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Effectiveness of Teachers’ Performance Appraisal Practice, the case of 

Harar SOS Hermann Gmeiner School 

 

Masresha Gebrie 

 

ABSTRACT 

 

This study was designed to examine the Effectiveness of Teachers’ Performance Appraisal 

Practices in Harar SOS Hermann Gmeiner School. To this end, the major objective is to examine 

how much school appraisal practices meets the objective, to assess the school appraisal process, 

to identify the major problems that affect the school teachers’ performance appraisal 

effectiveness and give recommendations. The methodological frame work was descriptive case 

study where a qualitative and quantitative approach were used. A total of forty teachers and three 

managers drawn from schools were used as data sources that were selected by employing 

available sampling technique. The data were gathered by means of focus group discussion, 

questionnaire, interview and document analysis and the instruments were pilot tested. The major 

findings of the study included that quite majority of the respondents disagreed with the school 

Performance Appraisal practice developmental benefit, and it executes to rank out the school 

teachers only,  rather than identify the school teachers weaknesses and frame training for them, 

The major stake holders in teachers performance appraisal is teachers, For the right 

implementation of the performance appraisal practice, Teachers should be involved  in the 

preparation of the guideline and they have to know about the standard of the system. However 

they are not involved in the system at every stage of the process, even the result of the 

performance appraisal is kept secret and it is not communicated to teachers immediately, The 

study show that the school teachers performance appraisal practice has no quality progress for 

the last three years and also it has problems when it comes to the implementation on schedule and 

communication. So the researcher summarized that problems are encountered in the 

implementation of performance appraisal scheme and the school management does not use the 

performance appraisal for developmental purpose, It is rather for evaluation purpose by giving 

the result at the end, and also the study show that the school performance appraisal practice is 

ineffective and problematic. And the researcher recommends that the school management should 

give a chance for teachers to participate in the guide line and system development and it would be 

good for the school management to use appraisal by taking pre and post observation for teachers 

professional development, The school management should use the system as a tool for identifying 

the weakness of teachers’ professional competency. And necessary steps should be taken by the 

concerned authority in order to revitalize the current practice of the performance appraisal of the 

teachers. To this effect, relevant appraisal should be an integral part of staff development work in 

the schools which is both positive and constructive. In this regard formative evaluation should 

come to the track for the real achievement of the school appraisal goal. 



 

 

1. INTRODUCTION 
 

This section contains the conceptual background of the study; and it also gives emphasis on the 

statement of the problem, basic research questions to be answered, objectives of the study, 

delimitation of the study, limitation of the study, and operational definitions of key terms. 

1.1. Background of the Study 

All organizations have their own goals and objectives to accomplish. They function depending 

upon the primary concern of their establishment Performance evaluation system is an 

important and integral part of human resource management, and  Performance Appraisal is an 

important work force development strategy for organizations such as schools. Given the 

challenges of working in the education sector, (teaching profession), performance appraisals 

offer a valuable opportunity to recognize and reward staffs efforts and performance, detect key 

barriers and facilitation to work practice and identify professional development needs and 

opportunities (Namuddu, 2005). 

 

The term “appraisal” as defined by Decenzo and Stephen (2005) is a formal method employed 

in the evaluation and analysis of given tasks with a major aim of rewarding, appreciating or 

revising employee performance. The Other researchers noted that performance appraisal is the 

assessment of the past and present, an over view of current and potential skills, resources and 

capability available for the human resource management in the organization to meet present 

and future challenges, and identification of training needs (Dunham, 1995). 

 

With positive impact for employer and employees performance appraisal has exercising for a 

long time in Ethiopian school or another organization According to management institute 

(2013) from the time of the imperial regime up to the present managers exercise performance 

because it helps the supervisors to take the promotion programs for efficient employees. In this 

regards, inefficient workers can be dismissed or demoted, and performance appraisal helps to 

marking out compensation packages for employees. Merit rating is possible through 

performance appraisal. Performance Appraisal (PA)tries to give worth to a performance. 
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Compensation packages which include bonus, high salary rates, extra benefits, allowances and 

pre-requisites are dependent on performance appraisal.  

 

And also the systematic procedure of PA helps the supervisors to frame training policies and 

programs. It helps to analyze strengths and weaknesses of employees so that new jobs can be 

designed for efficient employees. It also helps in framing future development programs, and 

also it helps the supervisors to understand the validity and importance of the selection 

procedure. The supervisors come to know the validity and thereby the strengths and 

weaknesses of selection procedure. Future changes in selection methods can be made in this 

regard. For an organization, effective communication between employees and employers is 

very important and it serves as a motivation tool. Through evaluating performance of 

employees, a person's efficiency can be determined if the targets are achieved. This very well 

motivates a person for better job and helps him to improve his performance in the future 

(Management institute,2013). 

 

A performance appraisal is a review and discussion of an employee's performance of assigned 

duties and responsibilities. The appraisal is based on results obtained by the employee in 

his/her job, not on the employee's personality characteristics. The appraisal measures skills and 

accomplishments with reasonable accuracy and uniformity. It provides a way to help identify 

areas for performance enhancement and to help promote professional growth. It should not, 

however, be considered as the supervisor's only communication tool. Open lines of 

communication throughout the year help to make effective working relationships. Each 

employee is entitled to a thoughtful and careful appraisal. The success of the process depends 

on the supervisor's willingness to complete a constructive and objective appraisal and on the 

employee's willingness to respond to constructive suggestions and to work with the supervisor 

to reach future goals (Lawler, 2012). 

 

In general, performance appraisal is human value and it has human relation in it. In this regard, 

Dunham (1995) noted that performance appraisal is the assessment of the past and present, an 

over view of current and potential skills, resources and capability available for the human 

resource management in the organization to meet present and future challenges, and 

identification of training needs 
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 Similar to other organizations, school teacher performance appraisal is a mechanism for 

improving teaching and learning. We all agree that teachers’ professional competence and 

conscientiousness are the keys to the delivery of quality education in schools. In a well-

designed staff appraisal system, the instruments and procedures can constitute valuable 

professional development for teachers and enable the school management to assess teachers’ 

performance. The teacher appraisal system assists in recognizing and encouraging of good 

performance, identifying areas for development, and improving overall performance of 

teachers (Education and Manpower Bureau, 2003). 

 

An appropriate appraisal of teachers’ performance appraisal is a decisive factor for the 

economic, social political and technical development of the country.  Because the value of 

human skill still remains important for all institutions (Chandan,2003). 

 

Related to this the general performance appraisal guideline of SOS Children’s 

Village(2010)state that: The SOS performance management and appraisal system is about 

aligning the results and behavior of employees to the organization’s goals, and through 

ongoing feedback and performance-related discussions, developing and coaching co-workers 

to grow as individuals, thereby creating a high performance culture. 

 

In view of this fact, for the better achievement of performance appraisal system of the school, 

proper implementation of appraisal system, and proper setting of appraisal objectives should be 

seen as a great concern of the school management. Therefore the major aim of this study is to 

assess the effectiveness of current teacher’s performance appraisal practice in Harar SOS 

School. 

1.2. Statement of the Problem 

Appraisal is wide ranging and covers a wide spectrum of fields including industry, military, 

public administrations and education (Mulu  2001). In school management the purpose of 

teacher performance appraisal is developing teachers’ performance which makes students 

learning enhancement.  According to this, some studies suggest that effective teaching is a 

significant predictor of students’ academic achievement. Therefore effective and motivational 

teachers should produce students of higher academic performance. However   effective 
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appraising is not that much practiced in Africa.  For example, Poor academic performance of 

students in Nigeria has been linked to poor teachers’ performance in terms of accomplishing 

the teaching task, Negative attitude to work and poor teaching habits have been also attributed 

to poor motivation (Ofoegbu, 2004). 

 

Ineffective teacher performance appraisal can affect students’ academic achievement, And 

these prevailing conditions would definitely show a negative influence on the instructional 

quality in public schools, which may translate to poor academic performance, attitude and 

values of secondary school students. Although teachers’ effectiveness would significantly 

influence students’ academic achievement, Blankstein (1996) had stated that students’ grade 

and test scores are not good indicators of the quality of teachers’ instruction. 

 

 In support of the above view, a study carried out in Nigeria by Joshua et al. (2006) showed 

that Nigerian teachers condemn the use of student achievement scores as indicators of teachers’ 

competence, performance or effectiveness. Since students’ academic scores are not the only 

predictors of teachers’ effectiveness, researchers have sought other fairer ways of evaluating 

teachers’ effectiveness. Students, administrators, colleagues and the teachers’ self-evaluation 

have been used to evaluate teachers’ effectiveness. Students’ competence in the evaluation of 

the effectiveness of their teachers has been of great concern to researchers in education. The 

school administrators’ evaluation has also been used to evaluate teachers’ effectiveness. 

 

The accuracy of school administrators’ evaluation of teachers’ effectiveness has also been 

studied. Jacob and Lefgren (2006) found a positive correlation between a principal’s 

assessment of how effective a teacher is at raising students’ achievement and that teacher’s 

success in doing so as measured by the value- added approach. so we perceived  that 

administrator’s rating may also be one of a comprehensive evaluation system to measure 

teachers’ effectiveness in schools and the literature reviewed indicates that effective teachers 

positively influence the academic achievement of students. However, students’ related factors 

were also found to have influence either positive or negative on students’ academic outcomes, 

 

The above ideas are similarly mentioned by; The Oromia civil services 2005 in Girma   (2012) 

report which indicated that: there are indicators that the human resource did not get attention. 
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The regional teachers profile indicates that, the supervisor who assigned on performance 

appraisal positions are not qualified enough to manage and utilize the existing human resource 

properly. The job grading itself is not attracting and retaining professional’s as it is observed 

from regional institution classified position. There are also no clear performance standard and 

measurement with criteria to evaluate the employees performance accordingly. Unqualified 

school principals will not perform fair evaluation of teacher’s performance, even evaluators are 

not fully emphasizing on the job behavior of employees. Generally they are not striving to 

enhancing teacher’s skill developments and professional up grading.  

 

In the other way the purpose of the performance appraisal have other problems. According to 

this idea Usleyman  (2011) indicate that; Some schools have got problems because of 

unfairness and lack of quality of the appraisal system, According to the above report the 

problematic performance appraisal can affect teachers’ motivation, and high quality teaching is 

essential to improving student outcomes and reducing gaps in student achievement. Teachers’ 

Performance Appraisal System provides teachers with meaningful appraisals that encourage 

professional learning and growth. 

 

Generally we perceived from the  above idea that more than  five decades since appraisal 

scheme has been introduced in Ethiopian school system with the objectives of ensuring the 

relevance and quality of education, identifying teachers who need support or additional training 

and formulating a strategy that enables teachers becomes beneficiary of the system. However, 

it is heard that teachers are complaining about the procedures and objective   of appraisal 

system.  

 

Hence, the purpose of this study is to assess the effectiveness of teachers classroom 

performance appraisal practice in Harar  SOS Herman Gmeinner school and, identify the 

problems and come up with possible recommendations. 
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1.3. Basic  Questions 

In order to address the aforementioned problems, the researcher had raised the following basic 

questions: 

1- To what extent the performance appraisal practices of Harar SOS School meet its intended 

objective?  

2- To what extent does the school management implement the school performance appraisal 

procedure properly? 

3- What are the problems in the school teachers’ performance appraisal? 

4- What are practical ways to improve performance appraisal? 

1.4. Objective of the Study 

1.4.1. General objective 

The General objective of this study is to assess the Effectiveness of Harar SOS Hermann 

Gmeinner School Teachers performance appraisal practice.  

1.4.2. Specific objectives 

Based on the general objective the research has the following specific objectives to;  

 To assess the extent to which the school management implement the appraisal 

procedures. 

 To examine the extent to which the school teacher’s appraisal practice meets its  

objective. 

 To identify major problems of teachers’ performance appraisal. 

 To identify ways to improve performance appraisal practice. 

1.5. Significance of the Study 

The findings of the study on teachers’ performance appraisal assessment may help principals, 

academic directors and others personnel in demonstrating successful ways of school 

performance appraisal. The study may also help the school management by identifying the 

problems of current practices of performance appraisal process and it gives chance to update 

the guideline. In addition to this, the study will provide some thoughts as a reference for the 

other researchers as a stepping stone for further study. 
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1.6. Delimitation of the Study 

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

Harar SOS Hermann  Gmeiner School and the school teachers’ classroom performance 

appraisal practice objective, process and the problems encountered during the implementation. 

1.7. Limitations of the study 

The study was  limited  by shortage of budget and time. It could also be limited of the type of 

respondents who works on the school were very busy. But, the researcher used meeting and 

break times to meet the respondents, beside to that; it was decided to cover all the cost for the 

study by the researcher himself. 

1.8. Operational Definition of Terms 

Appraisal: an assessment or estimation of the worth, value, or quality of a person 

 

Appraise: the person who is evaluated by somebody for his performance for the given 

particular job 

Effective: Having the power to produce required effects 

 

Performance: Employee’s endurance in working zone.  

 

Practice: Doing something regularly 
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2. REVIEW OF RELATED LITERATURE 

 

Under this section, a comprehensive review of policy guidelines and other selected literature 

on teachers’ performance appraisal is reviewed. The purpose of the review is to determine what 

is known about performance appraisal and identify strategies that have been suggested and 

collect evidence on approaches that were effective and/or ineffective. 

 

2.1 Concepts of Performance Appraisal 

 

Performance appraisal  has been execution trough  specific methods, that are often based on 

division of supervisors in order to identify the overall efficiency of the staff, in order to identify 

aspects of the development in performance  and to know the performance appraisal process, as 

a process aimed at determining the performance of the worker is defined and how it should 

perform its work and design plan for the development group, it would assess the performance 

of not only the definition of the worker level of performance but also influence the level of 

performance in the future (HailemariamMoreda,2013).  

 

And also its the assessment of the past and present, potential, skill, resources and capability of 

employee’s performance and select employees who need additional training and  identify those 

employees who deserve promotion (Dunham, 1995). 

 

Related to this, SOS Ethiopia PA guideline, (2004), indicates that: Performance appraisal  (PA) 

is about aligning the results and behavior of employees to the organization’s goals, and through 

ongoing feedback and performance-related discussions, developing and coaching co-workers 

to grow as individuals, thereby creating a high performance culture. 

2.2 Staff Performance Appraisal 

Staff appraisal is a report on how well a member of staff is working, and it’s done through a 

periodical advisory and support discussion between staff members and management. These 

discussions provide agreements about objectives and the achievement of targets, which are 

then incorporated in target agreements. It provides an opportunity, in a systematic and 
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structured way outside of every-day working routine, to discuss matters that support and 

advance target-oriented cooperation (Baily,1986). 

A staff appraisal can be defined as the periodic support discussion and advisory that goes on 

between the management of a particular company and its employees. It is usually held to 

discuss things like salary pay disputes and working conditions. And also it is  the process of 

evaluating the job performance of a worker using parameters  such as quality, quantity, cost, 

and time. This process helps to ascertain the general worth of an employee to an organization, 

because it analyses an employee's success, failures, and general work performance. Through 

appraisal programs, an organization will be able to ascertain whether there are re-training 

needs, suitability for promotion, and how to manage employees in order to ensure they perform 

to their best. This is the process of carefully and systematically comparing options to deliver an 

objective to company employees and at the same time making a balance between positive 

criticisms in performance and improving morale and performance in the work environment 

(Baily,1986). 

Staff appraisal is the judgment or assessment of the professional performance of someone, 

especially a subordinate (staff). Performance appraisals are essential for the effective 

management and evaluation of staff, helping to develop individuals, improve organizational 

performance, and feed into business planning. A staff appraisal is the periodical evaluation of a 

company's staff members to review their performance. The main aim of an appraisal is to help 

improve the entity's performance as a whole through developing individuals. It is not based on 

productivity alone but also on considerations.(Baily,1986) 

Similar to this Conducting regular performance appraisal is an important work force 

development strategy for schools. According to this Tibakanya (2005) stated that: the 

development management system program for providing feed- back to the employees in areas 

that needed improvement and further provided in-service training for teachers as a way of 

handling the improvement and development criteria systematically.  

Generally, current Performance Appraisal is supportive and developmental process designed to 

ensure that all teachers have the skills and support they need to carry out their role effectively. 

It helps to ensure that teachers are able to continue to improve their professional practice and to 

develop as teachers.  
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2.3 Importance of Teacher Performance Appraisal 

According to HCM , (2013) performance appraisal is an investment for the company which can 

be justified by following advantages: Promotion: Performance Appraisal helps the supervisors 

to chalk out the promotion programs for efficient employees. In this regards, inefficient 

workers can be dismissed or demoted in case.  

Compensation: Performance Appraisal helps in chalking out compensation packages for 

employees. Merit rating is possible through performance appraisal. Performance Appraisal 

tries to give worth to a performance. A compensation package which includes bonus, high 

salary rates, extra benefits, allowances and pre-requisites are dependent on performance 

appraisal. The criteria should be merit rather than seniority.  

Employees Development: The systematic procedure of performance appraisal helps the 

supervisors to frame training policies and programs. It helps to analyze strengths and 

weaknesses of employees so that new jobs can be designed for efficient employees. It also 

helps in framing future development programs.  

Selection Validation: Performance Appraisal helps the supervisors to understand the validity 

and importance of the selection procedure. The supervisors come to know the validity and 

thereby the strengths and weaknesses of selection procedure. Future changes in selection 

methods can be made in this regard.  

Communication: For an organization, effective communication between employees and 

employers is very important. Through performance appraisal, communication can be sought for 

in the following ways:  Through performance appraisal, the employers can understand and 

accept skills of subordinates. The subordinates can also understand and create a trust and 

confidence in superiors. It also helps in maintaining cordial and congenial labor management 

relationship. It develops the spirit of work and boosts the morale of employees.  All the above 

factors ensure effective communication.  

Motivation: Performance appraisal serves as a motivation tool. Through evaluating 

performance of employees, a person’s efficiency can be determined if the targets are achieved. 

This very well motivates a person for better job and helps him to improve his performance in 

the future (HCM, 2013). 
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Related to performance appraisal importance SOS Ethiopia performance appraisal guideline 

state that: performance appraisal is formative assessment for improving the performance of 

employees within their current position, and for accountability.(SOSCV,2004). 

2.4Purpose of Performance Appraisal 

The appraisal process gives the employees and superior an opportunity to work on carrier 

planning. Once supervisor understands the employee’s personal long term goals, he/she can 

help design a plan to help further the employees’ goals. (Dessler, 2008). 

According to Lawler, (2012) Periodic reviews help supervisors gain a better understanding of 

each employee's abilities. The goal of the review process is to recognize achievement, to 

evaluate job progress, and then to design training for the further development of skills and 

strengths. A careful review will stimulate employee’s interest and improve job performance. 

The review provides the employee, the supervisor, the Vice President, and Human Resources a 

critical, formal feedback mechanism on an annual basis; however these discussions should not 

be restricted solely to a formal annual review.  

Similarly to the above idea Paisey, (1983) has forwarded major reasons why performance 

evaluation purposes have to be clearly defined: The purpose of evaluation often determines the 

kind of information that the rater should acquire and It also determines the kind of method or 

approach that should be selected or used together with the necessary information and 

Evaluation creates a stress on people. Besides evaluation demand people's time and effort, 

which may only be given willingly when they believe that their efforts are worthwhile and 

rewarding, (Paisey, 1983). 

In relation to these, different writers mentioned performance appraisal purposes Dessler cited 

in Wossenu's (1998) performance appraisal is carried out to undertake the following activities: 

control function that focuses on the identification of specific strengths and weakness of each 

employee and to take corrective measures for the weaknesses, and feedback function which 

both the employer and the employee with information concerning the level of performance of 

the employee and again the other one is  reward function that focuses on the provision of 

material and/or financial rewards to the employee so as to motivate him/her for better 

performance, Furthermore, Stoner and Freeman (1989) stated that systematic performance 
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appraisal purposes are useful to identify those employee who deserve merit raises,  locate 

employees who need additional training and identify those employees who deserve promotion 

(Wossenu,1998). 

Generally from the above idea it is expected that that either in SOS school or other government 

and private schools, they use performance appraisal for their employee development by 

identify their weakness and strength. 

2.5 Purpose of Teachers Performance Appraisal 

In the school system Performance appraisal has several purposes. According to  Girma   

(2012): it provides legal and formal organizational justification for teachers decision to 

promote outstanding performances, to weed out marginal  or low performers and to train, 

transfer and discipline others and to justify merit increases. It also provide feedback to the 

teachers as hereby serve as a vehicle for personal  and career development and help to achieve 

educational goals. 

 

As mentioned from the above, teacher’s performance appraisal has been doing for teachers 

professional development for low performer teachers and it also used for acknowledging the 

outstanding teachers by promoting them. 

 

Data relating to performance assessment of employee are recorded, stored and used for several 

purposes, the main purpose of employ assessments are: effect promotions based on 

competency and performance. Confirm the service of probationary employee up on completing 

the probationary period. Asses  the training and development needs of employees. Decide up 

on apay raise and let the employees know where they stand to improve communication 

between the superior and subordinates as well as determine where programs such as selection, 

training, and transfer have been effective or not (Anderson, 1977). 

As mentioned above, any activity has its own purpose, so objective of performance appraisal 

greatly focus on training and development needs of the teacher aimed to improve the quality of 

teaching profession besides the promotion competency in the teaching staff.  
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2.6 Appraisal Process 

In performance appraisal system there are several steps to achieve the objective of appraisal 

and those processes are included:  

Objective of appraisal: it includes effective promotion , transfer, assessing training need and 

like. The emphasis is to correct the problem. These objectives are appropriate as long as 

approach in appraisal is individual. in this system approach, appraisal aims at improving the 

performance, instead of merely assessing it. 

Establish job expectations: the second step in the appraisal process is to establish job 

expectations. This includes informing the employee what is expected of him or her on the job 

.normally the discussion is held with his or superior  to review the major duties contained in 

the job description.  Individuals should not be expect to begin the job until they understand 

what is expected of them.  

Design appraisal program: formal versus informal; whose performance to be assessed; who are 

the rater; what problems are encountered ; how to solve the problem; what should be evaluated; 

when to evaluate; what methods of appraisal are to be used? They are the key points to be 

specified in designing appraisal program.  

Timing of evaluation: the general trend is to evaluate once in three months, or six months, or 

once in a year. Whatever it is it should be planned in time interval. 

Method of appraisal: the last to be addressed in the process of designing an appraisal program 

is to determine methods of evaluation. Numerous methods have been devised to measure the 

quantity and quality of   employee’s job performance (Girma  , 2012) 

Related to the above idea the school appraisal guide line dictate that : the first step to appraise 

is Set clear objectives and the second step will be performance ongoing dialogue, coaching and 

feedback  and at the  end after the final appraisal Set learning and development objective. 

(SOSCV, 2004). 
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2.7 Teacher’s Performance Appraisal as a Motivation. 

The major importance of teachers’ motivation is  to achieve the goal of teachers successfully, 

the  school  and it is important to maintain  the teachers teaching motivation in their 

performance, to enhance the teachers motivation level of satisfaction, to make teachers more 

creative to attract and retain teachers towards the school goals ,to invite teacher for rewards, 

and provide chance for promotion, to get opportunities of education, enhance their interest, 

commitment, self-confidence and persistence in their workplace. Teachers are expected to 

render a very high teaching performance. The leader should also understand those teachers 

abilities alone are not sufficient to achieve satisfactory outcome but also teachers have the 

ability to achieve outcome, but they must also be willing to use effort to achieve the school 

goals. 

Dessler, ( 2005) examined that from the perspective of teachers in schools, job performance 

and motivation are different. Motivation is an input to work, and job performance is an output 

from this motivation. From a teacher’s perspective motivation and job performance may be 

difficult to distinguish and motivation is often inferred from the output produced, the 

possibility of high motivation and low output or low motivation and high output is often not 

considered. 

 

Around the world, several researchers dictate that employees appraise should be motivational 

and standardized, especially in educational profession, employers should be give emphasis 

because education is the core profession in the world. And also employee’s motivations can 

affect by the result of appraising such as: goal achievement, promotion , demotion and salary 

increment 

 

The implications of either neglecting motivation or considering it a part of job performance for 

the empirically observed relationship between job performance and motivation can be 

significant. If effort is costly for an employee, ignoring effort can bias the estimated effect of 

job performance, because effort should increase job performance. As satisfaction is another 

very important thing in terms of motivation so employees are when satisfied with their job, 

organization environment, salaries, rewards, then automatically get motivated and show their 
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best efforts towards their job performance. Motivation plays a great role because it is critical 

for the achievement of organizational goal and to bring better teachers performance or 

effectiveness.(Sarkar, 2000). 

The major importance of teachers’ motivation to achieve successfully the organization 

/schools: it is important to maintain to the teachers teaching motivation in their performance, to 

enhance the teachers motivation level of satisfaction, to make teacher more creative to attract 

and retain teacher towards the school goals ,to invite teacher for rewards, and provide chance 

for promotion, to get opportunities of education, enhance their interest, commitment, self -

confidence and persistence in their workplace. Teachers are expected to render a very high 

teaching performance. The leader should also understand that teacher ability alone is not 

sufficient to achieve satisfactory outcome but also teacher have the ability to achieve outcome, 

but they must also be willing to use effort to achieve the school goals, and motivation is 

defined as a driving force that compels an individual to take some actions in order to achieve 

certain goals. Motivational level of everyone is different like perception, attitude of everyone is 

different. For example a person feels hungry, and as a response that particular person eats so 

the feelings of hunger get diminished. (Sarkar, 2000). 

 

According to Adelabu (2005)  poor motivation of teacher’s lead dissatisfaction with their 

working environment and salary conditions. The reason behind the poor motivation of teachers 

is that they having low salaries as compared to other professionals, poor work environment, no 

decision making authority, and also not giving them opportunity of develop their career. 

 

Conducting regular performance appraisal is an important work force development strategy for 

organizations such as schools. Given the challenges of working in the education sector, 

(teaching profession), performance appraisals offer a valuable opportunity to recognize and 

reward staff’s efforts and performance, detect key barriers and facilitation to work practice and 

identify professional development needs and opportunities as noted by (Cole,2002). 

 

Generally school performance appraisal should be motivational and it needs appropriate design 

to help and motivate teachers for better achievement of the school objective in terms of either 

student academic achievement or educational quality improvement. 
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2.8  School performance appraisal criteria and rating system 

According to Sulsky et al (1998), the appraisal process involves assessing the employee’s work 

performance during the review period relative to specific indicators and overall rating through 

such rating categories as; highly successful, fully successful, making progress and 

unsatisfactory.  

 

Definitions associated with these rating categories are applied basing on varying indicators, 

which among others include; Supervisory Employee Performance Indicators/ Definitions 

through planning, organizing and controlling. Yet in reference to (Sulsky1998), a highly 

successful staff demonstrates the ability to anticipate what might otherwise be overlooked in 

the planning process, set up innovative monitoring and control systems to ensure 

comprehensive approach, is well versed in the details of assignment execution while 

maintaining an accurate overview of “the big picture,” and ensures that all sides of the 

assignment are completed as planned often ahead of schedule.  

 

However in respect of work habits and individual abilities, motivation levels were not put into 

perspective. Most school evaluations hardly stressed the need for defining specific individual 

work habits as they define how they work and their different challenges, therefore such unique 

variations called for further research. Greenberg etal ,(2000) recommended and categorized 

two forms of teacher assessment and that is summative and formative assessment. In 

summative assessment of teacher attainment of each performance criterion, Greenberg (2000) 

argued that, the evaluator rates the teacher as meeting, or not meeting division expectations. He 

further argues that, formative appraisals involve the process of gathering performance data, 

analyzing it and using the results to improve performance. Often this data is gathered through 

structured and at times informal classroom observations. On the other hand, summative 

appraisal is the process of using performance data to make formal written judgment about the 

quality of teaching using the criteria for teacher performance established by the school.  

 

Important to note is that (Latham et al, 2000), recommend the need to evaluate the appraisal 

process, in reference to their recommendations, if staff is to have positive attitude towards the 

appraisal system, the performance appraisal should undergo regular review and improvement. 
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For example, focus groups or surveys could be conducted to device staffs perceptions of the 

appraisal process.  

 

This confirms (Roberts ,2002) recommendations that; a successful performance appraisal 

process should demonstrate a change in both the ratings of staff performance and aspects of the 

work environment that impact upon work performance. 

 

In essence, best performance appraisals involve integrate performance appraisal into a formal 

goal setting system; basing appraisals on accurate and current job descriptions offer adequate 

support and assistance to staff or workers to improve performance (for example, professional 

development opportunities) Ensuring that appraisers have adequate knowledge and direct 

experience of the staff performance; and conducting appraisals on a regular basis, (Fletcher, 

1994).  

There is need for appraisals to be taken to a higher level where both the appraisers and 

appraises take them more seriously and accord them the necessary attention all in the hope of 

improving the quality of work done in the organization. 

2.9 Who will Appraise Teachers? 

One of the important issues in appraisal system is the question of who is supposed to be 

designated to make actual appraisal and their capacity too. The designation of appraisal is 

determined by the purpose to be served by the appraisal system.  

 

In some organizations, the human resource management department has a responsibility for 

performance appraisal. However, there are various suggestions as to who will evaluate 

employee performances. One of the possibilities is the immediate supervisor can conduct. 

Usually, the immediate boss is taken as appropriate position to evaluate job performance of an 

employee. In higher educational institutes, in most cases there is a culture and opportunity 

where faculty members (subordinate) participate in the evaluation of department heads and 

deans. This means that the appraiser has to be a person, who really knows the teacher, the 

pupils and classroom reality. It is important that, the appraiser has to be a person who has 
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respected for the feelings of teachers. As a matter of principle, appraisal is more likely to take 

place in a sprite of mutual confidence.(Mulu , 2001) 

 

The teachers should be treated as stakeholders in the educational process working in 

collaborative way, and they are more likely to be motivated to improve performance if they 

feel a sense of owner ship. Since the appraisal of teachers is to improve-teachers the appraisers 

should have the expertise in teaching. The appraisers in order to make competent job must be 

knowledgeable in the field of curriculum, teaching methodology and as well human behavior.  

 

Inside Juliet,  Namudu, (2005) Montgomery and Hadfield, (1989) revealed that appraisers who 

were not expert, out of date with educational developments, lacked intelligence, made 

subjective judgments, and spent. only a short time with the appraises were greatly resented and 

brought the whole process into disrupt. And most of the time  recommended persons who are 

responsible for appraisals  are   the principal, the assistance principals, unit leaders, and 

department heads jointly appraise teachers.  

 

McNeil, (1979)   also confirmed this idea and that appraisal of teacher performance should not 

be a responsibility of persons remote from the teaching profession. Thus, this shows that 

teachers, department heads, unit leaders could be efficient than other outsider in appraising 

teachers performance. Something to be taken in to consideration is the question of appraiser is 

knowledge that has implications for who should appraise whom in the school hierarchy. The 

teachers were arguing in favor of being appraised by someone who has a close knowledge of 

their everyday activities, that is who works closely with them. 

 

In general, by the virtue of his responsibility for the selection of teachers, is it the 

superintendent's duty to evaluate his teachers? The agent or agencies for evaluating and 

measuring teacher efficiency are many. Teachers are evaluated by boards of education, by 

superintendents, by their pupils, by the school patrons, and by the public in general (Cooke, 

1991).  

 

The evaluator themselves must have some knowledge of evaluation. If the evaluator is an 

ignorant of the method or is not knowledgeable about its utility, the evaluation will be 
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hazardous. Rue and Byars (1992) is of the opinion that "Training arrangements for those 

involved in appraisal will not only enable them to make a better job of it but will give status 

seriousness to it. It must be adequately thought out and prepared, be conducted by properly 

trained and dedicated people and to be clear about its aims and objectives". 

 

In relation to the above idea of having sufficient knowledge about the person appraised, some 

staff believed that the appraiser should be a member of staff whom the appraiser can identify. 

Whereas person who is too distanced from the appraise might be unable to empathize with 

their particular predicament. 

 

To emphasize this argument, a comment from Tuner and  Cliff, (1998) stated that :   “Now I 

wonder if I'd like to be appraised by someone who didn't know me. I mean they might just get 

a couple of lessons that were funny, strange lessons and make a judgment from that. Whereas 

someone who knows the work you've built up over years can see things in a different way". 

Contrary to this idea some teachers on the other hand saw the advantage of the appraiser being 

a little bit outside the team. If it was team leader asking me all those questions …there are 

things I might want to say about him for example which I obviously can't say to him, whereas 

going to someone more senior than him there are things that one can say about almost 

anybody, reasonably candidly (Turner and Cliff, 1988). 

 

Similar to the above idea one of Ethiopian researcher Wossenu (1998), mentioned that: using 

peer performance appraisal is beneficial in that there are no formal status differentials, no 

formal power relationships, and no competition for rewards. And its useful mechanism with 

time saving for school managers and they have to facilitate material and training for the better 

accomplishment of the system objectives. 

 

Related to this in SOS school Harar  responsible persons are school principal, academic 

director, lead teachers and heads of department. 
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2.10 Problems of Performance Appraisal 

Performance appraisal is important for organizations and employees. Unfortunately, 

performance appraisals are not on the top of the list of "favorite things to do" for either 

managers or employees, and there can be a number of problems with their administration. 

From managers not being trained to conduct performance appraisals effectively to the failure to 

tie performance appraisal expectations to desired business results, businesses are often 

challenged to use this tool effectively,(Hilemariam ,2013). 

 

Poorly Trained Managers: Effective performance appraisal doesn't just happen and 

organizations shouldn't assume that managers know how to conduct them effectively, even if 

they have many years of experience as managers. In fact, since the process can differ from 

organization to organization, it is important that training is provided to introduce managers to 

the philosophy of performance appraisal at the organization, including a review of the forms, 

the rating system and how the data gathered is used. Training should take place regularly as a 

refresher both for new and veteran managers. 

Inconsistent Ratings: Inter-rater reliability is generally very low between managers at any 

organization. What one manager considers being "acceptable" performance, another may 

consider "not meeting expectations." This can be a challenge for any organization and is made 

more of a challenge in situations where the criteria used are subjective and not based on any 

measurable performance outcomes (Hailemariam , 2013). 

Lack of Outcome-Based Measures: Performance appraisals that ask managers to rate 

employees on subjective criteria such as "customer service skills" or "leadership ability" lack 

specific outcomes that can be tied to measurable results. The best performance appraisals 

provide the ability for both managers and employees to judge performance based on 

measurable outcomes that are objective; level of sales, safety records and evaluations from 

customers are all measurable ways of providing insight into an employee's (performance.Rue 

and Byars, 1992). 

In the way some researchers dictate that in the process of employee appraisal there are so many 

problems and the following problems are major ones: 
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Leniency Error: Concerning to leniency error, Rue and Byars, (1992) say that" Leniency is 

the grouping of Ratings at the positive ends of the performance scale instead of spreading them 

throughout the scale”. Every evaluator has his or her own value system which acts as a 

standard against which appraisal are made. 

 

Relative to the true or actual performance an individual exhibits, some evaluators mark high 

positively lenient in their appraisal and low, which is negative leniency error DeCenzo, and 

Robbins, (1989). This idea was also mentioned in Ahuja, (1987) that lenient or easy raters give 

consistently high values or scores to their subordinates while strict or harsh raters assign 

consistently low ratings. Both trends can rise from varying standards of performance among 

supervisors and from different interpretations of how they perceive an employee's 

performance, (Ahuja, 1987). 

 

Moreover, (DeCenzo and Robbins, 1989) noted that if all individuals in an organization were 

appraised by the same person, there would be no problem. Although there would be an error 

factor, it would be applied equally to everyone. The difficulty arises when there are different 

raters with different leniency errors making judgments. 

 

Halo Error: The halo error is the tendency to rate high or low on all factors due to the 

impression of high or low rating on some specific factor. To elaborate more if an employee 

tends to be conscientious and dependable, one might become biased towards that individual to 

the extent that we will rate him/her high on many desirable attributes. Rue and Byars, (1992) 

say that halo error occurs when a manager allows a single prominent characteristic of an 

employee to influence their judgment on each separate item in the performance appraisal. And 

this often results in the employee receiving approximately the same rating on every item. 

 

Stereotyping: it is a  perception of a person around his nationality or race or occupation or sex. 

This is to construct a stereotype of people according to their ethnic or occupational 

identification. This means to perceive all members of that race or occupation as possessing the 

same or very similar traits or characteristics, (HilemariamMoreda.2013). 
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Rue and Byars (1992) say that personal preferences, prejudices, and biases can also cause error 

in performance appraisals. Managers with biases or prejudices tend to look for employee 

behaviors that make them biases. Appearance, social status, dress, race, and sex have 

influenced many performance appraisals. Managers have also allowed first impressions to 

influence later judgments of an employee. 

 

Recency: This is performance evaluation based on work performed most recently, generally on 

work performed one to two months before evaluation, Wossen  (1996) noted "Recency is 

judging the performance of the appraises by emphasizing his/her recent behavior than the past 

behavior". 

 

Central Tendency Error: It is possible that regardless of whom the appraiser evaluates and 

what traits are used, the patter of evaluation remains the same. Wossen (1996) elaborates that: 

central tendency is the characteristics of most appraisers to give average ratings to all or in the 

center of the scale. 

 

Similarity Error: When evaluators rate other people in the same way that the evaluators 

perceive themselves, they are making a similarity. Based on the perception that evaluators have 

of themselves, they project those perception onto others.  

 

According to Glueck cited in Melaku, (1992), studies have indicated that appraisers' personnel 

bias and favoritism can greatly influence appraisal results particularly if they expect their 

appraises to behave in a manner appraisers think appropriate and acceptable. 

 

Related to the above idea several problems are identified in Ethiopian performance appraisal 

and some of problems are also has been hearing  in SOS Herman Gmeinner school Harar and 

one of the aim of this study is identifying those problems and recommend overcoming ways. 

2.11 Performance Appraisal Practice in Ethiopian educational sector 

Performance appraisal has long history in Ethiopian education sector  and it has positive 

impact on the employer and employees in school.  From the time of the imperial regime up to 
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the present managers exercise the system because it helps the supervisors to take the promotion 

programs for efficient employees. In this regards, inefficient workers can be dismissed or 

demoted in case, and help to marking out compensation packages for employees. Merit rating 

is possible through performance appraisal. Performance Appraisal (PA) tries to give worth to a 

performance. Compensation packages which include bonus, high salary rates, extra benefits, 

allowances and pre-requisites are dependent on performance appraisal, (management institute 

2013). 

Performance appraisal could be taken either for evaluating the performance of employees or 

for developing them and the evaluation has two types: telling the employee where he stands 

and using the data for personal decisions concerning pay, promotions etc. (Useleyman , 2011).  

 

Regarding to Ethiopian performance appraisal practice importance one of Ethiopian  researcher 

Usleman (2011) state that  : Appraisal of employees serves several useful purposes such as:  

Compensation decisions:  It can serve as a basis for pay raises. Managers need performance 

appraisal to identify employees who are performing at or above expected levels. This approach 

to compensation is at the heart of the idea that raises should be given for merit rather than for 

seniority. Under merit systems, employee receives raises based on performance.  

 

Promotion decisions: It can serve as a useful basis for job change or promotion. When merit is 

the basis for reward, the person doing the best job receives the promotion. If relevant work 

aspects are measured properly, it helps in minimizing feelings of frustration of those who are 

not promoted.  

Training and development programs: It can serve as a guide for formulating a suitable 

training and development program. Performance appraisal can inform employees about their 

progress and tell them what skills they need to develop to become eligible for pay raises or 

promotions or both. 

Feedback: Performance appraisal enables the employee to know how well he is doing on the 

job. It tells him what he can do to improve his present performance and go up the 

'organizational ladder'. 

Personal development: Performance appraisal can help reveal the cause of good and poor 

employee performance. Through discussion with individual employees, a line manager can 
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find out why they perform as they do and what steps can be initiated to improve their 

performance. (Usleman ,2011) 

 

Similar to this idea, school PA guideline, (2004), indicates that:  performance appraisal is way 

of helping employee and employers with communication for their common goals and to know 

each other well 
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3. RESEARCH DESIGN AND METHODOLOGY 

 

This part will focus on the way of conducting methodology for the research, population, 

sample and sampling techniques. Moreover, it deals with sources of data, instruments of data 

collection, Data Quality Control and methods of data analysis. 

 

3.1 Description of the Study Area 

 

The study was conducted in Harari Regional State, and located at Eastern part of Ethiopia at 

about 500 Km from Addis Ababa. The region shares common boundaries with Eastern zone of 

Oromia districts, Jarsso district in the north and Babile district in the east; Fedis district in the 

south and Haromaya district in the west.  

 

The specific area of the study was Harar SOS Hermann Gmeiner School. The school was 

established in1982 by SOS international children’s village which is nongovernmental 

organization. The mission of the organization is building home and family for the orphan 

children and the school has been giving educational service for the village orphan children and 

community students from KG up to grade 12. 

3.2 Research Design 

The purpose of the study is to assess current school Performance Appraisal Practice in Harar 

SOS Hermann Gmiener School. To achieve this purpose, qualitative and quantitative 

approaches  was used. Descriptive case study method was employed as Best and Kahn,(1998) 

confirmed its relevancy. Descriptive methods help to describe and interpret the trend of event 

that exist now and existed in the past and that influence on the present situation. It also helps to 

explain widely varieties of data from different respondents. Similarly, the researcher collects 

the relevant data at a particular point and described the nature of existing conditions. Thus, the 

discussion was more reliable through explanatory approach in order to gather information, and 

those data were analyzed by mixed research method for comprehensive answer from the 

research question. 
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3.3 Source of Data 

For successfully accomplishing the study, the researcher collected data from both primary and 

secondary sources 

3.3.1Primary Sources 

These data were gathered from the whole population such as, Teachers, Heads of departments, 

the Academic director, the lead teacher and the principals. From those persons the researcher 

got primary data by using questionnaire and interview.  

3.3.2. Secondary Sources 

The secondary sources of data were gathered from the SOS employee performance appraisal 

guidelines. School Teacher’s appraisal talk format was referred to get additional information. 

3.4 Population, Sample Size and Sampling Techniques 

3.4.1Population Sample Size 

The population of this study includes  3 heads of departments, and  the management (principal, 

academic director, lead teacher) and also the whole school teachers ( 37) were participated and 

the total number of population were  forty three (43). For the successful accomplishment of the 

study some of school teachers were participated both  in the questionnaire and focus group 

discussions. 

3.4. 2 Sampling Techniques 

 

When   relatively small or manageable number of participants available sampling technique is 

preferable. Thus, because of this reason and successful accomplishment of the study  the 

researcher took the whole teachers and school management by available sampling technique. 
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3.5 Methods of Data Collection 

In order to gather the required data the researcher used Focus Group Discussion, questionnaire, 

and related to the school teachers performance appraisal practice. 

 

3.5.1 Focus Group Discussion 

Focus group discussion is structured group process used to obtain detailed information about a 

particular topic and it helps for exploring attitudes and feelings to draw out precise issues that 

may be unknown to the researcher. Because of this reason, Focus group discussions were 

conducted with two groups with eight members of the school teachers.  

The participants of the focus group discussion had come from  two different departments.  The 

points of discussion were about  the school teachers’ performance appraisal practice objective, 

process and problems of appraisal practice.  . 

3.5.2 Questionnaire 
 

At first place, questionnaire which includes both closed and open- ended items, was developed 

for teachers to get rich information easily and based on the research objectives and the 

researcher construct that at the beginning close open items were settled and this was so because 

it had the ability to limit inconsistency and also save time as suggested by Amin (2005). The 

Likert scale measurement of Strongly-agree, Agree, Neutral Disagree and Strongly-disagree 

was used so as to have quantitative data easier for statistical analysis.  

 

And at the end of the questionnaire there were open–ended items that gave a chance for the 

respondents to give their suggestions, opinions or comments, the researcher benefited from the 

nature of the open-ended item. 

Validity of the instruments was established using both construct and content validity. Construct 

validity was established through the help of experienced lecturers who vetted my research tools 

where indeed some commendable corrections were effected especially in the relevancy of the 

tools to my study objectives. Content validity was established through carrying out pre-testing 

measures where a few selected teachers who could not later participate in the study. In addition 
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to this the researcher pre-tested the instruments by using the pilot test and after some 

modification a set of questionnaire distribution was conducted on 37 respondents from the 

school teachers and the data was analyzed using Cronbach Alpha by the help of SPSS. And the 

result of the item reliability was 0.81 and the result showed that the item were highly reliable. 

3.5.3. Interview 

An interview guide was designed to obtain in-depth information from key respondents and it 

helped to test for areas hard to investigate by the use of the questionnaire approach. Interviews 

further helped test for variations in responses as suggested by Amin (2005). To make the study 

more comprehensive and reliable semi-structured interview was administered to principals, 

academic director, lead teacher and heads of departments to get information on the trends of 

school performance appraisal, and the interviews were conducted by both English and 

Amharic. 

3.5.4 Document 

Secondary source of data were obtained from school teachers appraisal guide line, and 

teachers’ performance appraisal format and those documents were analyzed and obtained 

numerous background information about the issue. 

3.6. Methods of Data Analysis 

The data collected through different instruments were logically presented in the form of tables 

and the results were analyzed through descriptive analysis. The quantitative data which were 

drawn from close ended questions were analyzed by using the descriptive statistics such as 

percentage and frequency and also the result were present in generalized form. The qualitative 

data drawn from interview and open-ended questions were quoted, and analyzed narratively 

with related to idea in the closed ended items. 
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4. RESULTS AND DISCUSSIONS 

The aim of the study was to assess the Effectiveness of Harar SOS Hermann Gmeiner School 

Teachers performance appraisal practice.  Accordingly, the data were collected from 37 

teachers, 1 principal, 1 academic director, 1 lead teacher and 3 heads of department from the 

school by available sampling technique, using focus group discussion, questionnaire, 

interview, and document analysis. For the validity and reliability of those items,  pilot test was 

conducted  and After the modification of some items the data were collected from the 

respondents, and finally those data were analyzed, interpreted and presented in this section. 

4.1 Background of Respondents 

Table 1.Background information of the respondents 

 

As can be seen from table 1, the frequency of the respondents age was disproportional, about60 

% of teachers were within under the age range of 25-34, and 27% were from 35-44 so, it shows 

that the highest number of teachers are under the age of 34, and the majority of the respondents 

were male (97.3%). 

 

 

 

 

Background Type Frequency Percentage(%) 

Gender Male 36 97.3 

Female 1 2.7 

Age 25-34 22 59.5 

35-44 10 27.0 

Above 45 5 13.5 
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4.2. Results on Performance Appraisal Aims 

Table 2.Respondents (teachers) View on Performance appraisal Purpose and Intended 

objectives 

Nn Items Responses Strongly 

agree 

agree Neutral disagree Strongly  

disagr

ee 

 

total 

1  The PA of your 

school meet its 

intended objective 

frequency 6 7 18 3 3 37 

Percentage 16.2 18.9 48.6 8.1 8.1 100 

2 The school PA has 

clear objective 

frequency 1 4 6 21 5 37 

Percentage 2.7 10.8 16.2 56.8 13.5 100 

3  The school PA 

serves as a 

motivation tool 

frequency 3 11 6 13 4 37 

Percentage 8.1 29.7 16.2 35.1 10.8 100 

4 The current 

appraisal criteria 

would objectively 

measure teachers 

competence in 

instruction 

frequency 1 7 16 9 4 37 

Percentage 2.7 18.9 43.2 24.3 10.8 100 

5  The school  teacher 

benefited from the 

performance 

appraisal practice 

frequency 2 4 7 18 6 37 

Percentage 5.4 10.8 18.9 48.6 16.2 100 

 

As can be seen from table 2 item 1 the respondents (teachers) gave their response to the item of 

the extent to which the performance appraisal of their  school meet its intended objective” and 

the above table shows that 13(35.1%) of the respondents agreed and 18(48.6%) of respondents 

chose neutral This shows that the majority of the respondents were neutral. In the other way the 

researcher found out additional respond from the focus group discussion and the participants 

responded that they have no idea about either the objective meet or not. However they suspect 
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that the school performance appraisal objective is affected by the appraising schedule 

impulsiveness and unconcerned with teacher’s professional development. 

regarding to this the school management  explained that “ the school performance appraisal has 

been helping to the organization however it’s not helping the school teachers on their 

professional competency because of technical problems” from this perspective the researcher 

perceive that in terms of teachers professional development the school teachers performance 

appraisal objective needs attention. Regarding to this Girma  (2012) stated that: performance 

appraisal provides legal and formal organizational justification for teachers’ decision to 

promote outstanding performances, to weed out marginal or low performers and to train, 

transfer and discipline others and to justify merit increases. It also provide feedback to the 

teachers as hereby serve as a vehicle for personal  and career development and help to achieve 

educational goals. 

 

As can be seen from table 2 item 2, the respondents (teachers) gave their response to the 

question “The school Performance Appraisal has clear objective” and the above table shows 

that 26(70.3%) of the respondents have chosen disagree. This shows that the majority 

respondents were disagreed with the school objective clearness. Regarding to this the focus 

Group Discussion participant responded that “we are not align with the appraisal process and 

we have been participating by only on appraising time rather than either in preparation or 

objective setting, because of this problem we don’t think that there is clear objective.” Related 

to the above idea the school appraisal guide line dictate that: the first step to appraise is Setting 

clear objectives and the second step will be performance ongoing dialogue, coaching and 

feedback and at the end after the final appraisal was Setting learning and development 

objective. (SOS CV, 2004). 

 

As can be seen from table 2 item 3 the respondents (teachers) gave their response to the 

question “the school performance appraisal serves as a motivation tool” and the above table 

shows that 14(37.8%) of the respondents agreed, and 17(45.9%) of respondents chosen 

disagree. This shows that majority respondents were not accept the performance appraisal as a 

motivational tool.  Regarding to this in focus group discussion the researcher found out similar 

response and even the respondents said that most of teachers are demotivated with the result of 
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the performance appraisal practice. Related to the above idea Cole (2002) state that: 

Conducting regular performance appraisal is an important work force development strategy for 

organizations such as schools. Given the challenges of working in the education sector, 

(teaching profession), performance appraisals offer a valuable opportunity to recognize and 

reward staff’s efforts and performance, detect key barriers and facilitation to work practice and 

identify professional development needs and opportunities as noted by. Generally school 

performance appraisal should be motivational and it needs appropriate design to help and 

motivate teachers for better achievement of the school. 

 

As can be seen from table 3 item 4 the respondents (teachers) gave response to the question for 

the current appraisal criteria would objectively measure teachers’ competence in instruction, 

and the above  table shows that 16(43.2%) of respondents chosen neutral,13(35.1 %) of 

respondents were chosen disagree.. This shows that most of respondents chose neutral. And 

significant numbers of respondents were disagreed with the performance appraisal criteria. 

Similarly to this   some of respondents in the interview respond that the appraisal practice does 

not measure teachers’ instructional competency. Related to this idea Usleyman  (2011) indicate 

that: Appraisal is a thorough yet supportive and developmental process designed to ensure that 

all teachers have the skills and support they need to carry out their role effectively. It helps to 

ensure that teachers are able to continue to improve their classroom competency and to develop 

as teachers. 

As can be seen from   table 2 item 5 the respondents (teachers) gave their response to the 

question for “the school teacher benefited from the performance appraisal practice”. And the 

above table show that 22(64.8%) of respondents were disagreed. This shows that most of the 

respondents  disagreed with the benefit of the practice.  So it indicates that teachers are not that 

much benefited from the system and without this system the profession of teachers may not be 

well developed. 

 In the interview session the school principal mentioned that “the major objective of the school 

appraising is teachers’ professional development.” However the researcher observe that there is 

understanding gap between the management members, because some of the management 

members respond for the question of whom is primary benefited by the appraising? Were they 

responding that, school managements are primary beneficiary when the system perfectly 
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implemented.  Related to this Stoner and Freeman (1989) stated that systematic performance 

appraisal purposes are useful for to identify those employee who deserve merit raises locate 

employees who need additional training and identify those employees who deserve promotion.  

Table 3.Respondents (teachers) View on Performance Appraisal Objectives and its results 

No  Items Responses Strongly 

agree 

Agree Neutral Disag

ree 

Strongly  

disagree 

 

Total 

1 The organization use 

performance appraisal 

as one of the mechanism 

to eradicate teacher’s 

professional gap. 

frequency 2 5 17 4 9 37 

Percentage 5.4 13.5 45.9 10.8 24.3 100 

2 The school management 

uses the appraising as a 

controlling tool. 

frequency 2 21 6 4 4 37 

Percentage 5.4 56.8 16.2 10.8 10.8 100 

3  Performance Appraisal 

helps the supervisors to 

chalk out the promotion 

programs. 

frequency 3 13 6 11 4 37 

Percentage 8.1 16.2 35.1 29.7 10.8 100 

4 Most of teachers are 

satisfied with the 

performance appraisal 

practice. 

frequency 1 7 9 16 4 37 

Percentage 2.7 18.9 24.3 43.2 10.8 100 

5 The school performance 

appraisal practice can 

make professional 

development to the teacher 

frequency 2 5 4 17 9 37 

Percentage 5.4 13.5 10.8 45.9 24.3 100 

As can be seen from the table 3 item 1 the respondents (teachers) gave their response to the 

question for “The organization use performance appraisal as one of the mechanism to eradicate 

teachers  professional gap” and the above table shows that 17(45.9%) of respondents chosen 

neutral. 13(35.1%) of respondents disagreed. This shows that most of the respondents were 

neutral and significant number of respondents was disagreed with the appraisal practice as the 

way of professional gap remover, this indicates that without the professional development of 
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the effort of school  teachers are not that much satisfied. Related to this   Useleyman (2011) 

stated that: performance appraisal can serve as a guide for formulating a suitable training and 

development program. Performance appraisal can inform employees about their progress and 

tell them what skills they need to develop. According to this (Education and Manpower 

Bureau, 2003) dictate that: identifying areas for development, and improving overall 

performance of teachers are one of the Performance Appraisal purpose 

 

As can be seen from the table 3 item 2  the respondents (teachers) gave their response to the 

question for “The school management uses the appraising as a controlling tool” and the above 

table show that 23(62.2)% of respondents chose agree . This shows that most of the 

respondents accept  that teachers’ performance appraisal is one of the controlling tool for the 

management rather than staff professional development and it come in to the line of evaluation 

rather than appraising. Related to the above finding the researcher also assessed  the Appraisal 

purpose in the Focus Group Discussion and the participant mentioned that the school 

performance appraisal practice has been working for the purpose of rank out the school 

teachers performance, and  to be aligned  with the new performance based salary system . 

From the responses  of the Focus Group Discussion the researcher understood that the school 

management has a rewarding system for outstanding performer, however they  lack attention 

for poor performer employees according to the purpose of the school performance appraisal 

guide line. According to performance salary paying system some scholars state that: In recent 

years, there has been a discernable trend, particularly in the private sector, towards the linkage 

of rewards to employee performance in an attempt to enhance the achievement of 

organizational objectives,(Mullins, 2005). 

 

Related to this idea the school management should take in to consideration  that the purpose of 

the school teachers performance appraisal is not only for  rewarding the higher achiever 

employees. The school management shall set objectives for the below standard or poor 

achiever employees to help them by identifying their weakness and framing training to remove 

their gap. `In school management the purpose of teacher performance appraisal is by 

developing teachers performance makes students learning enhancement, rather than controlling 

the teacher as the purpose of the past evaluation system, (Ofoegbu, 2004). 
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As can be seen from   table 3 item 3 the respondents (teachers) gave their response to the 

question Performance Appraisal helps the supervisors to chalk out the promotion programs. 

And the above table shows6(35.1%) of respondents chose neutral but 15(40. 5)% of 

respondents chose disagreed and. This shows that the majority of the respondents were 

disagreed with the performance appraisal practice promotion program. Regarding to the above 

idea Anderson (1977) stated that: Data relating to performance assessment of employees are 

recorded, stored and used for several purposes, One of the  purposes of employ assessments 

are: effect promotions based on competency and performance. 

As can be seen from the table 3 item 4the respondents gave their response to the question for 

The school teachers are satisfied with the result of performance appraisal practice and the 

above table shows that 20(54%) of the respondents chose disagreed. This shows that most of 

the respondents are unsatisfied. regarding to this school management explained that“ most of 

the time the school teachers are complaining about the result” from this perspective we can 

perceive that there is something wrong in the practice. One of the purposes of performance 

appraisal is employee development and most of the employees should be satisfied with the 

objective and result of the performance appraisal practice.  According to this idea Lawler, 

(2012) mentioned that: Periodic reviews help supervisors gain a better understanding of each 

employee's abilities. The goal of the review process is to recognize achievement, to evaluate 

job progress, and then to design training for the further development of skills and strengths. 

When it gets done properly the school teachers will be satisfied and motivated with their 

performance progress.  

As can be seen from table 3 item 5 the respondents gave their response to the question for The 

school performance appraisal practice can  make professional development to the teacher and 

the above table show that 28(70.2%) of respondents   chose disagree. That is majority of the 

respondents disagreed with the Performance Appraisal practice developmental benefit. 

Regarding to this the researcher got additional information from the interview  and the 

respondents answered that the school performance appraisal is not useful for teachers 

professional development, and also the respondents said that the school management has taken 

need assessment for giving teachers training rather than identifying teachers need on the result 

of Performance Appraisal.  
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According to this (Education and Manpower Bureau, 2003) dictate that: identifying areas for 

development, and improving overall performance of teachers are one of the Performance 

Appraisal purpose.  And also Lawler, (2012) state that: Periodic reviews help supervisors gain 

a better understanding of each employee's abilities. The goal of the review process is to 

recognize achievement, to evaluate job progress, and then to design training for the further 

development of skills and strengths. A careful review will stimulate employee’s interest and 

improve job performance. And the main objectives or purposes of performance appraisals are 

to enhance the motivation, interest and diligence of teachers, to attract good entrants to the 

teaching profession, to encourage the development of the teaching profession and  to enhance 

the quality of teaching learning process. 
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Table 4.Respondents (teachers) view on Performance Appraisal Process and procedural aspects 

No  
Items Responses 

Strongly 

agree 
Agree Neutral Disagree 

Strongly  

disagree 

 

Total 

1 
The school 

management 

effectively evaluates 

teachers’ performance. 

frequency 3 8 4 17 5 37 

Percentage 8.1 21.6 10.8 45.9 13.5 100 

2  The school has 

heterogeneous ways of 

classroom 

performance appraisal. 

frequency 1 21 6 4 5 37 

Percentage 2.7 56.8 16.2 10.8 13.5 100 

3  The school 

management appraises 

teachers with 

necessary knowledge, 

Skill and experience. 

frequency 2 13 6 11 4 37 

Percentage 8.1 35.1 16.2 29.7 10.8 100 

4  The purpose of the 

appraisal practice is 

realistic. 

frequency 1 7 9 16 4 37 

Percentage 2.7 18.9 24.3 43.2 10.8 100 

5 The school 

management appraises 

teachers of classroom 

activities with 

standardized way. 

frequency 6 3 7 18 3 37 

Percentage 16.2 8.1 18.9 48.6 8.1 100 

 

As can be seen from table 4 item 1 denotes that the respondents gave their response to the 

question for the school management effectively evaluates teachers’ performance And the above 

table shows that 22(59.4%) of the respondents chose disagree. That is the majority of 

respondents are disagreed with the evaluation effectiveness.  
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Similarly to this some scholars state that one of the teachers appraisal practice problem is 

standard of evaluation, and some of the management members responses were similar and one 

of the head of department said that: “The school teachers are not effectively evaluated their 

classroom performance because, there is no immediate feedback, strong schedule and also it is 

not for teachers professional development”. Related to this question, the Focus group 

discussion participants respond on the question of “has the school Performance appraisal 

proper schedule?” the participant respond that: the school teachers performance appraisal has 

appropriate schedule, however the school management does not execute  the schedule 

appropriately and sometimes the school management come to class for appraising at the end of 

the semester or in the time of either in summary or preparation of test. And it shows how much 

they are unplanned and the scheduled is missed. And the other question was that: how much 

the school managements communicate with the school teacher either before or after the 

appraisal? For this question the participants respond that: most of the time school management 

communicate as at the end of the year at the time of performance appraisal talk and in school 

teachers appraisal practice the school management does not use appropriate communication 

with the teacher.  

Without appropriate communication and feedback performance appraisal effectiveness will be 

under the question. Related to this idea Milu (2001) indicate that: the appraisals should cover 

similar periods of time. Feedback sessions and appraisal communications are some of the 

mechanisms and should be regularly scheduled for all employees because most employees 

have strong need to know how well they are performing. And employees simply could not 

perform better without having access to this information 

 

As can be seen from   table 4 items 2 the respondents gave their response to the question The 

school has heterogeneous ways of classroom performance appraisal. And the above table 

shows that 22(59.5%) of respondents chose agree. In the other way 6(16.2%) of the 

respondents were neutral. This shows that majority respondents were agreed. Related to this 

question the researcher raised on the Focus Group Discussion and the participant respond that 

the school has heterogeneous ways however they did not giving emphasis for classroom 

appraisal and most of the time the school management used student hearing strategy rather than 

classroom observation. It shows that the school management does not used heterogeneous 
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performance appraisal system .Generally the researcher find out that there heterogeneous way 

of teachers appraising however the school management does not has been giving emphasis for 

teacher’s classroom activities  

As can be seen from   table 4 items 3 the respondents gave their response to the question The 

school management appraises teachers with necessary knowledge? Skill and experience? And 

the above table shows15(43.2)% of respondents chose agree, . In the other way 6(16.2%) of 

respondents chosen neutral, however11(29.7%) of respondents chose disagree and 4(10.8%) of 

respondents chose strongly disagree. This shows that most of the respondents agreed with the 

management’s   ability on the appraising; however some of teachers in the open ended question 

raised that “the school teachers are not working for school teachers’ performance improvement 

by using their knowledge and experience rather than just they are accepting the system as a 

load”.  And they recommend that, “if the school management using performance appraisal for 

teachers professional development by using their knowledge and experience , the practice  will 

be better effective.” Related to this Hailemariam  (2013): Performance appraisal is important 

for organizations and employees. Unfortunately, performance appraisals are not on the top of 

the list of "favorite things to do" for either managers or employees, and there can be a number 

of problems with their administration. From managers not being trained to conduct 

performance appraisals effectively to the failure to tie performance appraisal expectations. 

 

As can be seen from   table 4 item 4 the respondents gave their response to the question The 

purpose of the appraisal practice is realistic. 20(54%) of respondents chose disagree. This 

shows that the majority of respondents were agreed with the realisticness of the practice. From 

the reference of the school appraising document the researcher proved that most of the 

appraisal procedures  are realistic and related to the teachers individual plan. The document is 

guide line for the management to use how to appraise the school teacher’s performance. 

 

 In relation to this some of writers mention that the purpose of performance appraisal should be 

realistic and needy. According  to this Dessler  cited in Wossenu (1997) performance appraisal 

is carried out to undertake the following activities: control function that focuses on the 

identification of specific strengths and weakness of each employee and to take corrective 

measures for the weaknesses, and feedback function which both the employer and the 
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employee with information concerning the level of performance of the employee and again the 

other one is  reward function that focuses on the provision of material and/or financial rewards 

to the employee so as to motivate him/her for better performance. And also it helps by the 

focus group discussion by raised the following question: does the school Performance 

Appraisal check list contain school teachers’ responsibility? For this question the focus group 

discussion participants respond that: the school teachers are not familiar in the school 

performance appraisal process format because we are not participated in the preparation of 

guide line and objective setting, however the school management raised appropriate questions 

at the end of the year in the time of performance appraisal discussion and that questions are 

appropriate and related to teachers responsibility and planed goals which is seated at the 

beginning of the year. 

 

Related to the above idea Melaku  ,(1992) indicate that: The assessment of how successful 

employees have been at meeting their individual goals or whether the organization achieved 

the desired goal would be evaluated through performance evaluation.  

 

To make the career to be effective, an evaluation instrument is prepared and the items in the 

instrument are teaching learning effectiveness and efficiency based on teachers’ performance 

in teaching learning process. In other words, performance evaluation appraisal can be used as a 

criterion. And the best criteria of organizational performance is related to the ability to set 

goals, clearly identify understood and mutually agreed upon by appraiser and appraises and 

planning programs that will accomplish the goals, and to succeed in achieving them. 

 

As can be seen from   table 4 items 5 the respondents gave their response to the question The 

school management appraises teachers of classroom activities with standardized way. And the 

above table shows that 21(56.7%) of respondents chose disagree This shows that the majority 

of respondents were disagreed in the performance appraisal standardized and also the 

researcher got additional information from the interview result “the school teachers have no 

idea about how much it is standardized without participating the guideline preparation and 

even system implementation affect system standardized because it needs immediate feedback 

and classroom appraisal emphasis.” 
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According to performance appraisal standard Stronge (2012) indicate that: Some performance 

standards are best documented through observation (Learning Environment); other standards 

may require additional documentation techniques ( Student Progress entails a review of the 

objective set). Therefore, multiple data sources are used. After appraise with this kind of 

standard the management will rank out the school teachers based on their average performance 

and the result will be below standard, standard and above standard (outstanding). 

 

Similar to the above idea in the Herman gmeinner school Harar Performance appraisal 

practice,  School Teachers will be appraised using a three scale rating: “Above Standard ( 

outstanding), standard and Below Standard (poor), above Standard or outstanding  indicates 

that performance meets or exceeds expectations, standard indicates that performance meets the 

expectation and Below Standard indicates that performance does not meet the expectations for 

the set of competencies and Performance must be improved.  

 

In general when performance appraisal is standardized, by itself it can improve the 

achievement level of the appraisal objective. Related to this  idea the researcher raised the 

question what are major objectives of the school teachers PA? And the focus group discussion 

participant respond that one of the objective of performance appraisal is ranking teachers 

performance based on their compatibleness for the school management, however there is no 

improvement mechanism to low achiever employees after the ranking process. It seems like to 

just for only measuring their performance rather than use the system for professional 

development. 

According to the above impression Melaku  (1992)state that: formative appraisal is basically 

developmental in purpose, focusing on continuous and sustained professional improvement of 

teachers, and on developing a sense of job satisfaction in them" In other words, it provides 

teachers with information about performance expectations of the school, feedback regarding 

subsequent performance, advice, coaching, counseling to help them meet expectations that 

haven't been achieved; and a basis for career planning and development. 

 

In addition to this the researcher also raised question and the question was Does the school PA 

check list contain school teachers’ responsibility and right? And in the focus group discussion 
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the school teachers respond that there is no clear criteria for performance appraisal and they 

has been appraising by based on the teachers activity in the public rather than the teachers 

formal duty.  And also the school management does not concern the school teachers’ right like 

teachers developmental training, up grading and promotion. The school managements concern 

in performance appraisal about only the school teachers responsibility to rank them.  

Generally the school management used school teachers’ performance appraisal for rank out the 

school teachers’ performance. According to the performance appraisal objective, one of a 

useful process is identifying low achiever employees to help them by framing training for their 

professional competency and it affects the school teachers performance appraisal standard. 

Table 5.Respondents (teachers) View on Performance Appraisal Process and Progress 

No  Items Responses Strongly 

agree 

Agree Neutral Disagree Strongly  

disagree 

 

Total 

1. The school management 

implements the PA 

guideline properly. 

frequency 4 8 10 9 6 37 

Percentage 10.8 21.6 27 24.3 16.2 100 

2. The school PA has 

quality progress for the 

last three years. 

frequency 2 6 9 16 4 37 

Percentage 5.4 16.2 24.3 43.2 10.8 100 

3. The school management 

has sufficient 

communication with the 

school teachers. 

frequency 6 3 6 18 4 37 

Percentage 16.2 8.1 16.2 48.6 10.8 100 

 

As can be seen from   table 5 item 1, the respondents gave their response to the question “Does 

the school management implement the school PA guideline properly”. And the above table 

show that 10(27%) of respondents chose neutral, however 9(24.3%) of respondents chose 

disagree and 6(16.2%) of respondents chose strongly disagree. This shows that the majority of 

the respondents were disagreed with proper implementation, but the respondents gave 

additional response in the interview, which is that the practice is not that much properly 
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implemented because of the constructive  feedback delay and also the management does not 

use the appraisal as tool of professional development rather than controlling tool. 

 

These  kinds of problems are also mentioned by some scholars, for example Mulu , (2001) 

stated that: For an appraisal system to be an integral part of staff development work in schools, 

it should be both positive and constructive. In this regard the formative evaluation which aimed 

at continuous improvement and making teachers competent, and it should be well strengthen 

and systematically applied in schools and need to be accomplished, so the study show that 

there is some problem around the process of the appraising because the respondents respond 

and the scholars mention that feedback is necessary for the effectiveness of the appraising.  

 

Related to the above general question the researcher raised specific questions which used to 

check the effectiveness of the school teachers performance appraisal practice implementation 

in focus group discussion and the first question was that: do you think PA practice has problem 

on schedule and communication?  For this question the respondents respond that: first of all, 

there is a big problem in performance appraisal process specially communication and plan 

implementation because of this reason most of teachers are demotivated and they are losing 

their trust on the performance appraisal usefulness. Allied to this Mulu  (2001) states that:  

Basically, the accomplishment of school's objectives depends on the performance of teachers. 

And teachers have to be continuously motivated and upgraded so as to improve the quality of 

their service.  

 

Generally, from the above data the researcher found that majority respondents respond that: the 

school teachers performance appraisal practice needs attention to make the appraisal practice 

effective. And the school management had been doing the school teachers performance 

appraisal as a tool of evaluative, to rank the school teachers performance rather than school 

teachers professional development. 

 

As can be seen from   table 5 item 2 the respondents gave their response to the question Has 

the school PA quality progress for the last three years And the above table show that 9(24.3%) 

of respondents chosen neutral, however 16(43.2%) of respondents chose disagree and 
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4(10.8%) of respondents chose strongly disagree. This shows that the respondents do not 

accept the performance appraisal progress. And the researcher prove that for the last three 

years there is no guide line modification and appraising update in the school performance 

appraisal practice. 

As can be seen from   table 5 item 3 the respondents gave their response to the question The 

school management has sufficient communication with the school teachers And the above table 

show that 6(16.2%) of respondents chosen neutral, however 18(48.6%) of respondents chose 

disagree and 10.8% of respondents chose strongly agree. This shows that majority of 

respondents were disagreed with the school performance appraisal satisfactory communication.  

Regarding to this the researcher raised questions for Focus Group Discussion and the question 

was what are major problems in school Performance Appraisal related to Objective, Schedule 

and Communication?  And the participants raised several problems. In the side of performance 

appraisal schedule and they said that “school has good performance appraisal guideline, 

however the performance appraisal schedule is not properly implemented. And we are 

communicated about our performance once in a year”. 
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Table 6.Respondents view on Performance Appraisal Problems 

No  Items Responses Strongly 

agree 

Agree Neutral Disagree Strongly  

disagree 

 

Total 

1.  the school Performance 

Appraisal practice has 

serious problem.   

frequency 2 4 9 17 5 37 

Percentage 5.4 10.8 24.3 45.9 13.5 100 

2

. 

The school 

managements are biased 

on relationship. 

frequency 2 21 6 4 4 37 

Percentage 5.4 56.8 16.2 10.8 10.8 100 

3

. 

The school teacher 

classroom appraising 

needs critical 

modification.   

frequency 11 13 6 3 4 37 

Percentage 29.7 35.1 16.2 8.1 10.8 100 

4

. 

The school performance 

appraisal practice has 

problems on schedule. 

frequency 16 9 7 1 4 37 

Percentage 43.2 24.3 18.9 2.7 10.8 100 

5

. 

The school PA has 

problem on 

implementation. 

frequency 6 3 6 18 4 37 

Percentage 16.2 8.1 16.2 48.6 10.8 100 

6

. 

The performance 

appraisal lacks specific 

outcomes. 

frequency 13 11 6 2 4 37 

Percentage 35.1 29.7 16.2 5.4 10.8 100 

As can be seen from   table 6 item 1 the respondents gave their response to the question Has 

the school performance appraisal practice serious  problem. And the above table show that 

9(24.3%)respondents chose neutral, and 22(59.4%)of respondents chose disagree This shows 

that most of participants were accept that the school teachers’ performance appraisal has no 

serious problems.. 

Regarding to the above idea the researcher raised question about the school performance 

appraisal problems for Focus Group Discussion and they respond differently that the school 

teachers performance appraisal has problems on schedule and objective because it has been 



46 
 

implement without its plan and it does not help the school teachers in terms of their 

competency on teaching learning process. 

As can be seen from   table 6item 2 the respondents gave their response to the question the 

school managements are biased on relationship. And the above table shows that 23(57.2%) of 

the respondents chose agreed and. That is majority of respondents were agreed with the 

management biasedness. Related to this Rue and Byars (1992) state that; The halo error is the 

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

specific factor. To elaborate more if an employee tends to be conscientious and dependable, 

one might become biased towards that individual to the extent that we will rate him/her high on 

many desirable attributes.  

As can be seen from   table 6 item 3 the respondents gave their response to the question the 

school teacher classroom appraising needs critical modification. And the above table shows  

that11(29.7%) of the respondents were  strongly agreed and 13(35.1%) of respondents chose 

agree, . In the other way 16.2% of respondents chosen neutral, This shows majority 

respondents were agreed with the school performance appraisal practice modification. 

 Related to this in the open ended items the school teachers recommend  that the school 

management should maintain the school teachers’ performance appraisal practice in terms of 

objective, schedule and process.  Regarding to the above idea some scholars state that: both 

school Appraisers and Teachers should participate in performance appraisal process. In 

revising the criteria, process should be open to discussion and modification of the practice with 

teachers and educational expert. And then the obtained input must be considered in the final 

criteria and process to be used in performance appraisal scheme, (Mulu ,2001) 

 

As can be seen from   table 6 item 4 the respondents gave their response to question the school 

performance appraisal practice  has problems on schedule?  And the above table shows that 

25(67.5%) of respondents chose agree. shows that the majority respondents were agreed with 

the school performance appraisal schedule problem. And also  the researcher realized it again 

in Focus Group Discussion and the participants  respond that one of the school performance 

appraisal problems is that the process is not  execute according to the schedule. 
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     Regarding to the above  idea Girmma (2012). State that: the general trend is to evaluate once      

in three months, or six months, or once in a year. Whatever it is it should be planned in time 

interval. 

As can be seen from   table 6 item 5 the respondents gave their response to the question Has 

the school PA problem on implementation. And the above table shows that 22(59.4%) of the 

respondents chose disagree. This shows that majority of respondents were agreed with the 

school performance appraisal implementational problems. Regarding to this the researcher also 

raised question to Focus Group Discussion and they approved that there is implementational 

problems in the school teachers’ performance appraisal practice. 

As can be seen from   table 6 item 6 the respondents gave their response to the performance 

appraisal lacks specific outcomes. And the above table show that 24(64.8%) of the respondents  

chose agree. This shows that majority of respondents were agreed with the school performance 

appraisal practice lacks specific out comes. Regarding to the above idea Rue and Byars,(1992). 

State that: performance appraisals that ask managers to rate employees on subjective criteria 

such as "customer service skills" or "leadership ability" lack specific outcomes that can be tied 

to measurable results. The best performance appraisals provide the ability for both managers 

and employees to judge performance based on measurable outcomes that are objective; level of 

sales, safety records and evaluations from customers are all measurable ways of providing 

insight into an employee's performance. 
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5. SUMMARY, CONCLUSIONS AND RECOMMENDATIONS 

This chapter consists of summary of the major findings, conclusion drawn and the 

recommendations forwarded on the basis of the findings. 

5.1 Summary 

The major purpose of this study was to assess the Effectiveness of Harar SOS Hermann 

Gmeinner School Teachers Performance Appraisal Practice. Accordingly, a descriptive case 

study with a mixed research method was used. The basic questions were raised on related to 

the Performance Appraisal objective, process and problems. More specifically, the research 

questions were: 

1- To what extent the performance appraisal practices of Harar SOS School meet its 

intended        objective?  

2- To what extent does the school management implement the school performance appraisal 

procedure properly? 

3- What are the problems in the school teachers’ performance appraisal? 

4- What are practical ways to improve performance appraisal. 

 

The data were collected from Harar SOS School. By available sampling technique, the whole 

populations were selected as respondents. There a total of forty three respondents in this study. 

These were By using focus group discussion questionnaire and interview appropriate data was 

collected and based on the analysis and interpretations of the data, the following major findings 

were obtained. 

1- The finding indicate that  majority of the respondents were disagreed with the 

Performance Appraisal practice developmental benefit, and it executes to rank the school 

teachers only rather than identify the school teachers weakness and frame training for 

them. 

 

2- And also because of the performance appraisal guide line objective missing and 

communicational gap of the appraisal practice teachers are not benefited with the system 
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3- According to the result  most of the respondents were unsatisfied with the school 

teachers’ performance appraisal practice, because it’s not for the purposes of performance 

appraisal which is employee’s development, motivation and satisfied. 

 

4- The finding indicate that the school appraisal practice does not measure teachers 

instructional competency because the school experience show that teachers are not 

measured by their classroom competency by giving emphasis rather than their outside 

activity. 

 

5- The school teachers had no idea about whether or not the appraisal guide line is 

standardized as they were not involved in the development of the guideline at the 

beginning.  

 

6-  The school management has knowledge and skill to appraise and also the school 

performance appraisal documents are realistic and useful. However they did not apprise 

the teacher according to the objective and procedure of performance appraisal which set 

in the appraisal system guidelines. 

 

7- The result shows the school teachers’ performance appraisal become one of the 

controlling tools for the management rather than staff professional development and it 

come in to the line of evaluation. 

 

8- The finding indicate that the school teachers performance appraisal practice has no 

progress for the last three years regarding to guide line modification and appraising 

updates. 

.  

9-  The school teacher respond show that since the school management was not observed to 

undertake pre and post discussion on the appraisal practice, and the appraisal practice has 

problems when it comes to implementation on schedule and communication. 
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 5.2 Conclusions 

Based on the findings in this study, the following conclusions were drawn. 

The school teachers are not benefited from the performance appraisal system because of 

the school performance appraisal practice does not  meet the objective. 

 

The school performance appraisal practice has been affecting and the intended objective 

meeting is questionable with identified problems such as: Feed delay, communication 

gap and defective schedule execution.  

 

One of the objectives of the classroom appraisal system is to bring about satisfaction on 

the teacher, by making them professionally competent; however the school teachers 

were not pleased, due to the absence of classroom appraising modification in practice. 

 

Teachers had doubtful whether the appraisal is standardized or not since they didn’t take 

part in the development of the system. 

 

The school managements do not apprise the teacher according to the objective and  

procedure of performance appraisal which set in the appraisal system guidelines. 

 

 

The school teachers’ performance appraisal practice become one of the controlling tools 

for the management rather than staff professional development and it come in to the line 

of evaluation. 

 

The school teachers’ performance appraisal practice has no progress regarding to guide 

line modification and appraising updates. 

  

The school management has been not observing to undertake pre and post discussion on  

the appraisal practice, and also the appraisal practice has problems when it comes to 

implementation on schedule and communication. 
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The school management did not use performance appraisal for teachers’ problem 

identification that’s why the school management use need assessment for giving 

training on their weakness at the begging of every year.   

 

The practice has something wrong in the implementation and objective setting, so it 

needs some modification in its schedule, feedback and objective of the system.  

Generally, from the research finding the researcher conclude that the performance appraisal 

practice is ineffective and does not meet the intended objective, and also it has 

implementational problems, such as feedback delay, communication gap and defective 

schedule execution. 
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5.3 Recommendations 

In the light of the study, the current Teachers’ Performance Appraisal Practice of Harar SOS 

School   has an indication that the system has something wrong. So it is the right time to look 

for solutions to improve the existing situation. Concerning this, the following are 

recommended:. 

One of the major stakeholders in the school  performance appraisal is teachers and for the 

right implementation of the school teachers performance appraisal practice those teachers 

may involve in the modification  of the guideline and objective setting. 

 

The school management is better to give   feedback after the classroom performance 

appraisal immediately. So as to show the teachers what problems they have and how they 

solve it. 

 

The school management should use the performance appraisal regarding to teachers 

professional development by using the practice as problem  identification  mechanism and  

also use it as quality improver by framing training for teachers. 

 

For the school teachers performance appraisal’s right  implementation and easily 

modification most of stakeholders especially teachers should participate. 

 

For appraising teachers classroom performance there are many ways such as students 

hearing, document checking, class room observation etc. are some of the major ways of 

gathering information about the teacher however it’s better to give emphasis for classroom 

observation with pre and post discussion for make them competent enough. 

 

For the real achievement of the educational objective, the school management may 

emphasize for the classroom performance of teachers in appraisal time.  

 

All management members may know that one of the appraisal system objectives is 

professional development rather than controlling like the objective of evaluation and also 
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the researcher convey to the management, the result of appraising shall be given for the 

teacher immediately so the school management shall use as appraisal purpose. 

 

The school management should use performance appraisal according to the objective    for 

the school teachers   benefit  and  in this regard  the major objective of the appraisal will 

be achieved.  

 

Generally the researcher recommend that it would be good for the concerned body to give 

attention and to maintaining  the practice regarding to practice  implementation, objective 

setting and meeting  so as to provide professional development for school teachers. 
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7. APPENDICES 

6.1. Appendix-I 

Haramaya University 

College of Educational and Behavioral Science 

Focuss Group Discussion for Teachers 

Dear respondents 

The purpose of this focal group discussion   is to collect relevant data to the study entitled 

“Effectiveness of Teachers’ Performances Appraisal Practice: in the case of, Harar SOS 

Hermann Gmeiner School, Harari Regional State". Your responses are vital for the success of 

the study. So, you are kindly requested to respond to the questions genuinely. Your responses 

will be processed only by the researcher and used only for research purpose. Your identity will 

also be kept strictly confidential. 

 Performance appraisal practice objectives  

 

1- Does the school PA check list contain school teachers’ responsibility and right? 

2- What are major objectives of the school teachers PA? 

3- Do you think PA practice meet its intended objectives? 

 Process of performance appraisal practice  

 

1- Does the school Has proper schedule for PA? 

2- How often the school management communicate with the school teachers? 

3- Is there enough frequency of performance appraisal in the school? 

4- Have you pre and post discussion in classroom observation? 

5- Based on your experience; do you think that PA is useful for developing teachers 

performance or does it have negative impact on teachers? 

 Problems of performance appraisal practice in the school 

 

1- What are major problems in school PA? related to:  

- Schedule  

- Communication  

- Objective  

2- What do you suggest to improve the teachers performance appraisal practice?  
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6.1. Appendix- II 

Haramaya University 

College of Education and behavioral Science 

Teachers’ Questionnaire 

Dear respondents 

The purpose of this questionnaire is to collect relevant data to the study entitled “Effectiveness 

of Appraisal System of Teacher’s Classroom performance Practice in Harari Regional State 

Harar SOS School". Your responses are vital for the success of the study. So you are kindly 

requested to read all questions and fill the questionnaires with genuine response, and your 

identity will be kept confidential and the response will be used for research purpose only.  

Please note the following points before you start filling this questionnaires: 

1. You do not to need write your name on the questionnaires; 

2. Read all the instructions before you answer the questions; 

3. do not  consult others to fill the questionnaires; 

4. Please indicate by using ticking "a/" or "X" for one of the Suggested liker scales. Kindly 

write your opinion briefly for the short answer questions on the space provide 

5. Please do not leave any question un answered 

 Thank you for your cooperation ! 

CHARACTERSTICS OF RESPONDENTS 

i. Sex:     A. Female                                   B. Male 

ii.  Age:   A. Below 25                   B. 25 – 34             C. 35 – 44                   D. Over 44 

iii. Educational Qualifications:  A. Diploma              B. Bachelor              C. Masters & Above 

iv. Years of teaching Experience:   A. In SOS   _____    B. Total _____                    
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Direction I: 

Read each of the following items carefully and put the sign “√” for the alternative you think is 

true for you. Please rate your answer as number 1 being the item you strongly agree and 

number 5 being the item you strongly disagree. 

1= Strongly Agree,           2= Agree,                3= Neutral (undecided),   

4= Disagree,                      5= Strongly Disagree 

S/N Items for related on   performance appraisal objectives  1 2 3 4 5 

1 
Does the performance appraisal of your school meet its intended 

objective 
     

2 The school PA has clear objective      

3 The school performance appraisal serves as a motivation tool      

4 
The current appraisal criteria would objectively measure teachers 

competence in instruction 
     

5 The school teacher benefited from the performance appraisal practice      

6 
The organization  use performance appraisal as one of the mechanism to 

eradicate teachers  professional gap 
     

7 The school management uses the appraising as a controlling tool      

8 
Performance Appraisal helps the supervisors to chalk out the promotion 

programs 
     

9 Most of teachers are satisfied with the performance appraisal practice      

10 
The school performance appraisal practice can make professional 

development to the teacher 
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S/N Items for  related on  performance appraisal process  1 2 3 4 5 

1 
Has the school PA quality progress for the last three years 

     

2 The school has heterogeneous  ways of classroom performance appraisal      

3 
The school management appraises teachers with necessary knowledge? 

Skill and experience? 
     

4 The purpose of the appraisal practice is realistic?      

5 
The school management appraises teachers of classroom activities with 

standardized way? 
     

6 
Does the school management implement the school PA guideline 

properly  
     

7 The school management effectively evaluates teachers’ performance      

8 
The school management has sufficiently communication with the school 

teachers? 
     

S/N Items for related on  performance appraisal problems  1 2 3 4 5 

1 performance appraisal lacks specific outcomes      

2 The school managements are biased on  relationship      

3 The school teacher classroom appraising needs critical modification        

4 The school performance appraisal practice  has problems on schedule      

5 Has the school PA problem on implementation      

6 Has the school performance appraisal practice serious  problem        
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1- Are there any pre and post appraisal discussions with the appraisers’? 

____________________________________________________________________________

____________________________________________________________________________

____________________________________________________________________________

________________________________________________ 

2- Have you been involved in the performance appraisal criteria development? 

____________________________________________________________________________

____________________________________________________________________________

____________________________________________________________________________

________________________________________________ 

3- How does the school management appraise your classroom performance? 

____________________________________________________________________________

____________________________________________________________________________

____________________________________________________________________________

________________________________________________ 

4- What are major problems in class room performance appraisal?  

____________________________________________________________________________

____________________________________________________________________________

____________________________________________________________________________

________________________________________________ 

5- What do you suggest to overcome the problems and to improve the Performance appraisal 

system in the  school? 

____________________________________________________________________________

____________________________________________________________________________

____________________________________________________________________________

________________________________________________ 
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6.2 Appendix- III 

Haramaya University 

College of Educational and Behavioral Science 

Interview for school management 

  

Dear respondents 

The purpose of this interview is to collect relevant data to the study entitled “Effectiveness of 

Appraisal System of Teacher’s Classroom performance Practice in Harari Regional State Harar 

SOS School". Your responses are vital for the success of the study. So, you are kindly 

requested to respond to the questions genuinely. Your responses will be processed only by the 

researcher and used only for research purpose. Your identity will also be kept strictly 

confidential. 

Thank you in advance for your cooperation! 

1- How do you see the effectiveness of the implementation of teachers’ performance 

appraisal? 

2- Who has primary benefited from performance appraisal? 

3- How much teachers are benefited from the system? 

4- What are the major objectives of teachers’ classroom performance appraisal? 

5- How much is the system is standardized?  

6- What are basic differences between governmental and SOS school teachers classroom 

performance appraisal? 

7- If there are complaints about TPA .where do teachers present their grievance? 

8- What are different methods of teachers’ classroom performance appraisal in your school? 

9- What are the major challenges of teachers’ classroom performance appraisal? 

10- What do you suggest to improve the teachers classroom performance appraisal system? 
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6.3 Appendix- IV 

   Performance Appraisal Talk 2013 

 

Name:  Position:Teacher 

Location:  Supervisor:  

Period  Appraisal date:  

 

Part A: Review of previous 12-month period 

 

A.1 How far were the basic / on-going job requirements met?  

Refer to job description. 

Partially Fully Exceeded 

Give examples of key achievements or contributes: 
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A.2 How far were previously agreed objectives & 

expectations met? Refer to individual work plan and 

personal development plan  

Partially Fully Exceeded 

What were the key achievements or contributions (3-4 points) 

 

 

 

   

What specific personal development actions were taken? 

 

 

 

 

 

   

A.3 What do you think has not worked so well?In what specific areas of work have youexperienced 

major challenges / disappointments? (3-4 points)? 

 

  

What do you think were the obstacles / barriers for the disappointments/ to success, if any?  

Because of sThe management decision  

 

 

 

What were the major challenges or constraints, and what support is needed from the supervisor? 

 

 

 

 

Other challenges  
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A.4 Which areas require further support/development/improvement? Give specific examples: 

Comment on leadership competences (if applicable) / values related issues (e.g. cooperation, 

communication) 

 

 

 

Comment on performance related issues: 

  

 

 

 

 

 

 

 

 

 

 

A.5 What were the most important points on cooperation / working relationship / supervision / mutual 

trust? 

 

  

 

Part B: Agreement of future goals 

B.1 What are your major work and personal development priorities for the coming year?  

Please attach draft work plan / individual performance & personal development agreement for the 

coming year. 

Work Priorities  

Individual Development Priorities 
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Part C: Supervisor’s Comment  

 

Supervisor’scomments / recommendations /: 

 

 

 

 

 

 

Part D: Review of Job Description (Co-worker & supervisor) 

C.1 Is the job description still relevant & valid? What additional tasks / responsibilities should be added? 

Recommend specific adjustments: 

 

 

Job description requires update? (please check where applicable) Yes No 

Responsible:  By when:  

 

Supervisor: 

 

Date:  Co-worker: 

 

Date:  
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6.4 Appendix- V 

Haramaya University 

College of Educational and Behavioral Science 

                Teachers  on  Focus Group Discussionss 

 

 

 


