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· . ABSTRACf

This study was intended to examine the head teachers and teachers' perceptions regarding
staff performance appraisal process in the secondary school climate. It sought to find out
about the process of staff performance appraisal in secondary schools and the head
teachers and teachers perception regarding this practice in education as they appraise or
are appraised. This owes to the fact that attitudes are a powerful force in any organization
because they determine the acquisition of knowledge and skills, and also, how individuals
apply the knowledge and techniques.
An exploratory approach using descriptive design was adopted to investigate into the
problem under study. The sampling unit was Etago Division with 19 public secondary
schools. The target population was 19 head teachers and 105 teachers. Stratified sampling
and random sampling were employed to select 8 secondary schools, 8 head teachers and
40 teachers. Staff Questionnaire and Interview Guide on Performance Appraisal was
prepared for head teachers and teachers. Analytical data was analyzed using a Statistical
Package for Social Sciences (SPSS) software and was represented in form of tables,
figures and charts while descriptive data was thematically analyzed.
The research found out that the practice of staff appraisal in secondary schools in Etago
Division did not follow convectional procedures. Areas of focus in appraisal and
planning for classroom observation were not done. Teachers hardly endorsed heads
teachers report before it was sent to TSC. The rsc delayed in giving feedback to schools
and the reports were hardly discussed and utilized. Head teachers and teachers strongly
favoured the practice but were not pleased with how it was conducted. It did recommend
for the training of Head teachers and teachers in appraisal, provision of appraisal
guidelines, establishment of an outreach link between schools and the MOE officials to
boost appraisal in schools. It also proposed putting up policy measures in place by the
Board of Governors and the MOE to closely monitor appraisal. Public schools are set to
serve the needs and desires of people in a more efficient way and to the greatest
opportunity, to enable the learner develop into an all-round-citizen of acceptable societal
mores. The weaknesses established above are a hindrance to this goal.
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.• I CHAPTER ONE

INTRODUCTION

1:1Background of the Study.

Improving performance cannot be deemed as an option in an orgariization that is resolute to

survive in a competitive market. The spirit of performance spans across organizations globally

and has become the gauge against which any organization is tested or measured. This emerging

trend has obligated organizations to ensure that evaluation of individuals is conducted to

establish how well or badly they fair on with their work. This concurs with an observation by

Cyril (1993), in which he viewed the quality of performance as being promoted by monitoring

and improving the effectiveness and efficiency of an individual employee and the staff as a

whole in the place of work. Monitoring in organizations is often done through annual staff

performance appraisals, and devising development plans founded on the appraisal reports and

receiving reports that the development needs have been met.

Education is viewed by many nations of the world as a solution to social challenges. It is also

perceived as a foundation for development and prosperity. Educational systems are concerned

with producing and supplying quality products (Skilled graduates) to the labour market Thus, the
I'

educators have a professional responsibility to appraise the quality of educational programmes

and the people (teachers) executing those programmes. The information obtained from the

appraisal is meant to assess the training needs of a teacher and determine his/her potential for

development. Perhaps the most difficult task for anyone in school management is to take

responsibility for the work of another professional, and the most intricate part of that is to share

perceptions of success and failure with that person.

1



· '

1•.1~1.. OJ gaai:atioDs an Need for pel for' '*M'\

Most organizatioos fOC\1S on staff perf~bec:ausethey (organiations) be1iew that they are

invented to meet ~tain bwnan needs, ei1her for'·produet 0e1ivery, service 0e1ivery or both. To

be -effedive and efficient in Gelivering, institutions introduced ,performance management

sUategies to gvide 1hem towards mUizing iheir objedMs. Paformanee -maoagemaJt stJategies

were employed 10 assess ones' progress to-wards adUeving predetennined goals of an

organization. Througb 1bese sUategies, organizations are to enable· employees- ·perlonnbetter

than they am seem <:apable of1 to ,bring out whatever sbeDgtb UJere is. in. them1and use -eadl

pelsods sbeDgtb to -help the ,other members perform through a plan to .develop those in the-

system and those who are·Rm1ited (Cyri~1993).The staff development plans must -equipthem

with the neoessaty attributes (skil~ -knowledge and expertise) and .eompetmees tequired in

adUeving the organizational goals. One sucll a wmmon pradiwJstrategy in perfomJanoe

maoagemaJtDtbe·:Aaff~appraisal.

in ensuring that otganizatioDal goals are realized, perf~ appraisal is employed to.tneaS\Be

or tate pe;rf~ of an individual against these gtl8ls. In this,~ to appraise means to

eval~ assess or form an opinion about dJe way <meis amying out an action (If work against
I'

some set standards. The ~ was distinguished as one sure way to auain success for

organizations that must live up 10 fueiTspirit of perf~ total eommitment to high quality

n:suhs and ~ improvement in meeting tbeaJStomer Deeds.. Its adoption was impelled by

management theories and movements of excellence and quality, and organizabooal restructuring

and change with an inspiration of empowerment and control through invoNemeut. Its principal

purposes are; 10 improve employee performance in dle present job, 10 prepare them for future

2



opportunities that may arise in the organization and to provide record of their performance for

futuremanagement decisions (Rue & Byars, 1993).

Dubrin(2005) credits staff performance appraisal because;

i) It improves employee effectiveness,

ii) Motivates employees,

iii) Identifies individual needs

iv) Provides training and development plans.

v) It leads to setting of objectives/targets

vi) Improves feedback on performance.

Forinstance, High Performing Organizations (HPO) are a product of a performance management

systemsdesigned to bring out the best in people and thereby produce organizational capability to

deliversuitable organizational results and treat employees not as disposable parts, but as crucial

resources

1.1.2. Performance appraisal in schools.

Schoolsare agencies through which society inculcates its values and passes them over to the next

generation.Like other organizations, schools are run with specific aims and objectives. Whatever

these aims and objectives are, their details must be conveyed to the stakeholders or else the

recipients would manoeuvre in confusion. With clearly defined aims and objectives, the

operations and aspirations of schools are then continually judged not only in terms of how

effectively they (schools) operate as an entity, but also with respect to its contributions to the

facilitationand improvement of the instructional process.

3



Appraisal in schools is basically meant to improve teaching and instruction by purposely

contributing to the professional development needs of teachers. It is a process of review by

teachers, school heads, deputy school heads and other senior teachers of individual competences,

performance and professional needs. It is a process in which an individual teacher or a senior

colleague collaborates in evalua~ingthat teacher's work as a professional person. In thefords of

Cyril (1993), this act promotes the schools ability to accomplish its mission of maintaining and

improving what it provides while at. the same time seeking to maintain or enhance staff

satisfaction and development. Performance comparisons must be made by asking and answering

questions like; Is the teacher's performance meeting the standards of our school? Is the lesson

appropriate for our curriculum and learners (intended)? What can we do to ensure even better

teaching and learning in the next cycle? These roles define the principal's responsibility for

quality assurance in the school. (Lunenburg, 2006)

In schools, theteacber is the most important and, probably, the most expensive resource. The

public expects himlher to enable pupils excel in exams and to "mould them to an all-round

citizen of acceptable societal mores." (Mutunga, 2004:5). This is done through teaching, school

management, guidance and counseling,discipline and co-curricularactivities. But teachers differ
,-

in terms of "their abilities, educational background, work experience, motives, interests and

temperaments", (Meltzer, 1981:19). Thus, their efforts must be directed towards the

organizations ultimate goal by keeping track of their performance to meet and continue meeting

organizations objectives. Each component and every individual within the component must be

monitored through performance appraisal for "growth, development and communication" of

individuals (WH'W.tooIptJc.com).

4



1.1.3. Evolution of teacher perfol'llWlee appraisal

Performance appraisal is not a new concept. It means to evaluate, assess or form an opinion

about the way the teacher is carrying out an action or work against some set standards. It started

when God first appraised His work of creation and said "it was very good." According to

Okumbe (1999), appraisal of teachers dates back to the evolution times of instructional

supervision starting from 1642 towards the 19508. In 1654, teachers in America were appraised

by laymen (clergymen, superintendents) on the basis of sound faiths and morals. Any teacher

found deficient of the criteria was dismissed. Then came other criteria like pupil achievement in

subject matters, teaching methods, management of school (funds) and pupil conduct By 1936,

educators who assumed the role of supervisors / appraisers were called inspectors. They

concerned themselves with improving teacher effectiveness.

Tamir (1985) said that the four components of the curriculum development gave reason for

teacher appraisal. Thus the appraisers (inspectors) assumed more powers and roles in evaluating

what goes on in school and class. Evaluation became a mode of accountability (who is wrong?),

promoted professional development and instructional improvement. Evaluations played the roles

of diagnosis, selection, improving teaching skills, educational accountability, measuring teacher

per(ormance, evaluating teaching methods and increased influence on decision making. It took

care of felt need or sense of dissatisfaction from educators and teachers in their work.

1.1.4. Role of the head teacher in appraisal

As an educational leader in the school, the head teacher bas the task of creating an effective

learning environment for teachers and all pupils, of all abilities, and have their varying needs

met. In his objective to improve instruction. the head teacher bas the errand to orient teachers in

5
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appraisal and gather data'concerning the areas in which appraisal will concentrate; allow teachers

to set targets and conduct self-appraisal; make personal visits to classrooms to observe teaching,

and make correct observations of teachers work habits in and outside class. Then, meet the

teacher in person to discuss the appraisal and give feedback and finally, demonstrate seriousness

by putting recommendations in writing and remedies in place before and after writing the final

appraisal report in consultatien With the teacher concerned that will be forwarded to employer.

Tamir (1985) also observed that the evaluators had the responsibilities of gathering and

organizing the reaction of teachers and pupils -about the proieet; acting escritical friends of the

project by making constructive assessment; and being honest brokers who give the necessary

information to teachers through meetings and seminars.

The head teacher also sources information or data regarding the teacher's performance through

self-assessment by the teacher concerned, plamied observation of teacher's work in the

classroom, test results or examination results of the learners, study of children's work,

information from children and observation of the teacher in a management role. Bunnel (1981)

adds other sources like checking professional documents, making sample survey and appraisal

interview.

Tamir (1985) further notes that appraisal created a feeling of maintaining public confidence in

teachers. Assessment reduced isolation and provided them (teachers) with a yardstick for

comparison with colleagues that could enable the head teachers reinforce the existing

management structures. Some teachers argue that it was seen as helpful in improving teacher

performance in classroom. Finally it could lead to remedies because it also involved direct

observation. In contrast. some teachers did not like to be evaluated because they did not find it

6



helpful to them professionally. They reacted defensively and viewed it as a threat to their

position(Lunenburg & Irby, 2006).

1.1.5. Areas of teacher appraisal.

Bunnel (1987) identified the key areas in which the teacher will need to be appraised and what

theyentail. They include;

i) Professional development - how one has kept up with the development in the profession

through research, studies and seminars.

ii) Pastoral involvement - attending matters concerning student and helping them solve

problems and the methods used.

iii) Teaching performance - classroom management and practice, teaching approach,

marking assessments, and preparation and use of relevant instructional and professional

materials.

iv) Participation in co--curricular activities - drama, clubs, music, sports and games

v) Administrationlleadership responsibilities held - class teacher, departmental head

vi) Relationships with people at place of work - students, parents, peers and seniors.

1.1.6. Evolution of Performance Appraisal in Kenya - a Historical Perspective.

In Kenya, the practice of teacher appraisal was started by the colonial master (Britain) and was

concerned with the standards of education in the country. The pre-independent education

commissions' reports in Kenya reveal the. desire by the Colonial. government for quality

education in the country. In 1924, Phelps Strokes commission decried the dismal state of
7



education for Africans and recommended for a uniform system for all mission and government

schools. This latter saw education being supervised in 1924 as a means of enhancing quality. In

1929, Education Ordinance empowered the government to develop, control and supervise

education in Kenya. This led to the establishment of education under a Directorate of Education

whose functions became supervision and inspection of schools. The Beechers' Report on African

Education in 1949 recommended sound education based on Christian principles to be conducted

with adequate inspection and supervision. The Binns' Report on Education maintained that the

government should not separate inspection from supervision in schools.

The desire for quality education in Kenya after independence made the inspectorate department

(now a Directorate of Quality Assurance and Standards), a professional arm of the Ministry of

Education. The inspectorate (DQAS) became a fundamental organ in the Kenyan educational

system because it is concerned with the quality of education and derives its powers from the

Education Act of 1968, revised in 1980, whichallows the inspectors (presently the Quality

Assurance and Standards Officers - QASO) to enter into any place of learning with Of without

permission to determine whether quality teaching takes place. The inspectors walked into school

like police officers. Sifuna (1975) notes that their police like preeenceaed behaviour are

something teachers resented most. The current assessment practice in Kenyan schools has its

roots in the colonial past. The Director, Quality Assurance and Standards in Kenya admits to this

fact and pledges that towards improving quality education and training in Kenya, the approach

employed by QASO in terms of school visits and relations with teachers during assessment is

changing.
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Wanjohi(2005) found out that their visits to schools were "fault fmding" missions whose report

hada negative implication on the teacher and the school. They could enter to class, sit at the back

andassess the teacher in terms of content delivered, teaching methodology, lesson notes, and the

mode of dressing, among others. This earned them the tag of a dreaded force "the police" that

could send cold shivers in the nerves of teachers. It is this perception that evokes animosity to

any person who mentions or identifies self with the inspectors or the work of inspection.

However, when contrasted with a "no fault" approach which is believed by educationists to be

satisfactory because when properly applied, weaknesses are carefully identified, assessed and

then addressed through the provision of an in-service training. Olembo, Wanga and Karagu

(1992) commend a supervision that is not only concerned with overseeing, directing, conducting,

regulating and controlling teachers and pupils, but also involving guiding and influencing

teachers and pupils to strive towards desirable teaching and learning behaviors in order to

achieveeducational goals and objectives.

The work of appraisal in schools does not end up with the QASO; the head teachers who are

agentsof the MOEffSC are empowered to appraise teachers in their respective stations. They are

mandated to supervise what goes on in school and in class and provide ~ccurate information on a

teacher's performance. The information is used in assessing the training needs and in
I'

determining the teacher's potential for development. This appraisal report previously was labeled

"school confidential report." The head teachers could appraise teachers without letting them

know the content of the report, whether negative or positive and its implication on their career

and development. It had assumed the fact that the primary responsibility of head teacher is to

familiarize his teacher through performance evaluation process for the purpose of improving

instruction.
9



The TSC 1lOW requires ·that head teachers make known to individual teacher ·the substance· ef

appraisal report and have it discussed withtheteaeher eoooemed before it is sealed and sent to

the employer. This is in line with the advice that "If the report is negative,thehead ,teacher is to

counsel the teacher", (OoK, 2005). The TSC gives its feedback: after reading ,the report and

recommends for best possible way forward. Upon receiving the response,the beadteadler is

expected to study it carefully, table it to the management of the school (BOO) for deliberation of

its implieation to the teacllerand the school,and the possible~of action to be taken in line

with the TSC's advice. This report is released to the individual teacher and discussed on what

eeeldbe done to better the situation or even make it better. Bell (1992) warns that the appraisal

does not provide an opportunity to eritic~ any individual but examine individual performance

with the·aim ·ofhow it can be improved.

1.1.7.p~ IUHI A~.

How one is evaluateddetennines how one performs. The manner in which appraisal isoonducted

is subject to ones' perceptions as either being fair or unfair. Pen:eptions deal with the various

ways in which people interpret things in the world outside them. Its outputs include attitudes,

opinions and feelings. These three form an integral part of the world of work. The attitude of the

mind of the teacher bas an impact on the individual teacher and the school goals and, purposes.

Attitudes immediately affect the teacher and the appraiser in their interactions; ultimately, the

learner and the community. Some are so strong that people encourage others to adopt their views

and copy their behaviours.

A study conducted by Wiles and Bondi (2004) on 2,500 teachers found out that only 1.5% of

them perceived their principal (supervisor) as helpful in improving their performance in the
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clas$toom. lntheir 'oonolusion, they saidtbat teadlers negative feeling about performance

appmisal relate more to the way they arecou.ducted than in the function of performanee appraisal

in general (Lunnenburg & lrby~20(6).

Awordingto Rudrabasavaraj (1991), perceprioosaffeet quality, -output,~n,discipline,

initiative, enthusiasm and other aspeasof success. People tend to have positive attitudes towards
,

things .they like or enjoy ~ .negative attitude towards things tbeyare very much against.

Favourable attitudes towards appraisal, the head teacher and the school indicate favourable

outoomes, -and ·theoontrast is true. If·teachers view appraisal as 8 strategy ·to helptbem even

l..~_ a.._!_ .-£ t~ • • • • •• .1•._ ment' and
·vg.&R;11 .tIR1U p••,u.OfJll8JlCeuuvut'>" lll-geI'Vlee training, motivation,COUJlSeuu6' ormg ,

providing them with resouroos, it will gets favourable reception as eompared to when it is

viewed as a strategy to net and weed out non-performingor inoompetentteadlers.

1.1.8. Inua illAppraisal.

The MOF.JfSC recognizes the head teaeherasthe in .charge for school ·quality assurance and

standards of education. WbeIeas the DQASempbasizes ml maintainiBg ·quality education

through dassroom visitations and assessment ef the interaotion between the teacher and the

~ by the appraiser and provide meaningful feedback and break any form of ·bureaucracy, it

admits that the approach to school visits and relations with teachers is wanting. Njogu (2003: 10)

also singles out the issue of feedback on reports to schools saying ''the mission of providing

feedback on schools is not being met" Sheolearly outlines the problem of badly nm schools,

which remain unresolved, because no action is taken. These unresolved problems in schools

arose resentment among teachers.
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~ kmd of staff ar>PJaisal~ in sdJools taises ~ in cases Where they (te'adlers) tboot

view appraisals as being ~. Even the relaOOnsbip between the heads and the te'adlers is

tiueatened. Other persistent problems are '~-laxityor shoddiness in the part of a particular teacl1er

in -their teaching WOIk", (Gatere, 2007:3-3). Teaching without use of certified professiooaI

documents (lesson plan, schemes and reeordsef work), use ·of·leetore methods, and look.of

gWdarice and oounseling ~ en teachers (Ogala, 1993). Heads hardly stay in scboolsto

iilOfiitot what ~ Oilaoo put ~ ~ in piooe sudl as allowing -or organizing

teachers to attend seminars ·and worbbops after appraisal report is released (seminars and

worbhopsare important for teacher profes5ioftal-development). Teaohers are neifuer supervised

nor mentored,and there is persistent poor perfonnance '8IOODg students even in .fiationaI

examinations (Otieno, 20(2). The·teachers -do not ·accessthe appraisal feedbaek from TSC ·thus

they do not know what -theiremployer thinks-of their work.

Does the MOFJTSC trainIinduot beads and teachers -on .appraisal? Does is provide :them with

appraisal manuals? Is there a laid down meehanism by ·tbeMOElTSCtomonitortbisprooess and

ensure that its feSUitsare properly utilized? If the answer is '~? the «edibility <» the appraisal

processes and the oompeteooe of appraisers to offer ~ or pide those ·UDderthem emerge

as beipgdoubtful. Bell (1992) aho questions the ability of individuals at senior positions on

effeetive appraisal process or ·to impIemem its recommendations in whidl the fundamemal

principle is improving the ~·of pupils in school. This raises a fundamental issue whicb is

also addressed by Onyango (2001) ·about the bead teachers eompetencies in performing at

various task areas in school whicb be says teqUires them to undergo managerial training COUfgeS

to born their proficiency skills. Do these management programmes by KESI that are attended by
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heads, deputy heads and heads of departments adequately address the issue of appraisal of

teachers?

Edwardand Wacjman (2005) do agree that successful organizations have the supervisors and the

supervised sharing common visions, values, directions and responsibility. The multiplicities of

functions performed by teachers are not only expected to yield better results (through appraisal

which identifies their training needs and develop them), but also motivate them to work hard.

Teachers also need trained personnel to properly guide in this process of appraisal so that failure

orweakness is not always associated with inadequacy, but an opportunity to improve and learn.

Appraisal should be treated as learning and not a condemning process. After all, learning is a

continuous process. With such a shared vision, supervision and appraisal by head teachers will

not be perceived as a direct attack on teachers' own professional autonomy or jeopardize their

job if they indicate areas of their professional life where they are experiencing difficulties or

requirehelp or further training.

In Kenya teacher performance appraisal is based on the premise that "what gets measured gets

done; if you cannot see and measure success, you cannot reward it; -if you cannot recognize

failure you cannot correct it and if you demonstrate results, you can win public support"

(unpanl.un.orglintradocigroups/publ..). When the teacher is appraised on teaching performance

ideally, a number of issues that come into spotlight include; the teachers professional

competence, his/her purpose and intentions in class, what the pupils learn or fail to learn,

teachingmethodologies employed and what needs to be done to benefit both the learner and the

teacher from the exercise. KNEe annual reports on examination indicate that district secondary

schools which carry the bulk of student population in the country are top poor performers in

13



Mtioflalexaminations. Staff appraisal is a mandatory exercise to all ,teachers in all teCOndary

schools is conducted and is conducted on yearly ·basis. The ptogtmmne is ,meant to ·better

teachers, and consequently, pupils. The ~ schools arc well equipped (since ·the

introduction of Free Primary Mucation) to prodeee fairly qualified pupllsto secondary sdmols

where there· arc adeqUate and well trained tcac:hers who are appraised annually and measures are

put in plaee to correct any disCrepancies. Secondary schools bavequalified bead ,teachers,too.

There is also free tuition in seeondarysehools by the govemmentto increase learnersl ehances &f

-=ssibilityto education.

The primaryresponsibilityof:thebead teacher is ;to ;familiarize bislhet;teachers ,through appraisal

~ ina school setting. This keeps teadlers abreast with trends tbat affect ·their day-to-day

work ·ofdassroom .andprospects ofdoingthe sametbings year in year out. Failure to do so could

plaeeclients at ·eoosiderabIe risk.Kwaka (200) saYs majority of good petforming schools set

target for ,teachers. For instance, tesearch shows tbatconductingdassroom observatiooand

providing feedback ,to the teaehersimproves insUuetionand pupil ~ It also confirms

thatskiHed teaehersean ,make ·Iearners ·succeed ·tegardkss ·of ethnicity, ,genderOf' social

baekgroundand 'efJSUf'etbat they ·achieve their fullest potential (Colvin, 2009; Parkay,200I).

~, this is -only when ,the evaluations procedures focus on improving instruction.are

realistie, praetical andenbanee the supervisor-teacher relationship. It should not be owriy

thmItening, poorly conducted and inadequately communicated. In Kenya, like in the rest of 1he

world, there is 8 critical importanee attaehed to education and anything that does not meet the

expectations of the clients causes an uproar or complaint.
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t.1 SiateliJeftt of tbe Problem

Based on the assmnptiontbat perfomtance appraisal is ·meant to improve teacher efficiency and

cxnupeteney(knowledge, skills and attitudes) in places of work and yield better performance,

appraisal is greatly affected by perceptions wbi<;h are an ,integral part of work: andC811IJot be

separated from one's perfomtance. When attitude of the ·teacher is negative about 'WOfk or a

system, ·bislher job perfomtance, and productivity declines {DOOrin, 2005). With .fumy qualified

pupils ·from primary schools who join -seeondary scbools,placedin the care of adequate and

trained teachers whose performance is appraised by qualified head teachers, schools are expected

•••.. . -1•••.•••and~~_ ••.••.•_.l· '_1 ••"' put ·tntcrvention measuresm y- ~·&..,tu·~ yuyu'l~ts m uatluum eXat1l1nailODS.

What happens to ,the learner is the most important ,result of ·the -teachers work. Teaclters of

secondmy sehools in l3tagoDivision are appraisedannuaHy, yet, their ·performance in cwriculum

implementationIvery is wanting as revealed through students' poorperformeeee .innational

eKaminatioos- c:ausinga public·outcry (Otieoo, 2OO2). It 1JeeIDS,that staff appIaisal has·not done

much in .heIping teachers improve their perWUlllil>lCe. This bas prompted an investigation.and

identification of·bead ,teac:hcnand teachersLpeteeption ~ what is done to them ·inform

of staffappraisalin secondary schools.
"

With p{opet, tegtdarand focused 'Staff appraisal in place, :skilled ·teachers am makelcatnetS

succeed regardless of etbnicity, 8enderor socialbaclcground and ensure theyad.tieve their fullest

potential (Colvin, 2(09). The .WleDdingly dismal perfonnanceof district sec:ondmy 'SChools, and

more so of Etago division in national examinations signifies a 'Criticalimpediment in Kenya at a

time when education is sought .by nations as 8 solution to social problems and also perceived as 8

foundation for development and plospei ity.
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4 '

u..l. Purpose oftbe Study

petronDaJ1Ce appIaisal proc:ess in secondarysdtools. Teadlecs are key to curriculum

implementation and so finding out their views about what is done to them in the fOrm ,of
,

appIaisal is 1IetY important since' if will influenc:e how the ·feedback of the appraisal.exercise win

be utilized. Perceptions form an integral part of one's performance and when they arefavoumble

mwatds apmetice, a person Of OfgBnjzarion,they gcstme better job performance. When they are

,untavourable,produdivity and services an: likely to sufltr.

~..1!-.!-!_
J~v ,,"¥12dUIl..

2. T.o atablishthe head ,teachcra' ,andteachets' petteptions <regarding aspects .of .staff

performance appraisal 'processes.

.,'

I. How is teacher apptaisalcondueted in secondary sdJooIsin Etago Division?

2. What is the head teacher's role in teacher 4pplaisal aspen:eived by beads and teachers?

3. Which :c:ompetenciesdo head ,teachers and tea<:hers perceive as being an apptopiiate

criteria for an appraiser?
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5. What are the head teachers and 1eachers 1per~regarding the moeraIl practice of

appIaisai in schools?

1.5. AntnaptioDs

i) Staff perfonnance ~~sal is carried out in aU seeondaly schools in Kenya and repmts

submitted to the employer.

ii) Thehead teadJer andteaehers-do set performaneestandards ,togetbeI.

"') That 6L_ sponden ~-1 ' , •HI - - . t.m; .n::1s wereuuuuwm answenng questions.

uained and are ,employees -of1he TSC. They are appraised andthc: l'CpOrt.sent -to the employer

(TSCIMOE). Their perceptions regarding staff performance-applaisalintheir schools is what ,the

1.7 DeIiIIIitatieB ef the -8ttIdy

The study WBSC8Iried ,ootin aU public -~ sdlools in -IStagoDivision of -Ouc:ha South

Distriet. Thercsearchet faced with limited -time and limited funds eould t10t -manage ,to conduct

n:seardt in all -public schools nationwide. lbistimitation -may make -the -findings-fmmttm

rcsearchnot sufficient enough to be ~ for all public schools in the country. The rating

may also be prone tobias which is closely -related to the respondents personal attributes causing

one group to rate itsclfbighertban the other and vice versa.
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1.8SipificaDee of die Study

The findings from the field wouldbe·of help to various stakeholders,

RetardIen: - the findings would bring in a set of knowledge to existing knowk:dgeon teacher

appraisal in the country and also ptopo&e areas for fartberlesearch.

MiDiItI'y of EtIucatiou: -Tbe ~ would help theMOE in its efforts to improve thequatity

of appraisal in schools inns efforts to betterteache:rs and ·implovestandards of education in the

country. The study revealed ~in the 'SY*m that needsrobe;urgentiy addressed, such

as Jack of an appraisal manual and ·induction pogarmlles for both the appraiser andtbe

apptaised. Schools.·not have an appraisal 'SChedule and ·U1ereareno.clear procedures ·fullowed

in schools where appraisalis~

Teachers: -the findings ·ofthe study would :bringan awakening to ,teac:bers -on what ,isexpecUd

of themduriDg appraisal and their commitment weaU ·ofduty. Teachers pen:eptiorm ~ ,the

gmner .importance attached·to apptaisal ad that dissatisfac:tion -with1he·manner it is c:onducted

must be addressed witbthc view of strengtbeniug otheappraisalsystems iBschools.

}'

The.stUdy ,based its opetations on ·dIe Professional Support Personnel (PSP) '~aluation model by

.Stnmge and Hehn (1991), which ,offers an -integration of.existingewluationtbeory -placed within

the context of a model designed especially .for educational specialists. PSP is credited ·for

integlatingformativeandsummativeevaluation and focus ·on :the outc:omes as a base of

evaluation. Further, its legal framework ptotects both the evaluatee and evaluator, and it

minimizes relianc:eon observation as the only means of documenting evidence.
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i) Idmtijiclltiolt tIj.t/Ie 6J'*lfl1U'eds: - tixalDiningthe aJm.mt plOgnunsand petSOOld in

order to provide the organization with an objective peJspcctive regarding the services

provided and serve as abasisfocmodifyingprogtams or policies. to clarify

ii) Reillte pn1gI'IIIIf expedtItitIm to job repolUibilities: -there should be a direct

tclationsbip·between the needs of the organization ptogJaJlls and the jobs pe.rfomJed by

described. Because,oftlUs,appraisal.procedurescan be!~to asc::ertain the extent

10wbidtan imtividualexhibitsperfmmanc:e~"With the,objecti'YeS.

iv) &t .."".,.. for jllllperfDl'fflllllCe: - settiDg .staDdardsltmgm ptedetttmines die ·lewI

ofdesiledor acc:eptabIeteSUlts. This must involve·1he~andthe ·evalumeefor it

to be seen as fair,appropriate and ,reasonable.

v) DDcIlmmt jDb perfm"rtmee. --rec:oniing ,evidence of·the quality 1UJd -quantity ·of an

employee job perfonnance, wbidJ support the final evaluation rating~ This. ensures

faiJness and completeness in .tdlec:ting ·theemployee performance.
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vi) EWllIUIIbtg petjl1l'lffllltCl!. - A-ssesstbe extent 10 which 1he employee has reached the

predeterminedtmgetslobjectives according to the predetermined standards. Any

discrepancy in performance is discussed and a way forward is decided on.

Secoodly, its evaluation steps. amcurwidt the critical aspects of appraisal. You·caunot ,C¥aluate

before identifying ·the·institutional needs, ,telate:them UJ job .~,selec:tperformance

attitude, mlb«~.
. /

I
I

1.19C•• eeptnI J,'ntmework 011AppniIaI Pncea ill ,Sdteehr...

The ,~ framewodcdiseusscs the· appraisal process ,in secondary ,SdJOOlS and identifies

'"

fi~ aeas of teacher appraisal, aioo and the likely 'OUtcomes. Stage ooe~oIves perforD'l8lJt:e

agreement where expectations are defined; objectives to be achieved are specified and agreed on

by both parties, specific targets 1ft Set, measurements agreed ~ the needed competeuciesand

the deliverable results. lt is followed by performance review where perfofJnance rating is
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conducted in the five key areas of teacher appraisal and an opnnon IS formed on ones

performancethrough formal evaluation based on the review conducted.

One,teaching performance; the core function of a school is to improve instruction. Teachers are

facilitatorsof the instructional process. They engage learners as they teach. They must prepare

and use the professional documents. How well teachers employ appropriate teaching

methodologies influences what .gces on in school and the outcomes of the process. Secondly,

professional development requires practicing teachers to enlarge their knowledge and horn their

proficiency skills to meet the challenges in education. Teacher participation at various

responsibilities is checked against how they perform. This also covers extra-curricular activities,

pastoralinvolvement and taking up various responsibilities in school (refer Figure 1.1).

Deficiencies identified are corrected through personal development planning which sets out

actionsto be taken by individuals to extend their knowledge and skills, and competencies (which

alsoindicate the behavior required). There is close monitoring of actions taken to ensure that the

results are in line with education/school objectives. If the end results of the process are not

satisfactory, there is provision to review the whole process by going back to performance

agreementand performance review till the desirable results are achieved. .,-

Theframework assumes that when convectional appraisal procedures are applied to appraise the

teacher in these areas and proper utilization of the report is done, there would be improved

performance (on pupils and teachers), a motivated and competent team of teachers. The

framework also considers that incase of identified deficiencies, the appraisal report would be

used to make decisions on matters relating to teacher promotion, training, mentoring and

counseling.
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..' 1.10.1. Conceptual Framework.

Figure 1.1. A Conceptual Framework of Appraisal in Schools.
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,
t.tt DefbtJthm of CeJ'Itral Terms

Appraise ..• The process of evaluating or assessing an employee ',efficiency and effectiveness

at work:.

Appraisee - An employee who is being evaluated or appraised (teacher)

ApprDc:r - One who evaluates an employee -(Like the bead ·tcadtcr)
,

Goals-

achieve.

PerfonDaace .•How wcUanemployee is fulfilling the requinmcnt o{thc job. This is·dctcmtined

P.erfOl"lllaace appraisal. - The process involving communicating to an employee IlOW well

sheIhe is performing the job and abc, ideally involves establishing a plan of

improvement.

Tacber - Trained and qualified profcssional in education, teaching ina school.



CHAPTERlWO. '

REVIEW OF RELATED LITERATURE

2.1lDtroduetion
Colvin (2009) observed that educators face an ongoing pressure to improve student outcomes

especially with tegarcisto academic adtievement and socialbchaviors. The ·educatorsl .desir:eand

professional responsibility to ~se the·quality of the school programmes and the people

executing the prognumnes plays a ·criticalrole an this part. On 1beotherband new-research

causes bodies of knowledge todumgeover time and it is expected that a number-of professions -

teaching induded, will lcmamabreast of.new·devdopments. Appraisals provide a way for

tcaohers tokeepselfabreast oftbege changes. Failure to do-so could place cl~ at~!e

risk.

n. The rise of accountability in teacher petformallce,

-,-
IV. Approacbcs and tools of appraising performance,

I'

v. The ptJIp09C5 of appraisal.and its pitfalls,

vi. The critical aspects and components of an appraisal programme, and

VU. Effects of J'C!ceptions on performance.



1.1.JkiIIg • Competent Teadter

2.2.1. Teacher EduCAtiOD.

Teacher «lucation is a ~ for anyone who aspires to become' a teacher. It refers to the

policies and procedurcsdcsigned to equip teachers with the knowledge,attitucies, behaviours and

skills they require to perform ~ ,tasks effeetivety in school. This is fundamental ·bc:causethe

capability of a teaching force is auciaI in the delivery of education goals and tothc quality of

educ:ationoffered in sclJools and itsO'Otcome. Kenya sees it as best for maintenanc:e of quality

and relevant education and meant to produce quidified teacher for various cycles and IevcIsof

naticmal .system of education 4IIId ,training ·in «dcr to achieve the objective and poticiesof

education (00K, 1988). This is itnportantespecially wbencducation is viewed by eountrics of

the world not -only ,as :a foundation for development and prosperity, but • as a solution to

UiUs,the-contentareas, ~.and knowledge, practice and classloom tcadxing. The murse

4.l...-.- m !-!6!-.1 teacher .. . ~ .covers·~.areas, ·namey; 'UUUaI ·trammg-a pre SCfVl,c:ec:ourscr'OCl~ entering
»:

classroom as:8 fully RSpOBSibie teacher, inciuction- fur.support during the first years oftcaching,
/ .

and tcacber-devclopmcnt ,or·cxmtinuing professionaldevdopment- an in..servicing program for

practicing teachers.

Teachers teach so that the pupils may learn. What happens to the pupils is the most importarJt

~ ·of the teachers work. If wb8ttbe teacbersdo does not betp children tolcam, to acquire the



thiS<:OIrtext, an effediveteacher refers to the results a teacher p or the amount ofprogzess the

pupibmake towards specified goal afeducation. Teacher effcc:tiveness can only be contrasted

with the teacher perfOf'lD8llCC (behaviors of teacher during the planning interactive and review

phases ·of teacbing)and teacher~ (set of knowledge, abilities and beliefs teacher

posses and brings to the teadimg situation) (Anderson, 1989)

Parkay and Stanford (200 1) have identified the composition of teacher effcctivenessand
\

competency that are important keys to a strong system of education and they include;

u. Thorough understand of the devclopmeutallevels of the pupil and a solid grasp of tile

Ryan and Cooper (2604) ~ the 8fe8S ofU:ar:her~as; ~ knowledge

~Jearningand ·human behaviors, attitudes that fostc:orlearumg, .knowledge :of subject. mstter1

What teachen do sheds more light on what a good or bad teacher is. Basically, teachers teach 50

that pupils may learn. The teacibings affect the future of the learner. Teachers mould the future

each day in class as they see pupils more ~y, day4.o-daythan their parellts will. In their
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educ:ational and personal matters ( to both students and their parents), mentor pupils and teach

skills (academic and life saving skiUssudl as conflict resolution) (gradschool.about.com!-

obtain more knowledge, challenge, inspire, motivate and encourage students. Above aU, feel

pride in own and aswcU as in student acx:omplishmcnt.

8adk:erand Sadker (2004) observe that good teachemknow their subject matter, are enthusiastic

about teaching and thcirsubjec:t area, ,develop·deep rather'than: shalIow;knowlcdgc, ,COfU1C!Ct new

leamingto prior knowledge and ,spend -themajority of class time on academic ,activities. They

structure learning experiences aucfully, ,but also actively monitor student progress, maintain a
- -

2.3. Rise of Accoutabilityia Tndler Perfol'lli1lDee.

ResponsibUiticsand «:c<ftUltabilitybavcalwaysbeen part of «luc:ationmid ,people Dave,always

wantcGthat .tboscopeulting schools be held responsible for eduaItionaloutcomcs - forwbat

driktren learn. What happens to the pupil is asa result of teachers' work adtbus,must be held

rcsponsibleforherlhis pupils' activities. On the other band ,educatorsbavea professional

responsibility toapplaise ,die quality of the school progltlll'lll1eS and the ,people executing the

programmes. Performance insdJools cannot be discussed minus teachen who facilitate

curriculum delivery in schools hence thedisc:ussion teacher performance.
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some events, including the drive to wmrol perfurmance of individuals. (&::lwards, 20(5).

Penoullanec is an act ofc:arryingout an action that isddined in relation to some set standards or

expectations (Bagnle)\I994). For example~ teaching is an act performed by a teacher. Teacher

perfonnanoe refers to the bebaviourof the: teac:her during the planning, intemc:tive and review

pbasesof teaching - what the teacher says and does. The outcome of one's perfounance is said to

be either wclllgoodor badin relation to the set standards.

Acoordingto Bakhda (2004) and Dunnel (1987), bieber performance is examined in relation

coI1eagues~pupils andbislher seniors.

detennined by,- r.ffort --bow bard a person works in tight of.~ resUlts ,~~ ability- The

person's capability, dtaracter tnUts,skilis and knowledge which are used; and din:ction .• bow

well a person undetstands what is expeeted. Bunnel (1987) adds th8t teachers~ performance is

influenced by a range of factors includingbebaviour of pupils (in and out of school)~school

management ~8allization and \1WJI'king .atmosphele and also events in the teachers own family

andsocial ltfe.
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An evaluation process in school is based on established standards. The standards me teadring,

passes judgments on its goodness. Educationistslstakeholders and heads included use it to

.oo~ one teacher against another, depm:tments against depattments, and schools 88ainst

others in the zone, division, district, province and nationally. Setting of standards ·is seenes a

•.••_\.; bm . b..i.. • Ii ....'fua:utyasur81lCe mec usm;£V!.managmg pcronnanc:e man tnstitution.

(Edward and Waejrnan, 2005:87). Bagrdey (1994) encourages institutions to dearly

cormmmicate what employ«s -are expected to do on the job through job description, job

speeifieation and performance standards. On this, Mamoria (1m) agRIeS ·that whereas job

description enentially sets what is to be done ass job, petfortJi8Ke standards describe ~

ways forward to·nen ·better the results. It in fact,induces goal amsciousness among teadIoB

and the supervisor. j.~ ,

u.. Tcaelrer PetfOlDUlllce Appiaisal

Voices calling for teacher acc:ountability of what bappcm .on ·in achools -- -general school

management, teaching and the fCSU!ts pupils obtain in national examinations is nota new idea.

The concept of petformance appraisal originated from the perception that the perfunnancc of the

public sector and more so schools has been consistendy falling below the expectations of the
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its contribution to the achievement of the organizations goals.

effcaiveness and efficiency at work. (James and LindsaY1 2008) This is systematically done to

provide feedback on which performance adjustments am be made. (Schemerbom cd 811 2000).

The feedback: concerns itself with how well the employee in performing the job (Rue and B~

I~J~ and fttablishes a plan of improvement to ~ and -continue to meet the organization

objedil'CS". (Meltzer and Waltert 1981: 19). Teacher appnrisalhu always b=n congregated with

opposition. Whereas it is arguedtbat teacher appraisal is a professional ~ like all

apea of their OpeiatiODS·COIItinuaUy judged not only in tcnns of bow effcc:tivety they -operate as

an activity but also with respea to their contribution to the facilitation and improvement -t>f the

instIuc:tiona:l process. Schemerbom (2000:~) maintain, "Anything and everything done in die



workplace should be -continually ,urIplOvcd." It should not be a staticadJi~ "Sit bade and

say we baveadrieved, but strive to ensure that we improve what we have achieved,"

The argument wbether teachers need prof~development emerges in mation to making

effecfu>e teachers who will not only be motivated to work bard to improve results, but also to

ensure that what bas been achieved is also improved. The needs for professional growth arise

from the new developmeuts in the field of knowledge that requiIe members of a ptofession

remain abreast of new developments, lest they place their clients at amsiderable ·risk. Teaclters

desire fur it too. This can be viewed in ,line withnwnbers of teachers taking advantage of "Blidy

of <1ppOlttmities for growth .•·like 'Staff devdopmentworbbops, peer observation and contimIing

eduartion 1hrough parallel study progl1utnnes. To add to the list ·of needs, ·there exists a ,notion

uumnnlm competence.

Worthen and Sanders (1987) say tbatappraisaHli xhools is founded on the following premises,

i. Need to plan and amy out school implovemerrt in a systematic -way toavoidfaddism,

..00 reluctance to let staff and pupils know :what is happening in school.
'"

n. A push for acamntability in -public educ:ation where large' amounts of ~ have been

invested.

m, Need to test a number :of popular thoughts about effect of education on student

development
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n·. ~ educators have a professional responsibility to appraise the qualjty of their school

programs and wnstantiy seek ways of improving the quality.

v. Need to satisfy external agencies demand for reports to legitimize decisions or to improve

public relations

effeCtiveness.

1.5~Voiea of Teaeher Appraisal iBSeIected COUDtries..

2.~.1.Britain

"The <mat ~l by James caltoghan in 1916 in Britain calling for bigh standaids and

gleateraccountability in education started and was followed with the rise ofc:ducational cefmms

in the· 1980,whieh were propelled bY ·teacher professionalism and school restrocturing focusing

Ptngranmle" for teacher appraisal in· Britain is now viewed as -essential nationally. It was agreed

p=fonnance, employers must be ready to use procedures for Cismissal.l (Cyril, 1993). But 1be
I'

thcir performance in order to cubmlCe education of pupils.

Aa:ording to lvor and Chris (1992), the appraisal PIOc:eSS starts with an initial meeting .between

the applaiser and the apptaisee which provides them withal opportunity to discuss bow the

appraisal will progress, its 'scope and what they expect it to achieve. The wutent ·of discussion

includes; teacher job desctiption, area where appraisal will focus, information to bcgatbcred,
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ltiwt is mvolved ingatheIing the information, length of classroom observations and the timetable

for apptaisal. Marland (t986) notes tbatthe interviewers are persons whom the teachec is

responsible wi1hin the structure of tbescbool. For example, the bead teacher·verses the deputy.

2.5.2. United States of Ameriea

In 1876 -1936, apptaisal was aJ?out improving teachereffectivc:uess in instruction. By 1926-30,
,

in ·the teac:lringoareer dependent on bow Sill grade pupils performed in statewide tests

(Okumbe,l 999:113)

Farents and taxpayers 4eUl8uded more accmmtabilityinschoois. Travers and ·Rabore·'~2(00)

show the primary lesponsibly ·fur·head·teachers as supervising ·teadJers thtough evaluation whidt

l'lJIICko awiIable to all members of staff. Bell (1994) notes dJat the llWIaiser and the appraised

meet to -claritY tbepurpose and·areu oflq)plaisal. The U:acher ,appraisesseli, ·bc:foredassroom

,isitaticms are done, selutinyofretewnt docum.ents, appraisal interview, writing aftbeappraisal

·statemeut and planning the way forward.
I'

Access to apptaisal statement is restricted 10 the appraiser and the appraisee. Then a separate

zeconi for tmgets for professional development andtnliningis kept and is made available to

school boatds who are involved in planning and training in schools.
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A research conducted in four ~in the southern Africa region which include Botswana,

Lesotho, Swaziland and Zambia reveal a co~ practice of teacher appraisal which is ca1lied

out on a yearly basis in schools by the head teachers. These reports on teachers are sent by head

teaclters to -the-MOO or TSC at intemd - annually and are held ,inpcrsonal files of teac;hers
,

coneemedand -tteated as confidenti8.1thus restricted in circulation.

The report is used when a teacher is considered for promotion or incase -of any disciplinary

matters (as documented evidence). It is considered asa major -personnel-document bc;cmse

pwcedmes are provided for need to care and thoroughness in -their «mtplc:ticm. It ~nsidem

teachers performance across a wide spectrum. These areas include;- knowledge of the subject;

fife of the 'SChool.

-"

2.5.4.Teacher Appraisal ill Keaya: - A IIistoricalP~ -
~

Befure- independence, the Phelps Stroke Cormuission of 1924 decried the dismal state of

education for Africans. In 1925,~ which was seen as a -means of enhancing quality

education was introduced in schools. In 1929, Education Ordinance empowered the govellnnent

to develop, control and supervise education in Kenya. The DeecherCommission on Afriam

education in 1949 recommended for a morally sound education based on Christian principles and
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·wkidl was ~ with adequate inspection and supervision. After ~, the

inspectorate was made a professional ann oftheMOE. In 2004 the inspectorate -changed name to

Quality Assuram;e ami Standards Directorate whose basic: ~ wasIis on the quality of

teadting and education in Kenya. Its new motto is '~ity Assurance bas no finishing line"

Head tead1em are recxJgnimi bytbe TSCIMOE as officers lC!5ponsible for :quality of teac:mug
,.

and education in their schools. -Thus they are empowered to apprise teachers. Other agerrtsof the

MOE like the PDE, DEOand QAS officers also participate in appraising teadlers. The annual

appraisal report is sent to TSCIMOE and a copy retained in teachers personal file. He also

is sent to be teViewod (by TSC) with the intention of identifying any perf~ ·deficiencies

and put adjustments in place. InstiMionsalso·~ internal appJaisal indepefldently for

intcmal consumption or to:complement the annual appraisal report.

The:teadm· first, appiaises self, then submits :the form to bead ,~her to appraise. The teacber

gives consent to this n:port by signing down and in case it is ~ as being adverse, it pt.esclibes

the procedmes fur appeal. Once the employer gives his f~ tbebead is to communicate ·it

to the BOG with a view of implementing ·recommendations plOposed by.~·employer.

CmrentlY1 teachers in Kenya are asked to sign perfollnauceQJntraots by ·the TSCIMOE of

improving :quality of education in the country and in on:Iertn tunHIround the country and fulfill

its pledges in the realization ·of Vision 2030. Teachers would be required to sign a contract

indicating wbat they am deliver on the ·rcsoun:esallocated to them. This lIlge from the

gavermnent bas been meted with resistance from both theteacbers themselves and their union -

KNUT (the Kenya National Union of Teachers) for feartbat the 80vemment will use the report
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10' ~mate teacber$on the grounds of poor perforJJJaDCe. They perceive it as a mechanism to

weed out non-performing teachers, a thing the government categorically denied.

1.,. AppruR'be5 of Appnliaillg Performance.

Ideal approaches for appraising teachers should be seen flee of owrlyttneatening, poorly

~ and inadequately COImmD'Iicated A ~«SSfUl process depends. essentially -onbuilding

a R:lationship between the appraiseIS and the appraised wberethe latter is open to ~

leadtotbe modifiClation of future work. This ~s experience on which appIaisal process

lAl.Ctiaiad npervisioB

It encompasses aU of the activities, functions, maneuvers and monitOting couditionsthat are

other instructional situation) ·where the teac:hcr is working direotIy, with the leamer and ·the
»:

. . . . if . . I••_ ~ 4l..-' ~ 6L- .-L..--mpervt5OI' 15present 85 a WItness- .not apartiQipant. 'u;)'vaon~ are on u-u; notiOn 'uuu'wN ~.
/

supervisorlmows more about instruction and learning than ·theteadJet( 5) do.

16.2. Geal setliBg

A popular approach that defwes job perfortnance based on 8CXXHDplishingspecific tasblgoals

suclJ as·student achievement, skill acquisition and attitude change. Its proponents like Tanner and

Jonnes (2003) argue that instead of evaluating the teacher based on obserYed teaching

36



twoway flow of information in a professional discussion which considers statistical·~ WItten

and students at every stage. Both theapplaiser ~ the appraisee have to agree on apptopriate

targets and devke strategies to overcome any obstacles to individual progress. This applOach

,.
provides dlallenges and indicators against wIm:b. petformance can be assessed.

TheRsponsibility of Bientoring and waching is in the hands of the supervisors. It is seen as a

helpingfelationsbip with employees. Mentoring is a:woriring relationship thatCDOOUlages

development and careerenbancement forpoople moving through -tbecueer cycle. Coaching and

eommeliJtg me'among the·career and psydJosocial funetioDs-ofa mentming tdationsbip.

eoIlaboIate in~g that teacher's wurk as a professional pcm;ori. A teadleI'sindividual

rompetencies~ perful1Illitioe and ,~omd ,necm are ~iewed.

»:

Lalampaa (2007) names MBO and J60 degrees appraisal as the·most popular methods. However,

Mamoria (1999:41). The list below explains a number of these apploaches.

StndgIIl11a1rilfg MeIII_ An employee is ranked in a group against that of another so thatsbe

is in place as number ODe,two or tbzee in the total group. It is the simplest in sepaIating the most,
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from the·least eflicient, but ignores the fact that buman beings have varying behavior traits and. '

encourages snap judgment

The rater oollsiders certain features and marks them aamding to a SQ}e.

Categories of worth a:reestablished and defmed, like an A· outstanding, B-very good, E-poor.

Actual performance is compared against these grades and allotted the grade which best de&criba

one'spmfOlmance. It is commontyused in examinations and selection of public service
'. -

candidates.

amttntlOUS scale where in the rater place a mark somewhere along a ~tinmun (Mitt et al, 19S3).

mbitlarity and subjectivity in the rating.

negati\le~Most of the questions have a Yes or No answer. The ~is expensive and time

consuming when developed for several classes of jobs and also suffers from bias bec:ause the
,-

rater can distinguish a negative and positive question.

CriticlllllfCillmt MdlIOII. It identifIeS behaviors (critical incidents) that lepIeseut C'Gelleat or

hrougboutthe rating period. It holds the assumption that certain significant acts in eIdJ

mployee's behavior and performance make the difference between StK:<:essand failure 011 the



incidents are most easily notic:eable than positive ones.

Ft'N EsIty MethtHL The supervisor fills in ~ open-ended appraisal question form giving

factual and concrete description of the employee. Information includes relations with others at

work place, organizing and pJaJDDllg ability, and job knoWledge. It gives specific information

about the employee but Iacks·a~ criterion, depends on appraisers' nauative ability and

Mallge1ffl11lt By Objectives (MilO). Lalampaa (2008) says it is a process ofagmring upon

~ • _..:...1..!- •• that -.1 4.L- '1.-. *.....4.L- ~vv;,eotiveswuuui an-oJgaiBDlholl so· . managclDClIt -auu .t!5 'empwyet agrees '.u uKi VUJ-""'~

and unde:tstands what they 4R'. Mamoria (1999) 1I8YSthe method is aimod at dJanging behavior

. 'slid to be'amiy and at 1imes they'create a tug-of-war·between the supervisors and sub-ardinaies,

when the lata' _ thewwest targets possible(Schlocum It. Hcillriegel~ 2(07). J

Mill Degtws AJ1lINisIlL The method uses a numerical or 1JC8larrating system where ~
I••.•

_~ to score ,an individual against ,aDUmber·of ~ves (attri~). (
I'

).

The GDployeeis also allowed theoppmtunity to assess the managers at the same time. The

lesults are used to plan for training auddevelopment, promotion or pay .decision, wbiclt

sometimes are called 360 degrees reviews. The method is comprehensive and costly •.

each of which is evaluated to determine good or bad perfolDlaDce. It uses a combination of rating
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st. md critical incidents. The supervisaridentifies specificempioyee behavior fur each

performance level by job attegory and then mtesthe employee behavior aceording to the scale

(Hitt et ai, 1983:290). A final instrument is developed, a subject of incidents (6 - 7 per cluster)

which are used as 4'behavour anGbors" for the perfonn~ dimension (for example, extzemely

good perfomnmce to CfJ[tzemeiypoor performance).

loS.CriticaI Aspects of Perfermauee Appraisal.
r>

Any ,perfonmmce appraisal should capture the areas below;

Job Analysis: • is the foundation on whidt employee pe1founance appraisal is based.

(Lunenbutg, 20(6). The duties to be performed must be understood in the context of the

~fonn811ce standards.

the·'Sfltt1dards that had beenearlier set.

accomplishing specific taskslgoaIs'like student achievement or skill ~8ition. The teacher and

Feedback; -"Knowledge of tbelesults~~' (Mullins, 2002: 101). It is used for the basis of

individual GOtK:hing or training to overcome performance deficits. Where it is provided to maw

plogrcss in feiation to goals, individuals tend to experience greater ~

(www.rti.acieRtlOI2-HD-HRM). Periodic discussions between the supervisor and the employee

to mOllitOI the progress in achieving the standmds and making the plans fur any required

development. (Mamoria, 1999)
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l3~~e.t5efTeseher P«form~c:e AppnisaI
\

23.1. Who conducts performance appnisal in secondary Rheoh

It is the person whom ther teacher is responsible fur. They include the PDE, the Quality

A5SUl'8llCeand Standards Officers (QASO), the ImO, head teacher, deputy and heads of

depattment. Ruderman (1970) says that the immediate supervisors, othermauageIs acquainted. -
with the assessment work, a higher-level manager, personnel manager, the assessee?s peers, die

assessee himself and the assessors subordinates.

The apptaiser has the responsibility to see that perfonnanoe of personnel inauzying out the

·dim:ting the work as oha:rac:terized by planning and soheduling the work to bedone;snpplying

them with materials ·and books; initiating work activity; and providing ~ .Udm:icai

-ootnpetJmce partioularly in the situations where the work bas BOt been highly standardized. On

the illstJ:uctionai ,dimension sfbe plays. the roles' to familiari2.e ·andimpiement 5CIhemesof work,

evaluate instructional progress and Dv.ersee modifications; ·deliveryof instroctional ~

and advise and assist tC'acbersin the instructional process

I"

The appraiser requites the legitimacy to perfolm bi&lherduties. Ivor (1992) lists; ~mpetettce ~

appraiset must be' acimowiedged as wmpetclltor else the whole pICK:eSSwiHbe totally

undermined if the appraisers expertise is in question. This begins with disendJantment,

lesenunent or (JUfrigbt rebeihon, The appiaiser must also possess prerequisite knowledge

pet tinent to the area. Finally, must be experienced, have authority to amy outteCOIIllllelldaolls

and applOpriate time to ~Iect descent data so that the exercise:is not rmdied 00.
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In his argument for a ~prehensiveappraisal in schools, Dull (1981) routes for a system that

promotes staffdevetopment and iil8f1agmnertt decision nmking,he RCOlJ1JIJeDdsone 1bat address

aUaspects of teaching- planning, instruction, -guidance, classroom management and evaluation;

evaiuate' teachers as an individual and asa group; provide data fur .c:IecisionflIak jug, ·and be

developed through acoDabolati've :effort of representatives from aU roles ·affected by the

plogtaunmr -teacilers, lIJ11Dagels and supervisors. Bmmel (1987) also points out on what should

be appraised. This includes what the ~ does in and out of class, what the teacher team have

avaUable (schem-es·of work, materials and equipment and learning ·resoun:esat :their disposal);

what the pupil does (the teacher in .tespaDSible for their pupils .amivities); and·also the pupils

~ (the results:tDey -obtain). Thesebasicmly touch on professional and personal needs

of the teacher.

The frequency (Jfappraisal depends with· ·theorganization. How often the appraisal of each

individuai -teacher should takepla:e may depend on -CODSeDSUS witbin~a whole school. This may
t ••••.

also dqJcnd on the size of the school and the ·availability «senior staff who will tlOIlduct ~

apptaisal. The TSC .appraises teachersanauaily. However, fOlrmll cvtduationcanbe done

annually; .semi-annually or quarterly while informal evaluation Qtmbe done weekly, daily -or

continuously. Mmnoria (1999). The location is the place of work, orin the office of the

supervisor. Informal·applaisal ~ take place anywhere and everywhere - on the job, in work

situation and off the job.



2..1•• Tile Precess of Staff Appraisal

Appraisal process is expected to follow certain procedure or convention. A good procedure is

assumed to prodUC~fcredible results. Depending (JlI haw wetl an evaluation process is designed,

and how well it is implemented, it am guide professional and personal development, and

iufl:~-motivation. If designed appropriately and implemented with sufficient attenti~ staff
,

appraisal can provide data fmpersonal decision making thus shaping the GOIllposition and

A number-of steps are followed in car:ryingout-appraisalin schools. It first involves the head

teacilet meeting the staff -as a wholC':for M open discussion moat appraisal and alsota strike

-rapport. This will also enable the head to emphasize -to teachers that what is said during the

place-55 of apptaisal win be -treated as wufidential ,andwillnat also be lJSCdas a tnealIS of

making annparisons.between one teacher and ·another. This then leads to the following steps;

to achieve .

.:ii. I'Scrutinizingthe aims and objectives • based on the -teacher assignment against those

stated in the school written structures.

iii. A time table needs to be drawn up so that each ,teachcrbas time to plepazc his or her own

thoughts.
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iv, <AAll setting - done jointly by the head teacher and thetcaclJer. They ~S0 agree on the

number of class room observations and the appraisal timetable and when interview will

beheld.

v.Self appraisal - teacher appraises self and submits the forms to the office which the

appraiser uses to' establish ~the teac:ber intends to achieve in a class.

VI. Classroom .observation -OOserving the teacher in bislher working envimnment -

classronm as he guides pupils, spends time and delivers-the content

"11. -Review .of other·relevant informaticm • the work of pupils, infimnation duties outside

classt~ schemes afwork, «aJIds of~ ·andlessonpbmsandnotes.

"Ill. Appraisal interview • dialogue betw=ntheprilicipal and die. U:adler to ·feViewthe

immediate past, look at the current si~agree to the· goals for the futUreand provide

an opportunity to speak ,fnmkiyaboutareas of WOIk whete im.pnM:mettt is tequirdL His

anua:asiontopmise'andeuc:ourage. (Dean, 1998).

lX. Ptepcuation ofan appraisal statemel'It-recording the amclusi<ins ·~the intecvie'W ~ -the

.agreed targets for the future action: and profeuicmal development

x. follow up meeting -to ,reviewprogress; sort out problems ~her may be cx:pcriencing.

The above process can be broadly grouped into four steps munety;

·t. Establishing a ~n ·understanding tegatding work expectations between the

appraiser and the appraised.

n. Ongoing assessment of performance and progress against work expectations
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iii. F«tmfl documentationOfperfOIDl8DCC (summative evaluation)

iv, Formal performanceand development discussions

2.11. Parposeof AppnrisalinScboois.

Advocates of appraisal like Bell (1995) argue: that a.good appraisal system

r, Must aim at and recqgtnzetheacbievements of scboolteac:bers and belp them identify

ways of improving their skills and perfermance.

whetcpossible, throughin...service training.

guidanee,QJlmSelingand training •

.v. To provide an opportunity forpraisingwbat is good and dealing withunsatisfitctory

elements ina teachers work.

VI. Provide ·anopportunity for those in leadership to ·influence th~ thinking of o1hers and

Evans and Lindsay (2008) add that performance appraisal helps to provide feedback: to

employees who am then recognize and build their strengths and worlc.on their weaknesses, and

determine training needs by exposing inadequacies & deficiencies
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2.-U.l. Pnblems and Pitfalls of Performnee Appraisal

Performance appraisal has a number of impediments. This can be due to administrative, ,teclmic:al

and environmental problcmswbioh are tikelyto spark acbainor reactions from the participauts

and stakeholders. The most common onesinelUde;

I. When it amnot yiel~ ~ful, vatidinfOl·mationdue to a' number afc:omstraintstike

madequateresources, lack of administmtion aJOperationIsuppor and limited time to

cOllect and document evaluation data.

ii. The fear of humiliation if-they do not measure to :thecriama. (Wragg, 1981)

;that;..they want to jealously guard{8eU; 1992).

:and some not (refusal 10disclOSe ,evaluation information to the evaiuate,.(JJl a thnely,basis)
'.>-'

,isa commitment by someone to use the results.

vii. Fear that pertinent information: .given «mid be used 8ga; list like those areas of their

professional life where they were experiencing difficulties or werercquiring -help Dr

further training amid prejudice promotion -prospects
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~U.2. Teachent Reactions towards Performanee AppraisaL

Lunnenburg (2006) found out that most ~ did not like to be evaluated because they do not

find it helpful to their professional development. Some' retreated and viewed it as a tbR:at to their

position. The competency of the appraiser was alsoquestioned, Whether the head teadiers who

~invotved in appraisal have·ever attr:nded any appraisal training, wbi~ Hawaii (online) says
,

is essential in alleviating 'error to appraisal.

2.12. PercepnolR' •• d Attitudes
Tbe.mannerin which a teaCher is appraised is criticalto the perceivedquality and impact of

,the -OUtsideworld .andhow ,they acton ·the basis .of these precepts, Scblooum and Hellriegd

(2608) define perception ~ a process by ••iridt peopi~.sdect,(ft.gauiK, interpret and·tapcmd·UY

information from the world around them. This aspect cannot be ignored at,any working place.

Dubrin (2OOj) acknowiedges ;that perc:epticms on ·the job are important because favorable

pe«;eptioos lead ·to ·,better job performance. The oU1puts of a pctCieptional ~ include

I •.•.

pcrGeptual inputs wiUbe pereeivedm future."-(Nzuve,1999:14).

2~J2.1. Attitudes

Attitudes are an important part of the «ganization behavior because ,they .are linked with

perceptions, teaming, emotions and motivation. They are predisposition to respond that exerts an

tnfluence on a person's respoosc to a person, a thing, an idea or a situation. They are inferred

from the things people say informally, ·inform of opinion poll or through their belnrviarand have

three components. Jameset al (2000), names them .as the cognitive, effective and behaviouml
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oonlponents~ Out of1he'thi'ee, ''an observer ·canonly perceive thebebavioural·elemeDt of other

person's attitudes". (Nzuve, 1999: 23). Attitudes are important because of their link to behavior.

They are also an .integrai .part of the world of work. To managers and researdlers 'lob

satisfaction and commitment are key attitudes" of interest (Nelson & Quick, 2000:120)

Attitudes represent a: pcrwerful .{m(:e in an ,organization ,because "an employee ·attitude and

performance cannot be ~" (BerryR.eece8lld Rhonda, 2002:159). Dubrin(2005)

aclmowtedge'tbatthey fonnthe basis fur haw satisfiedpeoplea:rewith ;tbeir jabs. Tomm,

a1titudes are more important than appearance, giftedness or skills. Persons with positive ~

performance and productivity.shifts.

Most -emptoymadmire' .~ playing, a.cceptanceof ,cbange~ co-warb:r ,divcnrity hope, job

couunitmcntandsatisfaction(work telated attitudes) at -piateafworic:. TheSe :attitUdes.arerelated

to Organimti<ma:lCiti:zelmbip BehaviOU'rS ,(OCBs). Dobrin (2005) defines OCBsas the·

MHiJigness to work ·furthegood oftheorganizatjon·~witbout the ;promiseofspecific teWlItd.

PeopIe"with .~ .OCB! ·are .likely .toacmeve~·.of job san.-actian, including, .high
f

-r (

customer loyalty, higher productivity and better safetyperfurmance. t •• _

Sammary

The role -of staffperformance appraisalinschoolsc:annot be underestimated. It is -a quality and

standards assurance- ptocess that mcmitors the Unpiementers of the amic:ulum. Through

appraisal, an opinion is formed about the way one is carrying out .teaching and other duties
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assigned against set education standards. Any discrepancy is corrected through asysternatically

laid down programme for staff deveiopmentneeds. This is reason why appraisal in schools is

basically meant to improve teaching and instrnction by purposelycontributingtoteachers~

professional development needs. School head teacher, deputy head teacher,beadsof department

.-4l.._ .' ~.-l.._ '. lved' . .' .' f .!-..1:. • ..1-_1 .o.-.-L ,or UUR;l semor '~rn;;1:t are mvo m revsewmg <JulUiVluuw ~Uer s -wIUpeteilee,

performance and professiomV needs, When focused on teacher development needs and .tepOrts

properly utitized,appraisal improvesteacller~s pelfolmance by making <me' an effective and

competent teacher. An effective teacher .refers to the resu:lts a teacher gets or the amount of

ptugn:ss pupils make towards -specifiedgoais ,of,edw::ation. Tboughappraisal is majorly affected

.by perceptions which may positively.or negatively impact ones job perfurmance.and~mt,

wbat happens to the student is the most iInpmWrtresult oftheteaclters work.

peifvlmance HaviDg shared' vision,vaiue, .directionand n:sponsibilityaiso perpetuates.good

performancewituremschools. Reseatch:hasalsobeen~uck:d,on .U:aclring

metJmdoiogiesistrategiesemployed and uses the professicma:l4ac:mnents, ·not·leaving ·aside-;dte
, ~

J

relationship betweentbe appraiser and the .~ Researches I-done in Ouchahave

~<mteachcr job satisfaction and factorsirrtluencingpoorperfOlmance in natiorml

.examinations. Nothing bas been done on teacher appraisal yet teachers playa ·oentral role in dUld

education.



CHAPTER THREE.

RESEARCH METIlODOLOGY

3.1 Introduction.

This dlapter highlights the research methodology the study adopted. It defines research design

and locale of the' study, target papulation, sample' and sampling ·strategies, research instruments,

and data.collection and analyticti! teclmiques that will be used.

3~ Researdl Design

A design guides the execution {}fa research method and helps in the analysis of subsequent data.

which the proposed study intends to collect. This research employed an .explOlatory approach

.using a descriptive design because of the nature <If the variables mvolved ~ the teachers and the

perceptions .regarding performance appraisal in schools from individuals. Descriptive is useful

whenc:oHecting such information about people'·sattitudesandopinions. It is alsooonvemcm :in

gathering information, .summarizing, :Pleseating an.dmteIpteting for the .purpose..of .clarification

(Orodha, 20(2). It determines andlepCJr-tsdle way things me and is used in preliminary ami
0' ~

, .
exploratory studies. It involves a .broad.catcgory:ofstakehalders, thus fits within the cross -

,.
sectional type of descriptive study design (Bryman, 2(08).

Its advantages, according to Robson (1993), include,

I. Providing a relatively simple and straight forward apptoach to ·the study of values,

attitudes, beliefs and motives.

n. Maybe adopted to collect.genemlized information from almost human papulation.
SO



3.3. Stady LoeatiOD

The study was conducted in Etago Division, Gucba South District, in Kisii County. Oucba South

was curved from Gucba District in November 2007. It comprises of one constituency, South

Mogirango, and has two divisions Etago and Nyamarambe respectively, It bas 19 public

seconcbuy schools where 16 are of distriCt and 3 of provincial <:ategory. i8 secondaIy schools are

mixed and 1 is a 'girls' school. ~monnance in examinations remains poor. It suffers from poor

staffing, iti-equipped labomtories. and poor management Researohes done here have

amcentrated on teacher job satisfiwtion and factorsinfluenoing poor performance in national

exaurinaticms. Nothing bas been done on·teaoherapptaisal yetteadters play a ~ role in-cbild

education.

JA Target Population.

The target popUlation refers to the population under this studywhicheoniprises;Of head teatbers

and teaclter from ,aUpublicseoondaryschools in BtagoDivisiOll. These people are involved in

appraisaHn schools. They form dtegroup to which the resuitsofthestudy can be generalized.

3A.l lutitatiOus- 'lCIeCJBCIary.sdIouIs. The study ,targeted arotaLof 19 secondary. schools.
1.<;1

Out of the 19 schools, 18 are mixed and only I isagirls'school. 16 of these are of district

categolyand 3 {Jf provincial category.

3.4.2 Study participants

Head teadJen -there are t9 head teachers. They are involved in the day 10day management of

schools and are responsible for the appraisal programmes in schools. They appraise teachers.
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Teaehers - 105 teachers in the 19 secondary schools who participate in the instructional process

and are evaluated by head teachers were targeted. Their annualperfonnancereport is sent to the

employer- TSC.

3.5. Sampling techniques and Sample size.

3.5 .•1.•Sampling 1edmiques.

The researcher planned on how to select cases for observation before any data was actually

colleoted from the given population. Stratified sampling was employed ,ioensure aU <i8tegories

,of schools, provincial and districtsare:e:aptured. In each category ,the schools 'were further

·stratified as either boy,mixed or girls' schooL Then simple raudomsampling method was ,used

to select a sample size of 42% of 19 schools.

and put in a glass. They were tossed up and down in the glass to allow them 'mix, then they were

emptied Oll the table and apPlopliaterepresentation wasnmdomiy ·piclrec4opened and recorded.

3.5.2. Sample Size.

population from which ,it is drawn. The researchereonsidered a sampled size of 8 schools

comprising of 42% of the total-19 secondaryscltools. This falls within acceptable limits of

research. A sample between 10 - 20 percent is suitable (Arya, 1972). This was done as follows;
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There were 19 secondary schools in the division. Stratified sampling was .employed to ensure all

cate'gories of schools - provincial and district are and on basis of nature (boysfgirlsl mixed)

captured. Total of 8 secondary schools were sampled by simple random sampling as follows;

a. Provincial ategory - 2 out of J secondary schools were sampled and aU are mixed

b. District category - S out of 15 mixed schools were randomly sampled and

c. 1 out of 1 girl's school ~.

Study participants

are responsible for appraising teachers ,in their respective schools. They represent 42% of the 19

b) Teachers; - Tea.chersinthe sampled 8 sohoolsinthe division were stratified to :reflect .aspect

of gender ami experience. A sample of 40 teachers, ~g38.1% of tile 105 ·teadIer

population was sampled.

3.6 Research instruments
I'

The researcher constructed and used the foHowingiDstrumentsto collect data;

1. Staff questionnaire on performance appraisal

II. Staff interview guide on perfollnanceappraisai.
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3..•• 1.Staff QuestiODnaire on Performance Appraisal •

There were two staff questionnaires on performance appraisal; one for the head teachers - Head

Teachers Questionnaire on StaffPerfonnance Appraisal (HTQSPA) andanather for teachers -

Teachers Questionnaire on Staff Performance Appraisal (TQSPA), which are listed as appendix

I and II respectively. The questionnaiIes were prepan:dto lmve three main sections.

,
Section A asked backgroundinfonnationconceming the respondent (gender, 'age, experience)

Section:B asked on critical aspects of staff appraisal {awareness, induction, appraisal manual)

8eetions C bad statements ofperceptions on appraisal which were to be rated on a five Likert

5- StronglyAgree'(SA)

2 - Disagree (D)

4 - Agree(A) 3 - Don't Know (ON)

1 - Strongly Disagree (SD)

1. Conventional procedures followed! - meetings to set priorities, set goals, and define areas

of appraisal, a:.m:tmethods:usedto 'COlleotdata and asscssperfutmance •.
n, Role ofhead teacher asan·appraiser'insehool. r

I' •

rn, Compctenci~egitimacy for appraisers' : -expectations of an appuuser like training,

subject mastery, trust, teaching experience and seniority in position.

IV. Use of appraisal report. - in staff dt:YeIopment pIan, facilitation in provision of resources,

facilitate training programs and for recognition and promotion.

v. Overall perception regmding appraisal practice inscbools
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QUeStionnaiIessave time and uphold confidentially (Kombo and Tromp, 2006). They also cover

a wide area, have no bias on the side of the researcher and the respondent, and are commonly

usedinstnnnents in collecting data (Orodho,2005). .

3.(j.2.Staff Interview Guide Seheduleon Performance Appraisal.

Staff interview guide on perfoxmanccappraisal was developed separately fur head-teachers -
'. .~

Head Teachers Interview Guide on Staff Performance Appraisal (HTlGSPA) and another for

teachers - Teachers Interview Guide on Staff Performance Appraisal (l'IGSPA); and involved

discussion focus groups (Appendices lllandIV respectively.) Theywere used as a spot check

for issues raised andrespcmses given in the StaffQuestiormaire en Performanee Appraisal :to.
intensively investigate this topic understudy with an aim of gaining a complete and detaiJed

understanding of the head teachers and ieacllers 'peroeptionsregardingstaffperfoumtuce

appraisal m secondary schools.

J.7. Piloting instruments

The instruments of data coUection cannot beeonsidered perfect unless -~are tested before
I'

adnrinisteIingthem. 'to the study:respondents. Pre4esting was done in -nyo selected schools from

the neighboring NyamarambeDivision -using similar proeedurestothose of theaetual study.

Two bead teachers and four teaclJers participated in the exercise. Piloting belpedto identify

deficiencies in the questionnaire like insufficient space, clustered questions and wrong

paraptuasing of questions (Bryman, 2008).
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To ensure the validity, rcliability and practicability of the instnnnents,tite respondents were

asked and gave feedback on the clarity ofquestions, content relevance of the items in the

intendedgroups, question flow and difficulty of questions and time taken to answer them. Since

this group bad similar characteristics with the study samples, they were also asked to make

recommendations about the questionnaire because as beads and teachers (the appraiser and the

appraisee) they were well conversant with the issues of appraisal in schools.

3:.1.1. Reliability

Mugenda & Mugenda (2003) with Orodho (2003:97) concur that reliability is the degree of

yieidingamsistent data after repeated trials. ltisthe stabilityafthemeasure.Rdiabili.ty of the

data collection instrumcntswas 'determined by the use of Pearson's Product Moment Formula for

obtained.

s.7.2. Validity

The degree to which the empirical measures or several measares of the concept :accurately
" .,.•...

experts competent in .the area being investigated were requested to assess the relevance of -the

content used in the questionnaire developed, give~endationsconc::eming the

overall work. The team of readers from the department was given the document to examine and ,..-

made recommendations which the researcher deeplyacknawledged were of great help because

the report assisted the researcher to come up with a final draft of the research mstmments

(Bryman,2008; Orodho, 20(6).



3".3.Data collection

Questionnaires were used to collect data from the head teachers and teachers which..aimed at

proving or refuting some facts on the head teachers' and teachers' perception regarding staff

appraisal. They were distributed to the respondents in the sampled schools by the researcher.

3~8.1. Actual data collection,

The actual data was collected between 22n°and 28U1MarclJ, 2010 using questionnaires. This time

was deemed conducive far data collection because at' such a time there was a surety to get aU

teachers in school. The process of data eoUectioninvolvedtwo stages - obtaining clearance and

a) Stage(i) - Obtaining eleanmce.

- Kenyatta University - Cleared fees and obtained a fee ·stat.ement,submitted the proposal

for defeese and defended successfully,then followed all the university procedures' to

obtain aletter of introduction to the P8, MOB, and application fonn fOr a research permit

-MOE hc:adquarters - Submitted two copies of proposals, letter df introduction, a duly

completed application form for-a research permit and Kshs. 1000. The permit "MIS out

after a month.

• District headquarters - Courtesy call to the DC and DEO- Gucha South to inform them of

the intended research in the district and asked for assistance where needed.
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• Sehools - The researcher booked appointments with: head tea:cb:ers -afsampled schools

and met them for introduction and briefing of the intended research in their schools, I also

sought permission from head teachers to meet teachers.

The researcher personally issued the questionnaires to the targeted persons. One for the bead

teachers and at least five for teachers in every school to be answered and collected latter in a

sealed envelope as agreed with bY the staff in each school.

b) Stage(ii) -Iuterriewing the Heads and Teachers.

Theresearchermettbree head teachers in an informal discussion after it proved bard to have

a focus 'group type of discussion given the nature of their busy schedule in school. The .

discussions were relevant and their responses were categorized in accordance with the

themes'in the questionnaire.

Six teachers from four different schools in the sampled list who wa'e willing and ready to set

aside some time to share'in the 4iscussion: agreed' on a date and a'centnd venue where we met

and a formal discussion ·which was healthy, open and relevant ensued. l}Ie researcher pt~

them and at times let them 'talk freely of 1heirexperiences - which rcsulted to further clarification
,-

of issues and gave more insight into the topic of study.

3.9. Data Aaalysis

Descriptive and analytical statistics were used in the analysis of the data collected from the field.

Data analysis gives meaning to or is meant to find meaning in the data that bas been: collected.

The deootationcomes when data has been organized, analyzed and presented to the reader. It

involved collecting questionnaires from the respondents, cheeked fur completeness and ammged
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them in the serial numbers that were used to identify them as belonging to either headteach:ersor

teachers and for the purpose of entering them intotbe computer. The data was sorted out, edited,

and since it was pre-coded (assigned numeric value) it was-entered intotbe ceding' sheet

plepated before keying to' the computer for processing and interpreting the results. The assigning

of numeric value to openIclosed questions I118deit possible for descriptive statistics to be

generated. This is whatB~.~ (2000)calls the systematic-arrangement and presenting of

informationS(} that it can give meaning. Factual as' well as opinions' and reasons 'were sought in

some questions.

Thedata entered wascleanedanddtetked for any mistakesm the entry. The total obtained data:

was then ·subjected to both descriptive and analytical :procedures using the Statistical Package for

SocicdScierroes(SPSS) software. In section A, frequenciesandpetcentages were adcuiated:to

establish tbe number of respondents with the listed personaldmmeteristies of gender, age,

in section C was coded and ·analyzedusingthescale-fJf 5 ancb:ors,nmging &om j (highly

positive) to 1 (highly negative). Frequencies, pt.~dte mean'~ and theWmdmd.
deviations were also derived from each statement.
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CHAPTER IV.

DATA ANALYSIS, INTERPRETATION AND DISCUSSION.

4.1. Introduction.

This study intended to establish the head teachers' and teachers' perceptions regarding staff

~ '_l.' _~~ scheol . J;;~ Divisi C'_-1-... c_~ ~ . v:"perrormance apprarsar m <>OoNV&_)" VV1S m' ~' , on, U'UU:l4 ..:)(IUUl U1Mt .•ct m ~srr

County. It was based on the ~ative that both bead teachers and teachers·are key to

amiculum impiementation. Finding out petceptionsabout what isdmre to them in form of staff

appraisal is very important since it influences how they will participate and how they will utilize

The researclIeruscdstaffquestiommires and intcrriew guides on perfonmJllCe" appraiscil - aU

designedspecificaHy for head teachers and teacbeIs to' collect dataftom: the respondents: The-

questiommiresare suitable for collecting data in ·socialdesign along with structured interview.

and eolleeted later at an agreed date-after they were fully answered. Schools .:werestratifred as

either provinciai or district Then eachattcgmy was' further ;stmtified as'boysImixedigiris-scboof

and a total-of 8 schools were selected by simpkrandomsampling.

The-sample·size under this study was 48 - :COIlIptising of 8 head teachers and 40teachClS from 8

sampled secondary schools in Etago division. Quantitative and descriptive data was obtained.

Qualitative data was coheeted by use of questimmaires whose lcsponse was pre-<:oded. The

codes were entered into the coding schedule (a form onto which all the data relating to an item

being:COdedwas entered) and transferred into the :computer data file for analysis with a software

package of SPSS. The SPSS was used to generate frequencies, percentages, mean scores and
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standard deviation for presentation, analysis and interpretation·of data in this dlapter. Descriptive-

data was obtained tbroughinterviewsand described thematically. Presentation and analysis of

data is impottallt because it gives import todata; it allows infonnationto be generated about

social 'groups to which it is difficult to gain access. It also allows replication and follow-up

studies to de conducted.

Those filled and returned were 4J out of 48 reflecting au 890.4 return rate. A response tbatam be

soundly attributed to persomd administration of the .data roHection instruments- and ,enthusiasm

by participants to participate-in responding to apracticetbat ·affects their professianai plight. A

teSpOusenIte gtcater than 8S % is-excellent; 76'-85OAJis' very good; ~AJ is' acceptable; j(}..

590.41 is bardyacceptable while- less than:SOOAl is not acceptable ~ 2008:219). With 'such a

high lespouse mteof 98% in-thisre:search, it 'seems-tikeiy ,that the risk ,ofbias-futhe findings win

bem;u;maland the researcher would confidently, assert that it achieved an excellent rate.

Thefmdings-<Jftbis·studyarepresentedfoousingonthe-foliowiug'themes;

• Respondents profile

~ The-ways·of appraising teacbenim -secondary schools-in Btago division.

,.
• The head teachets role as an·appraiser asperceived by ~ and teachers.

~ Competencies'apJRopliateof an apJRaiseras seen by headsmdteacbers.

~ Use of appraisal report by schools-as perceived by beads and teachers.

~ Head tc:achets and teachets general feelings about staff 8pplaisal
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U. Respondents Profile;.

Two categories of respondents participatedm the study -head teachers and teachers. To know

their background is impOltallt because it enables the reader to make-connection' with the persons

who provide information. The sample under study was 48 - which represented 8 head teachers

and 40-teachers. Sixquestionllaites were -diwibuted to' eachschoot. -Out of the-48 qoestionnaiIes

issued, 43 were returned fully ,~wered. The sample was categcrized and discussed lJDder the

titles of gender, age,etiucationat 'JU8lifications and years of experience.

a). Gender of Head teachen and Teachers.

Table 4.1. -ShmriDgthe Geoderof Head teachen aDd Teac:hen.

Head teachers Teachers
GflHIer 11 % Il %

Male 7 87.5 16 8Z.c9"

Femafe 1 12.5 9 11J

Totaf 8 100 35 100

Out of 8 heads who participatcd,only I was female representing 125% of d.le total. Likewise; M

the- side- oftcachcrs 'Out ,oftbe J-5-teachers who responded:, only 9- were' female~ representing
"

11.1% of the total. Views of both male and female ·(despitebeing ~) -~cipants were

incorpomted in the £mdings



iY). Age &ftke Respondeuts.

The researcher asked the respondents abouttheir age. This is as revealed in Table 4.2.

Table 4.2..Age of bead teachers- aad teachers.

Head teachers Teachers
Years n % n %

11-30 0 0 s u»
31-40 1 15 14 6g.6

4f-~ 5 615 1 5:1
>50 1 11.5 1 1.9

Total g 100 35 100

Seventy five percent (75%) of heads were above the age of 41 years while a greater section: of

teachers J~L5%) faUbelowthe· age-of 4(t years. Age reveals the nature oftheteaclting force'

. and their"output level. These findings reveal ,a youthful teaching force in the-sampled schools in

Etago division:.

c). Academic and Professicma:lQuIifieation of the Head teach~ and Teachers.

The research sought information -onacadcmic' and' ptofessional qualifit:ations of respondents..

Qualification is of "intcrestbccausc teachers are expedcdtopossess ·high academic and

professional qualifications for the job. Heads that are professionally and ~emicaHy qualified

are likely to contribute to effective administmtion in school and in particular, curriculmn

implementation. Tablc·4.3captures their·qualifications
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Table4.3. The academic and professional qualification of head teachers and teachers.

Head teachers Teachers
Qualification n % n %

ATS 0 0.0 2 5.7

Diploma 12.5 1 2.9

Degree (B.Ed) 5 62.5 31 88.6

Masters (M.Ed) 2 ,25 1 2.9

Totals 8 100 35 100

Sixty two percent (62.5%) of head teachers and 88.6% of teachers in secondary schools were

graduates.However, the basic entry qualification to teaching in a secondary School in Kenya is a

diploma. Diploma holders in the division were represented by 12.5% and 2.9% among head

teachersand teachers respectively. The majority ofteachers were graduates.

d). Teaching Experience of Head teachers and Teachers.

Theresearch sought to establish the head teachers and teacher's years of experience as in Figure

4.2

o
• H/teachers

!ill Teachers

15~~~-------- _

10

5

(1-5) (6-10)
(16-20) (21-25)

Years

Figure 4.2. The teaching experience of head teachers and teachers.
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It was revealed that 6(75% )of the bead teachers had teaching experience exceeding 10 years and

4(500.4) had been in the profession for at least 16 years. Forty percent (40%) eftheteaehers

reported a teaching experience of less than 5 years. A greater group of teachers 24(68.6%) had

been in teaching for less than 10 years. The report showed tbatthose in headship responsibilities

were' also the very people who had been in the service for long. Head teachers and teachers in the

division were experienced people whose perceptions about appraisal can be counted on by virtue

of their years in service.

e). Experience in Headsbipof SdroaL

Head teachers were asked to indicate their years of experience as heads of instituti~. The-

findings 'Yere captured in Table 4.4.

Table-4.4. Vamof experience in Headship.« Schools.

Years n %
f~S 3 37.S

6-f6 1 15
f{;.t5 I f1.S

l6-2<J :1 25 I·•••.

iotal g' tOO
I'

A liIigei population of the beads (62.S%)had 'served as heads for a period of less than 1() years

except for 3(37.5%) who bad served for a period of between (I-S) years. Having been long

serving bead teachers they were deemed conversant with school management practical when:"

appraisal is inclusive

65



o.Ways of Appraising Teachers in Secondary Schools in Etago Division.

Appraisal process is expected to follow certain procedure or convention. This question is of

concern as it wished to establishtheprecedares that existed and were put in practice during

appraisal exercise in schools. A good procedure is assumed to produce credible results and

wouldprovide data for peISOIm:I decision making thus shaping :thecomposition and effectiveness

of the teaching force in schools. Seventeen statements describing the steps in appraisal (from

variousbooks on peIsonnel management, journals, magazines, newspapers and from the internet)

weregenerated.

The study sought to establish whether head teachers followed the conventional steps in

conducting staff performance appraisalinschecls, The steps are;

_I. Establishing a common understmIding .regarding work expectations between the

appraiserandtbeappraised.

H. Ongoing assessment of performance and progress against work expectations

m. Formal documentation of performance (summative-evaluation)

IV. Formal:performanceand development discussions I••••

Step 1:- EstablisbmeDt of a Common UDderstanding Regarding Work Expeetaticms

Between the Appraiser (head teacher) aodthe Appraised (teacher).

In step one, the appraiser stipulates the work to be accomplished and how the work is to be

evaluated. It provides an opportunity for both appraiser and the appraised to meet, plan togethCl

and agree on what needs to be done based on acceptable standards. The teacher has ·the

opportunity to be listened on to what s/he says in terms of the goals s/hesets. This sets ground

66



fOi ownersbip of the process, and consequently; its results, Table 4.5 highlights on various

activitiesinvalvedin this stage and the respondents views aboutthem.

Table-'4.5. Activities Involved in Establishing 3' Common Understanding Between

Appraisers and Appraisees,
Headteachers % Teachers %

Statements SD D DN A SA SD D DN A SA
HI teacher outlines school

;
aims,

:objectives·aod··gdals·(o:teac1iets. 0.0 12~5 0;0 25 '62.5 20 31.4 0.0 25"7 22.9'

Head teacher spells out performance
e~ectatlOfiS .O'.Q Q.O' O';O' 25 15 17.J 22;9" 5.7 42:9" 11~4

We iderttify'areas ~ff(JC~(Jti~pptaisal 01'1 12.5 50 25 12~5 57.1 17.1 5.7 n.4 ·3.'6

Teacher sets goals as per the performance
e~ectati(JIls O'.<r 12-.:5 12;5 t2.S :62:5 17.1 t4;3 14.3' 42:'9 HA

Teachers ask for. support the school can
-prot1de O';{} (to' 12~5 62~5 25 5.7 5.1' OJ) 54A 343

We plan for observation of teaching in
classroom -0:0 '0;0 5{} 11.5 315 11.'9 41t6 5.1 1:1" 5.1

We set deadlines for the goals to be met 0.0 25 0.0 50 25 17.1 17.1 2.9 42.9 20

,.
wete·outlinedtoteachers~and· :1-000.4'en,the.mspeUed .<nIt :perfonnanc~expectati,ans .toteaehers.

Also, 7,;SO;&·saidthat .tea:chers'did'setg<!lals.as ¥.erpetfOl'1llance~<m •.'(}rea:terptntionaf
.

heads -87%repOrted :tbat teachers .asked •.suppqr:t fremsehcel' to'enablethtmIrealize their-goals

whiie 75%· reported tlIattheteachers 'setdatelmes ,to meet ,tbe·set·gom:s,

objectives and .goals; 54~3%admitted thatheadsSPelledoutpeiformanceexp~QmrtO' thent

and 54.J%offuemdidsetgoals;as:per 'the'perionnance -expectations. .A greater 'proportlonoi

teachers - 88.7% .askedf.orsupportfumIschoul'as62.9%didsetdeadlinesta meettheirgoals,
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However, a notable discrepancy was observed in identifying the areas of focus where only 37.5%

of heads did it with their teachers. This is supported by 74.2% ofteacbers who agreed tbatareas

~ appraisal wasta focus were not identified. A similar trend was observed when plamring

for classroom observations where 500.4 heads agreed that they planned for classroom observation
•

while 71.5% of teachers did not agree that it was practiced in schools.

The-Means and Standard DcwiatioDs of Activities brvolvedin Establishing a Common

Undentamting ReprdiDg Work ExpeetatioJrsBetween the Appniserndthe Appraised

The researeberesed the mean: and sUmdard4eviaticmsto specifically identify activities tbat lWefC"

leastpnwticed and those that were popularly:practiced in schools dwing apptaisal as' peresctr

.group. Activities with a-lower mean of less ,than 3.~ were assumed .to ,be-unpopular while those

with a mean.of J~Sand,aboveassmned to be popular. This is-captured in Table 4.6.

Tabk 4.6. The-Mean amd Staadard Deviations of Activities Involved in Establishing a

Common Vudentamling Regarding W4rk Expedatiom BetweJell the ApPuli$er and the-

Appraised
Statements Head teachers Teachers

M SD -r M SD
Had oattiDes· sdJoOO'aiJtts, .objec::tm::sami goals w teai:hea s, 4~8 1.00 3"JOO' 1"3

.Heap·teadIet spells ,out perfOt'ltfSftCe expectadoos 4.7' 0.46 3.t 1.36

W~-idetrti1Y'~4f~M"ppMaI 2.1' t.3~ 1.97 t.33'

Tachet'sees goals as pet'me performatace expec:wiotfs 2.7' 1.17 3.1 1.32

T~_'dre suppotrthe $Chool.catf provide 4.00 o-.~ 4.06 1;06

We plan fot' obsetwtioo of teaching ill classroom 3.38 t.'. 2.34 I.t9

We set datelines for the goals 10 be met 3.75 1.17 3.31 1.43
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Heads indicated weakness in identifying the,area-Of focus- with teachers (a mean of 2.75)~ setting

goals as per 'performance expectations (a mean of 2.75) and planning for classroom:Observation

had amean of 3.38 with the heads. They were strong in spelling out performance expectations to

teachers {mean of 4.75).They concurred with teachers in the firstthree areas of weakness which

had means of 1.9-7~3.1 and 2.34 among teachers respectively. These essential mgredientsof
,

appraisal were faulted; .an issue whichundennined -the process of setting a common

understanding for appraisal.

Step 2:- OngoingAssessmentoI Performance and Progress Against Work Expectatimu..

In the (X)UI'Se of performing their duties, teachers' performance must be closely monitored with

the intention of providing regular feedback oof information to clarify .and modify goals, work

superior performance with praise er zecognition. Table 4.7 gives the responses -of-the heads-ami

Table 4.7. Activities lDvolved in the Ongoing Assessment ofrerfonmm~ and Work,

Statements Head teachers. Teachers
SDD DNA.sA SDDDN ASA

Regular observation, regular feedback, coaching
-andmentoring is done by bIteadIer 12.S 00.0 -(),O &.5 25 Z2:!J -4j.1 -&-.6 ~- -00

Follow-up meetings are held to review the
4bjectives ·12.' 37.:512.' 37.' e.e 22.9 '1.1 2.9 143 2.9

Regular communication on teacher performance
isdone 0.0 50 0.0 37.5 fZ.5 10 57.1 0.0 10 11.9



Whereas 87.5% of heads reported that there were regular observations; feedback, coaching and

mentoring teachers, only 500A; reported to be regularly communicating performance to their

teacheIs in the school. They admitted weakness in notcouducting appraisal interviews (62.54.4)

and not holding follow-up meetings to review performance (500A). Only 22.9% of teachers

indicated that there were regular observations, feedback, coaching and mentoring being done in

their schools. However, they noted problematic areas as being conducting appraisal interview in

which 5.7% of teachers agreed on, there were no follow up meetings (80.5%) and there was no

regular feedback (communication) to teachers on performance as reported by 77.1 % teachers.

f"agure..4.2..Ongoing assessment of performance and proaress apinst work
expectations

!

I
I

j
I
I
I

L

oTeachers ~ Heads

n
RegUfarcommunrcatioJtorft~ perfonnanceis ...\~d..!2.S .

. l~i -'--,,.<1' 0
folrow-upmeetingsare heldto review the objectives l, ..2

. \ ", , 37.5

Appraisal interview is heldwith the teacher \~ 37.5

Reg!.llar ~~r.vatiorl.feed/)ack. coactlingand ...\~ 'l

v~~~~ , . ,~87.5

________ .__ .. .._u __ ~__ ~... .._. __ ._. ~__ ~---.-_- ...:

This stage (reflected in Figure 4.2) allowed the appraised the opportunity to speakfranldy'about

the- areas of work where- improvement is required - with a view to- planning an overall

improvement. If this process was well done, Joan (1995) asserted that it am be a powerful means

of development for individuals and a valuable way for themsnagement of the school to keep an

overall picture of how people me performing theirdutiesand how they see the school, their

c::olleagues, their work and themselves. Failure to address the pitfalls revealed in the fwdings

above was likely to put the participants in obscurity over what goes on in appraisal.
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,
The Means and Standard Deviations ,of Activities Involved in Ongoing Assessment ,of

Performance.

The means of these activities were determined, Activities witb lowest means were assumed to

reflect a weakness.

Tabfe-.,4.8.The Mean and ~nI Deviation of Ongoing Assessment of Performance

Head teachers Teachers
StatemeBts M SD M SD

Regular observation, regular feedback, coaching and mentoring is
doo"ebyhlteacber' 3.8'tt t.25 2.31 t,OS

ApPtaisal interview is held with the fe8Cbu 3.13 1.25 1.69' 0.90

Fqlto-w-up-l'I'feetirtgs are beld' fO nwtewtheobj~tives 3.2$ t.11 2.t7 t.04

Regular communication on teacher performance is done 3.61 0.74 2.29 1.10

Weaknesses were revealed in activities I.elating to coadnctiag an appraisal interview.(a mean of

L(9) while holding a follow-up meeting had a mean of 2.17 as reported by beads. These stages

had low means of 1.69 and 2.17t.espectively among teachers. Regular--wnnnuni~an fiumthe

head zeachersbad a low mean of 2.29 among teachers. The -activities of regular-observation,
, .

feedback, coaching and mcntoring were.also not popular-activities (2.3 I). ,Their stumpyaverages
I'

clearly show that these critical areas were tloutedor bead teachers and teachers had problems in

observing them.

Step 3:- Formal Doeumentation of Perfonmmce..

This step involved completion of a performance and development of appraisal form applopriate

or provided by the TSCIMOE to teachers. Head teachers are expCcted to review all relevant

infonnation about the concerned teacher, allow the teacher to appraise self first and then the head
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teacher to do the same. After the head has also done his/her part- sIhe allows the teacher to read

the report and endorse it before it was finally sent to TSC. Table 4.9 contains responses of heads

and teachers on activities in this area.

Table 4.9. Activities Involved in a Formal Documentation of Performance.

Statements Head teachers % Teachers %
50 D DN A SA SD n ON A SA

The head teacher reviews other relevant
information 00 12.5 00 50 31.5 28.6 lL4 11.1 40 2.9

Teachers appraise self before head
~ apprtdsethem 00- tZ.~ 00' 7S 12.' 3"t..4 20 S.7 37.t ~.7

Teachers endorse b/teachers report before
.it is sent to- TSC 125 so- '00 375 00- .62.9 17.1 1l.4 S.7 2.9

R~ showed that though 87.5% of head teachers review other relevant documents before

making conclusions on teacher performance and that teachers appraise self {87.54Al), notably,

62.5% of head teachers did not allow teachers to :endorse their-individual reports before they

were sent to the TSC. Great population (6()OAi)of teechers agreedjhat .their schools reviewed..
relevant documents. Self~salby teachers was questionable-as 51.~,4 teachers said they did

not appraise self. The report by 80% of teachers revealed that a greater portion of them did not

endOI5e the- appraisal report by heads on their(teachers) perfOIllI811CCbefore it was sent to TSC.

Self-appraisal is based on the idea tbat teacbers are most familiar with their work. It helped

teachers clarify their own goals and expose areas ,of weakness so that they may be worked on. It

is self monitoring. Bmmel (1987) emphasizes that this stage provides an opportwrity to evaluatt

work consciously and formally, ami have it discussed with the supervisor.
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- 'If teachers did not endorse the appraisal report from the appraiser on their performance, TSC

code of regulation that allowed teachers the right to endorse the report was breached. Reports

perceived to be adverse were hidden and the teacher would not be counseled or make appeal as

stipulated in the code. Findings that the head teachers did not yearn for teachers to access the

comments of their performances for fear of .confrontations between them and teachers were
,

unfortunate. Figure 4.3 gives a gmphicaloverview on formal documentation of performance.

figure 4.3. Formal documentation of Performance

i
I
I
i
I The H/teachers Teachersappraise self Teachersendorse
! reviews other relevant ·beforehead teachers h/teachers reportI information appraise them before it is sent to TSC
l

<.
• 8.6

fi¥ Heads aTeachers
87.5 87.5

375
. ,-- _.-.. __ ._- -._---- _._-

The·Mean ana Stancblrd Deviation of Activities-'Involved in .• Formal Documentation of

Performance , -

The mean of each activity was 4etermined to-identify activities- which were popularly practiced.
I'

These -activities are captured in Table 4.10.

T-abre 4.16. Means -and Standard Deviations of Activities Involved in .• Formaf

Documentation of Perfermanee,

St:ateint:uts
Head teachers Teachers

M 8D M 8D
The bead teacher reviews other relevant information 4_13 0.99 2.11 133

Teachers"appraise self before bead teachers appraise them 3." ·OJt4 2.66 t .4t

Teachers endorse bIteacbers report before it is sent to TSC 2.63 1.19 1.69 1.08



Teachers endorsing the bead teachers report before it is sent to the TSC had the lowest mean

(2.63) among heads and teachers (1.69). The other issue of self appraisal had also a low mean of

2.66 among teachers. These shows a slipup in the process of appraisal when these two areas are

flouted. Failure to endorse the head teachers report made many teachers view appraisal as a head

teachers secret weapon to coeIfC errant teachers or those critical of school management to toe the

line. Utmost, it is a breach to the TSC code of regulations requiring teachers to endorse the report

before it is sent the employer.

Step 4:- Formal Performance aDd Development Discussions.

The appraiser and the appraised me expected to hold discussions based on the completed

.appraisal form. The process is wound up with the construction of a development plan that will

benefit the appmised. It also celebrates what the teacher islhas done well, identifiesa:teas where

the teacher may be able to improve and ,identifies the support and in-service training which the

teacher requires in order to progress. It is meant to improve the abihty-ef the teachers to perform
, .

their present job and/or prospective roles through identification of personal development needs

and ~sion of subsequent training and self development opportunities (Cyrill: 1993). Findings

from the division are reflected in Table 4.11.
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Table,".ll. Pramted the Activities in Formal PerfOl1llllDCC' and Development Discussion.
~

Statements Head teachers % Teachers %
SO 0 ON A SA SO 0 ON A SA

Teachers get feedback from TSC in good time
through blteacbet 50 50 0.0 0.0 0.0 42.9 31.4 20 5.7 ·Q,O

Teachers discuss the content of feedback with
th~ b:lteadfer-:with ~ \lie\\' ofbttttring
perfotmatIce 12.$ 62.$ 0.0 2$ 0.0 4$.7 34.3 14.3 $.7 0.0

The school puts intervention measures in place
w eV'errbetfet-readfe~ perfuJ1fWlce ·0.0 62.$ 0.0 37.$ 0.0 31.4 40 s.e W o,o,

The findings revealed that 1000,4of head teachers reported that feedback from TSC was never

delivered in good time to schools, and rarely did they (heads - 75%) discuss with their teachers

the feedback results once the TSC released them to school. Intervention measures were also :very

minimal as only 37.5% reported of head teachers tbatdidputthem in place, On the other hand,

74.30,4 ofteachers agreed that the appraisal report was not received in time. To add weight to

this, 2001& of them did not know about it. When.it came to discussing the content of appraisal

report, ~()oAsof teachers did not discuss it with the bead teachers. Then there were also 14.7% of

teachers who knew nothing about it It was also established. that 71.4% of teachersreported that

schools did not put measures in place to even better teacher perfomumce. Figure 4.4 clearly

illustrates the process of formal performance and development discussions.
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figure 4.4. FonnaI performance and development discussions

. ffti Heads mTeachers
37.5

25

. 5.10_ S.7.,~1_
Teacher gets feedback Teachers discuss the
from TSCIn good time content of feedback

through h/teacher with h/teacher

School puts
intervention measures
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performance
__ •__ . •• __ ._. .•.• _. ._._ ..•....•. "."._._. .• _. __ .__ ~. .. __ ... _. ~ .. .__ •.. ._. ._J

These revealedofanother imtxdiment in teacher appraisal in Etago Division. Feedback which

played a key role inappraisal and used as a basis toimprove weaknesses was ignored at most.

Feedback hclpedclarify issues that .are not clear and is used as a basis for individual roaching or

uaining to overcome performance deficiencies. Putting intervention measures is a step to

achieving the ultimate goal of apptaisai which ·is meant to imPIOV'e'teacher ,efficiency .at work

place. If ignored appraisal misses the gteatcst mark of its impact and then the whole pnx:ess is

subjected to diMepute.

The Means and Standard Deviations of Activities Involved ·in Formal PerformaD~ -and
I'

De\relopment Discassions.

The mean of each activity was detennined and revealed as shown in Table 4.12.
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Table 4.12. Presented the Means And Standard Deviations -o!Activities InvoJvedlna

Formal Performance and Development Discussions

.heaa teacners teachers
M SD M SD

T~ get feedback from TSC in good time through the head 1.50 0.54 2.00 1.00

Teachers discuss the content of feedback with the b/teacher with a
view ofbetreringperformance 2.38 1.06 1.80 0.90

The school puts intervention measures in place to even better
reachersperfonnance; 2.75 I,M 2.17 1.10

A mean far below 3.0 in each case is an indicator of inadequacy in procedural practice. Feedback

from TSC had the lowest mean of 1.5among heads while discussing the content of the feedback

with the heads had the lowest mean of 1,S among teachers and was followed ,bymrtimeiy report

from TSC and then with lack of intervention measure to better teacher performance (2.17).

4.4. The Role of Head teacher as an Appraiser as Perceivedby Head teadren and

Teachers.

The head teacher is a person in dwge of-every detail in the nmning ·oftlle school, be it academic

or administration. Slhe is an educational leader in theschool with the task of 'Creatinga
+ •• ~ •

conducive learning environment for all pupils, of all abilities, and with varyillgneeds that should
I' i .

be met. The teachers also "1in this task. The head teacher spearheads the appraisal exercise

by nature and sensitivity of hislher position in the institution to ensure that the performance of

each department, staff or administration is appraised and that the whole school is assessed. Slhe

is an agent of the ministry on the ground that s/he appraises and is directly answerable to the

employer- TSCIMOE about the performance of teachers in his or her school. The various
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activities that heads engage in as appraisers are listed as shown in Table 4.13 and both heads and

teachers were asked to give their responses.

Table 4.13. The Roles of the Headteacller as an Appraiser.

Head teacher % Teacher %
Statements SD D DN A SA SD D ON A SA

Communicating management expectations
on teacherperfonnance 0.0 0.0 0-.0- 50- 50 0.0 2.9 2.9 48.6 45.1

Collecting data and providing feedback to
teachers about their job performance 0.0 0.0 0.0 50 50 0.0 2.9 2.9 .54.3 40

Advising and coaching teachers on how to
achieve the -objectives 0,0 0.0- 0.0 2.5 15 2~9 2.9 3.6 31.4 S4.3

Diagnosing teachers strengths and
weaknesses 0;0 ().O 0.0 25 75 2.9 2.9 25.7 37.1 31.4

Reinforcing effective behavior and progress
.cowan:ts goals. 0,0 0;0 0.0 30 10 0;0 0;0 22.9 25.1 51.4

Determining development activities that
mightbeJpreacbers to improve performance 0.0 0.0 0.0 {)2.5 31.5 0.0 2.9 0.0 33.3 62.9

Head teachers strongly saw their roles as diagnosing-teachers' strengths and weaknesses (75%),
,

advising and coaching teachers on how to achieve the objectives (75%) andreinforoing effective

behavior and progress towards goals (700.4). Teachers stronglyagreedthat the head teachers' role
"

was to determine development activities that might help teachers improve performance {62.90,4),

advising, and coaching teachers on bow to achieve the objectives (54.3%). Overall,headteachers

and teachers bacia common agreement on the role of the head teacher as an appraiser in school.

The Means and Standard Deviations of the Roles that the Head Plays as an Appraiser.

The mean and standard deviations of each role was determined,
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Table 4.14. The Mean a,nd Standard Deviation of the Roles the Head plays as an Appraiser

Hlteacbers Teachers
Statements M SD M 50

Communicating management expectations on teacher performance 4.50 0.54 4.37 0.69

Collecting data and providing feedback to teachers about their job
4.50 0.53 4.31 0.68performance

Advising and coaching teachers on how to acbievetbe objectives 4.75 0.46 -4.31 0.96

Diagnosing teachers strengths and weaknesses 4.75 0.46 3.91 0.98

Reinforcing effective behavior and progress towards goals.
4.50 0.54 4.29 0.83

Determining development activities that might help teachers to improve 4.38 0.52 4.57 0.65performance

The role of determining -development activities that might help teachers to improve performance

was least valued among heads with a mean: of 4.38 while diagnosing teachers' strengths and

weaknesses, and advising and coaching on how to meet the objectives was a popular role among

heads and had a mean of 4.75. However, teachers greatly valued the role of -determining

development activities that might help teacher improve which had a mean of4.57. But they least

consider diagnosing teachers strengths and weaknesses (mean of 3.91) as being the role of the

head in appraisal.

4.5. Competencies Seen as an Appropriate Criteria for a Competent Appraiser by Head

teacbers and Teachers.

An appraiser has the responsibility to see that the -performance of personnel in carrying out the

duties of their positions is up to the desired standard. His/her behavior-in directing the work-is
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characterized by activities such as planning and scheduling the work to be done, inducting the

appraisees, supplying them with materials and tools, and initiating work activity. Slbe provides

technical competence (Gibson and Hunt; 1965). This requites the appraiser to possess

competences that will make himlher perform his/her duties/roles effectively.

In this study, the·qualities of a ~mpetent appraiser was deteImined using the competencies of

teaching experience, seniority or position in responsibility, respect, subject knowledge, trust and

training as in Table 4.15.

Table 4.15. Competencies Seen as an Appropriate Criteria for a Competent Appraiser.

H~ teachers % Teachers %
Competeneies 81) I) I>N A SA SD D ON A SA

Teaching experience 0.0 0.0 0.0 37.5 62.5 0.0 17.1 2.9 22.9 57.1

Seniority orposition in responsibility 0.0 37.5 37.5 ·12.S 12.5 2S.7 34.3 S.7 22.9 11.4

Respect 0.0 0.0 0.0 12.3 87.j 2.9 3.1 itA 34.3 43.7

Subject knowledge CO.O 12.5 ;();O 37.5 jO ;0.0 2.9 0.0 31.4 65.7

Trust 6:0 6.0 0:0 25 75 8.6 2.9 0.0 28.6 60

Training 0.0 0.0 0.0 12.5 87.5 0.0 11.4 2.9 37.1 48.6

Teaching experience, respect, trust and training bad the highest score of 100% among head

teachers while subject knowledge received 87.5%. Teachers' response to subject knowledge was

97.1%, followed with trust (88.&»-4), training 85.7%, and respect standing at 80% together with

teaching experience. However, it was notable that seniority or position of responsibility (among

25% and 34.3% of bead teachers and teachers respectively) was not a key factor. The findings

established that the appraised mostly valued subject knowledge, trust, training and respect above

other key competences of an appraiser.

BO
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Head teachers require specific competencies to reduce uncertainties in planning, monitoring and

providing leadership throughout the process of appraisal. Brinkerhoff (1993) notes that appraisal

will be in doubt or dubious if there were no qualified or trained evaluators. Strange and Helm

(1991) echo similar sentiments - failure to train evaluators properly to conduct evaluation was an

impediments in appraisal. It is a critical attribute of effective evaluation. To salvage appraisal

from being undermined, the appraiser must possess the requisite knowledge in subject and

teaching methods, and have appropriate experience and authority to carry out recommendations.

Head teachers and teachers' agreement on the competences listed above established that teachers

desired appraisers who were competent.

The Mean and Standard Deviation of Competencies Seen as an Appropriate Criteria for .a

Competent Appraiser.

By using the mean, the researcher was able to see which among the required competencies of .an

appraiser had the highest and the least mean among the respondents. The means are indicated in

Table 4.16.

Table 4.16. The Mean and Standard Deviation of Competencies Required of an Appraiser
,

Head teachers Teachers !~t•.

Competencies M SO M SO

T~ experience 4.6 O.~ 4.2 1.13

Seniority or position in responsibility 3.0 1.1 2.6 1.40

Respect 4.9 0.4 4.14 1.03

SUbject knowledge 4.3 1.1 4.6 o.ss
Trost 4.9 0.35 4.29 1.20

Training 4.8 0.46 423 0.97

81



Respect and trust had the highest means of 4.9, followed by training that had a mean of 4:8

among heads. To teachers, subject knowledge had a highest mean of 4.6, followed by trust (4.29)

and training (4.23). This revealed that heads and teachers valued most - respect, trust, training,

subject knowledge and teaching experience.

4.6. Use of Appraisal Report u;. Schools as Perceived by the Head teachers and Teachers.

The use of an appraisal report in schools was an issue of concern in this research. Evaluation

result in the production of a report showing areas where teachers/institutions have been

consistently performing poorly so that appropriate remedial action can be taken. Collins and

Collins (2003) agree that appraisal should be positive and developmental whilst maintaining

quality - to ultimately improve the learning experiences of pupils. Each respondent was asked to

indicate how the appraisal report was utilized in schools with a view to improving staff

performance as reported in Table 4.17.

Table 4.l7. Ways in Which the Appraisal Report is Used in School.

Head teachers % Teachers %
Use of report. SO D DN A SA SO -0· ON A SA
To provide teachers With adequate
resources-to meet targets 0.0 0.0 0.0 25 75 11.4 28.6 11.4 28.6 20

A basis for frequent meetings held to
discuss teaching with a View to instituting
.improvement 0.0 0.0 0.0 37.5 62.5 11.4 25.7 8.6 42.9 11.4

Facilitate conduct staff development
programmes (in-service) 0.0 75 0.0 12.5 12.5 32.9 28.6 5.7 24.3 8.6

To provide timely recognition to bard
working teachers 0.0 25 0.0 25 50 17.1 17.1 2.9 28.6 34.3

To identify weak teachers that need help
through appropriate training and mentoring 0.0 0.0 0.0 37.5 62.5 42.9 25.7 5.7 11.4 14.3

-- ._--- ... -.-_. -.--~--. --"-- .-
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It was established that appraisal report was used to provide teachers with resources (lOOOA), a

basis for holding meetings between bead teacher and teachers to discuss teaching with a view to

instituting improvement (100010), and 75% ill head teachers also agreed that it was used to

provide timely recognition for hardworking teachers. However, only 25% of the head teachers

admitted that it was used to facilitate staff development plan.

Out of the teachers who responded, 48.6% reported that it was used to provide them with

resources. The responses of 54.3% had it used as a basis for holding meetings to discuss teaching

with a view to instituting improvement. Only 32.9% of teachers agreed that it was used to

facilitate staff development plan. This almost corresponds with 33.4% of teachers who said it

was used to identify weak teachers who needed help through appropriate mentoring and training.

Appraisals basic purpose is to improve teacher performance at place of work.

In Figure 4.5, it is observed that there are several discrepancies in reporting between head

teachers and teachers as to how the appraisal report was used in schools. But, notably, it was not

adequately used to facilitate staff development plan (71.5%) and to identify weak teachers fur

mentoriag and training.or to facilitate staff development plans (67:6%). This imputea an abuse
.I.~•.

on the primary purpose of appraisal. A Commonwealth report of southern African countries

concurs with the above that if appraisal reports were not seen to nave any real purpose, for

example, promotion of staff development, promotion ... the system falls into disrepute. Bunnell

(1987) also notes that mentoring is one of the powerful forces for the encouragement and support

of teachers. Brinkerhoff (1983) christened it dubious if evaluation results cannot be used or if

there is no commitment by someone to use the results or if a person goes ahead to make

decisions unrelated to the evaluation data.
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The primary purpose of appraisal is to contribute to teacher professional .development, This

enables teachers to be renewed in their ever changing roles. The use of various in- service

.training, workshops, and seminars improve teachers' working styles rather than leaving them in

isolation. Where.appraisal report is not put in proper use, teachers were forced to "carry on"as

before - where teacher strengths are not acknowledged, weaknesses remain un:remedied and new

area of work often remain unexplored (Marland, 1986).

The Mean and Standard Deviations of Ways the Appraisal Report is Utilized ·inSchools.

The means of various activities that indicate on how the appraisal report is used in school was

determined as captured in table 4 .18.



Table 4.18. The Mean and Standard Deviations of the Ways in Which Appraisal Report is

Utilized in Schools.

Use of report.
Head teachers Teachers
M SD M SD

4.75 0.46 3.17 1.36

4.63 0.52 3.17 1.27

3.75 1.17 2.78 1.38

4.5 0.53 3.46 1.54

4.62 0.52 2.74 1.27

To provide teachers with adequate resources to meet targets

A basis for frequent meetings held to discuss teaching with a view to
instituting improvement

Facilitate conduct staff development programmes (in-service)

To provide timely recognition to hard working teachers

To identify weak teachers that need help through appropriate training
and mentoring

Providing teachers with adequate resources to meet targets had the highest mean (4.75) while to

facilitate conduct staff development programmes had the lowest mean (3.75) among the head

teachers. According to teachers, identifying weak teachers that needed help and to facilitate

conduct staff development proranunes had the lowest means of 2.74 and 2.78 respectively. The

aspect of providing timely recognition for hardworking teachers had the highest mean of 3.46

with head teachers.

',-

4~7.Head teachers' and Teachers' General Feelings Towards Appraisal in the Schools.

Heads and teachers were asked if they were pleased with 'how appraisal was practiced in their

school and whether they supported it as reported in Table 4.23.
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Table 4.19. Head teachers and Teachers Feeling Towards Staff Appraisal

'Head teachers ~... "T~chtlrs
""".- - - ... . .

Pleased n % n %
Yes 3 37.5 4 11.4

No 5 62.5 31 88.6

Total 8 100 35 100

Favour 7 87.5 32 91.4

Not favour 1 '12.5 3 8.6

Total 8 100 35 100

The head teachers (62.5%) and teachers (88.6%) reported not to be satisfied with the manner in

which appraisal was conducted in their schools. However, they favoured the practice as shown in

reports by 7(87.5%) head teachers and 32(91.4%) of teachers. These findings about being

dissatisfied with the manner in which appraisal was conducted in schools was of great concern.

More so when it emerged that 62.5% of the head teachers, who were also appraisers were not

pleased with "howit was done. This gave an impression of a mess in the system that needs to be

urgently addressed. "Whereas teachers and head teachers during the interview admitted being

aware of appraisal in schools, a number "lamented that they were poorly equipped about the
I,t-"

procedures in appraising. There were no guidelines. The ministry did not serve them with

guidelines on appraisal nor inducted them about the practice. Consequently, there were no

appraisal schedules in schools. They pleaded for training in appraisal.
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4.8.1. The Measure ,ofFeeling Head teachers' and Teachers' Attach Tewards Staff

AppraisaL

Asked or the strength of feeling towards appraisal, their feelings were captured in Table 4.28

Table 4.20. The Measure of Feeling Head teachers and Teachers Attach Towards

Staff Appraisal

Head teachers Teachers
Strength of teeuag D- orA D 'r.
Very strong S 62.5 16 45.7

Strong 3 37.5 16 45.7

Moderately strong 2 5.7

Slightly strong 2.9

Not at an strongly o ().()

Total ~ 100 3:) roo

The head teachers' and teachers' feelings towards favouring appraisal were strong with head

teachers reporting 100 % and teachers responding at 91.4% both in favor. Both head teachers and

teachers desired to have head teachers trained in appraisal, teachers !nducted in performance

appraisal process, and ensuring that the necessary intervention measure~ are put in place to

improve staff performance in schools. Failure to do this may place appraisal at a risk of being

abused in schools if no action is taken.
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• I CHAP'I'ERV

SUMMARY, CONCLUSION AND RECOMMENDATIONS.

5.t Introduction.

This study intended to establish the head teachers' and teachers' perceptions regarding

performance appraisal in secondary schools in Etago Division, Gucha South District in Kisii

County (Kenya). The researcher used staff questionnaires and interview guides on performance

appraisal - all designed specifically for head teachers and teachers to collect data from the

respondents. The questionnaires were personally distributed by the researcher and collected later

at an agreed date. Schools were stratified as either provincial or district category. Then, each

stratum was further stratified according to the sex of the student body; boys/mixed/girls school

and a total of S schools were selected by simple random sampling from the populatic:mof 19

school. Provincial 'category - 2 out of 3 secondary schools were sampled, district 'Category- 5

out of 15 mixed schools and 1out of 1 girl's school.

The sample size under this study was 48 - comprising of 8 head teachers and 40 teachers from a

population of secondary schools in Etago Division. Quantitative and descriptive data was

obtained. Qualitative data was collected by use of questionnaires whose response was on a Likert

scale of five. The 'codes were entered into the coding 'Scheduleand transferred into the computer
I

data file for analysis with a software package of SPSS. The SPSS 'was used to generate

frequencies, percentages, mean scores and standard deviation for presentation, analysis and

interpretation of data. Descriptive data was obtained through interviews from head teachers and

teachers, and described thematically.

This chapter gives a summary of the findings of the research from Etago Division. Besides,

conclusions and recommendations, the implications of the findings are explained.
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5.2 Summary-of findings,

1. The head teachers and teachers were not fully aware of the convectional procedures that

were expected to be followed in conducting staff appraisal because they were not trained

or inducted on the matter by the MOEffSC. This resulted into a number of steps in

procedure being faulted.

11. Approach towards establishing a common understanding regarding work expected to be

done is disappointingly implemented. Head teachers and teachers were in agreement that

they did not identify the areas of focus where appraisal was to 'COncentrate.There were no

classroom observations planned and conducted by head teachers.

Ill. The ongoing assessment of performance and monitoring progress against work

expectations was not enriched with regular observations, feedback,.coaching and

mentoring of teachers. Follow-up meetings to review perfonnancewere rarely conducted

as admitted by both head teachers and teachers.

iv. Formal documentation of .perfonnance appraisal faced the challenge of teachers not

appraising themselves. A greater .percentage of teachers <lidnot endorse head ;teachers'

report concerning their performance before it was sent to TSC (the ~loyer).

v. F.ormalperformance and development ofstaff ofstaff discussions which ends 'upwith the

construction of a development plan that is meant to benefit the appraised was found

wanting. The appraisal report from the TSC was never received in good time, and when it

was received in schools, discussions on the report aimed at bettering performance were

rarely held. Consequently, little or no intervention measures were put in place to even

better teacher performance or train them.
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VI, Head teachers and teachers agreed on the role of the head teacher as an appraiser as being

diagnosing teachers' strengths and weaknesses, advising and coaching teachers on how to

achieve their objectives and reinforcing effective behavior and progress towards goals.

They differed the role of head teachers determining development activities that help

teachers improve performance, Teachers supported the role while head teachers gave it

minimal support

vu. Head teachers and teachers valued ·thequalities ofanappraiser based on thecompeteaces

of training, thorough knowledge of the subject area, trust and respect. Seniority or

position in responsibility was not an .importantcompetence.

VIU. Many schools in the division did not use the reporttofacilitate staff development plans.

Teachers who needed help through .appropriate mentoring and training were neither

identified nor helped.

IX. Head teachers and teachers strongly favoured staff performance appraisal in schools.

Their feeling for it was very strong. However, all were not contented with the way it was

conducted in school.

"

5.3 Implications of the findings

The findings paint an ominous representation in the practice of staff performanceappraisal in

Etago Division. Appraisers were not trained or knowledgeable on how to appraise. They flouted

the convectional procedures in appraisal .and they conducted appraisals which they were not

comfortable with even of the manner in wbichthey conducted them. They faulted the very

procedures they were to uphold and every other stride ·takenhroughtdisreputeto the exercise.

go



They did not fully embrace the idea that appraisal was meant to facilitate staff development plans

and enable them become even better teachers. It is no wonder then that the TSC had stopped

study leave for teachers who felt that they needed to be developed. If the situation was not

arrested, appraisal situations in schools would be flouted and its basic aspiration may not be

realized. Teachers would detest appraisal. Teachers development would not be catered for and

possibly the standards of teac~g and learning would remain low. Consequently, the learners

would be the losers. Situations where national examination results yearly release report of poor

performance may never be minimized. These include cases that Siringi, (2011) reported that out

of the 213,483 candidates examined in the 201() KCSE examination; 6, 198 had grade E, 41,207

had grade D- (minus), and 56, 762 had grade D+ (plus) • This would likely undermine the

discenunent that education is a foundation to development and prosperity, and also a solution to

socialproblems,

5.4Conclusion

The research established that the appraisal practice in secondary schools in Etago Di~ion was
.!'r:

in great disarray. Weaknesses were exhibited in the manner in which it wasconducted and how
~

"the report was put into use. A number head teacher did not attachthe importance of teacher

development after appraisal report is out. These calls for need to urgently address the weaknesses

pointed out if teacher appraisal is to win improving the quality of teaching and education in

Kenya (by improving teacher efficiency and competence at places of work).
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5.S Recommendations'

Based on the findings above, the researcher made the following recommendations;

1. Heads and teachers require familiarization in appraisal. They need a shared vision and

purpose in this. The head teachers specifically need induction on how to conduct staff

appraisal in their schools. They are ill-equipped to conduct the exercise. This is an
,

important concern becaUse head teachers as educational leaders in their institutions they

require considerable training in this area where they are key players. Teachers, too, need

to be sensitized since they. should participate in training, planning and setting appraisal

targets among other areas.

11. Review audit systems should be established mschoolsto prevent head teachers personal

feelings or bias from impacting on appraisal. Heads of department, senior teachers -

through strengthening subject panels, can appraise .andenable teachers become part and

parcel of appraisal process. Indeed Heads of department should appraise teachers while

the head teacher should appraise HODs.and seniorteachers

iii. School appraisal programme should be linked first with thescheol strategic plan. The

scbooltargets each year should be linked with appraisal so 'that -the targets for

Professional development arising from staff appraisal 'can be related to targets and.
priorities in the school strategic plan and provide an important agenda for the whole

school action.

IV. School management Boards (BOG) as agents of the MOEffSCshould have their

competency and knowledge in school management and leadership enhanced by the

appointing authority. In fact, the Board or QASO or DEO should appraise the Head
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teacher and also assist the head teachers to ensure that the appraisal recommendations are

effected so as to make appraisal be valuable to teachers and the school.

v. MOEffSC officers should demonstrate the appraisal of teachers.and develop a written

policy statement approving a specified procedure for conducting appraisal in Kenyan

schools. By this, schools shall be made fully aware of .appraisal -the appraisal process

entails.

VI. MOE must provide guidelines on how appraisal should be done in those schools. It

should produce and avail appraisal manuals to schools to guide in the appraisal process.

The manual should clearly articulate the steps involved in the process .and explain the role

of the appraiser and the appraised in the whole process. Currently, no 'official policy

document is provided to schools to guide staff appraisal in terms of frequency .and

procedures. The availability of manuals will help make the process smoother.

vii. The DQAS should establish outreach programmes to schools to communicate to head

teachers and teachers about their roles in appraisal.

Vlll. QASO needs to be strengthened at district and divisional levels as a -mechanism of

monitoring schools ata close range on how staff appraisal is carried out, offer advice and,
" .

where necessary, hold schoolslheads who did not conduct staff appraisal accountable as

required.

IX. Incentives for good performance and punitive measures for those excessively not

attaining targets should also be spelt out by the MOFJTSC to schools.
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~.6Further Research.

The researcher recommends that;

This study could be replicated in other districts in order to allow for wider generalization of the

results

An in-depth study using different methodology could be carried out to establish the actual

performance of heads in appraisal and teachers reactions to the procedures used.

A study to establish head teachers' and teachers' experience in appraisal in Kenyan secondary

schools. This may offer useful insights that could be included in policy implementation of

change.

A research to establish the conditions underwhich staff appraisal in schools is most likely to

foster professional development of competent teachers 'COuldbe carried out.
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APPENDlX:

STAFF QUESTIONNAIRE FOR TEACHERS ON PERFORMANCE APPRAISAL

Kindly answer all questions given in parts A,B & C . Read, understand and then circle or tick the
number in the brackets ( ) that best reflects your appropriate response.

Part A

1) Your gender. (please circle) Male (l)

2) Your age 21-30(1) 31-40(2)

3) Your qusltfication. ATS(1) Diploma (2)

4) Years of experience 1-5(1) 6-W (2) 11-15(3) 16-20(4)

Part B.

Female (2)

41 - 50 (3) above 51 (4)

Degree (3) Masters (4)

21-25(5) 26-30(6) above31(7)

1) Does your school have the following

a) Mission statement Yes (I) No {2}

b) Visionstatement Yes (1) No (2)

c) Schoolmotto Yes{l) NO{2)

2) Have you heard of performanceappraisslinsehools?

J) Are you appraised in your school?

4) Whoappraisesyou? Head teacher (I) Deputy (2)

5) Are you provided with an appraisalroanual by TSClMOE?

6) Do you have an appraisal schedule in your school?

7) Does the TSCIMOE offer you any induction on appraisal?

Parte

Yes (1) No (2)

Yes (t) No (2)

Head of department (l)

Yes (1) No (2)

Yes (t) NO(2)

'Yes (I) NO(2)

,-
Read -eacbquestion in this section arefully and understand it. ;Tben, answer as requested.
All statements will be answered using the scale of five provided belol\~

~- StronglyAgree(SA) 4 - Agree (A) 3 -Don't Know (DN)

2 - Disagree(D) 1- StronglyDisagree(SD)

1) The statements below relate to the practice of appraisal and your feelings about teacher appraisal in
your school. Rate each statement by circling the number that best describes your degree of agreement/
disagreement using the scale of five given above.

Statement SA A DN D SD
- a. Head teacher outlines school aims, objectives and goals to teachers 5 4 - 3 2 1

b. Head teacher tells me of my performance expectations 5 4 3 2 1
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c. We identify the areas of focus in appraisal with head teacher 5 4 3 2 1

d. Each teacher sets goals as per the performance expectations 5 4 3 2 1

e. Teachers ask the support to be provided them by the school 5 4 3 2 1

f. We plan for observation of teaching in classroom 5 4 3 2 1

g. We set datelines for the goalsto be met 5 4 3 2 1

h. Observations, regular feedback, coaching and mentoring is done 5 4 3 2 1

I. Head teachers holds al\ appraisal interview with the teacher 5 4 3 2 t
,

j. We hold follow-up meetings and review my objectives 5 4 3 2 1

k, I get regular communication from head teacher on my perfonnance 5 4 3 2 1

1. The.head teacher reviews other relevant information 5 4 3 2 1

m. Teachers appraise themselves before head teacher appraises them 5 4 3 2 . 1

. n. Teachers endorse h/teachers report before it is sent to TSC/MOE 5 ·4 3 2 1

o. Teachers get feedback from the TSC in good time through head/t . 5 4 . 3 ·2 1

p. Teachers discuss the content of the feedback with the head teacher 5 4 3 2 1

q. My school puts interveo.tionmeasures in place to even better 5 4 3 2 1

teachers' performance.

2) What do you consider to be the role of the head teacher as an appraiser?

Statement . SA A DN ·D SD
a. Communicating management expectations on teacher performance 5 4 . 3 2 ]

. b. Updating and revising individual objectives and performance standards 5 . 4 3 2 I
as conditions change -.

c. Advising and coaching teachers on how to achieve the objectives t ••.•• S 4· 3 2 1

,- d. Diagnosing teachers strengths and weaknesses S 4 3 2 1

e. Reinforcing effective behavior and progress towards goals. . 5 4 3 2 1

f. Determiningdeveiopment activities that might help teachers to improve 5 4 3 2 I
performance

3) What do you conceive to be the best criteria for a competent appraiser?

Statement Strongly Agree Dontt Disagree Strongly
A2ree Know Disagree

a. Teaching experience 5 4 3 2 1

b. Seniority/position in responsibility 5 4 3 2 1

c. Respect 5 4 3 2 1

101



d. Subject knowledge 5 4 3 2 1

e. Trost 5 4 3 2 1

f. Training 5 4 3 2 1

4) How is the appraisal report used to improve performance in your school?

Statements SA A DN D SD
a. To provide teachers with adequate resources to meet targets 5 4 3 2 1

b. Used as a basis for frequent meetings held to discuss teaching with a 5 4 3 2 1
view to instituting improvement

c. Facilitate conduct staff development programmes (e.g.in-services) 5 4 3 2 t

d. Is used as a basis to clarify and review targets and objectives of each 5 4 3 2 1
teacher as conditions change

e. Used to provide timely recognition to hardworking teachers 5 4 3 2 1

f. To identify of weak teachers that need help through appropriate training 5 4 3 :2 1
and mentoring

5) Are you pleased with the way appraisal is practiced in your school? Yes (1) No (2)

6) Do you favour or not favour teacher performance appraisal? Favour (l) Not favour (2)'

7) Why do you favour/not favour teacher performance appraisal?

,-
,.. ,It ,. ••••• ,. •••••••••••••••• ,. •• ,. ••••••• ,. ••••• ,. •••••• ,. ••••••• ,. •• ,. •••• ,. •••• ,.. ,..,. •• ,. •••• ,.. •••••• ••• •• • • • • • • ••• • •••••••• ,.

8) How strong do you feel about this (12 above)?
Very strong (5) Strong(4) Moderately strong(3) Slightly strong (2) Notat all strongty{J)

9) What do you think are the main areas of concern that you need to address on performance
appraisal system in secondary schools? (list at least three)

..............................................................................................................................

... .• .• .. •. .•.... •. •. •. •.. ...• . ... .....• .. ... .. .. •. .. .• •. . .. . .. .

........................................................................................................................

...........................................................................................................
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,

10) Would you prefer to sign a performance contract? Yes(1) No(2)

11) Reason for your answer (16) .

Tbank you for participating.

'.-
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APPENDIXll

STAFF QUESTIONNAIRE FOR HEAD TEACHERS ON PERFORMANCE

APPRAISAL
Kindly answer all questions given in parts A,B and C. R~ understand and then circle or tick
the number in the bracket 0 that best reflects your appropriate response.

Part A

1) Your gender. (please circle) .

2) Your age 21 -30 (1)

J) Your qualification. ATS (1)

4) Years of experience 1-5(1) 6-10 (2)

5) Years of experience as head teacher.

Ftmale(2)

41-50(3)

Degree (3)

21-25 (5)

11-150)

Mate(l)

31-40(2)

Diploma(2)

11-15(J) 16-20(4)

1-5(1) 6-10(2)

Part B.

1) Doesyour school have the following

26-30 (6)

16-20(4)

above51 (4)

Masters (4)

above31(7)

above 20(5)

a) Mission statement Yes (1) No (2)

b) Vision statement Yes(I) NO{2)

c) School motto Yes (I) No (2)

2) Have you heard of perfonnanceappraisal in schools?

3) Are teachers appraised in your school?

4) Who appraises them? Head teacher (1) Deputy(2)

5) Are you provided with an appraisal manual by TSCIMOE?

6) Do you have an appraisal schedu:lein your school?
I'

7) Does the TSCIMOE offer you any induction on appraisal?

PartC

Read each question in this section carefully and understand ,it. Then, answer as requested. All
-aatements will be answered using the scale of five provided below.

s- Strongly Agree (SA) 4 - Agree (A) 3- Don't Know (DN)

2- Disagree (D) 1 - StronglyDisagree(SD)

1) The statements below relate to the practice of appraisal and your feelings about teacher appraisal in
your school. Rate each statement by circling the number that best describes your degree of agreement!
disagreement using the scale of five given above.

1'- S_ta_tem__ en_t ---lI~1 DN ~
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Yes (1) No (2)

Yes (1) No (2)

Head of department (3)

Yes 0)" No (2)

Yes (1)' No{2)

Yes (1) No (2)



a. Head teacher outlines school aims, objectives and goals to teachers 5 4 3 2 1

b. Head teacher tells teachers their performance expectations 5 4 3 2 1

c. We identify the areas of focus in appraisal with head teacher 5 4 3 2 1

d. Each teacher sets goals as per the performance expectations 5 4 3 2 1

e. Teachers ask the support to be provided them by the school 5 4 3 2 1

f. We plan for observation of teaching in classroom 5 4 3 2 1

g. We set datelines for the goals to be met 5 4 3 2 1
,

h. Regular observations; feedback, coaching and mentoring are done 5 4 3 2 . 1

i Head teachers holds an appraisal interview with the teacher 5 4 3 2 1

j. We hold follow-up meetings and review the objectives 5 4 3 2 1

k. Teachers get regular communication on their performance 5 4 3 2 1 I

1. The head teacher reviews other relevant information 5 4 :3 2 1
-

m. Teachers appraise themselves before head teacher appraises them 5 4 3 2 t.
D. Teacher endorses h/teachers report before it is sent to TSC/MOE 5 4. 3 2 1

o. Teachers get feedback from the TSC in good time through head/t 5 4 3 2 1

p. Teachers discuss the content of the feedback with the head teacher 5 4 3 2 1

q. My school puts intervention measures in place to even better 5 4 3 2 1
teachers' pe.rfonnance.

2) What do you consider to be the role of the head teacher as an appraiser?

Statements SA A DN D SD
a. Communicating management expectations on teacher performance 5 4 3 2 1

b. Collecting data and providing feedback to teachers about their job 5 4 3 2 1
I' performance.
c. Updating and revising individual objectives and performance standards 5 4 3 2 1

as conditions change
d. Advising and coaching teachers on how to achieve the objectives 5 4 3 2 1

e. Diagnosing teachers strengths and weaknesses 5 4 3 2 1
f. Reinforcing effective behavior and progress towards goals. 5 4 3 2 1

g. Determining development activities that might help teachers to improve 5 4 3 2 1
performance

3) What do you conceive to be the best criteria for a competent appraiser?

I Statement IStrongly IAgree IDon't IDisagree IStrongly I
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Agree Know Disa2ree
a. Teaching experience 5 4 3 2 1

b. Seniority/position in responsibility 5 4 3 2 1

c. Respect 5 4 3 2 I

d. Subject knowledge 5 4 3 2 I

e. Trust 5 4 3 2 t
f. Training 5 4 3 2 1

, io...

4) How is the appraisal report used to improve staff performance in your school?

Statements SA A DN D . SD

a. To provide teachers with adequate resources to meet targets 5 4 3 2 I I

b. Is incorporated in the scbooldevelopmentplan 5 4 3 2 1

c. Used as a basis for frequent meetings held to discuss teaching with a 5 4 3 2 1
view to instituting improvement

d. Facilitate conduct stat! development programmes (e.g.in-services) 5 4 3 2 1

e. Is used as a basis to clarify and review targets and objectives of each 5 4 3 2 1
teacher as conditions change

f. Used toprovidetimelyrecognitioo to hardworking teachers 5 4 3 2- 1

g. To identify of weak teachers that need help through appropriate training . 5 4 3 2 it
and mentoring

5) Are you pleased with the way appraisal is practiced in your school? Yes(1) No (2)

6) Do you favour or not favour teacberperfonnanceappraisai? Favour (1) Not fayOUr' (2)

7) Whydo you favour/not favour teacher performance appraisal?

.................................................. _." .. ~.........................•.............•...............................................................................................................
~ .
.. .• .. .• .. .. .. .. .. •. •. .. .. .. .. .. .. .. .. .. .. .. .. .• .. •. .. .. .. .• .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. .. ...• .. .. .. •. ~~•................................................•........•......................
.. .. .. .. •. •. .. .. .• .. .. .. ...•. .. .. •. .. .. .. .. •... .. •. .. .. .

.... •. •. .. •. .. .. .. •. •. •. .. .. •. •. .. •. •. .. " "" •..................•........ "" " .. " "" ..............•...........................

.. .. •. .. .. .. .. .. .. •. "" "" .

8) How strong do you feel about this (12 above)?

Very strong (5) Strong (4) Moderately strong (3)

Slightly strong (2) Not at all strongly (1)
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9} What do you think are the main areas of concern that you need W address on performance
appraisal system in secondary schools? (list at least Wet

.•.•.••••••••••••••••••••••••• ·11· ••••••••••••••••••••••••••••••• , •••••••••.••.•.•.•.•••.••.••.• , .•••.•••..•.••.••.•.•.•.•••.•••..•

10) Would you prefer to sign a performance contract? Yes (1) No (2)

11) Reason for your answer (16) '.' .

Tbank you for participating.
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(BTPAIG)

APPENDIXID

HEADTEACHERS INTERVIEW GUIDE ON STAFF PERFORMANCE APPRAISAL

is this done in your school? Does this make your work easier or difficult?

1. The teacher is supposed to sit with you and jointly set goals which form the basis of appraisal. How

2. The teacher has the right toaccess his report and even challenge it on the ground offaimess,,

relevance and accuracy. How does this compromise your report? Does this cause appraisers report

on teachers to be lenient

3. What do you consider to be the main challenges affecting appraisal in secondary schools?

4. What do you like most about performance appraisal? What do you like least about it?

5. Are there any adjustments you think if included/excluded from the appraisal procedures could make

the exercise much better? What are they?

.'
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APPENDiX IV

Teachers Interview Guide on Staff Performance Appraisal (TPAIG)

1. The head teacher is supposed to sit Withyou and jointlyset goals which forin the basis:of

appraisal. How is this done in your school? Does this make your workeasieror difficult?

2. What do you consider to be the main challenges affecting appraisal in secondary schools?

3. Whatshoulds:chools do with the appraisal report to improve instruction?

4. What do you like roost about performance appraisal? What do you like least 'about it?

5. Are there any adjustments you thinkif included/excluded from the procedure of appraisal will

make the exercise even much betted Whiiearethey?
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APPENDIX V

LIST OF SCHOOLS THAT PARTICIPATED IN THE STUDY

1. Ikoba secondary

2. Monianku secondary

3. Nyabine DEB secondary

4. St. Alfonse Nyabine secondary

5. Nyamondo secondary. .;

6. St. Linus Girls Etago secondary

7. Mwna secondary

8. Nyatwoni secondary

Source: DEO's office - South Guchadistrict
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APPENDIX VI

RESEARCH WORK PLAN I SCHEDULE.

2008 2009 20lO'

"

2011

Activity J A SON D J. F N.A .MJ J A· SOW D J F ~ AN J J A SON D J. F tv A

Proposal writing

Concept paper

Literature review

Draftwriting

Develop instruments

Proposal submission

Defense of proposal

Hand in corrections

Permit for research

Piloting

Finalizing. instruments
Produce iastrumeats

Data collection

Data analysis

Report writing and
correction

Thesis submission for
examination

Defense f-+-·:::J.:::::::;;:::::~---jH--t-+-H-+-t-t-t-t--t-t-t-+--+-+-lL-..;f-+++--I-+-+-+--H-+-+-~H---t-4-
Final report writing ~

Binding.and submit

Graduation
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APPENDIX VII

EXPENDITURE ESTIMATES ON RESEARCH.

Activity Kshs
,

Preparation of proposal 6,000

Literature review 2,000

Development of research instruments 3,000

Research permit 1,500

Piloting 3,000

Data collection; Lunch / travell tour guide 3,000

Data analysis 15,000

--
Final report writing 5,000

Binding and submission 4,000
,,.

Miscellaneous 3,000
I'

Total 60,500 .
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APPENDIX VIII

Nvatera Vincent Ozwora
Kenyatta University
P.O. Box 43844
Nairobi.
Phone: 0733425582/0720036177

The Permanent Secretary
Ministry of Education
P.O. Box
Nairobi.

Dear Sir,

RE: APPLICATION FOR A RESEARCH PERMIT LETTER.

I do hereby apply for a research permit in the field of·education.

I am a Kenyan citizen, aged 36 and enrolled tor the degree of master of education at Kenyatta
University. Am currently interested in the theme of performance appraisal in secondary schools.
Myfocus of research is Head teachers and teacher perceptions regarding performance
appraislil in secondary schooisof Etagodivision, .SouthGuchll.district, Nyanzaprovince.

I do submit two copies of my research proposal to your office tor scrutiny and hope to upgrade it
immediately I gather and analyze data from the field.

Thanks in advance

Yours faithfully,

Nvatera Vincent Ogwora
E55/I049212007
ID No.1 124621 1
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APPENDIX V

LIST OF SCHOOLS THAT PARTICIPATED IN THE STUDY

1. Ikoba secondary

2. Monianku secondary

3. Nyabine DEB secondary

4. St. Alfonse Nyabine secondary

5. Nyamondo secondary

6. St. Linus Girls Etago secondary

7. Muma secondary

8. Nyatwoni secondary
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MINISTRY OF EDUCATION

DISTRICT EDUCATION OFFICE
SOUTH GUCHA DISTRICT
P.OBOX2
NYAMARAMBE.

REF: ED/GS/GENI81NOL 1/16 DArn: 19/03/2010

!!iP

TO:

ALL HEADS / PRINCIPALS
SECONDARY SCHOOLS (ETAGO DIVISION)
SOUTH GUCHA DISTRICT.

RE: RESEARCH AUTHORIZATION -
MR~NYATERA VINCENT OGWORA <KENYATTA UNIVERSITY)

The above referred has the authority to undertake his research on Head teachers and teachers'
perceptions regarding staff performance appraisal. A case of secondary schools in Etago
Division - South Gucha for a period ending 30th November 2010.

Please co-operate and assist . .

Thank you.



•• I

THE OFFICE OF THE PRESIDENT
~

Telegrams "DISTRICTER" Nyamaramh~\ .';'.
Telephone NO.020800357 :~S~:,,·:,!:.,:<
When replying please quote ;:';'~~

DISTRICT COMMISSIOER
GUCHA SOUTH DISTRICT

P.O BOX 10

NYAMARAMBE
19TH MARCH, 2010REF:GCA/SOUTH/EDU.12/25/V01.1/24

DISTRICT OFFICER

ETAGO DIVISION

RE: MR.NYATERA VINCENT OGWORA OF KENYATTA UNIVERSITY

The above named person has been granted authority to undertake research.on Head teacher

and Teacher perceptions regarding staff performance appraisal in Etago division.

The purpose of this Jeter is to ask you to give him the assistance ~e may require, notify AEO
Etago and chiefs on the same.

S.M.GWAKO

FOR; DISTRICT COMMISSIONER ._---_ ..._----- --- ...•
GUCHA SOUTH DISTRICT

JCC: NYATERA VINCENT OGWORA

.

KENYATTA UNIVERSITY LIBRAR~


