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ABSTRACT

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 TSC 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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CHAPTER ONE

INTRODUCTION

1.1 Background of the Study.

Improving performance cannot be deemed as an option in an organization 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. Monitering 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
educa’;ors 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. Organizstions and Need for performance.

Most organizations focus on staff performance because they (organizations) believe that they are
invented to meet certain human needs, either for product delivery, service delivery or both. To
be effective and efficient in delivering, institutions introduced performance management
were employed to assess ones progress towards achieving predetermined goals of an

tion. Through these strategies, organizations are to enable employees perform better
than they can seem capable of, to bring out whatever strength there is in them, and use each
person’s strength to help the other members perform through a plan to develop those in the
system and those who are recruited (Cyril, 1993). The staff development plans must equip them
with the necessary attributes (skills, knowledge and expertise) and competences required in
achieving the organizational goals. One such a common practice/strategy in performance

In ensuring that organizational goals are realized, performance appraisal is employed to measure
or rate performance of an individual against these goals. In this context, to appraise means to
wahm}qmessmfmmmopinimabmﬁﬂnewaymeismingoﬁanacﬁmmwwkagm
some set standards. The practice was distinguished as one swre way to attain success for
wgaﬁuﬁmﬂmtmn&ﬁvewmmmkofpafmmlmmmlnhwy
mmmmmmmgmmmmmmmuw
mmgemquﬂnwiwmdmvmdmﬂememmhy,mdmminﬁmm
and change with an inspiration of empowerment and control through involvement. Its principal
purposes are; to improve employee performance in the present job, to prepare them for future

! 2



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

future management decisions (Rue & Byars, 1993).

Dubrin (2005) credits staff performance appraisal because;

1) It improves employee effectiveness,

i1) Motivates employees,

iii)  Identifies individual needs

1v) Provides training and development plans.

V) It leads to setting of objectives/targets

vi) Improves feedback on performance.
For instance, High Performing Organizations (HPO) are a product of a performance management
systems designed to bring out the best in people and thereby produce organizational capability to

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

resources
1.1.2. Performance appraisal in schools.

Schools are 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 ai;ns 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

facilitation and improvement of the instructional process.



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 evaluating that teacher’s work as a professional person. In the /@)fds 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, the teacher is the most mpottam and, probably, the most expensive resource. The
public expects him/her to enable pupils excel in exams and to “mould them to an all-round
citizen of acceptable socictal mores.” (Mutunga, 2004:5). This is done through teaching, school
management, guidance and counseling, discipline and co-curricular activities. But teachers differ
in terms of “their sbilities, educational background, work experience, mofives, 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

mdmduals (www.toolpac.com).



1.1.3. Evolution of teacher performance 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 1950s. 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 teaghing skills, educational accountability, measuring teacher
performance, 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 has 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 has 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 afier writing the final
appraisal report in consultation with the teacher concerned that will be forwarded to employer.

Tamir (1985) also observed that the evalvators had the responsibilities of gathering and
organizing the reaction of teachers and pupils — about the project; acting as critical 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 tegardiﬁg the teacher’s performance through
self-assessment by the teacher concerned, planned 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 (1987)
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.Incontmst,somcteachemdidnotliketobeevaluatedbecausetheydidnotﬁndit
6
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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

they entail. 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.

ii1) 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) Administration/leadership responsibilities held — class teacher, departmental head

Pa

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, which allows the inspectors (presently the Quality
Assurance and Standards Officers — QASO) to enter into any place of learning with or withowt
permission to determine whether quality teaching takes place. The inspectors walked into school
like police officers. Sifuna (1975) notes that their police like presence and 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.



Wanjohi (2005) found out that their visits to schools were “fault finding” missions whose report
had a negative implication on the teacher and the school. They could enter to class, sit at the back
and assess 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 seif 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

achieve educational goals and objectives.

The work of appraisal in schools does not end up with the QASO; the head teachers who are
agents of the MOE/TSC are empowered to appraise teachers in their respective stations. They are
mandated to supervise what goes on in school and in class and provide accurate information on a
teacher”s performance. The information is used in assessing the training needs and in
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 c¢n 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.



The TSC now requires that head teachers make known to individual teacher the substance of
appraisal report and have it discussed with the teacher concerned before it is sealed and sent to
the employer. This is in line with the advice that “If the report is negative, the head teacher is to
counsel the teacher”, (GoK, 2005). The TSC gives its feedback afier reading the report and
recommends for best possible way forward. Upon receiving the response, the head teacher is
expected to study it carefully, table it to the management of the school (BOG) for deliberation of
its implication to the teacher and the school, and the possible course of action to be taken in line
with the TSC’s advice. This report is released to the individual teacher and discussed on what
could be done to better the situation or even make it better. Bell (1992) warns that the appraisal
does not provide an opportunity to criticize any individual but examine individual performance
with the aim of how it can be improved.

1.1.7. Perceptions and Appraisal.

How one is evaluated determines how one performs. The manner in which appraisal is conducted
is subject to ones’ perceptions as either being fair or unfair. Perceptions 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 has 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
10
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classroom. In their conclusion, they said that teachers negative feeling about performance
appraisal relate more to the way they are conducted then in the function of performance appraisal
in general (Lunnenburg & Irby, 2006).

According to Rudrabasavaraj (1991), perceptions affect quality, output, co-operation, discipline,
initiative, enthusiasm and other aspects of success. Peopie tend to have positive attitudes towards
things they like or enjoy and negative sttitude towards things they are very much against.
Favourable attitudes towards appraisal, the head teacher and the school indicate favourable
outcomes, and the contrast is true. I teachers view appraisal as a strategy to help them even
better their performance through in-service training, motivation, counseling, mentoring and
providing them with resources, it will get @ favourable reception as compared to when it is
viewed as a strategy to net and weed out non-performing or incompetent teachers.

1.1.8. Issues in Appraissl.

The MOE/TSC recognizes the head teacher as the in charge for school quality assurance and
standards of education, Whereas the DQAS emphasizes on maintaining quality education
through classroom visitations and assessment of the interaction between the teacher and the
learner by the appraiser and provide mesningful foodback and break any form of burcaucracy, 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.” She clearly outlines the problem of badly run schools,
which remain unresolved, because no action is taken. These unresolved problems in schools

cause resentment among teachers.



The kind of staff appraisal done in schools raises suspicions in cases where they (teachers)y do not
view appraisals as being objective. Even the relationship between the heads and the teachers is
threatened. Other persistent problems are “laxity or shoddiness in the part of a particular teacher
in their teaching work”, (Gatere, 2007:38). Teaching without use of certified professional
documents (lesson plan, schemes and records of work), use of lectare methods, and lack of
guidance and counseling services on teachers (Ogala, 1998). Heads hardly stay in schools to
monitor what goes on and put intervention measures in place such as allowing or organizing
teachers to attend seminars and workshops afier appraisal report is released (seminars and
workshops are important for teacher professional development). Teachers are neither supervised
nor mentored, and there is persistent poor performance among students even in national
examinations (Otieno, 2002). The teachers do not access the appraisal feedback from TSC thus
they do not know what their employer thinks of their work.

Does the MOE/TSC trainfinduct heads and teachers on appraisal? Does is provide them with
appraisal manuals? Is there a laid down mechanism by the MOE/TSC to monttor this process and
ensure that its results are properly utilized? If the answer is “no” the credibility of the appraisal
processes and the competence of appraisers to offer servioes or guide those under them emerge
as being doubtful. Bell (1992) also questions the ability of individuals at senior positions on
effective appraisal process or to implement its recommendations in which the fundamental
principle is improving the education of pupils in school. This raises a fundamental issue which is
also addressed by Onyango (2001) about the head teachers competencies in performing at
vaﬁom&akminxhodwhichhewysnmﬁmthem%md«gomagqialﬂaiﬂngm
to horn their proficiency skills. Do these management programmes by KES] that are attended by
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heads, deputy heads and heads of departments adequately address the issue of appraisal of

teachers?

Edward and 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
or weakness 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

require help 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.org/intradoc/groups/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,
teaching methodologies employed and what needs to be done to benefit both the learner and the
teacher from the exercise. KNEC 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



national examinations. Staff appraisal is a mandatory exercise to all teachers in all secondary
schools is conducted and is conducted on yearly basis. The programme is meant to better
teachers, and consequently, pupils. The primary schools are well equipped (since the
mhww&onomePﬁmNyM)wmfdﬂyMiﬂedmhwmym
where there are adequate and well trained teachers who are appraised annually and measures are
put in place to correct any discrepancies. Secondary schools have qualified head teachers, too.
There is also free tuition in secondary schools by the government to increase learners’ chances of
accessibility to education.

The primary responsibility of the head teacher is to familiarize his/ her teachers through appraisal
process in a school setting. This keeps teachers abreast with trends that affect their day-to-day
mkafdmwmmdpmspwtsofdoﬁxgﬁemthingsymh}}wmﬁ.Faih:fetodosomd
place clients at considerable risk. Kwaka (2003) says majority of good performing schools set
providing feedback to the teachers improves instruction and pupil achievement. It also confirms
that skilled teachers can make learners succeed regardiess of ethnicity, gender or social
background and ensure that they achicve their fullest potential (Colvin, 2009; Parkay, 2001).
However, this is only when the evaluations procedures focus on improving instruction are
realistic, practical and enhance the supervisor-teacher relationship. It should not be overly
threatening, poorly conducted and inadequately communicated. In Kenya, like in the rest of the
world, there is a critical importance attached to education and anything that does not meet the

expectations of the clients causes an uproar or complaint.



1.2 Statement of the Problem

Based on the assumption that performance appraisal is meant to improve teacher efficiency and
competency (knowledge, skills and attitudes) in places of work and yield better performance,
appraisal is greatly affected by perceptions which are an integral part of work and cannot be
separated from one’s performance. When attitude of the teacher is negative about work or a
system, his/her job performance and productivity declines (Dubrin, 2005). With fairly qualified
pupils from primary schools who join secondary schools, placed in the care of adequate and
trained teachers whose performance is appratsed by qualified head teachers, schools are expected
to put intervention measures in place and yield better pupil results in national examinations.

What happens to the learner is the most important result of the teachers work. Teachers of
secondary schools in Etago Division are appraised annually, yet, their performance in curriculum
mmplementation/delivery is wanting as revealed through students’ poor performance in national
examinations — causing a public outcry (Otieno, 2002). It secems that staff appraisal has not done
identification of head teachers and teachers’ perception regarding what is done to them in form
of staff appraisal in secondary schools.

With pfoper, regular and focused staff appraisal in place, skilled teachers can make learners
succeed regardless of ethnicity, gender or social background and ensure they achieve their fullest
potential (Colvin, 2009). The unendingly dismal performance of district secondary schools, and
mmwofEmgodiﬁsimmnaﬁomlexmhnﬁomsiglﬁﬁwaaiﬁcalknpuﬁmemmeyaata
ﬁmewhmeduwﬁmiswnglnbynaﬁmasasohxﬁmwsoda!pmbkmsmddwpaceiwdasa
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1.2.1. Purpose of the Study

The purpose of this study was to establish the head teachers and teachers’ perceptions regarding
performance appraisal process in secondary schools. Teachers are key to curriculum
implementation and so finding out their views about what is done to them in the form of
Wismmmh"mﬂm&mmmefwdmwmcw“m%
be utilized. Perceptions form an integral part of one’s performance and when they are favourable
maw&&,amam@ﬁuﬁm-ﬂwygﬂmﬂmwpﬁm.%m“
unfavoursble, productivity and services are likely to suffer. »

1.3. Objectives of the Study
l. To examine how teacher performance appraisal is conducted in secondary schools in
2. To cstablish the head teachers’ and teachers’ perceptions regarding aspects of staff
1.4 Research Questions
This study sought to answer the following questions
1. How is teacher appraisal conducted in secondary schools in Etago Division?
2. What is the head teacher’s role in teacher appraisal as perceived by heads and teachers?
3. Which competencies do head teachers and teachers perceive as being an appropriate

criteria for an appraiser?
16
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4. How is the appraisal report used in school as perceived by head teachers and teachers?

5. What are the head teachers and teachers’ perceptions regarding the overall practice of
appratsal in schools?
1.5. Assumptions
i) Swﬁwfmmceapp;aiwlismﬁed-ommdlmmschoo}smxmyamd reports

iit) That the respondents were truthful in answering questions.

1.6 Limitations of the Study

The research confined itself to head teachers and teachers in public secondary school who are
trained and are employees of the TSC. They are appraised and the report sent to the employer
(TSC/MOE). Their perceptions regarding staff performance appraisal in their schools is what the
researcher was interested in.

1.7 Delimitation of the Study

The study was carried out in all public secondary schools in Etago Division of Gucha South
research in all public schools nationwide. This limitation may make the findings from this
research not sufficient enough to be generalized for all public schools in the country. The rating
may also be prone to bias which is closely refated to the respondents personal attributes causing

one group to rate itself higher than the other and vice versa.
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1.8 Significance of the Study
The findings from the ficld would be of help to various stakeholders;

Researchers: - the findings woukl bring in a set of knowledge to existing knowledge on teacher

appraisal in the country and also propose areas for further research.

Ministry of Education: -The findings would help the MOE in its efforts to improve the quality
ﬁmmmm-méﬁmwm-mmmm&mmaﬁ
country. The study revealed weaknesses in the system that needs to be urgently addressed, such
as lack of an appraisal manual and induction progammes for both the appraiser and the
m schools where appraisal is conducted.

Teachers: - the findings of the study would bring an awakening to teachers on what is expected
of them during appraisal and their commitment to call of duty. Teachers perceptions reveal the
greater importance attached to appraisal and their dissatisfaction with the manner it is conducted
must be addressed with the view of strengthening the appraisal systems in schools.

1.9 Theoretical Framework
mmymmmﬁmmmm&mmsww@sp)-mmw
Strange and Helm (1991), which offers an integration of existing evaluation theory placed within
the context of a model designed especially for educational specialists. PSP is credited for
mtegrating formative and summuative evaluation and focus on the outcomes as a base of
cvaluation. Further, its legal framework protects both the evaluatee and evaluator, and it
minimizes reliance on observation as the only means of documenting evidence.
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PSP evaluation model identifies six distinct steps in the evaluation process.

1)  Hdentification of the system needs: - Examining the current programs and personnel in
order to provide the organization with an objective perspective regarding the services
provided and serve as a basis for modifying programs or policies to clarify
mgmm’sm.;

it} Relate program expectations to job responsibilities: - there should be a direct
relationship between the needs of the organization programs and the jobs performed by

i) Selecting performance indicators: - Jobs are described in terms of performance
described. Because of this, appraisal procedures can be designed to ascertain the exent

iv) Set standards for job performance: - sctting standardsitargets predetermines the level
of desired or acceptable resuits. This must involve the evaluator and the evaluatee for it
’tobeseenasfair,appmpriatemdwasmmbie.

v) Document job performance. —recording evidence of the quality and guantity of an
farrness and compieteness in reflecting the employee performance.
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vi) Evaluating performance. - Assess the extent to which the employee has reached the
discrepancy in performance is discussed and a way forward is decided on.

Communication: - The model identified and emphasizes on communication between the

evaluator and evaluatee throughout the evaluation cycle in order to effectuate a high quality

This model best suited this study because it captures the critical aspects of performance
appraisal. For instance, it integrates formative and summative evaluations and focuses on the
outcomes as a base of evaluation. This is in recognition that appraisal is a continuous exercise.
Secondly, i#ts evaluation steps concur with the critical aspects of appraisal. You cannot cvaluate

nunication at every level. Performance appraisal is used as a means of

commumicating to the staff how they are performing and suggesting needed changes in behavior,
attitude, skills or knowledge. -

1.10 Conceptuzrt Framework on Appraisal Process in Schools.

five areas of teacher appraisal, action and the likely outcomes. Stage one involves performance
WMWM&M,Mmm&mmwﬁddem
by both parties, specific targets are set, measurements agreed on, the needed competencies and
the deliverable results. It is followed by performance review where performance rating is
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conducted in the five key areas of teacher appraisal and an opinion is formed on ones

performance through formal evaluation based on the review conducted.

One, teaching performance; the core function of a school is to improve instruction. Teachers are
facilitators of the instructional process. They engage leamners as they teach. They must prepare
and use the professional documents. How well teachers employ appropriate teaching
methodologies influences what goes 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,

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

Deficiencies identified are corrected through personal development planning which sets out
actions to be taken by individuals to extend their knowledge and skills, and competencies (which
also indicate 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

agreement and performance review till the desirable results are achieved.

’

The framework 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.
21



HOZPZTROWETE T

mZEHZEE D Q>

1.10.1. Conceptual Framework.

Figure 1.1. A Conceptual Framework of Appraisal in Schools.
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1.11 Definition of Central Terms
Appraise -  The process of evaluating or assessing an employee’s efficiency and effectiveness

at work.

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

Appraiser - Onc who cvaluates an employee — (Like the head teacher)

Evaluation - Process of measuring or assessing progress towards predetermined objectives.

Goals - Are future outcomes — results that individuals and group desire and strive to
achieve.

Goal setting - The process of specifying desired outcomes towards which individuals, teams,
departments and organizations will strive and is intended to increase

Head teacher -The head of & secondary school that is a trained teacher by profession and has
attended school management courses,

Performance -How well an employee is fulfilling the requirement of the job. This is determined

Performance appraisal. ~ The process involving communicating to an employee how well
she/he is performing the job and also, ideally involves establishing 2 plan of
improvement.

Teacher - Trained and qualified professional in education, teaching in a school.



CHAPTER TWO

REVIEW OF RELATED LITERATURE
2.1 Introduction
Colvin (2009) observed that educators face an ongoing pressure to improve student outcomes
especially with regards to academic achicvement and social behaviors. The educators’ desire and
professional responsibility to appraise the quality of the school programmes and the people
executing the programmes plays a critical role on this part. On the other hand new research
causes bodies of knowledge to change over time and it is expected that & number of professions ~
teaching included, will remain abreast of new developments. Appraisals provide a way for
teachers to keep self abreast of these changes. Failure to do so could place clients at considerable
risk.
This chapter discusses staff performance appraisal under the following themes;

1. The process of being a teacher and its demands,

ii.  The rise of accountability in teacher performance,

ii.  Teacher appraisal and voices of experience from other countries

iv. ’Appzmches and tools of appraising performance,

v.  The purposes of appraisal and its pitfalls,

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

vii.  Effects of perceptions on performance.
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2.2. Being &« Competent Teacher
2.2.1. Teacher Education.

Teacher education is a pre-requisite for anyone who aspires to become a teacher. It refers to the
policies and procedures designed to equip teachers with the knowledge, attitudes, behaviours and
skills they require to perform their tasks effectively in school. This is fundamental because the
capabilityofamhingfmce;sm in the delivery of education goals and to the quality of
education offered in schools and its outcome. Kenya sees it as best for maintenance of quality
and relevant education and meant to produce qualified teacher for various cycles and levels of
national system of education and training in order to achieve the objective and policies of
educetion (GoK, 1988). This is important especially when education is viewsd by countrics of
the world not only as a foundation for development and prosperity, but also as a solution to
social problems

The teacher education curricutum is taught in blocks covering foundational knowledge and
mhmmmm,mmmmw,mwm&mmmm
covers three areas, namety; initial teacher training- & pre-service course before entering
classroom as & fully responsible teacher; induction- for support during the first years of teaching,
and teacher development or contimuing professional development- an in-servicing program for
practicing teachers. -

2.2.2. Teacher Effectiveness and Teacher Competency

Teachers teach so that the pupils may learn. What happens to the pupils is the most important
mhofthemhcmmrk.lfwhathemhmdodownmhe}pdﬁlmwmwquﬁmme
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skitts, knowledge and attitudes that are that are the aims of education, their work is in vain. In
this context, an effective teacher refers to the results a teacher gets or the amount of progress the
pupils make towards specified goal of education. Teacher effectiveness can only be contrasted
with the teacher performance (behaviors of teacher during the planning interactive and review
phases of teaching) and teacher competence (set of knowledge, abilities and beliefs teacher
mmmhingsmﬂnmbiﬁgsit!wﬁm)(m 1989)

Parkay and Stanford (2001) have identified the composition of teacher effectiveness and

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

i.  Proficiency in the use of instructional strategics

ti.  Thorough understand of the developmental levels of the pupil and a solid grasp of the
cortent to teach.

i, BemginfmuwdofcxcmplmyprwﬁmmdwdemmMadeshefor-pmﬁemm
development.

Ryan and Cooper (2004) summarizes the arcas of teacher competence as; theoretical knowledge

about learning and human behaviors, attitudes that foster learning, knowledge of subject matter,

repertoire of teaching skills and personal practical knowledge.
2.2.3. Qualities of s good teacher

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

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

cach day in class as they see pupils more consistently, day-to-day than their parents will. In their

)
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work, &eypmpmcmwacﬁviﬁes,gmdecxamsand mark them, hold parent-teacher
conferences, attend school meetings, lead extra-curricular activities, provide advice on
educational and personal matters ( to both students and their parents), mentor pupils and teach
skills (academic and life saving skills such as conflict resolution) (gradschool.about.com/--
teacherdo.htm). A good teacher must have the ability and desire to share knowledge with others,
obtain more knowledge, chailenge, inspire, motivate and encourage students. Above all, feel
pride in own and as well as in student accomplishment.

Sadker and Sadker (2004) observe that good teachers know their subject matter, are enthusiastic
learning to prior knowledge and spend the majority of class time on academic activities. Tiwy
teach content at the level that ensure a high rate of success and are organized. They not onty
structure learning experiences carcfully, but also actively monitor student progress, maintain a

2.3. Rise of Accountability in Teacher Performance.

Responsibilitics and acoountability huve atways been part of cducation and peopie have aiways
mdmmmm:uhe}dmmfmmmm-fmm
children learn. What happens to the pupil is as a result of teachers’ work and thus, must be heid
responsible for her/his pupils’ activities. On the other hand educators have a professional
responsibility to appraise the quality of the school programmes and the people executing the
programmes. Performance in schools cannot be discussed minus teachers who facilitate

curriculum delivery in schools hence the discussion teacher performance.
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Performance came into particular prominence in the 1980s as a result of series connected to
some events, including the drive to control performance of individuals. (Edwards, 2005).
Performance is an act of carrying out an action that is defined in relation to some set standards or
expectations (Bagnley,1994). For example, teaching is an act performed by a teacher. Teacher
performance refers to the behaviour of the teacher during the planning, interactive and review
phmcsofweching-whatﬂrgt_euchcrsaysanddoes"{'heoutcomeofone’spexformmceissaidw

be either well/good or bad in relation to the set standards.

According to Bakhda (2004) and Bunnel (1987), teacher performance is examined in relation
development, pastoral involvement, teaching performance, participation in <co-curricular
activities, administrative or leadership responsibilities and histher relationships with parents,

colleagues, pupils and his/her seniors.

2.3.1. Quality of teacher performance

Performance specifics targets or defines its achievements. Rue and Byers (1993) say that it is
determined by;- Effort - how hard a person works in light of the results achieved; ability - The
person’s capability, character traits, skills and knowledge which are used; and direction - how
well a person understands what is expected. Bunnel (1987) adds that teachers’ performance is
influenced by a range of factors including behaviour of pupils (in and out of school), school
management organization and working atmosphere and also events in the teachers own family
and social life.
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2.3.2. Performance standards and evaluation.

An evaluation process in school is based on established standards. The standards rate teaching,
passes judgments on its goodness. Educationists/stakeholders and heads included use it to
compare one teacher against another, departments against departments, and schools against
others in the zone, division, district, province and nationally. Setting of standards 1s seen as z
quality assurance mechanism for managing performance in an institution.

Performance standards are the yards stick by which performance can be measured. The one is
expected to produce “figures to show that the figure was equal to or more than the target.”
{Edwa;ﬂ and Wacjman, 2005:87). Bagnley (1994) encourages institutions to clearly
specification and performance standards. On this, Mamoria (1999) agrees that whereas job
description essentially sets what is to be done as a job, performance standards describe “how
much” and “how well” a job is performed. When the performance results are out, communicated
to teachers, their discussion with the appraiser i3 about how well/bad the work was done and the

MT;uha'PﬂfommAmxisd

Voices calling for teacher accountability of what happens on in schools — general school
management, teaching and the results pupils obtain in national examinations is not a new idea.
The concept of performance appraisal originated from the perception that the performance of the
public sector and more so schools has been consistently falling below the expectations of the
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public. It was therefore felt that each aspect of the sectors operations be evaltuated in relation to
its contribution to the achievement of the organizations goals.

Performance appraisal process requires evaluating and generating information about employee
effectiveness and efficiency at work. (James and Lindsay, 2008) This is systematically done to
provide feedback on which performance adjustments can be made. (Schemerhorn ¢t al, 2000).
The feedback concerns itself with how well the employee in performing the job (Rue and Byars,
1993), and establishes a plan of improvement to “meet and continue to meet the organization
objectives”. (Meltzer and Walter, 1981: 19). Teacher appraisal has always been congregated with
opposition. Whereas it is argued that teacher appraisal is a professional requirement, like all
those who violate such codes need 10 be held/made to account for their misdecds, another
opposing camp argue that as teachers, they are not students on teaching practice to be taken
through such rigorous practices

Overall teacher appraisal is basically meant to improve teacher effectiveness and competency.
School heads, heads of departments, senior teachers and teachers review of individual
wmpMncs,perfmmanccmdpmfemmmlneedsmxdmrkmacolhbmaﬂvemﬂx
contribritions teachers have made towards attaining the schools goals are evaluated. Schools as
organizations established by society in the achievement of educational objectives have each
aspect of their operations contimmualty judged not only in terms of how effectively they operate as
an activity but also with respect to their contribution to the facilitation and improvement of the
mstructional process. Schemerhorn (2000:6) maintain, “Anything and everything done in the
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workplace should be continually improved.” It should not be a static achievement. “Sit back and
say we have achieved, but strive to ensure that we improve what we have achieved.”

The argument whether teachers need professional development emerges in relation to making
effective teachers who will not only be motivated to work hard to improve results, but also to
ensure that what has been achieved is also improved. The needs for professional growth arise
from the new developments in the fickd of knowledge that require members of a profession
remain abreast of new developments, lest they place their clients at considerable risk. Teachers
desire for it too. This can be viewed in line with numbers of teachers taking advantage of variety
of opportunities for growth- like staff development workshops, peer observation and continuing
education through parallel study programmes. To add to the hist of needs, there exists a notion
among educationists that teachers need new forms of assistance if they are to grow beyond
minimum competence.
2.4.1. Rationsle for Introducing Teacher Appraissl

Worthen and Sanders (1987) say that appraisal in schools is founded on the following premises;
i.  Need to plan and carry out school improvement in a systematic way to avoid faddism,
and reluctance to let staff and pupils know what is happening in school.
. A push for accountability in public education where large amounts of money have been
invested.
. Need to test a number of popular thoughts about effect of education on student

development.
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tv. The aducetors have a professtonal responsibility to appraise the quality of their school
programs and constantly seek ways of improving the quality.

v. Need to satisfy external agencies demand for reports to legitimize decisions or to improve
public relations
According to en.wikipedia.org, it is meant to redirect the efforts away from busyness to
effectiveness.
2.5. Voices of Teacher Appreissl in Selected Countries.
2.5.1. Britain
“The Great Debate” by James Calloghan in 1976ianritxincaﬂingforiﬁghstand§rdsmd
greater accountability in education started and was followed with the rise of educational reforms
m the 1980, which were propelied by teacher professionatism and schoot restructuring focusing

more directly on learner’s needs. (Millman, 1990).

Programme for teacher appraisat in Britain is now viewed as essential nationatly. It was agreed
that ‘concern for quality demands that (where) teachers fail to maintain a satisfactory standard of
W,mmww.wmmmmmmn (Cyril, 1993). But the
cornerstone issue here is that for appraisal scheme is the belief that teachers wish to improve

their performance in order to enhance education of pupils.

According to Ivor and Chris (1992), the appraisal process starts with an initial meeting between
appraisal will progress, its scope and what they expect it to achieve. The content of discussion
inctudes; teacher job description, area where appraisal will focus, information to be gathered,

)
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whe 15 involved in gathering the information, length of classroom observations and the timetable
for appraisal. Marland (1986) notes that the interviewers are persons whom the teacher is
responstble within the structure of the school. For example, the head teacher verses the deputy.

2.5.2. United States of America

In 1876 — 1936, appraisal was about improving teacher effectiveness in instruction. By 1920-30,
nhadalmamedthedxmofperﬁ)rmcemmtmdthemhemwmmbemd
in the teaching carcer dependent on how 8" grade pupils performed in statewide tests

{Okumbe, 1999:173)

Parents and taxpayers demanded more accountability in schools. Travers and Rabore (2000}
show the primary responsibly for head teachers as supervising teachers through evatuation which
1s continual and an ongoing process meant to improve instruction. Each teacher develops histher
content to teach. Appraisal is decided on formal education procedures and is in writing and s
made zvaitable to all members of staff. Bell (1994) notes that the appraiser and the appraised
meet to clarify the purpose and areas of appraisal. The teacher appraises self, before classroom
visitations are done, scrutiny of relevant documents, appraisal interview, writing of the appraisat

statemrent and planning the way forward.

Access to appraisal statement is restricted to the appraiser and the appraisee. Then a separate
tecord for targets for professional development and tramming is kept and is made available to
school boards who are involved in planning and training in schoots.

33



2:5.3, Countries in the Southern Africa Region.

A research conducted in four countries in the southern Africa region which include Botswana,
Lesotho, Swaziland and Zambia reveal & common practice of teacher appraisal which is carried
out on a yearly basis in schools by the head teachers. These reports on teachers are sent by head
teachers to the MOE or TSC at interval — annually and are held in personal files of teachers

concerned and freated as confiderttial thus restrictsd in cireulation.

The report is used when a teacher is considered for promotion or incase of any disciplinary
matters {as documented evidence). It is considered as a major personnel document becauss
procedures are provided for need to care and thoroughness in their completion. it considers
teachers performance across a wide spectrum. These areas inchude;- knowledge of the subject,
communication, with pupils and other staff members, initiative, time keeping,
commitment, persistence and conduct. Ikygat:‘ﬂwmonascaleofl ~ 7 or A to E range. There
includes promotion potential of the teacher, leadership qualities and other contributions to the
life of the school.

2.5.4. Teacher Apprzisal in Kenya: - A Historical Perspective.

Before independence, the Phelps Stroke Commission of 1924 decried the dismal state of
education for Africans. In 1925, supervision, which was seen as & means of enhancing quality
education was introduced in schools. In 1929, Education Ordinance empowered the government
to develop, control and supervise education in Kenya. The Beecher Commission on African
education in 1949 recommended for a morally sound education based on Christian principles and
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wisel was conducted with adequate inspection and supervision. After independence, the

inspectorate was made a professional arm of the MOE. In 2004 the in
Quality Assurance and Standards Directorate whose basic concern was/is on the quality of

teaching and education in Kenya. Its new motto is “Quality Assurance has no finishing line”

Head teachers are recognized by the TSC/MOE as officers responsible for quality of teaching
and education in their schools. Thus they are empowered to apprise teachers. Other agents of the
MOE like the PDE, DEO and QAS officers also participate in appraising teachers. The anmuat
appraisal report is sent to TSC/MOE and a copy retained in teachers personal file. He also
comments on the teacher’s leadership abilities and promotion prospects. The assessment report
is sent to be reviewed (by TSC) with the intention of identifying any performance deficiencies
internal consumption or to complement the annual appraisal report.

The teacher first, appraises seif, then submits the form to head teacher to appraise. The teacher
gives consent to this report by signing down and in case it is seen as being adverse, it prescribes
the procedures for appeat. Once the employer gives his feedback, the head is to communicate it
wtheBOGvﬁthaviewafhnphmmﬁngmommdaﬁmsmwsedb&&wempbyer‘

Pl

Currently, teachers in Kenya are asked to sign performance contracts by the TSC/MOE of
improving quality of education in the country and in order to turn-around the country and fulfill
its pledges in the realization of Vision 2030. Teachers would be required to sign a contract
indicating what they can deliver on the resources atlocated to them. This urge from the
government has been meted with resistance from both the teachers themselves and their union —

KNUT (the Kenya National Union of Teachers) for fear that the government will use the report
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1o incriminate teachers on the grounds of poor performance. They perceive it as a mechanism to
weed out non-performing teachers, a thing the government categorically denied.
2.6. Approaches of Appruising Performance.
Ideal approaches for appraising teachers should be seen free of overly threatening, poorly
conducted and inadequately communicated. A successful process depends essentially on building
awmmmmmmmmmmmmﬁmmmm
about the content of the work and a realistic evaluation of what is being achieved which may
lead to the modification of future work. This guarantees experience on which appraisal process
2.6.1. Climical supervision
It encompasses all of the activities, functions, maneuvers and monitoring comditions that are
mtended to help teachers upgrade their performance (Fullan GM, 1992). This approach 15
commonly used during teaching practice for teacher students on practice. In its coptext and use,
tt inphies/indicates that such efforts are based upon data collected in the actual classroom (er
other instructional situation) where the teacher is working directly with the learner and the
W&»M@t%ﬁﬂ&&p&ﬁﬁp&ﬁiﬁb@mmmmmmmmv
supervisor knows more about instruction and learning than the teacher(s) do.

2.6.2. Goal setting

A popular approach that defines job performance based on accomplishing specific tasks/goals
such as student achievement, skill acquisition and attitude change. Its proponents like Tanner and
Jonnes (2003) argue that instead of evaluating the teacher based on observed teaching
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belavionrs, teachers are evalusied on what they have acosmplished. This process must invotve 2
two way flow of information in a professional discussion which considers statistical data, context
and students at every stage. Both the appraiser and the appraisee have to agree on appropriate
targets and device strategies to overcome any obstacles to individual progress. This approach
guide goals and directs behavior so that efforts and attention are focused in a specific direction,
pmwdeschallengesandmdzcatomagmmtwlnchperfmmmeecanbemm

2.6.3. Teacher mentoring/tutoring and coaching
The responsibility of mentoring and coaching is in the hands of the supervisors. Hisseen as a
helping relationship with employees. Mentoring is a working refationship that encourages |
development and career enhancement for people moving through the career cycle. Coaching and
counseling are among the career and psychosocial functions of a mentoring relationship.

in the three cases above, heads, deputy heads, department heads and senior colleagues
collaborate in evaluating that teacher's work as a professional person. A teacher's individuat
2.7. Tools of Appruising Performance

W(M?)mesmom 360 degrees appraisal as the most popular methods. However,
mamwwmwmm,m&mmﬁ
Mamoria (1999:41). The list below explains a number of these approaches.

Straight Ranking Method. An employee is ranked in a group against that of another so that she
is in place as number one, two or three in the total group. It is the simplest in separating the most,



from the least efficient, but ignores the fact that human beings have varying behavior traits and
encourages snap judgment.

Grading Method, The rater considers certain features and marks them according to a scale.
Categories of worth are established and defined, like an A- outstanding, B-very good, E-poor.
Actuat performance is compared against these grades and allotted the grade which best describes
one’s performance. It is commonly used in examinations and selection of public service
candidates.

Graphic or Linear Rating Scale. A list of each employee characteristic and contribution is
printed. Personal or behavioural traits on which to rate a person are identified and evaluated on
continuous scale where in the rater place a mark somewhere along a continuum (Hitt et al, 1983).
The method is casy to understand, use and even compare employees, but it suffers from
Checkiist. A series of questions are presented concerning an employee to his behavior. The
rater then, checks to indicate if the answer to the guestion about an employee is positive or
W;MdmmhsWanmﬁom.mmis‘Mwmm
consuming when developed for several classes of jobs and also suffers from bias because the
rater can distinguish a negative and positive question.

Critical Incident Method. It identifies behaviors (critical incidents) that represent excellent or
soor work performance. The supervisor relates critical incidents of employee behavior
hroughout the rating period. It holds the assumption that certain significant acts in each
miployee’s behavior and performance make the difference between success and failure on the
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job. The method reduces the effects of ‘recency’ in most appraisals. Its weakness is that negative

incidents are most easily noticeable than positive ones.

Free Essay Method. The supervisor fills in an open-ended appraisal question form giving
factual and concrete description of the employee. Information includes relations with others at
work place, organizing and plarming ability, and job knowledge. It gives specific information
about the employee but lacks a common criterion, depends on appraisers’ marrative ability and
can be subjective.

Management By Objectives (MBO). Lalampaa (2008) says it is aptocessofagluingm
objectives within an organization so that management and the employer agrees to the objectives
and understands what they are. Mmoﬁa(l%Q)says&aemeﬂxodisahn?datchangingbelmviar
miore objectives for appraisal criteria, and identifies problems better and early. However, it is
said to be costly and at times they create a tug-of-war between the supervisors and sub-ordinates,
when the later set the lowest targets possible (Schlocum & Hellriegel, 2007). )

366 Degrees Appraisal. The method uses a numerical or scalar rating system where managers
!?gdfedmsommindividmlagaimtamberofobjecﬁm(at&ib\m).( ‘ )
The employee is also allowed the opportunity to assess the managers at the same time. The
results are used to plan for training and development, promotion or pay decision, which
sometimes are called 360 degrees reviews. The method is comprehensive and costly.

Behaviorally Anchored Rating Scale (BARS). The method describes observable job behaviors,
each of which is evaluated to determine good or bad performance. It uses a combination of rating
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performance level by job category and then rates the employee behavior according to the scale
(Hitt et al, 1983:290). A final instrument is developed, a subject of incidents (6 — 7 per cluster)
which are used as “behavour anchors” for the performance dimension (for example, extremely
gmdpafurmmeetcexmiypoorperformmce)

2.8. Critical Aspects ofPerforﬁmce Appraisal.
Anyperfamc:appmsaldm:ﬂdwptwetheareasbelm

Job Analysis: - is the foundation on which employee performance appraisal is based.
(Lunenburg, 2006). The duties to be performed must be understood in the context of the
Performance evaluation: - This calls for appraising the employee's actual performance against
the standards that had been earlier set.

Empioyeemvdvemmtmaattmgﬂfwsksmgods-krfmmmcemdapptmw}mmdm
accomplishing specific tasks/goals like student achievement or skill acquisition. The teacher and
head teacher must meet to determine jointly the teacher's performance goals over some specified
period of time. |

Feedback: -“Knowledge of the results.” (Mullins, 2002: 701). It is used for the basis of
individual coaching or training to overcome performance deficits. Where it is provided to show
progress in relation to goals, individuals tend to experience greater success
{(www.rti.ac.keRt/012-HD-HRM). Periodic discussions between the supervisor and the employee
to monitor the progress in achieving the standards and making the plans for any required

development. (Mamoria, 1999)

]
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2.9, Components of Teacher Performance Appraisal
2.9.1. Who conducts performance appreaisal in secondary schools

It is the person whom the teacher is responsible for. They include the PDE, the Quatity
Assurance and Standards Officers (QASO), the DEO, head teacher, deputy and heads of
department. Ruderman (1970) says that the immediate supervisors, other managers acquainted
with the assessment work, a higher-level manager, personnel manager, the assessee’s peers, the

assessee himself and the assessors subordinates.

The appraiser has the responsibility to see that performance of personnel in carrying out the
duties of their positions is up to the desired standards. In general his/her behavior should be in
directing the work as characterized by planning and scheduling the work to be done; supplying
competence particularly in the situations where the work has not been highly standardized. On
the instructional dimension sthe plays the roles to familiarize and implement schernes of work,
and advise and assist teachers in the instructional process

The sgininir torpuires the lusitimmoy & peciiern hisdher duties. Fror (1 992) bits: Compesoy <4
appraiser must be acknowledged as competent or else the whole process will be totaily
undermined if the appraisers expertise is in question. This begins with disenchantment,
resentment or outright rebellion. The appraiser must also possess prerequisite knowledge
pertinent to the area. Finally, must be experienced, have authority to carry out recommendations
and appropriate time to collect descent data so that the exercise is not rushed on.
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2.9.2. What to appraise:

In his argument for a comprehensive appraisal in schools, Dull (1981) routes for a system that
promotes staff development and management decision making, he recommends one that address
all aspects of teaching- planning, instruction, guidance, classroom management and evaluation;
evatuate teachers as an individual and as a group; provide data for decision making; and be
dewlapedﬂnvughacdlabaia&weffoﬁofummﬁaﬁvesﬁomdlmlesaffw&dbyﬂw
programme — teachers, managers and supervisors. Bunnet (1987) also points out on what should
be appraised. This includes what the teacher does in and out of class, what the teacher team have
avaitable (schemes of work, materials and equipment and learning resources at their disposat);
what the pupil does (the teacher in responsible for their pupils activities); and also the pupils
achievement (the results they obtain). These basically touch on professional and personal needs

of the teacher.
2.9.3. When and where to appraise.

The&éqmcyafapmﬁsddepmdsn&&ibeorgmmﬁomﬁuwoﬁandmmmlofeuh
m&vﬁndmhudmﬂdﬁkemwmydwmvmwi&m'amm.%@
also depend on the size of the school and the availability of senior staff who will conduct the
appraisal, The TSC appraises teachers anmuatly. However, formal evatuation can be done
annually; semi-annually or quarterly while informal evaluation can be done weekly, daily or
continuousty. Mamoria (1999). The location is the place of work, or in the office of the
supervisor. Informal appraisal can take place anywhere and everywhere - on the job, in work
situation and off the job.



2.10* The Process of Staff Apprsisal.

Appraisal process is expected to follow certain procedure or convention. A good procedure is
assumed to produce credible results. Depending on how well an evaluation process is designed,
and how well it is implemented, it can guide professional and personal development, and
mftuence motivation. If designed appropriately and implemented with sufficient attention, staff
appraisal can provide data for personal decision making thus shaping the composition and
effectiveness of the teaching force in school.

A number of steps are followed in carrying out appraisal in schools. It first involves the head
teacher meeting the staff as a whole for an open discussion about appraisal and also to strike
rapport. This will also enable the head to emphasize to teachers that what is said during the
process of appraisat will be treated as confidential and will not also be used as a means of
making comparisons between one teacher and another. This then leads to the following steps;

1. Imitial meeting - between the appraiser and the appraisee to discuss the purpose of
appraisal and how the appraisal will proceed/will be done, its scope and what they expect
to achieve.

ii. -~ Scrutinizing the 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 teacher has time to prepare his or her own

thoughts.
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iv.

vii.

viii.

Goat setting - done jointly by the head teacher and the teacher. They also agree on the
aumber of class room cbservations and the appraisal timetable and when interview will
be held.

Self appraisal — teacher appraises self and submits the forms to the office which the
appraiser uses to establish what the teacher intends to achieve in a class.

Classroom observation — observing the teacher in histher working environment —
classroom as he guides pupils, spends time and delivers the content.

Review of other relevant information - the work of pupils, information duties outside
Appraisal interview - dialogue between the principal and the teacher to review the
mmmediate past, look at the current situation, agree to the goals for the future and provide
an opportunity to speak frankly about areas of work where improvement is required. it is
an oocasion 10 praise and encourage. (Dean, 1998).

Preparation of an appraisal statement- recording the conclusions of the interview - the

Follow up meeting - to review progress; sort out problems teacher may be experiencing.

Establishing a common understanding regarding work expectations between the
Ongoing assessment of performance and progress against work expectations

)
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iit.

iv.

Format documentation of performance (summative evaluation)

Formal performance and development discussions

2.11. Parpose of Appraissal in Schools.

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

Must aim at and recognize the achievements of schoolteachers and help them identify
WaYS of improving their skills and performance.

Identify the potential of teachers for career development with the aim of helping them
where possible, through in-service training.

guidance, counseling and training.

Improves the management of schools.

To provide an opportunity for praising what is good and dealing with unsatisfactory
elements in a teachers work.

Provide an opportunity for those in teadership to influence the thinking of others and

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

determine training needs by exposing inadequacies & deficiencies
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2.11.1. Preblems and Pitfalls of Performance Appraisal.

Performance appraisal has a number of impediments. This can be due to administrative, technical
and environmental problems which are likely to spark a chain or reactions from the participants

and stakeholders. The most common ones inchude;

i. When it cannot yield useful, vatid information due o a mumber of constraints like
inadequate resources, lack of administration cooperation/support and limited time to
collect and document evaluation data.

it.  The fear of humiliation if they do not measure to the criteria. (Wragg, 1987)

rii. [Is regarded as a direct attack on the teachers own professional autonomy — a privilege
that they want to jealously guard (Bell, 1992).

v. Inability of those in management to carry out an effective appraisal process or to
implement such a process impartially (there are no trained or qualified appraisers).

v.  When the propricty of evatuation is doubtful- undertaken for many reasons, some nobie,
and some not (refusal to disclose evaluation information to the evaluate on a timely basis)

vi. - Can hinder teacher morate if carried out badly or the results will not be used unless there
is a commitment by someone to use the results. |

vii. Fear that pertinent information given could be used against like those areas of their
professional life where they were experiencing difficulties or were requiring help or
further training could prejudice promotion prospects



2.11.2. Teachers’ Reactions towards Performance Appraisal.

Lunnenburg (2006) found out that most teachers did not like to be evaluated because they do not
find it helpful to their professional development. Some retreated and viewed it as a threat to their
position. The competency of the appraiser was also questioned. Whether the head teachers who
W-MhW-mmm@mmﬂMg,Mﬁmﬁ(m)m
isessenﬁalinalleviaﬁngerfo;mappraisal.

2.12. Perceptions and Attitudes

The manner in which a teacher is appraised is critical to the perceived quality and impact of
evaluation experience. Perceptions deal with the various ways in which people interpret things
the outside world and how they act on the basis of these precepts. Schlocum and Hellriegel
{2008) define perception as a process by which people select, organize, mterpret and respond o
information from the world around them. This aspect cannot be ignored at any working place.
Dubrin (2005) acknowledges that perceptions on the job are important because favorable
perceptions lead to better job performance. The outputs of a perceptional process include
attitudes, opinions and feelings, “which not only determine, but aiso influence the way
perceptual inputs will be perceived in future.” (Nzuve, 1999:14).

>

2.12.1. Attitudes

Attitudes are an important part of the organization behavior because they are linked with
perceptions, learning, emotions and motivation. They are predisposition to respond that exerts an
influence on a person’s response to a person, a thing, an idea or a situation. They are inferred
from the things peopie say informaily, inform of opinion potl or through their behavior and have

three components. James et al (2000), names them as the cognitive, effective and behavioural
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components. Out of the three, “an observer can only perceive the behavioural element of other
person’s attitudes”. (Nzuve, 1999: 23). Attitudes are important because of their link to behavior.
They are also an integral part of the world of work. To managers and researchers “job

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

Attitudes represent & powerful force in an organization because “an employee attitude and
performance cannot be separated.” (BerryReece and Rhonda, 2002:159). Dubrin (2005)
acknowledge that they form the basis for how satisfied people are with their jobs. To him,
attitudes are more important than appearance, giftedness or skills. Persons with positive attitude,
job performance are likely to improve, and when it is negative attitude about work, the job
performance and productivity shifts. '

Most employers admire team playing, acceptance of change, co-worker diversity hope, job
commitment and satisfaction (work related attitudes) at place of work. These attitudes are related
to Organizational Citizenship Behaviours (OCBs). Dubrin (2005) defines OCBs as the
willingness to work for the good of the organization even without the promise of specific reward.
People with good OCBs are tikely to achieve consequences of job satisfaction, including, high
customer loyaity, higher productivity and betier safety performance. |

Vd

Summary

The role of staff performance appraisal in schools cannot be underestimated. It is a quality and
standards assurance process that monitors the implementers of the curricutum. 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 a systematically
laid down programme for staff development needs. This is reason why appraisal in schools is
basically meant to improve teaching and instruction by purposely contributing to teachers’
professional development needs. School head teacher, deputy head teacher, heads of department
or other scmior teachers are involved in reviewing of individual teacher's competence,
performance and professional heeds. When focused on teacher development needs and reports
properly utilized, appraisal improves teacher's performance by making one an effective and
competent teacher. An effective teacher refers to the results a teacher gets or the amount of
progress pupils make towards specified goals of education. Though appraisal is majorly affected
by perceptions which may positively or negatively impact ones job performance and production,
what happens to the student is the most important result of the teachers work.

Research conducted show setting of targets by teachers improves their achievement in student
performance Having shared vision, value, direction and responsibility also perpetuates good
performance culture in schools. Research has alsc been conducted on teaching
relationship between the appraiser and the appraised. Researches ‘done in Gucha have
examinations. Nothing has been done on teacher appraisal yet teachers play a central role in child

education.
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CHAPTER THREE.

RESEARCH METHODOLOGY

3.1 Introduction.
This chapter highlights the research methodology the study adopted. It defines research design
and locale of the study, target population, sample and sampling strategies, research instruments,

and data collection and analytical techniques that will be used.

3.2 Research Design
A design guides the execution of a research method and helps in the analysis of subsequent data
which the proposed study intends to collect. This research employed an exploratory approach
using a descriptive design because of the nature of the variables involved - the teachers and the
toots (questionmaires and interview schedule). This is because this study collected data relating o
perceptions regarding performance appraisal in schools from individuals. Descriptive is usefu!
when collecting such information about peopie’s attitudes and opimions. It is also convenient
gathering information, summarizing, presenting and interpreting for the purpose of clarification
{Orodho, 2002). It determines and reports the way things arc and is used in preliminary and
exploratory studies. It involves a broad category of stakeholders, thus fits within the cross —
sectional type of descriptive study design (Bryman, 2008).

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

AN

i vaidingawmiwlyshnplemdsuaigﬁtforwmdappmachmthcsmdyofvﬂm,

attitudes, beliefs and motives.

ii. May be adopted to collect generatized information from atmost human population.
50



33. Study Location

The study was conducted in Etago Division, Gucha South District, in Kisii County. Gucha South
was curved from Gucha District in November 2007. It comprises of one constituency, South
Mogirango, and has two divisions Etago and Nyamarambe respectively. It has 19 public
secondary schoots where 16 are of district and 3 of provincial category. 18 secondary schools are
mixed and 1 is a girls’ school. Performance in examinations remains poor. It suffers from poor
staffing, ill-equipped laboratories and poor management. Rescarches done here have
concentrated on teacher job satisfaction and factors influencing poor performance in national
examinations. Nothing has been done on teacher appraisal yet teachers play a central role in cluld
education.

3.4 Target Population.

The target population refers to the population under this study which comprises of head teachers
and teacher from all public secondary schools in Etago Division. These people are involved in

appraisal in schools. They form the group to which the results of the study can be generalized.

34.1 Institutions — secondary schools. The study targeted a total of 19 secondary schoots.
Out of the 19 schools, 18 are mixed and only 1 is a girls’ school. 16 of these are of district
mgmyandiiofpmvinoialcamgmy.

3.4.2 Study participants

Head teachers — there are 19 head teachers. They are involved in the day to day management of

schools and are responsible for the appraisal programmes in schools. They appraise teachers.
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Teachers — 105 teachers in the 19 secondary schools who participate in the instructional process
and are evaluated by head teachers were targeted. Their annual performance report is sent to the

employer-TSC.

3.5. Sampling techniques and Sample size.
3.5.1. Sampling techniques.

The researcher planne& on how to select cases for observation before any data was actually
cotlected from the given population. Stratified sampling was employed to ensure all categories
of schools, provincial and districts are captured. In each category, the schools were further
stratified as either boy, mixed or girls’ school. Then simple random sampling method was used

to select a sample size of 42% of 19 schools.
Names of schools in each category specified above were written in small pieces of papers, folded

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

emptied on the table and appropriate representation was randomty picked, opened and recorded.
3.5.2. Sample Size.

Size shows how large the rescarch sample should be and its ability to represent the entire
population from which it is drawn. The researcher considered a sampled size of 8 schools
comprising of 42% of the total —19 secondary schools. This falls within acceptable timits of

tesearch. A sample between 10 — 20 percent is suitable (Arya, 1972). This was done as follows;
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Institutions - Secondary Schools;

There were 19 secondary schools in the division. Stratified sampling was employed to ensure all
categories of schools — provincial and district are and on basis of mature (boys/girls/ mixed)
captured. Total of 8 secondary schools were sampled by simple random sampling as follows;

a. Provincial category — 2 out of 3 secondary schools were sampled and all are mixed
b. District category — S out of 15 mixed schools were randomly sampled and

c. 1outoft girl's schoot |
Study participants
ay Head teachers; - head teachers of the 8 sampled schools automatically qualified because they
are responsible for appraising teachers in their respective schools. They represent 42% of the 19
b) Teachers; - Teachers in the sampled 8 schools in the division were stratified to reflect aspect
of gender and experience. A sample of 40 teachers, representing 38.1% of the 105 teacher
population was sampled.
A total sample size of 48 was selected.
3.6 Research instruments
The researcher constructed and used the following instruments to collect data;

i.  Staff questionnaire on performance appraisal

1.  Staff interview guide on performance appraisal.
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3.6.1. Staff Questionnaire on Performance Appraisal .
There were two staff questionnaires on-performanceappmisal; one for the head teachers — Head
Teachers Questionnaire on Staff Performance Appraisal (HTQSPA) and another for teachers —
Teachers Questionnaire on Staff Performance Appraisal (TQSPA), which are listed as appendix

I and I respectively. The questionnaires were prepared to have three main sections.

Section A asked background irformation concerning the respondent (gender, age, experience)
Sectiom B asked on criticat aspects of staff appraisal (awareness, induction, appraisal manuat)
Sections C had statements of perceptions on appraisal which were to be rated on a five Likert
scale (5,4,3,2,1) where the respondent was asked to circle or tick the staternent that best
represented his/her views on the scale. The scale was interpreted as follows;
5 - Strongly Agree (SA) 4 — Agree (A) 3 - Don’t Know (DN}
2 - Disagree (D) 1 - Strongly Disagree (SD)
ﬂxis-secﬁonmwdmskaspwcsrcgmﬂingappmisalasshcwnbdcw.
i.  Conventional procedures followed: - meetings to set priorities, set goals, and define areas
of appraisal, and methods wsed to cotlect data and assess performance.
ii. Roleof head teacher as an appraiser in school. |
ii. Competencies/legitimacy for appraisers’ : -expectations of an appraiser like training,
subject mastery, trust, teaching experience and seniority in position.
tv.  Use of appraisal report: - in staff development ptan, facititation in provision of resources,
facilitate training programs and for recognition and promotion.
v.  Overall perception regarding appraisal practice in schoots



Questionnaires save 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

used instruments in collecting data (Orodho, 2005).
3.6.2. Staff Interview Guide Schedule on Performance Appraisal.

Staff interview guide on performance appraisal was developed separately for head teachers -
Head Teachers Interview Guide on Staff Performance Appraisal (HTIGSPA) and another for
teachers - Teachers Interview Guide on Staff Performance Appraisal (TIGSPA), and involved
discussion focus groups (Appendices HI and IV respectively.) They were used as a spot check
on Performance Appmxsai to

for issues raised and responses given in the Staff Questionnaire
intensively investigate this topic under study with an aim of gaining a complete and detailed

understanding of the head teachers and teachers’ perceptions regarding staff
appraisal in secondary schools.

3.7. Piloting instruments

The instruments of data collection canmot be considered perfect unless they are tested before
administering them to the study respondents. Pre-testing was done in two selected schools from
the neighboring Nyamarambe Division using similar procedures to those of the actual study.
Two head teachers and four teachers participated in the exercise. Piloting helped to identify
deficiencies in the questionnaire like insufficient space, clustered questions and wrong

paraphrasing of questions (Bryman, 2008).



To ensure the validity, reliability and practicability of the instruments, the respondents were
asked and gave feedback on the clarity of questions, comntent relevance of the items in the
intended groups, question flow and difficulty of questions and time taken to answer them. Since
this group had similar characteristics with the study samples, they were also asked to make
recommendations about the questionnaire because as heads and teachers (the appraiser and the

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

Mugenda & Mugenda (2003) with Orodho (2003:97) concur that reliability is the degree of
yielding consistent data after repeated trials. It is the stability of the measure. Retiability of the
data collection instruments was determined by the use of Pearson’s Product Moment Formula for
test- re-~test to compute the Wﬁim coefficient. ’I‘he correlation coefficient of 0.8 was

obiained.

3.7.2. Validity

The degree to which the empirical measures or several micasures of the concept accurately
measured the concept was determined by & panet of competent judges. The supervisors and other
cxperts’competcntinthcareabeinginvcsﬁgatedwmrequestedtﬂassessthetelevanoeofthc
content used in the questionnaire developed, give feedback/recommendations concerning the
overall work. The team of readers from the department was given the document to examine and
made recommendations which the researcher deeply acknowledged were of great help because
the report assisted the researcher to come up with a final draft of the research instruments

{Bryman,2008; Orodho, 2006).



3.8. Data collection
Questionmaires 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 22" and 28" March, 2010 using questionnaires. This time
was deemed conducive for data collection because at such a time there was a surety to get all

teachers in school. The process of data collection involved two stages — obtaining clearance and
mezting the respondents.
a) Stage (i) - Obtaining clearsmce.

The researcher obtained clearance from relevant authorities as a matter of procedurs;

¢ Kenyatta University — Cleared fees and obtained a fee statement, submitted the proposal
for defense and defended successfully, then followed all the university procedures to
obtain a letter of introduction to the PS, MOE, and application form for a research permit.

e MOE headquarters — Submitted two copies of proposals, letter of introduction, a duly
completed application form for a research permit and Kshs. 1000. The permit was cut

after a month.

¢ District headquarters - Courtesy call to the DC and DECG— Gucha South to inform them of

the intended research in the district and asked for assistance where needed.
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¢ Schools — The researcher booked appointments with head teachers of sampled schoots
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 head
teachers and at least five for teachers in every school to be answered and collected latter ina

sealed envelope as agreed with by the staff in each school.
b) Stage (ii) — Interviewing the Heads and Teachers.

The researcher met three head teachers in an informal discussion after it proved hard 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 questionmnaire.

Six teachers from four different schools i the sampled list who were willing and ready to sct
aside some time to share in the discussion agreed on a date and a central venue where we met
and a formal discussion which was healthy, open and relevant ensued. The researcher propped
them and at times let them tatk freety of their experiences — wihich resulted to further clarification

ofissaw;mdgavcmominsightinmdwwpicofsundy.

3.9. Data Analysis

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 has been cotlected.
The denotation comes when data has been organized, analyzed and presented to the reader. It

mvolved cotlecting questionnaires from the respondents, checked for completeness and arranged
58
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them in the serial numbers that were used to identify them as belonging to either head teachers or
teachers and for the purpose of entering them into the computer. The data was sorted out, edited,
and since it was pre-coded (assigned numeric vatue) it was entered into the coding sheet
prepared before keying to the computer for processing and interpreting the results. The assigning
of numeric vatue to open/closed questions made it possible for descriptive statistics to be
generated. This is what Bunns R. (2000) calls the systematic arrangement and presenting of
information so that it can give meaning. Factual as well as opinions and reasons were sought m

some questions.

The data entered was cleaned and checked fcrmxynﬁstak:s'-iaﬂxceﬁ&y. The total obtained data
was then subjected to both descriptive and analytical procedures using the Statistical Package for
Sociat Sciences (SPSS) software. In section A, frequencies and percentages were calcutated to
establish the number of respondents with the listed personal characteristics of gender, age,

in section C was coded and analtyzed using the scate of § anchors, ranging from 5 (highty
positive) to 1 (highly negative). Frequencies, percentages, the meun score and the stadard
deviafions were also derived from each statement. " |

’
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CHAPTER V.

DATA ANALYSIS, INTERPRETATION AND DISCUSSION.
4.1. Infroduction.

This study intended to establish the head teachers’ and teachers’ perceptions regarding staff
performance appraisal in secondary schools in Etago Division, Gucha South District i Kist
County. It was based on the appreciative that both head teachers and teachers are key to
carriculum implementation. Finding out perceptions about what is done to them in form of staff
appraisal is very important since it influences how they will participate and how they will utilize
the feedback report.

designed specifically for head teachers and teachers to collect data from the respondents. The
questionnaires are suitable for collecting data in social design along with structured mterview.
and collected later at an agreed date after they were fully answered. Schools were stratified as
cither provincial or district. Then each category was further stratified as boys/mixed/girls schoot
and a total of 8 schools were selected by simple random sampling. . |

m-@e‘mmﬁsmma-mﬁmwsmmmmm from 8
sampled secondary schools in Etago division. Quantitative and descriptive data was obtained.
Quatlitative data was collected by use of questionnaires whose response was pre~coded. The
codes were entered into the coding schedule (a form onto which all the data relating to an item
being coded was 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

‘ 60



standard deviation for presentation, analysis and interpretation of data in this chapter. Descriptive
data was obtained through interviews and described thematically. Presentation and analysis of
data 1s important because it gives import to data, it attows information to be generated about
social groups to which it is difficult to gain access. It also allows replication and follow-up

studies fo de conducted.

T’hoscﬁlledandmﬁmedwew;ﬁoutafﬁreﬂecﬁnng?Aretmnrate.Amponsethatcxnbe
soundly attributed to persomal administration of the data cotlection instruments and enthusiasm
by participants to participate in responding to a practice that affects their professional plight. A
response rate greater than 85 % is excellent; 70-85% is very good; 60-69% is acceptable; 50-
59%isbarelyaaceptablcwhﬂelessthm50%i_snotacceptahle(Brymm,ZﬂO&ﬂQ}WithMa
high response rate of 98% in this research, it scems likely that the risk of bias in the findings will
be minimal and the researcher would confidently assert that it achieved an excellent rate.

focusing on the following themes;

The faudings of this study arc presented
= Req:ondentspmﬁ!e
L4 lewaysofappmisingm:eminswoudmysdwaisinﬁmgadivisim. ’
" . Theheudtewhemmieasauappraxseraspewewedbyheadsandtwchcm
¢ Competencics appropriate of an appraiser as seen by heads and teachers.
* Use of appraisal report by schools as perceived by heads and teachers.
* Head teachers and teachers generat feehings about staff appraisat



4.2. Respondents Profile.

Two categories of respondents participated in the study - head teachers and teachers. To know
their background is important 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. Six questionnaires were distributed to each schoot. Out of the 48 questionnaires
issued, 43 were returned fully answered. The sample was categorized and discussed under the
titles of gender, age, educational qualifications and years of experience.

a). Gender of Head teachers and Teachers.

Al the respondents were asked to state their gender. This is captured in Table 4.1.

Table 4.1. Showing the Gender of Head teachers and Teachers.

Head teachers Teachers
Gender ] % n %
Mate ¥ 875 %6 829
Female 1 125 9 174
lotal 8 100 35 100

Out of 8 heads who participated, only 1 wasfanalcmpxes@nglw%ofthetotal.mml
the side of teachers out of the 35 teachers who responded, only 9 were female, representing
17.1% of the total. Views of both male and female (despite being minority) participants were

mcorporated in the findings
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b). Age of the Respondents.

The researcher asked the respondents about their age. This is as revealed in Table 4.2.

Table 4.2. Age of head teachers and teachers.

Head teachers Teachers
Years n % n %
21-30 0 0 8 79
31-40 "3 35 24 66.6
41-50 5 625 3 57
>50 1 125 1 79
Total § 100 35 100

Seventy five percent (75%) of heads were above the age of 41 years while a greater section of
teachers 32(91.5%) fall below the age of 40 years. Age reveals the nature of the teaching force
. and their output level. These findings reveal a youthful teaching force in the sampled schools in

Etago division.

¢). Academic and Professional Qualification of the Head teachers and Teachers.

The research sought information on academic and professional qualifications of respondents.
Qtnliﬁwﬁmisofhtcrwtbmmtachasmcxpeﬂedwpo;smhighwadcmicmd
professional qualifications for the job. Heads that are professionalty and academically quatified
arc likely to contribute to effective administration in school and in particular, curriculum

implementation. Table 4.3 captures their qualifications

63



Table 4.3. The academic and professional qualification of head teachers and teachers.

Head teachers Teachers
Qualification n % n " %
ATS 0 0.0 2 5.7
Diploma 1 12.5 1 2.9
Degree (B.Ed) 5 62.5 31 88.6
Masters (M.Ed) 2 , 25 1 29
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
teachers and teachers respectively. The majority of teachers were graduates.

d). Teaching Experience of Head teachers and Teachers.
The research sought to establish the head teachers and teacher’s years of experience as in Figure

4.2

\

Frequency

® H/teachers

Teachers

Figure 4.2. The teaching experience of head teachers and teachers.




It was revealed that 6(75%) of the head teachers had teaching experience exceeding 10 years and
4(50%) had been in the profession for at least 16 years. Forty percent (40%) of the teachers
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 that those 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 peoplé whose perceptions about appraisal can be counted on by virtue
of their years in service.
¢). Experience in Headship of School.

Head teachers were asked to indicate their years of experienice as heads of institations. The

findings were captured in Table 4.4.

- Tabie 4.4. Years of experience in Headship of Schools.

Years n Ya
1-5 3 375
6-10 p AR 1
11-15 i 125
16-20 z 25
Total g8 100

A larger population of the heads (62.5%) had served as heads for a period of less than 10 years
except for 3(37.5%) who had served for a period of between (1-5) years. Having been long
serving head teachers they were deemed conversant with school mamagement practical where

appraisal 1s inclusive
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4.3. 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 establish the procedures that existed and were put in practice during
appraisal exercise in schools. A good procedure is assumed to produce credible results and
would provide data forpersunai dccxsum making thus shaping the composition and effectiveness
ofﬂletcachmgforcemschools Seventeen statements describing the steps in appraisal (from
various books on personnel management, journals, magazines, newspapers and from the internet)

were generated.

The study sought to establish whether head teachers followed the conventional steps i
conducting staff performance appraisal in schools. The steps are;
L Estabﬁslﬁngawnmwnmwdasmndingregardingworkexmcmﬁausbctwemﬂw
aj:pzaisermd-the appraised. |
. Ongoing assessment of performance and progress against work expectations
iii.  Formal documentation of performance (summative evaluation)

tv. Formal performance and development discussions

Step 1:- Establishment of a Common Understanding Regarding Work Expectations

Between the Appraiser (head teacher) and the Appraised (teacher).

In step one, the appraiser stipulates the work to be accomplished and how the work is to be
evatuated. It provides an opportunity for both appraiser and the appraised to meet, plan together
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 sthe sets. This sets ground
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for ownership of the process, and consequently, its results. Table 4.5 highlights on various
activities involved in this stage and the respondents views about them.

Table 4.5. Activities Invelved in Establishing a Common Understanding Between

Appk‘aisers and Appraisees.

Head teachers % Teachers %
Statements SD D DN A SA SD D DN A SA
H/ teacher outlines schooi aims,
objectives ard goals to-teachers. 00 125 60 25 625 20 314 00 257 22%
Head teacher spells out performance
expectations 00 906 00 25 75 17.1 229 57 429 114

We identify areds of focus o appraisal 0.0 125 50 25 125 571 171 57 114 88

Teacher sets goals as per the performance
expectations 00 125 125 125 6235 i7.1 143 M3 429 114

Teachers ask for support the school can
provide 66 00 125 6235 25 37 5.7 00 544 343

We plan for observation of teaching in v
classroom 06 00 50 135 375 239 486 57 17 57

We set deadlines for the goals to be met 0.0 25 0.0 50 25 17.1 1721 2.9 429 20

Majority of head teachers’ population (87.5%) reported that school aims, objectives and goals
were gutlined to teachers, and 100% of them spelled out performance expectations t;j' teachers.
Also, 75% said that teachers did set goals as per performance expectation. Greater portion of
heads - 87% reported that teachers asked support from school to :anaiale- them realize their goals
while 75% reported that the teachers set datelines to meet the set goals.

On their side, 48.6% of the teachers agreed that their heads did outline to them school aims,
objectives and goals, 54.3% admitted that heads spelled out performance expectations to them
and 54.3% of them did set goals as per the performance expectations. - A greater proportion .of

teachers - 88.7% asked for support from schoot as 62.9% did set deadtines to meet their goals.

)
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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% of teachers who agreed that areas
where, appraisal was to focus were not identified. Ash:ﬁlartrcndwasobscrvedﬁhenplmﬁng
fmclaé&wmabwrvaﬁamwhircSO%hwdsagrdetheyplmedfmdmmobsmaﬁcn

white 71.5% of teachers did not agree that it was practiced in schootls.

The Means and Standard Deviations of Activities Involved in Establishing a Common
Understanding Regarding Work Expectations Between the Appraiser and the Appraised
The researcher used the mean and standard deviations to specifically identify activities that were
least practiced and those that were poputarly practiced in schools during appraisal as per each
-group. Activities with a lower mean of less than 3.0 were assumed to be unpopular while those
with a mean of 3.5 and above assumed to be poputar. This is captured in Table 4.6.

Table 4.6. The Mean and Standard Deviations of Activities Invelved in Establishing =
Conmmmon Understanding Regarding Work Expectations Between the Appraiser and the
Appraised

Statements Head Mm Teachers

M SD M SD
Head cutlines schioot aims, objectives and goals to teachers. 438 1.066 360 153
Head teachier spells out performtianice expectations 475 046 ' 3.1 136
We iderntify aress of focus on appraisal 275 139 197 138
Teacher sets goals as per the perfortiarice expectatiors - - N ¥ ) 3.1 132
Teachiers ask thie support the schiool carf provide 400 093 406 1.06
We plan for observation of teaching i classroori 338 L3I 234 119
We set datelines for the goals to be met 3.75 1.17 331 143




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 a mean 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 first three areas of weakness which
had means of 1.97, 3.1 and 2.34 among teachers respectively. These essential ingredients of
appraisal were faulted, an issue which undermined the process of setting a common

understanding for appraisal.

Step 2:- Ongoing Assessment of Performance and Progress Against Work Expectations.

In the course of performing their duties, teachers’ performance must be closely monitored with
the intention of providing regular feedback of information to clarify and modify goals, work
expectations, correct unacceptable performance before it is tou late, and to reward good or
superior performance with praise or recognition. Table 4.7 gives the responses of the heads and

Table 4.7. Activities Involved in the Ongoing Assessment of Performance and Work

Expectations (Formative evatuation)

Statements Head teachers. Teachers

SD D DN A SA SD D DN A SA
Regular observation, regular feedback, coaching
-and mentoring is done by h/teacher 125 060 00 625 25 294357 86 229 €0

Appraisal interview is held with the teacher 125 50 00 25 1235 543 286 114 57 00

Follow-up meetings are held to review the
-objectives 125 37.5 12.5 37.5 0.0 229 57.1 29 143 29

Regular communication on teacher performance
is done 00 50 0.0 375 125 20 571 00 20 229




Whereas 87.5% of heads reported that there were regutar observations, feedback, coaching and
mentoring teachers, only 50% reported to be regularly communicating performance to their
teachers i the school. They admitted weakness in not conducting appraisal interviews (62.5%)
and not holding follow-up meetings to review performance (50%). Only 22.9% of teachers
indicated that there were regular observations, feedback, coaching and mentoring being done i
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.
g A2, Grgoing scsassumant of parformance sad pragrass ageinst work
expectations
OTeachers = Heads

Regular communication on teacher performance is...§ e 1

. i
follow-up meetings are held to review the objectives L_—T117.

|
| i

Appraisal interview is held with the teacher Ei =W A
i :

This stage (reflected in Figure 4.2) allowed the appraised the opportunity to speak frankly about
the arcas of work where improvement is required — with a view to planning an overalt
improvement. If this process was well done, Joan (1995) asserted that it can be a powerful means
of development for individuats and a vatuable way for the management of the schoot to keep an
overall picture of how people are performing their duties and how they see the school, their
colleagues, their work and themselves. Failure to address the pitfalls revealed in the findings
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 Oungoing Assessment of
Performance.
The means of these activities were determined. Activities with fowest means were assumed to

reflect a weakness.

Table. 4.8. The Mean and Standard Deviation of Ongoing Assessment of Performance

—Head teachers hers
Statements M Sb M Sb
Regular observation, regular feedback, coaching and mentoring is
done by heacher 3.88 125 231 1.08
Appraisal interview is held with thie teacher 313 128 1.69 090
Foltow-ap mieetings are held to review the objectives 325 L.17 2.17 104
Regular communication on teacher performance is done 361 074 229 1.10

Weaknesses were revealed in activities relating to conducting an appraisal interview (a mean of
1.69) while holding a follow-up meeting had a mean of 2.17 as reported by heads. These stages
had low means of 1.69 and 2.17 respectively among teachers. Regular commumication from the
head teachers had a low mean of 2.29 among teachers. The activities of regular observation,
feedbmfk, coaching and mentoring were also not popular activities (2.3 1). Their stumpy averages
clearly show that these critical areas were flouted or head teachers and teachers had problems in
observing them.

Step 3:- Formal Documentation of Performance.

This step involved compietion of a performance and development of appraisat form appropriate
or provided by the TSC/MOE to teachers. Head teachers are expected to review all relevant

informationabouttheconcemedtcacher,allowthctcachcrwappmiseseifﬁmtandﬂlen the head
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teacher to do the same. Afier the head has also done his/her part- sthe atlows 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 2 Formal Documentafion of Performance.

Statements Head  teachers % Teachers %
SD D DN A SA SD D DN A SA

The head teacher reviews other relevant

information 00 125 00 50375 286 114 17140 29

Teachers appraise self before head

teachers appraise them 00 125 00 T5 1285 314 206 57T 31 57

Teachers endorse h/teachers report before

it is sent 1o TSC 12.5 50 00 375 00 629 17.1 114 57 29

Responses showed that though 87.5% of head teachers review other relevant documents before
making conclusions on teacher performance and that teachers appraise self (87.5%), notably,
62.5% of head teachers did not aliow teachers to endorse their individuat reports before they
were sent to the TSC. Great population (60%) of teachers agreed that their schools reviewed
relevant documents. Self-appraisal by teachers was questionable as 51‘4% teachers said they did
notai:praiseself.Thereponby80%0fmhersrevealedthatagreaterpmﬁonofthcmdiduot

endorse the appraisat report by heads on their (teachers) performance before it was sent to TSC.

Self-appraisal is based on the idea that teachers 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. i
is self monitoring. Bunnel (1987) emphasizes that this stage provides an opportunity to evaluate

work consciousty and formally, and have it discussed with the supervisor.
72
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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
pcrceivedtobeadversewerehiddenmdﬁxeteacherwmxldnotbecmmseledormakeapp@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 gmphical overview on formal documentation of performance.

Figure 4.3. Formal documentation of Performance
W Heads ® Teachers

87.5

§ The H/teachers  Teachers appraise self Teachers endorse
i reviews other relevant -before head teachers  h/teachers report
information appraise them before it is sent to TSC

The Mean and Standard Deviation of Activities Involved in a Formal Decumentation of
Performance

The mean of each activity was determined to identify activities which were popularly practiced.
These sclivities are captured in Table 4.10.

Table 4.10. Means and Standard Deviafions of Acfivifies Involved in a Formal

Documentation of Performance.

Head teachers Teachers
Statements M SD M Sb
The head teacher reviews other relevant information 4.13 099 277 133
Teachiers appraise self before head teachers appraise them 388 084 ’ 2.66 141
Teachers endorse hfteachers report before it is sent to TSC 263 1.19 1.69 1.08
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TeacherscndorshgﬂmheadteachcrsmportbeforeitisscnttutthSChadthc 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 coerce 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 and Development Discussions.

The appraiser and the appraised are expected to hold discussions based on the completed
.apptaisal form. The process is wound up with the construction of a development plan that will
benefit the appraised. It also celebrates what the teacher ishas done well, identifies areas where
the teacher may be able to improve and identifies the support and in-service traiming which the
teacher requires in order to progress. It is meant to improve the ability of the teachers to perform
their present job and/or prospective roles through identification of personal development needs
and provision of subsequent training and self development opportunities (Cyrill: 1993). Findings

from the division are reflected in Table 4.11.
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Table 4.11. Presented the Activities in Formal Performance and Development Discussion.

Statements Head teachers % Teachers %
SD D DN A SA SD D DN A SA

Teachers get feedback from TSC in good time

through h/teacher 50 50 00 00 00 429 314 20 57 06
Teachers discuss the content of feedback with

thie Wtedcher with a view of bettering

performarce 125 625 00 25 00 457 343 143 57 00

The school puts intervention measures in place
1o even beter teachiers performance 00 625 00 37500 314 40 86 20 00

The findings reveated that 100% of 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 resuits once the TSC released them to school. Intervention measures were also very
minimal as only 37.5% reported of head teachers that did put them in place. On the other hand,
74.3% of teachers agreed that the appraisal report was not received in time. To add weight to
this, 20% of them did not know about it. When it came to discussing the content of appraisal
report, 80% of teachers did not discuss it with the head teachers. Then there were also 14.7% of
teachers who knew nothing about it. It was also established that 71.4% of teachers reported that
schools did not put measures in place to even better teacher performance. Figure 4.4 clearly

illustrates the process of formal performance and development discussions.

Va
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Figure 4.4. Formal performance and development discussions

‘& Heads & Teachers
375
i

Teacher gets feedback Teachers discuss the School puts
from TSC in good time  content of feedback intervention measures
through h/teacher with h/teacher in place to even better
performance

These revealed of another impediment in teacher appraisal in Etago Division. Feedback which
played a key role in appraisal and used as a basis to improve weaknesses was ignored at most.
Feedback helped clarify issues that are not clear and is used as a basis for individual coaching or
training to overcome performance deficiencies. Putting intervention measures is a step to
achieving the uitimate goal of appraisal which is meant to improve teacher efficiency at work
place. If ignored appraisal misses the greatest mark of its impact and then the whole process is
subjected to disrepute.

The Means and Standard Deviations of Activities Involved in Formal Performance and

P

The mean of each activity was determined and revealed as shown in Table 4.12.



Table 4.12. Presenfed the Means and Standard Deviafions of Acfivities Involved in a

Formal Performance and Development Discussions

Head ieachers i eachers
Statements M SD M SD
Teachers get feedback from TSC in good time through the head 150 054 200 1.00
Teachers discuss the content of feedback with the h/teacher with a
" view of bettering performance 238 1.06 1.80 0%
The school puts intervention measures in place to even better
teachers performarice : 2,73 1.04 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 1.5 among heads while discussing the content of the feedback
with the heads had the lowest mean of 1.8 among teachers and was followed by untimely 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 Perceived by Head teachers and
Teachers.

The head teacher is a person in charge of every detail in the runming of the school, be it academic
or administration. S/he is an educational leader in the school with the task of:n::reating a
conducive learning environment for all pupils, of all abilities, and with varying needs that shoutd
be met. The teachers also shafe in this task. The head teacher spearhieads the appraisal exercise
by nature and sensitivity of his/her position in the institution to ensure that the performance of
each department, staff or administration is appraised and that the whole school is assessed. S/he
is an agent of the ministry on the ground that s/he appraises and is directly answerable to the

employer- TSC/MOE about the performance of teachers in his or her school. The various



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 Head teacher as an Appraiser.

Head teacher % Teacher %
SD D DN A SA SD D DN A SA

Statements

Communicating management expectations

on teacher performarnce 00 00 00 350 SO 00 29 29 486 4357
Collecting data and providing feedback to

teachers about their job performance 00 00 00 50 50 00 29 29 543 40
Advising and coaching teachers on how to

achieve the objectives 0.0 00 00 25 75 29 29 86 314 343
Diagnosing  teachers  strengths  and ‘
weaknesses 000000 25 75 29 29 257 3711 314
Reinforcing effective behavior and progress

towards goals. 00 00 00 30 70 0.0 0.0 229 257 3514

Determining development activities that
‘might help teachers to improve performance 0.0 0.0 00 625 375 0.0 29 00 333 629

Head teachers strongly saw their roles as diagnosing teachers’ strengths and weaknesses (75%),
advising and coaching teachers on how to achieve the objectives (75%) and tctuforci;g effective
behavior and progress towards goals (70%). Teachers strongly agreed that the head teachers’ role
was to determine development activities that might help teachers imin'ove performance (62.9%),
advising, and coaching teachers on how to achieve the objectives (54.3%). mﬂ, head teachers

and teachers had a 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 and Standard Deviation of the Roles the Head plays as an Appraiser

H/ teachers Teachers
Statements M SD M Sb
Communicating management expectations on teacher performance 450 054 437 069

Collecting data and providing feedback to teachers about their job
performance 450 053 431 0.68

Advising and coaching teachers on how to achieve the objectives 4.75 046 431 0.96
Diagnosing teachers strengths and weaknesses 475 0.46 391 098
Reinforcing effective behavior and progress towards goals. 450 0.54 429 0.83

Determining development activities that might help teachers to improve

performarce 4.38 0.52 4.57 0.65

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 of 4.57. 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

teachers and Teachers.

An appraiser has the responsibility to see that the performance of personnel in carrying out the
duticsofthcirpositionsisuptoﬁxcdc#imd 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. S/he provides
technical competence (Gibson and Hunt; 1965). This requires the appraiser to possess

competences that will make him/her perform his/her duties/roles effectively.

In this study, the qualities of a competent appraiser was determined 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.

Head teachers % Teachers %
Competencies SD D DN A SA SD D DN A SA
Teaching experience 00 00 00 375 625 00 17.1 29 229 571
Seniority or position in responsibility 0.0 37.5 37.5 12.5 125 257 343 57 229 114
Respect 00 00 00 125 875 29 57 114 343 457
Subject knowledge 00 125 00 375 S0 00 29 00 314 657
Trust 00 00 00 25 75 86 29 00 286 60
Training 00 00 00 125 875 00 114 29 371 486

Teaching experience, respect, trust and training had the highest score of 100% among head
w while subject knowledge received 87.5%. Teachers’ response to subject knowledge was
97.1%, followed with trust (88.6%), 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 head 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.
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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
Competencies M SD M SD
Teaclting experience 46 0.5 42 113
Seniority or position in responsibility 3.0 1.1 26 140
Respect 49 04 4.14 103
Subject knowledge 43 1.1 46 065
Trust 49 035 429 120
Training 48 046 423 097
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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 — réspect, trust, training,

subject knowledge and teaching experience.

4.6. Use of Appraisal Report in 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 feport 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 mainiaining
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 4.17. Ways in Which the Appraisal Report is Used in School.

: Head teachers % Teachers %
Use of report. SD D DN A SA SD D- DN A SA
‘To provide teachers with adequate
resources-to meet targets 00 00 00 25 75 114 286 114 286 20

A basis for frequent meetings held to
_discuss teaching with a view to instituting
improvement 00 00 00 375 625 1i4 257 8.6 429 114

Facilitate conduct staff development
programmes (in-service) 0.0 75 0.0 125 125 329 286 57 243 86

To provide timely recognition to hard
working teachers 00 25 00 .25 . 50 17.1 171 29 28.6 343

To identify weak teachers that need help
through appropriate training and mentoring 0.0 0.0 0.0 3715 625 429 257 5.7 114 143
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It was established that appraisal report was used to provide teachers with resources (100%), a
basis for holding meetings between head teacher and teachers to discuss teaching with a view to
mnstituting improvement (100%), and 75% of 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 for
mentoring and training or to facilitate staff development plans (67.6%). This imputed-an abuse
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 have any real purpose, for
example, promotion of staff development, promotion... the system falls into disrepute. Bunmell
(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 canmot 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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Figure 4.5 Use of appraisal report in schools

Heads = Teachers

629
286 543
Fia ggy

S0t l e l 5 329 RS
Provide adequate Basis for holding Staff development Recognition of hard  identify weak teachers
resources to teachers meetings to discuss working teachers who need help
performance

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 unremedied and new

area of work often remain unexplored (Marland, 1986).

The Mean and Standard Deviations of Ways the Appraisal Report is Utilized in Schools.

The means of various activities that indicate on how the appraisal report is used in school was

determined as captured in table 4.18.
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Table 4.18. The Mean and Standard Deviations of the Ways in Which Appraisal Report is

Utilized in Schools.

Head teachers Teachers
Use of report. M SD M SD
To provide teachers with adequate resources to meet targets 4.75 046 3.17 136
A basis for frequent meetings held to discuss teaching with a view to
instituting improvement 4.63 052 3.17 127
Facilitate conduct staff development programmes (in-service) 3.75 117 278 1.38
To provide timely recognition to hard working teachers 4.5 0.53 346 1.54
To identify weak teachers that need help through appropriate training

4.62 0.52 274 127

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 prorammes 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 ‘Teachers
Pleased n % n %
Yes 3 375 4 114
No 5 625 31 88.6
Total 8 100 35 100
Favour 7 87.5 32 914
Not favour 1 125 3 86
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 lwith 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 how it was done. This gave an impression of a mess in the system that needs to be
urgenfly 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
procedures in appraising. There were no guideiines. 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.



4.8.1. The Measure of Feeling Head teachers’ and Teachers’ Attach Towards 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
Streagth of teeling n Y n Y
Very strong 5 625 16 457
Strong 3 =375 16 45.7
Moderately strong - - 2 5.7
Stightly strong - - 1 29
Not at all strongly - - 0 0.0
‘iotai I 2V 35 100

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 inducted in performance
appraisal process, and ensuring that the necessary intervention measures are put in place to
improve/staﬂ‘perfozmanccinschools. Failure to do this may place appraisal at a risk of being

abused in schools if no action is taken.

B7



CHAPTER V
SUMMARY, CONCLUSION AND RECOMMENDATIONS.

5.1 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 8 schools were selected by simple random sampling from the population of 19
school. Provincial category — 2 out of 3 secondary schools were sampled, district category — 5
out of 15 mixed schools and 1 out 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 Etage 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 schedule and transferred into the computer
data file for analysis with a sofiware 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 mtcmcws 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.

ii.

iii.

v,

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 MOE/TSC. This resulted into a number of steps in
procedure being faulted. ‘

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.

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 performance were rarely conducted
as admitted by both head teachers and teachers.

Formal documentation of performance appraisal faced the challenge of teachers not
appraising themselves. A greater percentage of teachers did not endorse head teachers’
report concerning their performance before it was sent to TSC (the employer).

Formal performance and development of staff of staff discusstons which ends up with 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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viil.

ix.

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

Head teachers and teachers valued the qualities of an appraiser based on the competences
of training, thorough knowledge of the subject area, trust and respect. Semiority or
position in responsibility was not an important competence.

Many schools in the division did not use the report to facilitate staff development plans.
Teachers who needed help through appropriate mentoring and training were neither
identified nor helped.

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 performance appraisal 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 which they conducted them. They faulted the very

procedures they were to uphold and every other stride taken brought disrepute to the exercise.
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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
reatized. Teachers would detest appraisal. Teachers development would not be catered for and
possibly the standards of teaching 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 2010 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‘
discernment that education is a foundation to development and prosperity, and also a solution to

social problems.

5.4 Conclusion

The research established that the appraisal practice in secondary schools in Etago Division was
m greaf disarray. Weaknesses were exhibited in the manmer in which it was conducted and how
the report was put into use. A number head teacher did not attach the 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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5.5 Recommendations

Based on the findings above, the researcher made the following recommendations;

1

ii.

iv.

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 schoolsy. 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.

Review audit systems should be established in schools to prevent head teachers personal
feelings or bias from impacting on appraisal. Heads of department, senior teachers —
through strengthening subject panels, can appraise and enable teachers become part and
parcel of appraisal process. Indeed Heads of department should appraise teachers while
the head teacher should appraise HODs and senior teachers

School appraisal programme should be linked first with the school strategic plan. The
school targets 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.

School management Boards (BOG) as agents of the MOE/TSC should 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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Vi.

viil.

IX.

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.

MOE/TSC 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.

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.

The DQAS should establish outreach programmes to schools to communicate to head
teachers and teachers about their roles in appraisal.

QASO needs to be strengthened at district and divisional levels as a mechamsm of
monitoring schools at a close range on how staff appraisal is carried out, offer advice and,
where necessary, hold schools/heads who did not conduct staff appraisal accountable as
required.

Incentives for good performance and punitive measures for those excessively not

attaining targets should also be spelt out by the MOE/TSC to schools.



5.6 Further Research.

The researcher recommends that;

This study could be replicated in other districts in order to allow for wider generalization of the
results

An m-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 under which staff appraisal in schools is most likely to

foster professional development of competent teachers could be carried out.
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APPENDIX 1

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 (1) Female (2)

2) Your age 21-30(1) 31-40(2) 41 -50(3) above 51 (4)

3) Your qualification. ATS (1) Diploma (2) Degree (3) Masters (4)

4) Years of experience 1-5(1) 6-10(2) 11-15(3) 16-20(4) 21-25(5) 26-30(6) above31(7)
Part B.

1) Does your school have the following

d) Mission statement Yes (1) No(2)

b) Vision statement Yes (1) No(2)

¢) School motto Yes (1) No{(2)
2) Have you heard of performance appraisal in schools? Yes (1) No (2)
3) Are you appraised in your school? ' Yes (1) No (2)
4) Who appraises you? Head teacher (1)  Deputy (2)  Head of department (3)
5) Are you provided with an appraisal manual by TSC/MOE? Yes (1) No (2)
6) Do you have an appraisal schedute in your school? Yes (1) No (2)
7) Does the TSC/MOE offer you any induction on appraisal? Yes (1) NoA(Z)

Part C

Rea(i each question in this section carefully and understand it. Then, answer as requested.

All statements will be answered using the scale of five provided below.
5 Strongly Agree (SA) 4 Agree (A) 3 — Don’t Know (DN)
2 — Disagree (D) 1 — Strongly Disagree (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 21
b. Head teacher tells me of my performance expectations 5 14 |3 2|1
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c. We identify the areas of focus in appraisal with head teacher 5 4 13 2 |1
d. Each teacher sets goals as per the petformance expectations 5 |4 |3 2 |1
e. Teachers ask the support to be provided them by the school 3 1A |3 2 |1
f. We plan for observation of teaching in classroom 5 14 |3 2 1
g.  We set datelines for the goals to be met 514 43 2 |1
h. Observations, regular feedback, coaching and mentoring is done 5 14 |3 211
i. Head teachers holds an appraisal interview with the teacher 5 14 |3 2t
j. We hold follow-up ineeti.ngs and review my objectives S r % 13 2 1
k. I getregular communication from head teacher on my performance 4 13 21
. The head teacher reviews other relevant information FofpA b 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 |21
0. Teachers get feedback from the TSC in good time through head/t |5 [4 |3 21
p. Teachers discuss the content of the feedback with the head teacher |5 419 2 11
q. My school puts intetvention measures in place to even better 2. A 13 21
teachers’ performance.
2) What do you consider to be the role of the head teacher as an appraiser?
Statement |SA |A|DN {D|SD
| a2 Communicating management expectations on teacher performance 5 413 211
b. Updating and revising individual objectives and performance standards |5 |4 |3 2 {1
as conditions change g
c. Advising and coaching teachers on how to achieve the objectives R BB EEE
4 d. Diagnosing teachers strengths and weaknesses 5 4|3 211
e. Reinforcing effective behavior and progress towards goals. 5 4 (3 2§
f. Determining development activities that might help teachers to improve | 5 413 2-¥l
performance
3) What do you conceive to be the best criteria for a competent appraiser?
Statement Strongly | Agree | Don’t | Disagree Strongly
Agree Know Disagree
a. Teaching experience 5 |4 3 2 1
b. Seniority/position in responsibility 5 4 3 2 1
c. Respect S 4 3 2 1
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d. Subject knowledge 5 4 3 2 i
e. Trust 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. To provide teachers with adequate resources to meet targets 5 S

b. Used as a basis for frequent meetings held to discuss teaching with a | 5 & P33 00
view to instituting improvement

Facilitate conduct staff development programmes (e.g.in-services) 5 4 |3 2

d. Is used as a basis to clarify and review targets and objectives of each | 5 413 12 11
teacher as conditions change

e. Used to provide timely recognition to hardworking teachers 5 4 |3 2:H
f. To identify of weak teachers that need help through appropriate training | S |4 |3 [2 |1
and mentoring

5) Are you pleased with the way appraisal is practiced in your school?  Yes(l)  No(2) \
6) Do you favour or not favour teacher performance appraisal?  Favour (1) Not favour (2)
7) Why do you favour/not favour teacher performance appraisal?

.........................................................................................................
..........................................................................................................
.........................................................................................................

.........................................................................................................

............................................................................................... e
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)

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)

.........................................................................................................
.........................................................................................................
.........................................................................................................

.........................................................................................................



.........................................................................................................

..........................................................................................

10) Would you prefer to sign a performance contract? Yes(1) No(2)
11) Reason for your ansWr (18).. .. i i ciicisisissiiin i ssnnisosaissssscrasstoni dics

...............................................................................................................

Thank you for participating.
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APPENDIX 1T

STAFF QUESTIONNAIRE FOR HEAD TEACHERS ON PERFORMANCE

APPRAISAL

Kindly answer all questions given in parts A,B and C. Read, understand and then circle or tick
the number in the bracket () that best reflects your appropriate response.

Part A
1) Your gender. (Please circle) Male (1) Female (2)
2) Yourage 21-30(1) 31-40(2) 41 -50(3) - above 51 (4)
3) Your qualification. ATS (1) Diploma (2) Degree (3) Masters (4)

4) Years of experience 1-5(1) 6-10(2) 11-15(3) 16-20(4) 21-25(5) 26-30(6) above31(7)
5) Years of experience as head teacher.  1-5(1) 6-10(2) 11-15(3) 16-20(4) above 20 (5)

Part B.

1) Does your school have the following

a) Mission statement Yes (1) No(2)

b) Vision statement Yes (1) No(2)

¢) School motto Yes (1) No(2)
2) Have you heard of performance appraisal in schools? Yes (1) Na (2)
3) Are teachers appraised in your school? Yes (1) No (2)
4) Who appraises them? Head teacher (1)  Deputy(2)  Head of department (3)
5) Are you provided with an appraisal mamual by TSC/MOE?  Yes(1)’ No()
6) Do you have an appraisal schedule in your school? Yes (1) No (2)
D Doe; the TSC/MOE offer you any induction on appraisal? Yes (1) No (2)

Part C

Read each question in this section carefully and understand it. Then, answer as requested. All
satements will be answered using the scale of five provided below.
5_Strongly Agree (SA) 4 — Agree (A) 3 - Don’t Know (DN)
2 - Disagree (D) 1 — Strongly Disagree (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
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a. Head teacher outlines school aims, objectives and goals to teachers |5 |4 |3 2 11
b. Head teacher tells teachers their performance expectations 5 |4 |3 211
¢. We identify the areas of focus in appraisal with head teacher 5 14 |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 571413 21
f. We plan for obsetvation of teaching in classroom 5 f 413 2 11
| g. We set datelines for the goals to be met 5 |4 |3 21
h. Regular observations, fe;adback, coaching and mentoring aredone |5 |4 |3 2 1
i.  Head teachers holds an appraisal interview with the teacher bt B 2|1
j-  We hold follow-up meetings and review the objectives 4 |3 2|1
| k. Teachers get regular communication on their performance - SR G 2 |1
1. The head teacher reviews other relevant information 5 |4 (3 21
m. Teachers appraise themselves before head teacher appraises them 5 4513 . 1241
n. Teacher endorses h/teachers report before it is sent to TSC/MOE | 5 4 |3 211
0. 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 |3 241
. My school puts intervention measures in place to even better 5 14 |3 211
teachers’ performance.
2) What do you consider to be the role of the head teacher as an appraiser?
Statements ' ’ : SA [A[DN [D]SD
| & Communicating management expectations on teacher performance 5 413 21
b. Collecting data and providing feedback to teachers about their job 5 4|3 211
| ~___performance.
| ¢. Updating and revising individual objectives and performance standards |5 |4 |3 211
| as conditions change
d. Advising and coaching teachers on how to achieve the objectives 5 4 |3 211
Diagnosing teachers strengths and weaknesses 5 413 211
f. Reinforcing effective behavior and progress towards goals. 5 4|3 2 11
g. Determining development activities that might help teachers to improve | 5 4|3 211
performance
3) What do you conceive to be the best criteria for a competent appraiser?
{ Statement [ Strongly [ Agree [Don’t [ Disagree | Strongly |
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Agree Know | Disagree

a. Teaching experience 5 4 3 2 1

b. Seniority/position in responsibility 5 4 3 3 1

c. Respect 5 ot 3 2 1

d. Subject knowledge 5 4 3 2 1

e. Trust 5 e 3 2 1

f. Training 5 4 3 2 1

4) How is the appraisal report used to improve staff performance in your school?
Statements SA |A |[DN|D
a. To provide teachers with adequate resources to meet targets 5 z |3 2
b. Is incorporated in the school development plan 5 4 -3 2
c. Used as a basis for frequent meetings held to discuss teaching with a | 5 4 13 2
: view to instituting improvement '

d. Facilitate conduct staff development programmes (e.g.in-services) 5 4 {3 2

Is used as a basis to clarify and review targets and objectives of each | 5 14 13
teacher as conditions change

f. Used to provide timely recognition to hardworking teachers 5

g To identify of weak teachers that need help through appropriate training | 5 413
and mentoring '

5) Are you pleased with the way appraisal is practiced in your school?  Yes(l) 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?

.......................................................................................................

........................................................................................................
..........................................................................................................
..........................................................................................................

...........................................................................................................

8) How strong do you feel about this (12 above)?
Verystrong (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 to address on performance
appraisal system in secondary schools? (list at least tnre<

.........................................................................................................
.........................................................................................................

.........................................................................................................

..........................................................................................................

....... D R T I T I A S I I

10) Would you prefer to sign a performance contract? Yes(1) No(2)

11) Bowsons Son VOOr BREWer {10) ... i oiiiiitiniisssiisiieaaieierins i tharsannsateses

...............................................................................................................

...............................................................................................................

Thank you for participating.
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APPENDIX IT
HEADTEACHERS INTERVIEW GUIDE ON STAFF PERFORMANCE APPRAISAL

(HTPAIG)

The teacher is supposed to sit with you and jointly set goals which form the basis of appraisal. How
is this done in your school? Does this make your work easier or difficult?
The teacher has the right to access his report and even challenge it on the ground of fairness,

relevance and accuracy. How does this compromise your report? Does this cause appraisers report

on teachers to be lenient

What do you consider to be the main challenges affecting appraisal in secondary schools?
What do you like most about performance appraisal? What do you like least about it?

Are there any adjustments you think if included/excluded from the appraisat 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 with you and jointly set goals which form the basis of
appraisal. How is this done in your school? Does this make your work easier or difficult?

2. What do you consider to be the main challenges affecting appraisal in secondary schools?

3. What should schools do with the appraisal report to improve instruction?

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 procedure of appraisal will

make the exercise even much better? What are they?
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APPENDIX V

LIST OF SCHOOLS THAT PARTICIPATED IN THE STUDY

i

® N A M oA W oN

Ikoba secondary

Monianku secondary

Nyabine DEB secondary

St. Alfonse Nyabine secondary
Nyamondo secondary

St. Linus Girls Etago secondary
Muma secondary

Nyatwoni secondary

Source : DEQ'’s office — South Gucha district
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APPENDIX VI
RESEARCH WORK PLAN / SCHEDULE.

2008 2009 2010 2011
Activity TT Al S| O] N} D M- JHIT A} MAIMI|J Dl I M Al
Proposal writing < |
Concept paper <P
Literature review
Draft writing < >
Develop instruments 4—# '

Proposal submission

A

Defense of proposal

Hand in corrections

Tt

Permit for research

Piloting:

Finalizing instruments

Produce instruments

Data collection

Data analysis

Report writing and
correction

Thesis submission for
examination

Defense

Final report writing

Binding and submit

Graduation
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APPENDIX VII

EXPENDITURE ESTIMATES ON RESEARCH.

Activity Kshs
Preparation of proposal 6,000
Literatur¢ review 2,000
Development of research instruments 3,000
Research permit 1,500
Piloting 3,000

Data collection; Lunch / travel/ tour guide | 3,000

| Data analysis 15,000
Final report writing 5,000
Binding and submission 4,000
Miscellaneous 3,000
Total : 60,500
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APPENDIX VIII

Nvatera Vincent Ogwora
Kenyatta University

P.0), Rox 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 for the degree of master of education at Kenyatta
University. Am currently interested in the theme of performance appraisal in secondary schools.
My focus of research is Head teachers and teacher perceptions regarding performance
appraisal in secondary schools of Etago division, South Gucha district, Nyanza province.

I do submit two copies of my research proposal to your office for scrutiny and hope to upgrade it
immediately I gather and analyze data from the field.

Thanks in advance

Yours faithfully,

”

Nvatera Vincent Ogwora
ES55/10492/2007
ID No.11246211
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APPENDIX V

LIST OF SCHOOLS THAT PARTICIPATED IN THE STUDY

® N AU e W N -

Ikoba secondary

Monianku secondary

Nyabine DEB secondary

St. Alfonse Nyabine secondary
Nyamondo secondary

St. Linus Girls Etago secondary
Muma secondary

Nyatwoni secondary
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MINISTRY OF EDUCATION

DISTRICT EDUCATION OFFICE
SOUTH GUCHA DISTRICT
P.OBOX2

NYAMARAMBE.

REF: ED/GS/GEN/81/VOL. I/16 ‘ DATE: 19/03 /2010

TO :

ALL HEADS / PRINCIPALS
SECONDARY SCHOOLS (ETAGO DIVISION)
SOUTH GUCHA DISTRICT.

RE: RESEARCH AUTHORIZATION -
MR. NYATERA VINCENT OGWORA NYATTA UNIVERSIT

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 30" November 2010.

Please co-operate and assist hipa




THE OFFICE OF THE PRESIDENT

Telegrams “DISTRICTER” Nyamarambe ... DISTRICT COMMISSIOER

Telephone N0.020800357 GUCHA SOUTH DISTRICT

When replying please quote - P.OBOX 10
NYAMARAMBE

19™ MARCH, 2010

REF:GCA/SOUTH/EDU.12/25/VOL.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 leter is to ask you to give him the assistance he may require, notify AEO
Etago and chiefs on the same.

S.M.GWAKO

FOR: DISTRICT COMMISSIONER

siERsT KENYATTA UNIVERSITY LIBRAR‘

\/ CC: NYATERA VINCENT OGWORA




