 100 
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Table XI! : Depicts whether appraisers have taken training re lated to the ./ 

mechanics of TPAS. Accordingly, the majority of appraisers 75% were reported 

that they did not in volve in any training related to TPAS. On the contrary, nearl y 

25% of appraisers were acknowledging pos itively. In this case, the majority of 

appra isers were made to be invo lved in the challenging task of TPA without 

hav ing knowledge of how to carry out the appraisal process effectively and 

effic iently. Untrained observers can not see adequately, fai l to control biases, do 

not sample events, and produce inadequate records (HalTis, 1986) . ./ 

Table XllI. Pre appraisal Conference between Appraisers {[nd Appraisees 

Items Appraisers(N=8) Appraisees 

(N=64) 

No % No % 

Do appraI sers and 

apprm sees carry out 

preappraisal conference? 

a) yes 7 87.5 20 31.3 

b) No I 12.5 34 53.1 

c) Not sure - 10 15 .6 

Total 8 lOa 64 lOa 

It is observed from Table xm, that the majority of principals (87.5 %) and 31.3% 

of teachers reported that pre appraisa l discuss ions were held between appraisers 

and appraisees. On the contrary, 12.5% of appraisers and 53. 1 % of appraisees 

responded that there was no preappra isal discussion held between appraisers and 

appraisees. On the other hand, 15.6% of appraisees responded nei ther positively 

nor negatively. In sum, the disagreement that ,exist between appraisers and 

appraisees on the presence of pre appra isal conference might indi cate mistrust, 
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lack of commitment, and lack of mutual understanding which make teachers to 

deve lop negati ve attitude toward the T PAS. 

Table XIV, Obsel-vation of Teachers' Classroom Performance 

No Item s Appraisers(N=8) Appraisee 
s (N=64) 

N o % No % 
I Do appraisers observe classroom 

perfO l1l1anCe of teachers' 
a) yes 8 100 44 68.8 
b) No - 20 31.2 
Total 8 100 64 100 

2 How often does classroom 
observation takes place 
a) once in a year - 13 29.5 
b) twice in a year 8 100 31 70.5 
c) three times in a year - - - -
d) fo ur ti mes in a year - - - -
Total 8 100 44 100 

3 Do you think that the frequency you 
checked above is adequate? 
a) yes 6 75 15 34.1 
b) No 2 25 25 56.8 
c) Not sure - - 4 9.1 
Total 8 100 44 100 

The one undi sputed requirements of good education is good teaching and 

perfo rmance in the c lassroom li es at the heart of the teacher 's profess ional ski ll 

and of the standards of learning achieved. Stated differently, the appraisa l of 

c lass room teaching based on direct class room observation is seen to be an 

essentia l component of teacher appra isa l. Hence, as seen in Table XIII- item- 1 all 

of the appraisers and 68.8% of appraisees responded that their classroom activities 

was observed .. On the contrary, 3 1.2% of appraisees responded negati vely. It 

mi ght, therefore, be poss ibl e to conclude that however, appraisers dec lare that they 

conduct c lassroom 
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Observation was conducted in their schools, nearly one-third of the apprmsees 

present their doubt that their classroom teaching performance were observed. This 

disagreement might result in mistrust, lack of commitment, uncooperative, no 

feedback, and offers no suggestion for improvement. 

With regard to item 2 of Table XIV, all of the appraisers and 70.5% of the 

appra isees confirmed that a teacher's classroom teaching performance was directly 

observed on an average of twice a yea r. Others only 29.5% of the appraisees 

repOtted that classroom observation take place once a year. Observation of 

teachers' classroom performance for more than twice a year was, however, non­

extent. The data in the table would, therefore reveal that the frequency of 

classroom observation in sample schools regarded as inadequate si nce one or two 

classroom visits would not gurantte objective performance data on classroom 

teaching activ iti es. 

Respondents were also requested to explain whether the frequency of the 

classroom observation was sufficient to measure teachers' classroom teaching 

performance. Accord ingly,75% of appraisers and 75% and appraisees confirmed 

that observation of teachers' classroom performance twice a year was adequate to 

measure the performance of teachers' classroom activities. On the contrary, 25% 

and 56.8% of appraisers and appraisees respectively fe lt that observing teachers' 

classroom performance twice a year was not sufficient to gather reliable and 

dependable data on teachers' classroom activ ities. The rest, 9 .1 % of appraisees 

were report neither positively nor negatively. Thus, the result showed that there is 

perceptual difference between appraisers and appraisees on the frequency of 

observa ti on of teachers' classroom performance. This mi ght show that lack of 

commitment and lack of knowledge about their relative va lue on the paft of the 

appraisers. Research on teachers classroom observation shows that more 
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observat ion are much more likely to he lp produce stable and generalizable 

resul ts(M illman and Darling-Hammond, 1990). 

Table Xv, Wizen does Appraiser Enter into Class 

Item s Appraisers(N=8) Appraisees 
(N=44) 

No % No % 
When does appraiser 
enter into the classroom 
to observe teachers' 
performance? 
a) before the class begins 3 37,5 14 3 1.8 
b) duri ng teaching-
leaming process 5 62.5 30 68.2 
c) j ust before the end 0 f 
the class - -
Total 8 100 44 100 

Tabl e XV indicate the time when appraisers enter into class room to observe 

teachers' c lassroom performance. Accordingly, 62.5% and 68 .2% of appraisers 

and appraisees respecti vely reported that appraisers enter into the classroom after 

teaching- lea rning process has begun . Hence, this might interrupt the teaching­

learning process. Moreover it is not an appropriate time fo r appra isers to get 

appropri ate place to observe specific examples of the practices as demonstrated by 

the teacher (Holdzkom, 1987) . On the other hand, 37 .5% of appraisers and 3 1.8% 

of appraisees indi cated that appraisers enter into the class room before the class 

begins. 

Thus, it would be poss ibl e to generalize that it may be d iffi cult to gather 

dependable informati on on teachers' classroom activities which later might help 

the apprai sers to judge teachers' performance. Stated di fferently, it would be 

inadequate to take the data as a base to judge the classroom activities of the 

teacher. 
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Table XVI. Lellgth of Time Appraisers Stay in Classroom 

Items Appraisers Appraisees 
(N=8) (N=44) 

No % No % 
How long the appraisers stay in 
classroom to observe teachers' 
performance 
a) approximately 10 minutes - - 4 9. 1 
b) approximately 20 minutes 5 62.5 30 68.2 
c) the whole class (one period) 3 37.5 10 22.7 

Total 8 100 44 100 

Table XVI illustrates that appraisers accounted for 37.5% and apprai sees 22.7% 

reported that appra isers stayed in classroom for the whole period to observe 

teaching performance of teachers. Staying in the classroom for the whole period 

help the apprai sers to attendi ng to events in progress in such ways as: to see and 

hear what is transpiring, to focu s on a selected number of events, and to record 

them for futu re use. 
o 

On the other hand, 62.5% and 68.2% of appraisers and appraisees respectively 

indicated that apprai sers stayed in class room approximate ly for 20 minutes. More 

over, those of apprai sees who accounted for 9. 1 % reported that appraisers stayed 

in c lassroom approxi mately for 10 minutes. Thus, we can infer that in order to let 

the appraisers to know enough about lesson plans, activities, subject content, 

student character istics, and classroom arrangements 10-20 minutes observation 

time may not appropriate. 
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Table XVII: Whether Appraisers and Appraisees Conduct Post Appraisal 

Conference 

No Items Appraisers Appraisees 
(N=8) (N=64) 

No % No % 
I Do appraisers and appralsees held post . V 

appraisal conference? 
a) Yes 8 100 40 90.9 
b) No - - 3 6.8 
c) Not sure - - 1 2.3 

Total 8 100 44 100 
2 How often does post appraisal conference 4 50 22 50 

take place? 
a) always after classroom observation 
b) sometimes 4 50 18 40.9 
c) rarely - - 4 9.1 

Total 8 100 44 100 
3 When does post appraisal conference take 

place 
a) always after classroom observation 
b) after a week of appraisal 
c) after a month of appraisal 
d) whenever teachers ask for the post 
appraisal conference 
e) when the appraiser feel appropriate 

Total 8 100 44 100 
4 What is discussed during post appraisal 

conference? 
a) about weak performance only 2 25 4 9. 1 
b) about strong performance only - - - -

c) about both strong and weak performance 6 75 40 90.9 
Total 8 100 44 100 
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The post appraisal conference is the time when the basic job specification and any 

changes in it and any other aspect of a teacher role and responsibilities can be 

reviewed, and the school's expectations of those roles and tasks made clear. 

Appraisers and appraisees were asked, whether post appraisal conference held 

between them. Accordingly, all of the appraisers and 90.9% of apprasiees repOlied 

positively. On the contrary, 6.8% of appraisees responded negatively. The rest, 

2.3% of appraisees confirmed neither positively nor negatively. Thus, it would be 

possible to conclude that the presence of post appraisal conference, properly 

conducted provide the opportunity for teachers to discuss the performance at 

greater length and in greater depth. Besides, schools, as a result of the conference 

engendered by an appraisal system have got the opportunity formally to thank and 

recogni ze the teachers' contributions individually. 

Table XVII item-2, illustrates that 50% of apprisers and 50% of appraisees were 

identified that post appraisal conference has taken place always after classroom 

obscrvation. On the other hand, 50% and 40.9% appraisers and appraisees 

respectively revealed that post appraisal conference is conducted sometimes. The 

rest 9.1 % of appraisees repOlied that post appraisal conference carried out in the 

school rarely. Witl, regard to item 3 of Table XVI, 50% and 65 .9% of appraisers 

and appraisees respectively reported that post appraisal conference always hold 

immediately after classroom observation . On the other hand 37.5% of appraisers 

and 18.2% of appraisees confirmed that post appraisal conference was conducted 

when the appraisers feel appropriate. The rest 12.5% and 15.9% of appraisers and 

appraisees respectively responded that post appraisal conference was conducted 

when apprasees ask the appraisers for it. 

It would be, therefore, possible to generalize that an average of appraisers and the 

majority of the appraisees confinned that post appraisal conference held 

immediatel y after class room observation. Hence, some research results show that 
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a conference following observation to discuss the observation and judgements 

made by the apprai sers is almost always important. Moreover, the appraisal 

conference has the potential to be a powerfu l learning experience for both 

appraisers and apprai sees. 

With regard to subj ects to be discussed in post appraisal conference, 75% of 

appraisers and 90.9% of the appraisees indicated that strong and weak 

perfonnance issues were the core of the discussion . The rest, 25% of the 

appraisers and 9. 1 % of appraisees reported that only weak performance issues 

became the center of the discuss ion. 

In a nutshe ll , post appraisal conference will allow appraisees to look back at their 

performance over the previous time and to look forward to work to be done. Thus, 

reviewing the strength and the weak side in post apprai sal conference might help 

the appraisee fo r a full discussion of the previous time work in a supportive and 

constructive school environment, and also make appraisers feel the opportunity to 

di scuss progress, review the previous work and offer sugges tions for development. 

Table XVIIl Whether Good Performer Rewarded 

Items Appraisers Appraisees V 
(N=8) (N=64) 

NR % No % 
Do teachers who perfornl better 
awarded? 
a) yes 8 100 34 53.1 
b) No - - 26 40.6 
c) Not sure - - 4 6.3 

Total 8 100 64 100 
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Appraisers and appralsees were asked whether teachers who perform relatively 

better rewarded. Accordingly, all of the appraisers and 53.1 % of the appraisees 

reported that teachers, who perfonTI better, were rewarded. On the contrary, 

40 .6% of appraisees responded negatively. Others, 6.3% of the appraisees 

responded neither positively nor negatively. Thus, the presence of reward system 

may encourage teachers to develop and maintain long-teml commitments to 

exceptional performance in their own classroom. In the following table XIX 

appraiser and appraisees were asked to identify the type of reward provided. 

Table XIX Types of Reward 

Items Appraisers Appraisees 
(N=8) (N=64) 

No % No % 
What types of reward to teachers 
awarded? 
a) promotion 3 37.5 14 41.2 
b) Salary increment 1 12.5 - -

c) Grant for new advanced degree 2 25 12 35.3 
d) Grant for tuition expenses for 

summary courses completed - - - -

e) Material 2 25 8 23.5 
Total 8 100 34 100 

As seen in Table XIX, appraisers and appraisees were asked to identified the type 

of reward better performers rewarded. Accordingly 37.5% and 41.2% of 

appraisers and appraisees respectively were identified promotion as the primary 

reward. 25% of appraisers and 35.3% appraisees confirmed that grant for new 

advanced degree was the next reward. Material award become the third as 

indicated by 25% and 10.3% of appraisers and appraisees respectively. The rest, 

only 12.5% of appraisers identified salary increment as the other reward Thus, all 

the types li sted above, that is , promotion, salary increment, grant for new 
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advanced degree, grant for tuition expenses for summer courses completed are 

monetary rewards or extrinsic rewards. In contrast to intrinsic motivation which 

arises from the behavior itself affording satisfaction and therefore being done for 

its own sake; the dangers of using extrinsic reward are that the new behavior is not 

accepted for its own sake, but for the unwanted effects of continuing with the 

behavior. Intrinsic and socially derived satisfactions are believed to be more 

effective in raising motivation and performance than are extrinsic factors 

(Lonsdale et al. 1988), 

Table XX Revision ojTPAS 

Items Appraisers Appraisees 
(N=8) (N=64) 

No % No % 
Does TPAS revised in the past five 
years 
a) Yes 2 25 10 15 ,6 
b) No 5 62.5 40 62,5 
c) Not sure 1 12.5 14 21.9 

Total 8 100 64 lOa 

Tn Table XIX, appraisers and appraisees were asked whether TPAS revised in the 

past five years, Accordingly, 62.5% and 62.5% of appraisers and appraisees 

respective ly reported that TPAS was not revised in the past five years. On the 

contrary, 25% of appraisers and 15.6% of appraisees confirmed positively, On the 

other hand, 12.5% of appraisers and 21.9% of appraisees responded neither 

positively nor negative ly, As some research findings justified a performance 

appraisal system should be reviewed, revised, or refined every 3 to 5 years 

because skills needed to operate a school effectively will change, However, from 

the data we can infer that although technology, methodology, and curriculum were 

change, TPAS has remains without improvement. 
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Table XX] Problems Encountered in TPAS 

/' 
Items Appraisers Appraisees 

(N=8) (N=64) 
No % No % 

What problems do you observe In 

conducting TPAS? 
a) Appraisers lack the necessary knowledge, 

skill and experience 6 75 50 78. 1 
b) Poor admini stration of the overall 2 25 19 29.7 

appraisal process 
c) Shortage of tillle to apprai se teachers' 5 62.5 24 37.5 

perforlllance 
d) The in adequacy and inappropriate ness 6 75 52 81.3 

of the appraisal criteria 
e) Absence of rewards for better perfonner 4 50 23 34.9 

Total 

Respondents were asked to identify problems incorporated in conducting TPAS. 

Accordingl y, appraisers and appraisees who accounted for 75% and 81.3% 

respectively reported the inadequacy and in appropriateness of the appraisal 

criteria as the principa l problem. This might resu lted from lack of validity and 

reliability of the apprai sal criteria. The variables included in the observation 

schedu le do not address such important issues as the quantity and quality of 

content the teacher expects students to leam or the effects of instruction on student 

attitudes and achievement. A reliable measure is one that provides consistent 

infollnation about the perfollllance being appraised. In thi s regard, the classroom 

observation procedure used in these schools suffers from inadequate infol1nation 

about the quality of the teachers ' work. 

Lack of necessary knowledge, skill and expenence on the part of appraisers 

reported by 75% and 78. 1 % of appraisers and appraisees was the next major 
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appraisa l problem. In sum , it is possible to infer that appraisers were not well /' 

trained, as a resul t successful TPA may not realized. 

Shortage of time to appraise teachers' performance as reported by 62.5% and 

37.5% of appraisers and appraisees respective ly become the third appra isal 

problems. Thus, it is possibly to say that appraisers lack commitment to execute 

TPA effectively. 

Appraisers and appra isees who were accounted for 50% and 34.9% respectively 

identified absence of adequate rewards as TPAS problems. 

The last but not the least problem as discussed by 25% of appraisers and 29.7%of 

appraisees was poor administration of the overall appraisal process. This may be 

the result of appraisers fail ed to linking more time, and effort being devoted to 

class, the appra isal process to classroom performance as a result TPA have rarely 

been considered a high priority. To sum up, it would be reasonable to conclude 

that both appraisers and appraisees are not happy with the recent TPAS because of ,/ 

aforementioned problems. 

To fi nalize the task of presenting and analyzi ng the data, this chapter leads to the 

last chapter that refers to the summary, conclusion, and recommendations. 
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Chapter Five 

Summary, Conclusions and Recommendations 

This last chapter of the study deals with the summary of the major findings of the 

investigation, the conclusion reached at, and the recommendations forwarded from 

the findings. 

5.1. Summary 

The purpose of this study was to assess problems associated with the TPAS 

practiced in high schools teachers in Oromia region, westem wollega zone 

government schools. This was the intent to find out the strength and weakness of the 

TP A and to propose ways to alleviate the problems. To this effect, basic questions 

addressing the issues related to TPA such as, purposes and criteria of TP A, 

competence of appraisers, and procedures to be followed were all raised. 

The study used descriptive survey design. To address the basic questions raised, the 

inves tigator reviewed the relevant literature, and prepared questionnaire to collect 

data from eight government high schools. The type of the questionnaire was close­

ended along with few open-ended questions. After the questionnaire evaluated by 

the thesis advisor, and the necessary con'ections have made and pilot-tested, then it 

was distributed to 8 principals and 72 teachers, among which 64 teachers fill in and 

returned. Then the data were presented in tabular from, tallied, and analysed using 

mean scores, weighted mean score, and percentage. Based on this , the following 

major findings are drawn from the analysis. 

I. The study of TPA purposes revealed that both appraisers and appraisees rated 

the recent TP A purpose as formative or developmental purposes. These 
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formative purposes consist: achieving schools goal, improving teaching r' 

performance, identifying areas where developmental efforts are needed, 

assessing the effects of teaching on students' achievement, ensuring that 

students are provided high quality instructions, and providing oppOliunities 

for teachers to develop professionally. However, from the TPA checklist 

currently used in the schools, it is observed that both formative and 

summative purposes are appeared in one checklist. 

2. The majority of appraisers and appraisees confirmed that teachers were not 

invol ved in designing, reviewing, and improvement of TPA criteria, and also 

the study disclosed that most of appraisers and appraisees considered the 

recent TPA criteria as being deficient in fulfilling the standard of val idity and ,/ 

reliability. 

3. As repOlied by the majority of appraisers and appraisees, appraising TPA in 

secondary school s from the year (1996 E.C-2000 E.C), was the responsibility 

of principals, But from 2001 on ward the responsibility of apprais ing TPA 

has conferred to principals, assistant principals, and department heads. 

4. With regards to the competency of appraisers, the majority of appraisees 

considered appraiser as incompetent. Stated differently, appraisees teaching 

performance were appraised by whom they considere incompetent. 

5. It was evidenced that all of appraisers and the majority of appraisees 

considered students as incompetent to appraise teachers ' performance. As 

they have justified the reasons why they considered student as incompetent 

were: they lack competency, skill s, knowledge of good teaching and their 

tendency to make bias. 

6. Most of appraisers reported that they had no exposure to the mechanics of 

TPA at all in any form of training. 

7. It was evidenced from the study that an average of the appralsees never 

experienced pre appraisal conference. 
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8. Concerning classroom observation, a ll appraIsers and the majority of 

appraisees confi rmed that c lassroom observati on is conducted two times a 

yea r. 

9. The maj ority of appraisers and appraisees noted that appraisers enter into the 

classroom, to observe teachers performance, after teaching-learning process 

has begun and stayed in the classroom fo r an approximately 20 minutes. 

10. As repOlt ed by a ll appraisers and the majority of appraisees post appraisal 

confe rence was held between appraisers and appraisees immediately after 

classroom observation. 

I 1. The rating of both appraisers and appralsees revealed that teachers who 

perfo rm better were rewarded. The type of reward were: promotion, grant fo r 

new advanced degree, and material 

12. It was evidenced from the response of appraisers and appraisees that TPAS 

was not rev ised in the past fi ve years. 

13. As identifi ed by appraisers and appraisees, the maj or problems encountered / 

in appraisin g the perfornlance of high schools teachers were foun d to be: the 

inadequacy and inapprop riateness of the appraisal criteri a to measure 

teachers performance; appraisers lack of the necessary knowledge, skill , and 

experi ence, and poor admini stration of the overall appraisal process. ./ 

5.2. Conclusions 

Based on the findings, it may be assumed that appraisers and appraisees considered 

the recent T PA primaril y serve fo rmative or developmental purposes. Of course, 

fo rmative appra isal helps the teachers to improve his/her teaching skill and by doing 

so improve the student learning out comes . On the other hand, summati ve appraisal 

helps the school in dec ision making about teachers promotion, tenure or dismissal 

and hence improve the performance of school. However, both developmental 

purposes and summati ve purposes are di ffe r in purpose, process, criteri a, and 

procedural characteri stics; they appear in one instruments (in this case check li st) in 
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schools under study. Thus, it can be concluded that appraisees receive distorted 

appra isal resu lts . 

/ The findings of the investigation also revealed that teachers were not involved in 

designing, reviewi ng, and improvement of TPA criteria. This non-involvement of 

teachers beli eved to be the result of the type of TPAS currently used to appraise 

teachers performance. That is Bureaucratic model of TPAS. This Bureaucratic 

model of TPAS is characteri zed by: non-patticipatory in designing, reviewing and 

improving TPA criteria; bases appraisal on generalized criteria or context-free 

teaching behavior; trea ts all teachers alike; it is procedurally oriented and organized 

by checklist; and it is highly standardized . In general, these inherent problems 

embodied in Bureaucratic Model of TPAS, that is, the exclusion of teachers in 

criteria setting, might result in teachers feeling of uncooperativeness, and reluctant / 

to willingly participate in apprai sal process. 

The findings of the study proved that all the appra isers involved in appra lsmg 

teachers' performance were incompetent. One of the reasons is that fifty-percent 

(50%) of principal s who assigned to run the schools were diploma holders . But 

according to MOE di rectives, to be a principal one ought to have M.A degree. Even, 

those individuals who assigned to playa principal role had not had a management 

principle background (see table II). Moreover, they were not exposed to any 

trai ning related to the mechanics of TPA. Thus, it would be possible to conclude 

that the knowledge gap between the appraiser & the appraisee might not enable / 

them to establish a collegial relationship. 

The findings of the investigation also revealed that students were not involved in 

apprais ing teaching performance. This non-involvement of students in appraisi ng 

teachers performance appraisal was the result of appra isers and appraisees 

mi sconception about the ro le of the students. But evidence suggests that students 

can make reliab le questionnaire responses about classroom instruction. Thus, it 
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would be possibl e to infer that depending on only classroom observation of 

teachers ' performance might limit the objectivity of the information being gathered 

for performance judgment. 

The study of the findings also identifi ed that teachers were not participated in pre 

appraisal conference. Since teachers do not know what they are being appraised on, 

consequently, they can not adapt their behavior to achieve better appraisal. 

Two classroom observations, as the study of findings proved, were not adequate to 

gather information on teachers' classroom performance. A few discrete observations 

of class sessions do not provide the longitudinal assessment of teacher plans, 

classroom activities , and student performances and product required to judge 

relative teacher competence. Thus, teachers might be reluctant to accept TPA based 

on limited samples of perfOtmance. This reluctance stems from the conviction that 

such samples would not be representative of their work. This in turn might create 

dil emma for appra isers who often be face limited resources to devote to the 

sampling process. 

It was proved that teachers who perform better relative to others were rewarded 

extrinsic awards. Extrinsic award by its nature associated with the school decision 

making. This school decision making primarily includes decisions about promotion, 

tenure, termination, and etc. Thus, it would be, therefore possible to infer that the 

rewards which assumed to boost up motivation of an individual teacher were 

extrinsic rewards. However, motivating teachers with extrinsic rewards was 

considered as hav ing no contribution to the improvement of the quality of the 

teaching-learning process and attainment of school goals. 

With regards to the rev ision of TPAS, the findings of the study also proved that 

TPAS was not revi sed in the past five years. This might create schools not to adapt 

72 



to social and technological changes and not to be flexible in managing cUlTiculum 

change. As a result students' knowledge of the change remains behind. 

The findings of the study also proved that problem related to criteria, appraisers, and 

rewards were found to be the major problems of the recent TPAS. Thus, it could be 

possible to generalize that non-involvement of teachers' in designing, revising, and 

improving TPA criteria; inadequate sampling of behaviors; in competency of the 

appraisers, inadequate provision of resources and misunderstanding of the purposes 

of rewards were the problem encountered in conducting TPA. As a result of these 

problems, appraisers and appraisees considered current TPAS as ineffective. 

Recommendations 

On the basi s of the findings obtained and the conclusions reached at, the following 

suggestions are forwarded. 

I. The study revealed that as perceived by both apprmsers and apprmsees, the 

purposes of TPA primarily serve were developmental. It is about assisting 

individuals to make decisions about themselves and their work, to improve 

performance; and to assist in continuing professional education for teachers. 

Developmental/formative appraisal and summative appraisal are considered to 

differ in purposes, procedure, criteria, control, type of information involved and 

the manner in which the information is used. Hence, from the classroom 

~'.: observation checklist employed in high schools understudy it was observed that 

both formati ve and summative appraisals were found in the same checklist. 

Attempts to use one procedure for both purposes might be expected to negatively 

influence morale, and perfollllance of teachers. Therefore, it is suggested that 

both formative appraisal and summative appraisal ought to be separated and 

treated in two different performance checkli sts. 

73 



2. The study also proved that the TPA criteria currentl y used to appraise teachers 

performance are found to be inadequate and inappropriate to appraise the 

performance of high school teachers in western wollega zone. The main reason 

was that teachers were not involved in designing, reviewing, and improving of 

TPA cri teri a. Thi s non-involvement of teachers is beli eved to be the problem 

inherent in the type of the appraisal system operating currently. That is, 

bureaucrati c or managerial model of assessment. This model is characterized 

by: it re lies on princi pals to assess teachers in a standard manner using general 

criteri a; it demands a common scale on which all teachers can be compared; 

appraisal criteri a is designed at higher level (MOE) and principals and teachers 

are expected to implement it. Because of these limitations of bureaucratic model 

of appraisal, it is, therefore, recommended that more emphasis ought to be given 

to professional model of appraisal system. This could be done in the foll owing 

ways . 

a) To use experienced and competent teachers as a coach, or ass istant, in 

order to ass ist classroom teachers. In order to do so, ZED with 

collaborati on to schools has to provide training for a coach as to how they 

provide ass istance. By doing so principals' capacities fo r effective TPA 

get additi onal time and expeliise for this function. 

b) To use teachers serving in various di ffe renti ated staff( department heads, 

unit leaders) provide other type of ass istance to the teachers there by 

promoting the development and dissemination of professional standards 

of practi ce. 

c) Zonal teachers organization ought to play an important role in the design 

and ongoing impl ementation of the appraisal process by fOllning a group 

of experti se to design appraisal criteria based on the needs of the zone. 
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d) Regional teacher development department should fulfill a responsibility 

of facilitating and providing training for zonal education supervisor, 

principals and department heads at zonal level on the mechanics of TPA­

the purposes and goals of the system, formulation of criteria , limitation of 

data sources, and the standards against which the appraisees perfonnance 

is bei ng judge. 

As a result everyone becomes more accountable and the system becomes more 

responsive to the need of all constituents. 

3. The findin gs of the study also proved that principals who involved in the / 

appraising the TPA were incompetent. The reason why they were incompetent 

as discussed were, firstly, there is no clear criteria as to how persons were 

assigned to the position of principals (recall that 50% were diploma holders); 

secondly, they did not exposed to any training related to the mechanics of TPA. 

There fore, it is suggested that firstly, assigning qualified personnel who has a 

background knowledge of instructional leadership. Secondly, upgrading the 

educational level of already assigned principals through in-service education, 

and sponsoring them to attending regular univers ity education. Moreover, REB 

with the collaboration of universities ought to prepare special training programs, 

at zonal level, for zonal education supervisor, school principals, department 

heads, and unit leaders which mainly focus on the challenges of TPAS. And 

these trainees in turn should prepare training program for teachers. This 

participatory approach enhances teachers rights and their responsibilities and 

moreover, creates a feeling of ownership and commitment. / 

4. The study also identified that classroom observation was conducted two times a 

year. The separation of formative and summative appraisal would help decide 

the number of class room observation needed. Therefore, it is recommended that 

formative classroom observation ought to carried out frequently until the teacher 

goes on the right track. On the other hand since summative appraisal is 
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conducted to decide on promoti on, termination , and transfer, then it ought to be 

carried out one time a year or once in two years. 

5. The fi ndings of the study also justified that teachers who perform better relative 

to others were rewarded. The types of rewards were almost an extrinsic 

rewards. However, intrinsic and sociall y derived satisfactions are believed to be 

more effective in rai sing motivati on and performance than an extrinsic rewards. 

Therefore, it is recommended that the foll owing intrinsic rewards ought to be 

functioned. 

- Selection as primary teacher of the yearlSchoollevel, zonal level) 

- Certificate of accomplishment for years of service. 

- Certi ficate of growth in specialized competency area 

- Ass igning as a unit leader and the like. 

6. The findings of the study proved that TP AS was not revised in the past five 

years. It is obvious that schools need to adapt to social and technological 

changes and to be fl ex ibl e in managing curriculum change. Thi s means that 

what constitutes a definiti on of a good teacher is likely to alter in order to 

incorporate such attributes as awareness of these changes and the abilities 

and will ingness to consider what changes are needed, and put them in to 

effect. Therefore, it is suggested that, revision ofTPA ought to be carried out 

with in 3 to 5 years based on the extent to which the appraisa l sys tem is being 

implemented as pl anned, and the extent to which it accepted by appraisees 

and other stakeholders. 
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Appendix A 

Addis Ababa University 
College of Education 

Department of Educational Planning and Management 
Graduate program 

Dear respondent; 

This questionnaire is prepared to gather information on factors that contribute to the ineffectiveness of teachers' perfomlance appraisal system presently used in high schools in Western Wollega zone. Thus, the reliable information you provide determine the quality of the study. 

At the outsct, I would like to assure you that your responses will be used only for academic purpose and kept confidential. Thus, please be honest, confident and objective while fillin g the questionnaire. You are requested not to write your name in thi s question paper. 



I . Background Infor mation 

Di rect i on: Please give your 
followi ng quest ions 
mark ( V ) o r wr i t ing 

response to the 
by making a tick 

where necessary . 

1. Name of the schoo l __________ _ 
2 . Sex : a) Male c:=J b) Fema l e c:=J 
3.Academic qualifi c a t i on : 

a) Degree c:=J 
b) Diploma c:=J 
c) Certi ficate c:=J 

4. Area of speciali za tion. ___ __ _ 
5.Experience in terms of Service year __ _ 
6. Present position ____ __ 

II . Questionnaire 

Direc t i on: The followi ng questionnaire is 
designed to coll ect information/data 
from the r e spondent ' s. Hence , you are 
kindly r equested to show your r esponse 
by a ti c k marking ( V ) against your 
choice indi cated after every 
questi ons . 



Key 
SA=s t rongly agree 

A= Agree 
UO= Undecided 

O=Oi sagree 
SO= s trongly disagree 
TPA=Teachers Performance Appra isal Criter i a 

No Purposes of Teachers Pel/ormallce Responses 

appraisal 01 SA A UD OA 

I To identi fy areas where deve lopment 
efforts are needed 

2 To achieve schools goa l 
3 To improve teaching performance 
4 To ensure that students are provi ded hi gh 

quality instruction 
5 To provide opportunities for teachers to 

develop professionally. 
6 To control or influence the performance of 

individual 
7 To decide on teachers' tellllination of the 

contract 
8 To decide on teachers ' promoti on, transfe r 

or demotion 
9 To assess the effects of teaching on 

students ' ach i evemen t. 
10 To sati sfy the demands of the public fo r 

accountabili ty 

Characteristics of TPA Criteria 

02 
II Describe what the teacher is, rathe r than 

what the teacher does 
12 Teachers be s ignificantly involved in the 

process of developing cr iter ia 
13 Meas.ure teachers willingness to 

parti cipate in extracurricular activities . 
14 M easure good teaching 
15 The criteria are clear -
16 The criteri a are adequate to appra ise 

teachers perfo rmance 
17 The cri teria are adequate to di ffere ntiate 

good performance from poor pcrlol'lnance 

SO 



03 
18. In your school, who are involved in appraising 

teachers' performance? (you can give response as 
many as you think appropriate ) 
a) principal ~ 
b) Assistant_Qrincipal ~ 
c) Students ~ 
d) Parents ~ 
e) department heads~ 
f) if any other, pl ease spec ify ________________ __ 

19.Do you think that the appraiser (appraisers) you 
identify above has/have the necessary competence 
to appraise teachers performance? 

a) Yes~ b) NO~ c) Not s ure ~ 

20. If your answer to quest ion number 19 is "no", 
Which ones do you think are incompetent? (Please 
choose as many as you think appropriate) 
a) principal ~ 
b) Assistant principal~ 
c) Students ~ 
d) Parents C=::J 
e) department heads ~ 
f) If any other , please speci fy ______________ __ 

21. What is your reason for the ir in cOmpetency? (you 
can give more than one answer) 
a) they lack the necessary knowledge, skill and 

experience . ~ 
b) they did not get adequa te training ~ 
c) they focus on the negat ive side only ~ 
d ) they tend to make bi as and favoritis~ 
e)appraisers are r eluctant to devote enough time 

to the task to do i t properlyc==J 
f) In any other, pl ease specify your possible 

appraisers related problems . ~----~--------~~ 22. What is the reac tion of t e achers in appraising 
by student 
a) negative ~ b )posit ive ~ 
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23.If your answer to question numbe r 22 is "negative " 
what would be the reason ? 

a) they lack competency t o appraise teachers 
performance c=J 

b) they make biased a nd prejudi ce c=J 
c) they do not know what good teaching isc=J 
d) they lack ski lls t o a ppraise teachers 

knowledge of sub j ec t matter c=J 

24. Have you involved i n any t raining related to 
teachers' performance a ppraisa l? 

a) yes c=J b ) No c=J c) Not sure c=J 

0 4 
25. Before conducting appra isal, do the appraiser/sf 

and teachers carryout pre appra isal conference? 
a) yes c=J b) Noc=J c ) Not sure c=J ' /' 

26. If your answer t o que stion 24 is "yes", what 
is/are the subject( s ) o f the discussion (choose 
as many as you c an t h ink approRriate) 

a) about what is t o be app raisect==J 
b) purposes of appr a isal c=J 
c) criteria of appr a isal c=J 
d) appraisal procedure s c=J 
e) when the apprai sal take plac~ 
f) frequence and l ength o f classroom observation==J 
g) if any other , pl e a s e s p ecify ________________ __ 

27. Do teachers set the ir own performance target with 
the collaboration o f t he p rincipal? 
a) Yes c=J b) Noc=J c) not s ure c=J 

28 . Do/Does appraiser/s f observe( s) classroom 
performance of tea c hers? 
a) yesc=J b)N0c=J c ) Not s urec=J 
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29. If your answer t o quest ion 27 is 'yes', how often 
does classroom obse r vation take place in your 
school? 
a)once in a year ~ 
b) three times a year ~ 
c) twice a year ~ 
d) four times a year ~ 
e) if any other , pl ease s pec ify ______________ _ 

30. Is there a possibility o f appraising teachers' 
performance without observing classroom 
activities? 
a) yes~ b)No~ c) Not s ure ~ 

31. Do you think that the fre quency you have checked 
under item "28" is adequat e to get data on 
teachers ' performa nce ? 

a) yes ~ b)No~ c)No t sure ~ 

32. When does Idol appra iser(s ) enter into the class 
to observe teachers' perfo rmance? 
a ) before the class b e g in ~ 
b) during teaching- lea r ni ng process ~ 
c)just before the end of t he class ~ 

33. How long the appraiser(s) stay in class room to 
observe teachers' performan c e? 
a) approximately 1 0 minutes~ 
b) approximately 2 0 minutes~ 
c) the whole class (one period~ 
d) if any other , please s pecify __________________ _ 

34. Which approach o f cl as s room observation does 
appraiser often use? 

a) announced visi ts ~ 
b) unannounced vis it s ~ 
c) Both announced visits and unannounced visits~ 

35. Do appraisers and teachers hold post appraisal 
meetings to discus s on the appraisal results? 

a) yes c::=J b)No r=:J c) No t sure~ 

b 



r 

36. If your response t o question number 34 is "yes", 
how often do post a ppr ai s a l meet ings take place? 
a) always after class r oom observat i on ~ 
b) sometimes ~ 
c) rarely ~ 

37. When do post apprai sal mee tings often take place? 
a) Immediately after class room observation~ 
b) After a week of a ppraisal ~ 
c) After a month of appraisal ~ 
d) Whenever teachers a sk for the post appraisal 

meetings ~ 
e) When the appraisers f eel appropriate~ 

38 . what is discussed during post appraisal meetings? 
a)About weak performance o f the teacher only~ 
b)About strong side o f the teacher only ~ 
c)About both strengths and weaknesses of the 

teacher and to prai s e t h e strong side and to 
criticize the weak side of teachers. ~ 

d)To assess teacher knowl e dge of subject matter 
and pedagogy ~ 

e) If any other, pl ease s pecify ________ _ 

39 . Do teachers who perform bes t awarded? 
a) yes ~ b)No~ c)Not sure ~ 

40. If your response t o quest i on number 38 is "yes" 
in what form? 

a) Promot i on ~ 
b) Salary increment~ 
c) Grant for new advanced degree ~ 
d) Grant for tuition expenses for gummer courses 

completed ~ 
e) if any other, please speci fy _________ __ 
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41. 

42. 

Does teachers performance appraisal 
revised in the past five years? 

a) yesc:::J b)Noc:::J c)No t surec:::J 

system 

What problems do you observe in conduct i ng of /'" 
teach ers ' performance appraisal in general? ~ 
(Please choose as many as you think appropriate) 
a) Lack of the necessary knowledge , ski l l a n d 

experience on the side o f appraisers. c:::J 

b) Poor administrat ion of t he overal l appraisal 
process c:::J 

c) shortage of time to appraise t eachers 
performance c:::J 

d) the inadequacy and in appropri ateness of t h e 
appraisal criteria.c:::J 

e)Absence of rewards for bes t performerc:::J 
f) If any other, pl ease specify _ _________ _ 

43 . What do you suggest to make teachers ' performance 
appraisal more effective a nd acceptable to a l l 
s t akeholders. 

s 

I 
I 
I 
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