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Abstract 

The Appraisal system has been given much importance for the improvement 

of twenty-first-century teachers. The Punjab Education Department assumes that the 

performance appraisal system currently used for higher secondary school teachers 

measures teachers‘ efficiency. It also allows them to reflect on their performance and 

revise their attitude and behaviors to achieve the goal. The present research is 

conducted to examine the effectiveness of the existing staff appraisal system by 

applying Decenzo and Robbins model. ―Staff Appraisal System and Teachers‘ 

performance‖ of higher secondary schools. The study at hand was undertaken by 

using a sequential explanatory mixed methods design. The researcher used a multi-

stage random sampling technique to access the target population from 9 districts of 

Punjab. After piloting and taking proper measures for reliability and validity, the final 

self-constructed questionnaire was distributed among school teachers and principals 

in the selected districts to reach the target sample. A self-constructed questionnaire 

and interview protocols were used to collect data. Firstly, survey data were analyzed 

using descriptive and inferential statistics. Quantitative results were then validated 

against qualitative data. After an in-depth analysis of the data gathered by focus group 

discussions and interviews, the researcher prepared guidelines/ framework for 

effective implementation of PAS. The study concluded that teachers were well aware 

of the PAS process, but they need the training to make the process more effective. 

Teaching quality did not turn to be a predictor of satisfaction. Therefore, it is 

concluded that PAS has not been able to make a desirable effect on the quality of 

teaching. Management support play mediating role in between the relationship of 

awareness about PAS among teachers and their satisfaction with PAS. This study 

which helped the Punjab Education Department, might be adoptable for the staff 
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appraisal model for other schools and school systems. It is suggested that the teachers 

should provide feedback for their further professional development. 

Keywords: Performance Appraisal System, Effectiveness, Public Schools, Higher 

Secondary School Teachers, and Principals. 

 

 

  



viii 

Acknowledgments 

All gratitude and praise be to Allah for His countless blessings without which I would 

not comprehend even ―nothing.‖ I am grateful to the Almighty Allah for providing me 

the courage to find an insight into the lives and works of teachers. I am fortunate to 

have the love and care of my entire family. I thank my parents, especially my mother, 

for her unwavering support and encouragement throughout my research and thesis. 

My special thanks to my wife Humera Noreen and my children Muhammad Zain Ali, 

Sheza Maryam, and Muhammad Hassan Ali for their unconditioned support during 

the entire journey of this degree and my loving brother Muhammad Naeem for their 

unwavering support. My project would not be possible without guidance from my 

supervisor Dr. Seema Arif – my mentor and a great motivator who directed me 

through every step that I took. I cannot thank her enough for introducing me to the 

world of research. I acknowledge her intellectual input, which made this research 

possible. I appreciate the involvement of my friends and colleagues who have been 

kind supports and critics when needed. I thank other faculty members, including Dr. 

Abdul Hameed, Dr. Yar Muhammad, and Dr. Sajid Masood, who provided guidance 

and support whenever needed. My thanks to office staff Mr. Muhammad Sultan and 

Mr. Muhammad Javed. I thank the University of the Management and Technology, 

Lahore, especially Information Processing Center (IPC) and Learning and Resource 

Center (LRC) members, for providing me an enabling environment by using all 

library resources. I want to extend my thanks to Muhammad Saad and the Librarian. I 

also thank the participants of my study for their participation in the study.  

I aspire to express my untold appreciation for Dr. Muhammad Zaheer Asghar, 

UMT Lahore, for providing me guidance in SEM analysis. I am also thankful to my 

reverent teacher Muhammad Iqbal Nadeem H.M. G.H.S 108/7. R for his generous 



ix 

help during my academic career. Special thanks to S.S.S Shahid Habib and Dr. 

Muhammad Saeed, who have always been a source of guidance for me. 

 

M.N 

 

 

  



x 

Table of Contents 

Author’s Declaration ................................................................................................... ii 

Plagiarism Undertaking ............................................................................................ iii 

Certificate of Approval ............................................................................................... iv 

Dedicated ...................................................................................................................... v 

Abstract ........................................................................................................................ vi 

Acknowledgments .................................................................................................... viii 

Table of Contents ......................................................................................................... x 

List of Figures ........................................................................................................... xvii 

List of Tables .......................................................................................................... xviii 

List of Acronyms ....................................................................................................... xxi 

CHAPTER 1 ................................................................................................................. 1 

INTRODUCTION........................................................................................................ 1 

1.1 Purpose of the Study ............................................................................................ 6 

1.2 Statement of the Problem ..................................................................................... 7 

1.3 Significance of the Study ..................................................................................... 8 

1.4 Objectives of the Study ........................................................................................ 8 

1.5 Research Questions .............................................................................................. 9 

1.6 Conceptual Framework of the Study ................................................................. 10 

1.6.1. Awareness .................................................................................................. 13 

1.6.2 Actions to be evaluated by PAS.................................................................. 13 

1.6.3 Management Role ....................................................................................... 14 

1.6.4 Outcomes of PAS ........................................................................................ 14 

1.7 Delimitations of the Study ................................................................................. 16 

1.8 Definitions of Key Terms .................................................................................. 16 

1.9 Thesis Outline .................................................................................................... 17 

CHAPTER 2 ............................................................................................................... 19 



xi 

LITERATURE REVIEW ......................................................................................... 19 

2.1 Introduction ........................................................................................................ 19 

2.1.1 Concept of Performance Appraisal ............................................................. 22 

2.1.2 Historical Perspective ................................................................................. 23 

2.1.3 Purpose of Performance Appraisal ............................................................. 24 

2.2 Functions of Teacher Appraisal ......................................................................... 25 

2.2.1 Performance Appraisal and Teacher Competency ...................................... 25 

2.2.2 Impact of Appraisal System on Teachers ................................................... 27 

2.2.3 Role of Principal in Performance Implementation ..................................... 28 

2.2.4 Role of Administration in Performance Implementation ............................ 30 

2.3 Models of Teacher Appraisal System ................................................................ 31 

2.3.1 The Accountability Model .......................................................................... 31 

2.3.2 The Developmental Model ......................................................................... 32 

2.3.3 The Collegial Model ................................................................................... 33 

2.4 Foundation of the Performance Appraisal Process (PAS) ................................. 33 

2.4.1 Work Profiles .............................................................................................. 33 

2.4.2 Goals ........................................................................................................... 34 

2.4.3 Capabilities ................................................................................................. 34 

2.4.4 Standards ..................................................................................................... 34 

2.4.5 Commitment ............................................................................................... 35 

2.5 Conduction of PAS ............................................................................................ 35 

2.5.1 Awareness ................................................................................................... 35 

2.5.2 Assessment .................................................................................................. 36 

2.5.3 Appraisal ..................................................................................................... 37 

2.5.4 Feedback – Suggestions for Improvements ................................................ 38 

2.6 Enabling Effectiveness of PAS Process ............................................................. 39 

2.6.1 Training for PAS Implementation .............................................................. 39 

2.6.2 Fairness of the Process ................................................................................ 39 

2.7 Performance Appraisal Indicators...................................................................... 40 

2.7.1 Classroom Management.............................................................................. 40 

2.7.2 Quality of Teaching .................................................................................... 42 

2.7.3 Motivation ................................................................................................... 44 



xii 

2.7.4 Teamwork and Punctuality ......................................................................... 45 

2.8 Methods used in PAS Process ........................................................................... 45 

2.8.1 Peer- inspection and Teamwork .................................................................. 46 

2.8.2 Direct Observation ...................................................................................... 46 

2.8.3 Student Surveys and Opinions .................................................................... 47 

2.8.4 –360 Degree Feedback ................................................................................ 47 

2.8.5 Self-evaluation ............................................................................................ 48 

2.8.6 Management by Objectives (MBO) ............................................................ 48 

2.8.7 Parent Surveys and Response ..................................................................... 49 

2.8.8 External Observation .................................................................................. 49 

2.9 Monitoring System/ Method used mainly in Pakistan ....................................... 49 

2.10 Outcomes of PAS ............................................................................................. 50 

2.10.1 Individual Outcomes ................................................................................. 51 

2.10.2 Organizational Outcomes .......................................................................... 52 

2.11 Effectiveness of PAS ....................................................................................... 54 

2.11.1 Satisfaction with the PAS Process ............................................................ 54 

2.11.2 Dissatisfaction with the PAS Process ....................................................... 55 

2.12 Problems Related to Conduction of PAS ......................................................... 56 

2.13 Strengths of PAS .............................................................................................. 58 

2.13.1 Performance Check ................................................................................... 58 

2.13.2 Esprit De Corps ......................................................................................... 58 

2.13.3 Employee Review ..................................................................................... 58 

2.13.4 Employee Interest ..................................................................................... 58 

2.13.5 Information Free Flow .............................................................................. 59 

2.13.6 Feedback ................................................................................................... 59 

2.14 Weaknesses of PAS ......................................................................................... 59 

2.14.1 Nepotism ................................................................................................... 59 

2.14.2 Bitter Experience ...................................................................................... 60 

2.14.3 Time Consuming ....................................................................................... 61 

2.14.4 Stressful Environment ............................................................................... 61 

2.14.5 Policy Change ........................................................................................... 62 



xiii 

2.15 Factors Involved in the Beginning and Completion of Evaluation Systems ... 63 

2.15.1 Governments ............................................................................................. 63 

2.15.2 Local Establishments ................................................................................ 63 

2.15.3 School Leadership ..................................................................................... 63 

2.15.4 Educational Researchers and Qualified Teachers ..................................... 64 

2.15.5 Teachers‘ Unity ......................................................................................... 64 

2.15.6 Parents ....................................................................................................... 64 

2.16 The Gaps, Silences, and Contradictions in the Literature ................................ 64 

2.17 Conclusion/Summary ....................................................................................... 65 

CHAPTER3 ................................................................................................................ 67 

METHODOLOGY .................................................................................................... 67 

3.1 Introduction ........................................................................................................ 67 

3.2 Research Approach ............................................................................................ 67 

3.3 Research Design................................................................................................. 68 

3.4 Purpose of the Study .......................................................................................... 70 

3.5 Role of the Researcher ....................................................................................... 70 

3.6 Population .......................................................................................................... 71 

3.7 Sampling ............................................................................................................ 72 

3.7.1 Sampling for Qualitative Data .................................................................... 74 

3.7.1.1 Inclusion criterion .................................................................................... 75 

3.7.1.2 Exclusion Criterion .................................................................................. 75 

3.7.2 Target Qualitative Sample .......................................................................... 75 

3.8 Research Process ................................................................................................ 76 

3.9 Tools for Data Collection................................................................................... 76 

3.9.1 Survey ......................................................................................................... 77 

3.9.2 Interviews .................................................................................................... 77 

3.9.3 Developing and Piloting the Interview Protocol ......................................... 78 

3.9.4 Description of Information about Interview Protocol ................................. 79 

3.9.5 Getting Consent .......................................................................................... 80 



xiv 

3.10 Development of Research Instruments ............................................................ 80 

3.10.1 Teachers‘/Principals‘ Questionnaire ......................................................... 81 

3.10.2 Interview Protocol for Teachers ................................................................ 82 

3.10.3 Interview Protocol for School Administrators and Principals .................. 82 

3.11 Data Quality Control ........................................................................................ 82 

3.11.1 Reliability of the Instrument ..................................................................... 82 

3.11.2 Validity of the Instrument ......................................................................... 83 

3.12 Data Collection Process ................................................................................... 86 

3.13 Data Analysis ................................................................................................... 86 

3.14 Content Analysis .............................................................................................. 88 

3.15 Gaining Access and Ethical Considerations .................................................... 88 

3.16 Summary .......................................................................................................... 89 

CHAPTER 4 ............................................................................................................... 90 

DATA ANALYSIS ..................................................................................................... 90 

4.1 Questionnaire Return Rate ................................................................................. 91 

4.2 Demographic Analysis ....................................................................................... 91 

4.2.1 Demographic Distribution of Teachers‘ Data ............................................. 92 

4.3 Factor Wise Analysis ......................................................................................... 99 

4.3.1 Factor Structure of the Research Questionnaire ......................................... 99 

4.3.2 Details of Confirmatory Factor Analysis .................................................. 100 

4.3.3 Factor wise Descriptive Analysis of the Data ........................................... 104 

4.4 t-tests used to measure Mean Differences ....................................................... 114 

4.4.1 Awareness about PAS ............................................................................... 114 

4.4.2 Location Wise Comparison of Teachers ................................................... 115 

4.5 One Way ANOVA to measure Mean Differences ........................................... 116 

4.5.1 Gender-wise Mean Differences ................................................................ 116 

4.5.2 Qualification Wise Teacher Comparisons ................................................ 119 

4.5.3 Refresher Courses wise Teacher comparisons .......................................... 121 

4.5.4 Student Strength Wise Comparisons in Teachers‘ Perceptions ................ 123 



xv 

4.6 Inferential Analysis .......................................................................................... 125 

4.6.1 Pearson‘s Product Moment Correlation .................................................... 125 

4.6.2 Multiple Linear Regressions ..................................................................... 126 

4.6.3 Satisfaction of Teachers with the PAS Process ........................................ 127 

4.6.4 Dissatisfaction of Teachers with the PAS Process ................................... 129 

4.6.5 Need for Improvement in the PAS Process .............................................. 131 

4.7 Structure Equation Modelling .......................................................................... 132 

4.8 Construct Validation ........................................................................................ 133 

4.9 Path Analysis ................................................................................................... 135 

4.9.1 Path Analysis 1 ......................................................................................... 135 

4.9.2 Path Analysis 2 ......................................................................................... 139 

4.10. Descriptive Analysis of School Principals and Administrators Data ........... 141 

4.10.1 Demographic Distribution of Data.......................................................... 141 

4.11 Thematic Analysis of data gathered from School Teachers, Principals, and 

Administrators........................................................................................................ 144 

4.12 Summary of Comparison ............................................................................... 152 

CHAPTER 5 ............................................................................................................. 154 

FINDINGS, DISCUSSION, AND RECOMMENDATIONS ............................... 154 

5.1 Summary .......................................................................................................... 154 

5.2 Findings of the study ........................................................................................ 156 

5.2.1 Findings of Factors ................................................................................... 158 

5.2.2 Findings of Themes................................................................................... 161 

5.3 Discussion ........................................................................................................ 162 

5.4 Conclusions ...................................................................................................... 168 

5.5 Suggestions for Improvement of Practice ........................................................ 170 

5.6 Recommendations for Further Research .......................................................... 171 

REFERENCES ......................................................................................................... 173 

Appendix A .................................................................................................................. II 

Appendix B ................................................................................................................ III 



xvi 

Appendix C .................................................................................................................. V 

Appendix D ............................................................................................................... XII 

Appendix E ............................................................................................................. XVI 

Appendix F ........................................................................................................... XXIV 

Appendix G ........................................................................................................... XXVI 

Appendix H ......................................................................................................... XXXV 

Appendix I ...................................................................................................... XXXVIII 

Appendix J ............................................................................................................ XLIII 

Appendix K ........................................................................................................... XLVI 

 

  



xvii 

List of Figures 

Sr. No Name Page No. 

Figure 1.1 The Conceptual Framework of the study 16 

Figure 2.1 Foundations of PAS 35 

Figure 3.1 Sequential explanatory design 69 

Figure 3.2 Source: Ailaan & SDPI, 2016 Population of the Study 72 

Figure 3.3 Multistage Random Sampling 73 

Figure 3.4 Qualitative Sample Size 75 

Figure 3.5 Steps in Data Collection 86 

Figure 4.1 Graph about the Awareness of PAS 105 

Figure 4.2 Graphical representation of Classroom Management 106 

Figure 4.3 Graphical representation of Quality Teaching 107 

Figure 4.4 Graphical representation of Team Work 108 

Figure 4.5 Graphical representation of Punctuality 109 

Figure 4.6 Graphical representation of Motivation 110 

Figure 4.7 Graphical Representation of Satisfaction with PAS 111 

Figure 4.8 Graphical representation of Dissatisfaction with PAS 112 

Figure 4.9 Graphical Representation of Management Support 113 

Figure 4.10 Graphical Representation of Need for Improvement 114 

Figure 4.11 Confirmatory factor analysis 135 

Figure 4.12 Path analysis model for PAS satisfaction 136 

Figure 4.13 Results for path analysis and regression coefficients 140 

 

  



xviii 

List of Tables 

Sr. No Name Page No. 

Table 3.1  Target Sample of the study 74 

Table 3.2 Sample of the Study 74 

Table 3.3 Alignment of Research Questions to Tools 85 

Table 3.4 Alignment of Research Questions to Analysis 87 

Table 4.1 Questionnaire Return Rate 91 

Table 4.2 Gender Distribution of Teachers 92 

Table 4.3 Demographic Distribution of Teachers‘ Age 93 

Table 4.4 Demographic Distribution of Teachers Based on Qualification 93 

Table 4.5 Demographic Distribution of Teachers‘ Experience 94 

Table  4.6 Demographic Distribution of Refresher Courses Attended by 

Teachers 

95 

Table 4.7 Gender Distribution of Principals 95 

Table 4.8 Demographic Distribution of Principals‘ Age 96 

Table 4.9 Demographic Distribution of Principals‘ Qualification 96 

Table 4.10 Demographic Distribution of Principals‘ Experience 97 

Table 4.11 Demographic Distribution of Refresher Courses Attended by 

Principals 

98 

Table 4.12 Demographic Distribution of Students 98 

Table 4.13 Factor Wise Item Division of PAS 99 

Table 4.14 Awareness about the PAS 100 

Table 4.15 Classroom Management 100 

Table 4.16 Quality Teaching 101 

Table 4.17 Motivation 101 

Table 4.18 Team work 102 

Table 4.19 Punctuality  102 

Table 4.20 Satisfaction with PAS 102 

Table 4.21 Management Support 103 

Table 4.22 Dissatisfaction with PAS 103 

Table 4.23 Need for Improvement 103 

Table 4.24 Factor wise Descriptive Analysis of the Data 104 



xix 

 (Awareness of Staff Appraisal) 

Table 4.25 Factor wise Descriptive Analysis of the Data 

 (Classroom Management) 

105 

Table 4.26 Factor wise Descriptive Analysis of the Data 

 (Quality of Teaching) 

106 

Table 4.27 Factor wise Descriptive Analysis of the Data 

 (Teamwork) 

107 

Table 4.28 Factor wise Descriptive Analysis of the Data  

(Punctuality) 

108 

Table 4.29 Factor wise Descriptive Analysis of the Data  

(Motivation) 

109 

Table 4.30 Factor wise Descriptive Analysis of the Data  

(Satisfaction with PAS) 

110 

Table 4.31 

 

 

Table 4.32 

 

Factor wise Descriptive Analysis of the Data 

 (Dissatisfaction with PAS) 

Factor wise Descriptive Analysis of the Data                                   

(Management Support)         

111 

 

112 

Table 4.33 

 

 

Table 4.34 

 

 

Table 4.35 

Factor wise Descriptive Analysis of the Data (Need for 

Improvement) 

Perception of male and female higher secondary school  

Teachers (Awareness) about PAS 

Rural and Urban Wise Comparison of Teachers  

 

113 

 

 

114 

 

115 

Table 4.36 ANOVA: Gender Wise Comparisons of Teachers‘ 

perceptions about the PAS Process 

117 

Table 4.37 ANOVA: Qualification Wise Comparisons of Teachers‘ 

Perceptions about the PAS Process 

119 

Table 4.38 ANOVA:  Refresher Courses Wise Comparisons of Teachers‘ 

Perceptions about the PAS Process 

121 

Table 4.39 Post-Hoc Results 122 

Table 4.40 ANOVA:  Student Strength Wise Comparisons of Teachers‘ 

Perceptions about the PAS Process 

123 

Table 4.41 Post-Hoc Test Results 124 

Table 4.42 Correlation Analysis between Staff appraisal system, 125 



xx 

satisfaction, dissatisfaction and need for Improvement 

(N=900) 

Table 4.43 Step-wise Regression (Dependent Variable: Satisfaction with 

PAS) 

127 

Table 4.44 

 

 

Table 4.45 

 

 

Table 4.46 

Table 4.47      

Table 4.48     

Step-wise Regression (Dependent Variable: Dissatisfaction 

with PAS) 

Step-wise Regression (Dependent Variable: Need for 

Improvement of PAS) 

Inter Variable Correlation                               

CR, AVE and MaxR(H) for construct Validation  

Model Fit Indices of the Scale                            

130 

 

 

131 

 

 

133 

 

134 

134 

Table 4.49 Fit indices for awareness, Punctuality, satisfaction, motivation 

Management Support, Team work and Quality 

136 

Table 4.50 Standardized Estimates of Direct Effects of the Paths 137 

Table 4.51 Direct Effects - Standard Errors (Group number 1 - Default 

model)                                                                                             

137 

Table 4.52 Indirect Effects (Group number 1 - Default model) 138 

Table 4.53 Fit indices for Need for improvement, Dis-satisfaction, 

motivation Management Support, Team work and Quality 

139 

Table 4.54 Standardized Estimates of Direct Effects of the Paths 140 

Table 4.55 Indirect effect to Need for improvement through Dis-

satisfaction 

141 

Table 4.56 Demographic Distribution of Data by Gender 141 

Table 4.57 Demographic Distribution of Participants Age 142 

Table 4.58 Demographic Distribution of Participants According to their 

Qualification 

142 

Table 4.59 Demographic Distribution of Data by Experience 143 

Table 4.60 Demographic Distribution of Refresher Courses Attended by 

Participants 

143 

 

  



xxi 

List of Acronyms  

PAS: Performance Appraisal System  

PER: Performance Evaluation Report  

ACR: Annual Confidential Report  

NPS: National Professional Standards  

SPSS: Statistical Package for Social sciences  

PAS-SST‘s: Performance Appraisal System for Secondary School teachers  

HRM: Human Resource Management 

OECD: Organization for Economic Co-operation and Development 



1 

 

CHAPTER 1 

INTRODUCTION 

School is an organization that works as an open social system made up of 

people who manage that system and steer it in the right direction (Luthans & Youssef, 

2017). Every organization needs employees to work appropriately to operate that 

organization (Appova & Arbaugh, 2018). Teachers are chief actors in school and 

constitute the core of the educational system (Chetty, Friedman, & Rockoff, 2014). 

This study records the understanding of stakeholders, teachers, and administrators, of 

the Performance Appraisal System (PAS), including how and why it is conducted. It 

is interdisciplinary research covering teacher education, organizational psychology, 

and Human Resource Management (HRM). This research is limited to the perceptions 

of the higher secondary school teachers about principals‘ evaluation of their 

performance based on PAS adopted by the Education Department of Punjab. 

PAS is a strategic approach for integrating Human Resource (HR) activities 

and evaluating teachers' performance (Basak & Govender, 2015).  PAS sets targets 

for employees according to the job standards. Furthermore, it evaluates the 

employees‘ actual performance relative to those standards and provides feedback. 

Consequently, it constitutes the review and discussion of an employee‘s performance 

of assigned duties and responsibilities. Moreover, it has been defined as an effort 

based on teachers' results while fulfilling their job requirements (Tong & Arvey, 

2015). 

Indeed, school management cannot simply attain its goals without effective 

teaching. Teacher evaluation framework in schools and its feedback plays a vital role 

in developing the whole education system (Shabbir et al., 2016). Performance 
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appraisal is practiced regularly in both public and private higher secondary schools of 

Pakistan, but there are many objective and operational differences. Each formal 

educational institution needs individuals to work conscientiously and appropriately 

for the smooth functioning of the institute (Nikijuluw, 2017).  If teachers are 

appraised and rewarded for their excellent performance, it will encourage and 

motivate them to continue their effective teaching (Chetty & Rockoff, 2014). The 

study at hand is critical because it highlights how teachers are rewarded and 

reinforced for better performance in Pakistan and PAS's role in it. 

Another comparison between public and private organizations reported no 

significant differences in the effectiveness of performance appraisal management in 

public and private organizations. However, private organizations make better use of 

their outcomes than their counterparts. Though performance appraisal positively 

affects organizational effectiveness, it is positive and significant for public 

organizations and insignificant for private ones (Brefo-Manuh, Bonsu, Anlesinya, & 

Odoi, 2017).   

It has been observed that the history of PAS is relatively brief, with its roots 

firmly grounded in the early 20
th

century and drawn in the light of Taylor‘s pioneering 

‗Time and Motion‘ studies (Quantz, Cambron-McCabe, Dantley, & Hachem, 2017). 

In the 1950s, attention was given to assess technical, professional, and managerial 

personnel (Dusterhoff, Cunningham, & MacGregor, 2014). The potential usefulness 

of appraisal as a tool for employee motivation and development was gradually 

recognized during the 1950s in the United States (Thomas, Sargent, & Hardy, 2011). 

The general model of performance appraisal as it is known today began after that. 

Hallinger (2018) describes two models for the evaluation of PAS, professional and 

accountability models. However,  Schwartz (2013) slightly differs and describes them 
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as the essential purposes of PAS: accountability and professional growth. On the other 

hand, Flores (2014) describes PAS as an accountability measure used for self-

assessment and professional development.  

The teacher performance evaluation system serves two simultaneous purposes, 

that is, accountability and improvement. The ambiguities and tensions produced by 

the two functions mentioned above have merged and have been recognized 

internationally (Shabbir et al., 2013). According to Flores (2018), when the 

incompatibility of summative accountability collides with formative improvement 

assistance, often administrators face conflict with staff threatening a positive school 

climate. In order to understand the above point of view, Farrell (2016) gave a 

remarkable statement that the balance between accountability and alignment is a 

contemporary issue that has yet to be resolved, even though this debate is decades old. 

In Pakistan, the teacher performance evaluation system was changed from 

Annual Confidential Report (ACR) to Performance Evaluation Report (PER) in 2013 

(Ikramullah & Zaman, 2013). Nevertheless, the stakeholders, the teachers, and the 

administrators have not fully comprehended the new system. People are still learning 

to use it; therefore, its effectiveness has not been measured yet. The existing block of 

information does not fully cover the effectiveness of PAS. There is little previous 

research available that can be used to check the evaluation system of higher secondary 

school teachers. We need to know how the principals and teachers understand it. 

Principals' and teachers ‗knowledge is limited to ‗know how‘ but not ‗why‘ and 

‗how.‘ We need to know the strengths and weaknesses of PAS as perceived by 

stakeholders in public higher secondary schools of Punjab. Therefore, we must 

measure the effectiveness of the teacher performance evaluation system as it affects 
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the key actor: the teacher, his/her teaching, and the whole education system of 

Pakistan. 

Some earlier studies have tried to find out the many educational reforms 

introduced at the international level. One of the most extensive of these reforms is the 

emphasis on the quality pledge of the teaching force (Wood & Brewster, 2016). 

Therefore, teacher evaluation and accountability policies have emerged worldwide, 

improving the teaching quality (Bzaranò & Grimaldi, 2013). According to Yang and 

Li (2018), international literature reveals that teacher evaluation policies vary in 

substance, procedures, and pace of implementation; hence, various teacher evaluation 

models have been implemented worldwide. Likewise, viable and performance-related 

teacher evaluation policies have been introduced, and the pressure to implement them 

has come from international organizations. Acknowledging this fact, similar 

accountability procedures may be adopted in Pakistan to generate different local 

results, leading to educational success (Harris & Jones, 2015). Therefore, it is 

necessary to find the perception, effectiveness and investigate the strengths and 

weaknesses of PAS at higher secondary schools in Punjab. 

Each country has its own PAS, and so does Pakistan. PAS of teachers has been 

labeled and discussed by experts in Punjab Education Department in different ways 

(Qasim & Ansari, 2016). Annual Confidential Report (ACR) was used to examine 

teachers' performance in Pakistan, in synchronization with other countries in the 

region such as India and Sri Lanka. Today, in Pakistan Performance Evaluation 

Report (PER) has been substituted for ACR to check teachers' performance since 

2013 and to identify their professional and personal strengths and weaknesses. In the 

PER, targets, and objectives have been fixed for the teachers to meet the educational 

standards. Therefore, teachers have to perform their duties to fulfill these targets. 
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A literature review informs us that performance measurement tells about the 

change or improvement needed. Performance measurement and monitoring are the 

most critical factors in an appraisal system. However, a change that improves 

teachers‘ behavior and contributes to increasing teachers' quality is desirable (Khan, 

Chandio, & Farooqi, 2014). Likewise, Guarino and Borden (2017) stated that 

performance appraisal improves the motivation and knowledge skills of the teachers. 

Furthermore, Vaillant (2016) has found significant differences in PAS regarding 

perceptions, attitudes, and behaviors of different organizations. 

Moreover, PAS is considered the most significant and indispensable tool for 

evaluating teacher effectiveness (Kundu & Bairi, 2016). Hence, Stronge and Tucker 

(2017) draw attention to three Cs- commitment, communication, and collaboration, 

which help improve teachers' quality. Aguinis, Gottfredson, and Joo (2013) have 

advocated that PAS is a normal process in which teachers' performance is mentioned, 

measured, and improved. This process includes various steps like introduction, career 

development, and regular feedback about teachers.                                                                                                                                                    

Previous research has sufficiently elaborated that an effective PAS process 

may provide potential benefits to all stakeholders (Moran, 2016). PAS  highlights the 

workers‘ strengths, weaknesses, and problems that may become the cause of 

inefficient work, regular feedback, performance improvement in ideas, and 

expectations and improvement in quality. Furthermore, it is stated that PAS supports 

in-service training, career planning, and professional development. Therefore, the 

teaching and learning process is promoted with the effectiveness of PAS. 

Chamundeswari (2013) advocated that the management of teachers‘ performance 

enhances job confirmation, predicting promotion, and demotion. On the other hand, 
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Bolden (2016) stated that the appraisal system helps in teacher development and 

motivation.  

In the view of Aguinis et al. (2013), the employees demand better 

compensation, promotion, and communication with management. It is further stated 

that professional development needs training and results in employees‘ improvement 

and improvement in the quality of work. Therefore, practical performance standards 

may be improved with the help of an effective appraisal system, resulting in the 

improvement of the employee‘s satisfaction (De Moraes, 2019). Despite its 

substantial contributions to the improvement of organizations, PAS has not been 

appropriately used with several organizations, most often in public higher secondary 

schools. A review of the above-cited literature suggests that PAS may be more 

effective if teachers are satisfied with their job. It includes ACR based on class 

management, quality of teaching, punctuality, teamwork, motivation, and other 

contributing factors. 

1.1 Purpose of the Study 

For teachers in Pakistan, the performance evaluation system has been changed 

from Annual Confidential Report (ACR) to Performance Evaluation Report (PER). 

We do not know how principals and teachers make meaning of it. Principals' and 

teachers‘ knowledge is limited to ‗know how‘ but not ‗why‘ and ‗how.‘ We need to 

assess the strengths and weaknesses of PAS as perceived by stakeholders in public 

higher secondary schools of Punjab. The current research aims to examine the 

existing staff appraisal system and its effectiveness. The study also aims to check the 

performance of Punjab's public higher secondary school teachers according to 

predefined standards about team work, punctuality, motivation, class management, 

and quality of teaching.  
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The objective of PAS in public higher secondary schools is to enhance the 

quality of teaching. An Appraisal system supports the management in enhancing 

employees‘ satisfaction and improves teachers‘ performance. This system also helps 

the management in career building as well as planning and monitoring of employees. 

Teachers‘ professional development is also enhanced through feedback and 

counseling. PAS is implemented in schools to check teachers' training needs, measure 

actual performance against required performance, promotion needs, and further 

improvements in the institution. 

1.2 Statement of the Problem 

This research is limited to the perceptions of the higher secondary school 

teachers and their principals‘ evaluation based on the PAS adopted by the Education 

Department of Punjab. As a result, several discrepancies have been found in the PAS 

processes being followed in public higher secondary schools. Hence, due to increased 

job security, lack of accountability and unavailability of job description also plays a 

significant role for many employees in public higher secondary schools. Therefore, 

most of the employees have a lai ssez - fai re  attitude towards their work. It is observed 

that performance appraisals at the public schools are conducted chiefly on teachers 

whose promotion is due. This attitude has undermined the credibility of the appraisal 

system. 

Due to these issues, which are perplexing to the researcher, the current 

appraisal system has been implemented to motivate teachers. However, the 

performance of teachers is continuously decreasing. It is imagined that the problem at 

hand is the gap between actual appraisal and effective teachers‘ performance. This 

research stated that the appraisal process and its results do not seem to improve 

teachers‘ performance. Therefore, the appraisal process promotes low enthusiasm, 
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less inspiration, and reduced teachers‘ performance. This is damaging school 

effectiveness and enrolled a small no of students in the schools. Consequently, the 

researcher realized that to carry out this research to determine where the problem lies, 

whether teachers are satisfied or dissatisfied with PAS and how the need for 

improvement is made. 

1.3 Significance of the Study 

Today, the appraisal system has become a vital HR instrument due to its 

strong association with institutes. This study is beneficial for policy making. It also 

supports principals to run their schools appropriately. This study is helpful for the 

management of public higher secondary schools; how to understand the challenges 

and effects of the appraisal process to meet the job requirements. Similarly, the staff 

appraisal process may be improved to ensure further success. This study may be 

adopted and adapted by the Punjab Education Department for staff appraisal in other 

schools and school systems. The current study is helpful for managers and HR 

specialists; how staff appraisal system can affect an employee‘s performance. This 

study is helpful for career development and also promotes the teaching and learning 

process. The study at hand is beneficial for evaluating the regular feedback and 

predicting promotion and demotion for teachers. This research may have important 

implications for professional training and regulating teachers‘ behavior related to PAS 

implementation. Lastly, this study is helpful for assessment experts in the general 

educational system concerning the further improvement and development of 

quantitative and qualitative education by providing them with precious insight about 

the key actors‘ (teachers‘) performance at higher secondary level in Pakistan. 

1.4 Objectives of the Study 

Following are the objectives of the study, 
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1. To find the perceptions of school stakeholders (administrators, 

principals, and subject specialists) about PAS as it is used to appraise 

public higher secondary school teachers of Punjab. 

2. To determine the effectiveness of PAS in public higher secondary 

schools of Punjab. 

3. To investigate the strengths and weaknesses of PAS in public higher 

secondary schools of Punjab. 

1.5 Research Questions  

The following are the research questions of the study, 

1. What are the perceptions of school stakeholders ((school principals, 

subject specialists and district administrators) about PAS as implemented 

in public higher secondary schools of Punjab? 

1.1 What is the difference in perception of school stakeholders (school 

principals, subject specialists and district administrators) about the 

Performance Appraisal System (PAS) as implemented in Punjab's 

public higher secondary schools? 

1.2 What is the difference between teachers' perceptions regarding 

demographic factors (gender, location, experience, and 

qualification? 

2. What is the effectiveness of PAS in public higher secondary schools of 

Punjab? 

2.1 What is the overall effect of PAS on reaching teaching quality as stated in 

the National Professional standards? 

2.2 What is the level of teacher awareness regarding the conduction of PAS? 
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2.3 What is the level of teacher satisfaction with the management support 

during PAS conduction? 

3. What are the strengths and weaknesses of PAS in public higher secondary 

schools of Punjab? 

3.1 What are the strengths and weaknesses of PAS as reported by the 

principals of higher secondary schools?  

3.2 What are the strengths and weaknesses of PAS as reported by the 

teachers of higher secondary schools? 

3.3 How can PAS be improved for the satisfaction of its key stakeholders 

(teachers)? 

1.6 Conceptual Framework of the Study 

While materializing inquiries, many researchers emphasized the worth of 

utilizing the action of a device in theory to help research and had used methodology 

comprising of related notions from the literature to convey a set of assumptions/ ideas 

(Abd-El-Khalick & Akerson, 2007, p. 18). These formations are called the 

‗theoretical‘ or ‗conceptual‘ frameworks. Furthermore, they considered theoretical 

and conceptual frameworks in the same category since they both have similar goals. 

Tamene (2016) put forward that a conceptual framework can be treated as a 

theoretical framework for the research. In this research, I used the term conceptual 

framework, which describes the notions, assumptions, expectations, beliefs, and 

theories about the study. Above mentioned terminologies also support my research. 

Expectancy theory is evident that one‘s motivation depends upon an 

individual‘s quest for achieving some goals. So in this regard, it is expected that such 

a struggle will broaden the way for good efficiency. Furthermore, the subjected 

efficiency will end up with desired goals. Nowadays, leaders need to improve their 
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behavior and productivity to motivate them to achieve their goals (Decenzo & 

Robbins, 2007 and 1988).  

Teacher evaluation is an element of prime importance to improve teacher 

effectiveness (Danielson & McGreal, 2000; Howard & McColskey, 2001; Shinkfield 

& Stufflebean, 1995; Stronge, Helm, & Tucker, 1995). For a long time, the frequently 

questionable observation device has been the only way to form meaningful choices 

for the teachers in their future careers (Marx, 2007; Peterson, 2004). In the teacher 

evaluation process, an attempt to minimize subjectivity and widely accessible data 

material availability has prompted an ongoing enhancement (Hamilton, Schwartz, 

Stecher, & Steele, 2013).  

Expectancy theory explains the attitude of the supervisor and supervisee. At 

the same time, goal theory is evident that motivation and performance are better 

achieved when somebody fits peculiar objectives, and through these objectives, one 

can attain distinguished performance standards (Lievens, Van Dam, & Anderson, 

2002).  A goal can be defined as the aim of action gained by a person through 

deliberate effort (Locke, 2002).  An organization depends upon performance appraisal 

to appreciate and encourage employees to ensure that organization is on its way to 

progress. According to Yee and Chen (2009), performance appraisal is used by an 

organization for the reward and development process needed for the smooth 

functioning of an organization. The performance appraisal model put a yearly 

appraisal system forwards through the same system. All the staff members are asked 

to fill up an annual work plan form regarding the progress of the given goals. 

Expected outcomes of the work are always a great source of motivation and efficiency 

for an employee in an annual appraisal system. Hence, expectancy and goal theory 

interaction has been used in the conceptual framework proposed in this study. 
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Such motivation is needed for the employees through whom they made it 

possible to comprehend the connectivity between effort, performance, and rewards. 

Furthermore, it is considered that performance is a crucial element of the expectancy 

effort. It shows the close connectivity between effort and performance. Moreover, 

employees are required to keep in touch with the expectations after the given test. 

However, the management must convey what is desired from employees.  It is 

observed in the expectancy theory that an employee‘s performance is motivated by 

the expected outcomes of the work done (Estes & Polnick, 2012). Employees will be 

motivated to up to the extent they can perceive links between effort, performance, and 

rewards (Marques, 2006). He further argued that performance is a vital component of 

the expectancy theory. Specifically, he was concerned with the linkage between effort 

and performance. The employees need to know what to expect after a given task. 

However, management must communicate what is expected of the employees. The 

conclusions mentioned above showed that the concept of performance appraisal has 

become outdated.  

The conceptual framework was used in this study, ―Staff Appraisal system and 

Teachers‘ Performance,‖ It attempts to explain the relationship between variables that 

all put together and impact employees‘ performance in any given organization. The 

researcher selected the variables for conceptual framework from Performance 

Evaluation Report (PER, See Appendix K), National Professional Standards (NPS) 

for teachers, and Performance Appraisal Scale for Secondary School Teachers (PAS-

SSTs), (Farooqi, Akhtar, & Nadeem, 2013 and Nadeem, Farooqi, Shehzad, & Ahmad, 

2014). According to NPS, the behavior of teachers to be observed as classroom 

management, quality teaching, punctuality, motivation, and teamwork and in the PER 

targets are set by the managers for the teachers to achieve their educational goals 
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based on above actions (Stufflebeam, 2003). The operational definitions of the 

variables used in the research are given below: 

1.6.1. Awareness 

 In the context of teachers‘ performance appraisal, the management and the 

head of the school is required to guide teachers about the basics of PAS and its 

implementation process (Kanto, Ahmad, Talib, & Tiro, 2014).  

1.6.2 Actions to be evaluated by PAS 

Furthermore, actions are evaluated based on awareness of the PAS process. 

1.6.2.1 C lass room management:  Classroom management is a significant impact on 

the work of any teacher, includes the proper management of the classroom and skills 

to make students disciplined so that they behave in an appropriate manner (Kwok, 

2017). 

1.6.2.2 Qualit y T eaching:   Performance appraisal action entails identifying teaching 

quality and is resourceful in enhancing the quality of teaching (Simmons, 2003). 

Teacher quality is the most critical variable influencing student achievement (Perlaza 

& Tardif, 2016). 

1.6.2.3 Moti vati on : When performance is evaluated and teachers who stand out as 

extraordinary receive reward, it increases their motivation. Hence, PAS is used by 

modern organizations as an instrument to enhance employee‘s motivation and 

improve communication skills (Brefo-Manuh, Anlesinya, Odoi, Owusu, 2016). 

1.6.2.4 T eamwork : Teamwork is essential for teachers as they collectively teach the 

students, and if they do not coordinate well enough, students will not receive a 

coherent education (Ronfeldt, Farmer, McQueen, & Grissom, 2015).  

1.6.2.5 Punctual it y:  Another significant action in performance evaluation is the 

punctuality of the teacher, which is also linked with the disciplinary aspect of the 
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evaluation. Thus, being punctual is one of the foundations of discipline that teachers 

must exhibit to preach it (Gelder, 2005). 

1.6.3 Management Role 

Management support plays a crucial role in the PAS process, especially in the 

guidance and supervision of teachers. The role of a principal is significant in the 

implementation of teachers‘ appraisal and enhancing their performance (Taut & Sun, 

2014). Therefore, administration in schools is responsible for carrying out 

development, carrying on a conversation with teachers, and motivating them towards 

high performance. 

1.6.4 Outcomes of PAS 

1.4.4.1 Satisfaction / Dissatisfaction:  Performance appraisal is the degree to which 

the staff of an organization rating employees' performance, which imitates the 

behavior required to contribute to the organization (deNisi & Murphy, 2017). PAS 

proves to be the required tool that allows them to obtain feedback and review their 

workplace performance (Buckingham & Goodall, 2015). In the context of schools, 

implement a performance evaluation system and receive satisfying results in 

increasing the competencies of their teachers (Ballou & Springer, 2015; Ali, Dahie, & 

Alie, 2016; Saljooghi & Salehi, 2016; Finster & Milanowski, 2018). Sometimes, the 

staff in an organization feels dissatisfied with PAS because the implementation of 

PAS includes partiality, which demotivates the skilled staff. Thus, the overall results 

of the appraisal are also presented unjustly. Due to this, the organizations are unable 

to gain actual benefits from the appraisal process. Therefore, it is assumed that if 

teachers are satisfied with the PAS, they will be committed to PAS, but involve in the 

process enthusiastically and they will concern with the improvement of the process. If 
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teachers are dissatisfied, then they will show a lack of concern and commitment with 

PAS. 

1.4.2.2 N eed for Improve ment:  The purpose of PAS is to bring overall improvement 

in the performance of employees. To bring continuous improvement in PAS, it is 

needed to retain certain elements of the particular system and feedback; training must 

be provided to the teachers (Campatelli, Citti, & Meneghin, 2011). 

This study has derived its conceptual framework from the expectancy theory 

of performance and teacher appraisal model (Decenzo & Robbins, 2002). After 

conducting the pilot, I attempted to enhance this model. Further, it is important how 

they choose their daily actions being mindful of their effect on PAS. The following 

important variable is the experience one undergoes during the conduction of PAS. It is 

assumed that awareness, choice of appropriate actions, & good conduction of PAS 

impact the system's overall effectiveness. This impact is measured by teacher‘s 

satisfaction and commitment to the process. A working model of PAS for teachers of 

Punjab is suiting local needs.  

The figure below demonstrates the diagrammatic representation of the inter-

relationship between variables of the study. 
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Figure 1 .1 The Conceptual Framework of the Study  

1.7 Delimitations of the Study 

This study investigated a complex situation that was restricted in terms of 

place, time, and participants. This research was restricted to nine districts of Punjab. 

The study at hand was conducted on higher secondary school teachers. Another 

delimitation is that data was gathered from those stakeholders who had served more 

than one year in that school. Members of the study were restricted to principals and 

subject specialists of the abovementioned nine districts of different public higher 

secondary schools in Punjab. Data collected from those teachers who taught higher 

secondary classes. 

1.8 Definitions of Key Terms 

Appraisal 

Appraisal means to assess the performance of teachers.   

(PAS) Performance Appraisal System 
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A performance Appraisal System is a process of evaluating an employee‘s 

performance relative to his / her job requirements. 

Public School Teachers 

Public school teachers are teachers teaching at government higher secondary 

schools. 

Higher Secondary School Teachers 

Higher secondary school teachers are those teachers who teach11
th

and12
th 

grades in Punjab public higher secondary schools. 

Effectiveness 

The degree to which objectives are achieved and targeted problems are solved 

are called effectiveness. 

Satisfaction   

The act of fulfilling a need and desire is called satisfaction. 

1.9 Thesis Outline 

The outline of the thesis is organized into five chapters. 

Chapter one discusses the overall aims and objectives of the study. It describes 

the topic investigated by the researcher and the context in which the study took place. 

In this chapter, new concepts and terminology are also explained. Introduction, the 

background of the study, the purpose of research, the significance of the study, 

research questions and limitations of the study, definitions of key terms, and the 

study's outline are also included in this chapter.  

Chapter two reviews literature regarding PAS strategies concerning teachers‘ 

characteristics.  

Chapter three give details about the mixed methods approach used in the 

study. It justifies the approach and summarizes how the study was planned and 
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implemented. It describes the pilot testing of the instruments, data collection, and the 

data analysis procedures used to answer the research questions.  

Chapter four is comprised of four parts. Part first includes demographic 

analysis, and part second contains factor analysis of the study. Part third includes data 

analysis, results, and findings related to the research questions. Part fourth consists of 

interviews and interprets the qualitative analysis. It also includes the thematic analysis 

of different themes. 

In chapter five, data response and their reflection on the research questions are 

described. This chapter establishes the themes and issues emerging from the findings 

and explains the sound recommendations in the light of standing research and related 

literature.  This chapter also looks at subheadings related to the sub-questions 

mentioned above. The conclusions drawn from the findings are also examined in this 

chapter. By examining the current literature and context of this study, implications of 

the findings and suggestions for future research are also outlined. In order to carry out 

the study in the given context and with the available resources, it was not possible to 

include all aspects of PAS implementation such as goal setting, accountability, 

motivation of professional development, quality assurance, mentoring, resources, and 

promoting understanding.  

This research realizes that PAS is the key to success in every organization 

(deNisi & Murphy, 2017). Every step of the research journey is a risk, and I trust that 

this research will point in the right direction for the satisfaction improvement of the 

teachers. 
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CHAPTER 2 

LITERATURE REVIEW 

2.1 Introduction 

In this chapter, considerable literature has been reviewed that manifests 

different concepts associated with the staff appraisal system. Different themes related 

to the implementation, processes, and models of the staff appraisal system have been 

reviewed in this chapter. According to Akin, Yildirim, and Goodwin (2016), 

education is defined concerning the quality of teaching, and it depends on the high 

performance of teachers in the respective subject. The t study evaluates the 

procedures and assessment of teachers‘ performance in providing quality education to 

students. The contribution of different elements in elevating a teacher's performance 

has been explored, which play a vital role in improving the educational culture (Deal 

& Peterson, 2016). Based on the results, it has been identified that institutes that lack 

in terms of initiating an appropriate appraisal system, such as the K-12 test, affect the 

performance of teachers at large (Huber & Skedsmo, 2016). Moreover, concerns 

regarding communication and improper feedback measures that need to improve to 

maintain a significant teaching culture have also been highlighted. 

The background of the appraisal system is relatively momentary. The 

appraisal practice is a very ancient art in an extensive sense. It might be the world's 

second-oldest profession in the historical context. In the early years of the last 

century, performance appraisal was applied with Merit Rating Program days back to 

the First World War (Taylor, 1911). According to Poon (2004), ranking did affect job 

fulfillment. In the present day, this thought has been changed. Evaluating the 

performance and qualities of the staff members, such as placement, selection, and 
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promotion performance appraisal system, should be used. One central element was 

the division of pay and bonuses from the appraisal system (Langidge, 2004). 

Decades ago, the members of staff were apprised by their department leader 

or a person in charge. The department leader communicated the employee‘s response 

and remarks, and the response was saved for further perusal. The manager started 

appraising subordinate performance as time passed and transferred his confidential 

reports concerning pay and promotion (Murphy & Cleveland, 1995), to the 

department leader 

Now performance appraisal system has been changed to meet the required 

standards. In recent times, the rating has a limited value which starts from 

appreciation. The present performance appraisal system is much broader and prefers 

the self-appraisal system (János, 1999). It is further stated that self-appraisal takes 

place with the help of joint discussion with the superior, and then decisions are taken 

by the department leader relative to his promotion and pay hike. The report related to 

the job performance is openly given to the employee. Thus appraisal system progress 

has changed non-transparency to transparency to check the performance of 

employees. 

It has been realized that quality education can be improved with the help of the 

appraisal system based on an employee‘s performance (Arif & Ilyas, 2012). 

Furthermore, the individual performance of teachers may be improved to enhance the 

education of students. The existing appraisal system has gained a great deal of 

popularity among teachers and school managers to contribute to professional 

development. There are two factors involved in this process. Firstly, staff 

development is a two-way process between the appraiser and the appraised. Secondly, 

it is possible only in an atmosphere of confidence and secrecy (Haneda & Ito, 2018). 
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Bilal (2012) highlighted that a modern appraisal system promotes insightful learning 

skills among teachers, which assist them to become reflective practitioners. 

Considering the above, it is postulated here that teacher appraisal is a process that 

depends on teachers‘ perceptions. 

The study of Suleman and Gul (2015) stressed the relevant factors regarding 

classroom management and the effective skills relevant to a teacher's performance. It 

was discovered that attitude towards students and understanding their needs while 

gaining knowledge are among the critical aspects that affect a teacher's performance 

in the classroom (Looney, 2017). The study results also indicate that subject mastery 

and the quality of delivering knowledge to students are quite challenging, and 

effective strategies must be accounted for improving their performance. Furthermore, 

the study analyzed that the attitude of teachers is also one of the reasons that impact 

classroom management and supervising students for their prospective growth in 

academic learning.  

Hanif and Pervez (2004) compared the conduction of appraisal and its 

effectiveness in public and private schools of Bahawalpur, Pakistan. Furthermore, 

they concluded that standards for evaluation of teacher performance were different for 

public and private schools and remarked that the performance appraisal system in 

private schools is more effective than that of public schools. However, the classroom 

environment of the former is better than the latter. Hanif and Pervez (2004) pointed 

out that the major differences between performance appraisal management in public 

and private universities are hiring and firing of teachers, the principal's authority as 

viewed by teachers. Public school principals need more autonomy in using authority 

for effective school management; whereas, private school teachers commend for 

better self-respect and job security needing better assurance from school management.  
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Balci, Ozturk, Polatcan, Saylik, and Bil (2016) explored the relationship 

between organizational socialization and performance in public and private Anatolian 

high schools from Ankara, Turkey. Socialization in the organization, depending upon 

affinities created by language, goals, and values while sharing the same history, 

politics, and culture, increases teachers‘ performance. While comparing the systems, 

performance levels vary regarding gender and school type; private school teachers 

were more socialized than public school teachers and performed slightly better than 

their counterparts. In this chapter, the studies from several research papers are 

analyzed and discussed to extract information and gain awareness on different themes 

related to evaluation and PAS, which are given below.  

2.1.1 Concept of Performance Appraisal 

 Kim and Holzer (2016) stated that the appraisal of an employee‘s 

performance is a process that combines both written and oral elements. In this 

process, the management is responsible for evaluating the employees' job 

performance and gives feedback on it that includes strategies to redirect or improve 

the activities as required. In this regard, the study of Guest (2017) postulated that 

appraisals are necessary for the betterment of the working environment and to help 

staff members in improving their performances. The concept of performance appraisal 

is also viewed as an opportunity through which the management can decide whom to 

give reward or appreciation for their outstanding performance (Almeida & Fernando, 

2017).  In simpler words, the concept of performance appraisal can be understood as 

the systematic evaluation of staff performance according to their job responsibilities 

to look for their developmental potencies. Performance appraisal is conducted in an 

organized manner. The supervisor or management adjust the employees' salary or 

position according to the target met by them and objectives achieved by them (Reddy, 
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Dudek, Peters, Alperin, Kettler & Kurz, 2018). Moreover, the supervisor or 

management also examines the dynamics behind staff members' performances and 

guides the employees to achieve better and enhanced performance in the future. 

2.1.2 Historical Perspective 

The historical perspective of performance appraisal is not deep-rooted as its 

basic concept was introduced in the early 20
th

 century. The formal and distinct role of 

management in work performance evaluation in schools emerged in the 1980s and 

1990s (Huber & Skedsmo, 2016). Hong, Bianca, Bianca, and Bollington (1993), as 

cited by Huber and Skedsmo (2016), promoted the concept of teacher appraisal. 

However, the research of Bulto and Markos (2017) highlighted the notion of 

performance appraisal in the broader context as it is a very prehistoric skill. Dulewicz 

(1989), as cited by Nikijuluw (2017, p. 3), states that quality and performance are the 

same as management ―a basic human tendency is to make judgments about the one is 

working with, as well as about oneself‖; it is analyzed that appraisal is a general as 

well as a certain action. However, the research identified that if there is no prudently 

designed appraisal system functioning at the workplace, the staff members are 

encouraged to appraise the performances of each other, which leads towards informal, 

arbitrary, and unethical conduct. Therefore, Nikijuluw (2017) stated that PAS is an 

effective system, and an evaluation and feedback system is necessitated.  

The initiation of performance appraisal entails simplistic approaches that 

justify the income (Khanna & Sharma, 2014). It implies that appraisal is a tool to 

justify the pay of the staff based on its performance. In Akkary‘s (2014) research, 

another historical perspective was analyzed, which suggests that performance 

appraisal is the periodic practice of the organizations that causes apprehension and 

dismay in many cases, which implies that evaluation is the process that the evaluators 
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also ostracize. In this regard, the organizations then seek the enhanced methods of 

evaluation and link this process with promotions, rewards, training, and awards based 

on the argument that the achievements of employees must be evaluated and managed 

along with measured (Erez, Schilpzand, Leavitt, Woolum, & Judge, 2015). Moreover, 

this study sought to specify the errors distorting school staff‘s performance appraisal 

and determining the dominant approach (traditional or modern) of school staff‘s 

performance appraisal.  

2.1.3 Purpose of Performance Appraisal 

There are several distinct purposes behind performance appraisal in an 

organization, which also reflect upon the essentiality of performance appraisal held 

regularly. As identified in several studies, the first and the fundamental purpose of 

performance appraisal (Iqbal, Akbar, & Budhwar, 2015; deNisi & Murphy, 2017) is 

to assess the staff's performance periodically. Another purpose of performance 

appraisal was highlighted by Melnyk, Bititci, Platts, Tobias, and Andersen (2014) to 

analyze the difference between the staff's desired performance and the staff's actual 

performance. Performance appraisal also entails helping the management implement 

control in the organization (deNisi & Smith, 2014). As discussed by Deepa, 

Palaniswamy, and Kuppusamy (2014), one of the purposes of this systematic 

evaluation is to strengthen the communication and working relationship among 

employees, seniors, and management. 

This appraisal further supports the purpose of diagnosing the métiers and 

weaknesses of every staff member so that it becomes easier to identify their needs of 

training and development in the future (De Clerq, 2008). With the help of 

performance appraisals, staff members can also receive thorough feedback on their 

past performances. It further fulfills the purpose of providing information to help 
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organizations make decisions, policies, or strategies regarding employees (Melnyk, 

Bititci, Platts, Tobias, & Andersen, 2014). Buckingham and Goodall (2015) research 

highlighted that performance appraisal also serves the purpose of providing clarity to 

employees for the responsibilities and expectations regarding their roles in the 

workplace. Besides, another major purpose behind the appraisal of the performance of 

employees is to assess the effectiveness of the functions of HR, which entails 

recruitment, selection, development, and training (Sikora & Ferris, 2014). As 

identified in the literature, the last purpose is to reduce the complaints of the staff and 

increase their retention (Zhang, 2016). Based on these distinctive drivers of staff 

appraisal, it can be said that it is essential for institutions. 

2.2 Functions of Teacher Appraisal 

2.2.1 Performance Appraisal and Teacher Competency 

The appraisal process should be in-depth, yet it must remain developmental 

and supportive and organised to ensure that all teachers in an academic institution 

hold the skills and competency required to perform their duty in an effective manner 

(Ghavifekr & Ibrahim, 2014). Regular evaluation of teachers' performance guarantees 

that teachers will strive to increase their competency and skills and become competent 

teachers. According to Omisore (2015), when teachers' performance is appraised at a 

regular interval of time, their competencies are observed to have increased. It implies 

that performance appraisal plays a vital role in increasing the competency of teachers. 

The competencies of teachers that are being apprised include the way they 

analyze the knowledge of their students and help them in their developmental process 

(de Lima & Silva, 2018). Performance evaluation also assesses the teacher's 

competency in creating an effective learning environment for its students (Cleveland 
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& Fisher, 2014). This is necessary for students to develop skills and increase their 

knowledge.  

The research of Stronge and Tucker (2017) also highlighted that the 

competency of teachers is appraised as to their ability to develop appropriate plans 

and designs that foster learning processes among students. Professional practices of 

the teachers also develop when schools conduct performance appraisals (Elliott, 

2015). The teacher must assess and monitor the student learning, which counted as 

teacher competency, also needs to be evaluated. In a nutshell, literature regarding 

performance appraisal and teacher competency suggested certain factors or duties 

associated with the teacher‘s competencies evaluated during performance appraisal. 

Eventually, these factors potentially multiply after each appraisal. 

Mathwasa Duku (2015) enlightened that school teachers were found resisting 

performance appraisal; they viewed it as an imported system lacking universally set 

assessment standards. Therefore, teachers do not lack in awareness about PAS. 

However, they do not cognize it as an effective activity resulting in their personal or 

professional growth, an essential element envisaged by its creators and implementers 

across the developed part of the globe. 

Shakir and Adeeb (2014) attempted to develop the teacher evaluation 

mechanism for school teachers in Pakistan. ‗National Professional Standards assessed 

the secondary school teachers‘ competencies and categorized the teachers‘ 

competency on five-level rubrics; not literature review was found on the same 

competency level. Teachers with higher qualifications gained better competency 

levels than teachers with lower qualifications. Knowledge of content, command over 

learning styles, and practicing diverse teaching methods contribute to quality teaching 

translating into greater student achievement (Williams & Williams, 2011). 
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Although the teacher performance is measured against National Professional 

Standards (Shakir & Adeeb, 2014), schools are considered self-responsible to analyze 

students‘ behavior, achievements, and decision-making qualities (Chaki, Sazal, Barua, 

Hossain, & Mohammad, 2019).  However, PAS does not follow the true spirit of three 

sixty-degree appraisals as the feedback of most important stakeholders, the students, 

and parents are not collected (Zins & Elias, 2007). Although the higher secondary 

school students are old enough to provide feedback on teacher performance, there is 

no such opportunity available for Pakistani students to reflect that their achievements 

are not a sole outcome of their commitment and effort or relying on other resources 

than school (such as private tuition). However, it was a direct outcome of teacher 

efforts (Durlak, Weissberg, Dymnicki, Taylor, & Schellinger, 2011). On the 

availability of such data, the true measure of teacher attitude and efforts would be 

possible and would raise the quality of appraisal; moreover, student feedback can be 

used for better decision making and quality improvement of teaching and learning 

proactively (Odhiambo, 2005). 

2.2.2 Impact of Appraisal System on Teachers 

According to the research of Elliott (2015, p. 105), ―The impact of 

performance appraisal on teaching and student learning is complex. It is clear to 

measure the effectiveness of performance appraisal system and to determine its 

credibility accurately is necessary as a means of developing teachers.‖ 

It implies that the development of teachers is also an impact of the appraisal 

system implemented in the schools. In this regard, Hallinger, Heck, and Murphy 

(2014) suggested that an appraisal system dramatically impacts the employees' work 

performance. Some other major effects of the appraisal system were identified in 

Aloo, Ajowi, and Aloka (2017), including that it enhances teachers' motivation 
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towards personal and professional development and builds effective skills for the 

evaluation of their students. The study also postulated that the appraisal system also 

influences students' academic performances because when teachers receive feedback 

for their improvement, they tend to improve their abilities, which indirectly results in 

the performance enhancement of their students as well (Kadenyi, 2014). 

The influence of the appraisal system emphasized less concrete impressions 

and their teachings. It also focuses on teachers‘ job satisfaction levels and general 

school improvement. To determine these problems, the conversation starts with 

teachers judging the nature of the appraisal system. Teachers had a positive impact, 

who received appraisal response and its link to their work and career. Teachers 

measured the appraisal system mostly by using the fair evaluation process, which 

positively affects their job and security. When a new appraisal system introduced in 

an organization, the appreciation of work can occur, which has a positive impact on 

teachers (Khan, Chandio, & Farooqi, 2014) 

2.2.3 Role of Principal in Performance Implementation 

Taut and Sun (2014) described that the principal role is significant in 

implementing teachers‘ appraisal and enhancing their performance. It can be said that 

principals are one of the fundamentals of the appraisal process. Some authors such as 

(Mhlolo, 2014) have stated that principals are the school leaders; thus, in 

implementing the appraisal system, the school principal plays the role of the 

leadership. Principals are responsible for guiding teachers about how they could 

improve their performance based on their feedback. Particularly for implementation, 

the research by Tobin (2014) indicated that principals, using their leadership 

capabilities, motivate staff to give positive responses towards implementing PAS.  
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Moreover, Dee and Wyckoff (2015) have indicated that principals in schools 

play the role of setting clear anticipations, observing training through monitoring 

processes, and offering professional development opportunities according to the needs 

of an individual teacher. Furthermore, it is also the role of principals in school that 

they shape system capacity, being leaders of the school. Besides, some of the roles 

played by leaders in school while implementing PAS include the procurement and 

distribution of resources, encouraging and supporting teachers and management, 

fortifying the rules, and exhibiting personal interest in the appraisal and professional 

development of staff (Elliott, 2015).   

School principals hardly prepare teacher portfolios, keeping the teacher 

performance record over a more extensive period and comparing and contrasting it 

with the performance in previous years (Avalos, 2011). Therefore, their performance 

evaluation does not reflect how much change has occurred and whether it is due to 

some personal effort, or participation in some course, workshop, or training program 

(Anderson, 2019). Thus, it can be said that for the effective implementation of PAS in 

schools, principals of the schools play a crucial role.  

Al-Jammal (2012) conducted a study to identify the skills mastered by school 

principals to conduct performance appraisal in their schools. The teachers related that 

school principals are not competent to conduct appraisals at schools in Beirut, 

Lebanon. They fail to do appraisals using modern techniques and remain stuck with 

traditional methods. Similar is the case in Pakistan, and school principals completely 

unaware of techniques of modern management. No wonder they urgently need to 

enhance their knowledge, attitudes, and practices to conduct Performance appraisal. 

Al-Jammal (2012) hinted at another critical point that a few school principals are 

competent in appraisal skills according to teachers' perception in Pakistan.   
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Derrington and Campbell (2018) investigated the difficulties school principals 

face during the implementation of Performance appraisal. They found out that 

managing implementation time challenges and later regulating the evaluation benefits 

were the critical challenges. Therefore, there is an imminent need that school 

principals should enhance their skills to build an effective appraisal system in their 

schools (Shakir & Adeeb, 2014). Sarwar, Awan, Nazir, and Scholar (2013) have 

further pointed out that higher secondary schools in Pakistan use performance 

appraisal systems like traditional ACR (Annual Confidential Report). The process 

was conducted annually, hardly giving teachers effective feedback on their 

performance, whereas higher secondary school principals should provide continuous 

feedback to their teachers and overcome their weaknesses.  

2.2.4 Role of Administration in Performance Implementation 

Administration in an institution plays a vital role in performance 

implementation as they are the key players closely involved in the appraisal process 

(Tuyten & Devos, 2014). Administration in schools is responsible for carrying out 

development, carrying on a conversation with teachers, and motivating them towards 

high performance. Moreover, Leithwood (2016) research also highlighted that the 

administration also plays the role of aligning teachers‘ objectives with the priorities of 

schools while implementing PAS. The school administration is also responsible for 

developing the actions that improve the skills and knowledge of the employees and 

enhance their performance based on their feedback, which is commonly known as the 

personal development plan for teachers (Tuyten & Devos, 2014). The school 

administration also does the assessment of the potential of any teacher for reward, 

promotion, or recognition. In this way, the administration generates the data for 
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schools to manage talent, distribution of reward, analysis of the training needs, and 

managing the promotions of the individual staff. 

Brandon, Hollweck, Donlevy, and Whalen (2018) perceived three persistent 

obstacles to effective teacher supervision and evaluation: (a) the management 

challenge, (b) the complexity challenge, and (c) the learning challenge signifying the 

importance of leadership role and management support during the PAS process. 

Brandon et al. (2018) proclaimed that effective supervision and evaluation are part of 

a career-long continuum of practice that fosters teacher growth while ensuring quality 

teaching.   

2.3 Models of Teacher Appraisal System 

The teacher appraisal system is the key to personal and professional growth 

and guides the teachers to improve their performance (Darling-Hammond, 2014). 

With the help of evaluation models or appraisal system models, schools can be 

facilitated with a reliable and transparent assessment of their staff members and 

teachers. In this section, different models of the teacher appraisal system are being 

discussed based on the literature. 

2.3.1 The Accountability Model 

 Chamundeswari (2013) stated that this appraisal model, as the name suggests, 

is focused on accountability and summative function. Using the report of assessment 

obtained with the help of this model, decision making regarding individual matters 

can be achieved, such as allocation of duties for teachers and recommendations for 

their promotions. This model requires that the appraiser is of a higher rank than 

appraise while assessing teachers‘ performance (Gudyanga, Shumba, & Wadesngo, 

2014). In the accountability model, the appraisal‘s area, forms of appraisal, and 
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performance indicators are cohesive. The rank score of teachers in the accountability 

model is used in their appraisal record. 

 The principals review the appraisal results, and the administration is 

responsible for establishing the required strategies for the improvement of results. 

Under this model, it is recommended for schools to establish the mechanism of 

complaint, allowing the appraisees to share their grievances with the principal using 

the proper channels (Ahmad & Azman, 2004). According to the literature, the 

collection of data regarding performance in this model is done by inspecting students' 

exercises along with their progress. Evaluation is done based on work records such as 

homework management, examination marking, and lesson observation.  

2.3.2 The Developmental Model 

This model of the teacher appraisal system focuses on the improvement or 

development of the profession as the name suggests process (De Lima & Silva, 2018). 

Usually, the process of appraising teachers' job-related performance is conducted by 

the in charge of the functional group and the chairpersons of the panel. In this model, 

there is no requirement of the appraiser to be on the higher rank. According to 

research, the appraisal‘s areas and the appraisal format are agreed upon between 

appraise and the appraiser and remain flexible. However, the criteria of the appraisal 

are defined by the functional group and the chairpersons. Flores (2014) stated that 

teachers‘ appraisal uses fewer rank scores and more descriptive remarks to be 

recorded in the appraisal. 

 The actions upon the basis of which appraisal is performed include 

peer/lesson observations, self- appraisals, or portfolios. Likewise, in the 

accountability model, the developments also entail the review process of appraisal 

report by the school principal. For complaints, it is also recommended to develop a 
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complaint mechanism so that appraisees can complain to the school principal about 

any grievances regarding the appraisal (Flores, 2014). 

2.3.3 The Collegial Model 

The collegial model entails a collegial coach responsible for facilitating 

professional dialogue and encouraging self-evaluation and reflection on the teacher‘s 

side to bring continuous development and improvement among staff (Park & Lee, 

2015; De Lima & Silva, 2018)). The role of a collegial coach in the collegial model is 

to collect data to assist the process of self-evaluation. As soon as teachers gain clarity 

regarding their driving stimuli, the collegial coach then fulfills the duty of being a 

mirror in a schoolroom while empowering them to understand how diligently their 

performance is improved (Park & Lee, 2015).  

2.4 Foundation of the Performance Appraisal Process (PAS) 

There are customizable steps that can facilitate performance appraisal 

according to the needs of the school. However, in general, the following steps are 

involved in the performance appraisal process of teachers in schools.  

2.4.1 Work Profiles 

Teachers' work profile is similar to their portfolio in which the capabilities, 

achievements, and many other details are mentioned (Bates, 2014). Portfolios are used 

in PAS as a type of quick evaluation because all the basic details are mentioned in the 

work profile. The process of performance appraisal uses the work profile of teachers 

in the first step through which their need for training or professional development can 

be analyzed.  
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2.4.2 Goals 

The process also entails setting clear and SMART goals for the next cycle of 

appraisal. It is a necessity at every step in the performance appraisal process that 

effective goals are established that are specific, measurable, achievable, realistic, and 

time-bound. The goals also include listing the core competencies of teachers required 

to develop further in the next appraisal cycle (Ross & Bruce, 2007). 

2.4.3 Capabilities 

The basic agenda behind performance appraisal is to assess the capabilities of 

teachers; thus, this is also a part of this process (Stronge & Tucker, 2017). Using any 

model of performance appraisal, teachers' capabilities are assessed to decide whether 

there is a need for the training of teachers or is there a need for their promotion. 

Basically, this process decides whether any individual requires a training program or 

deserves a reward or promotion. 

2.4.4 Standards 

The standards of performance are not subjective; instead, they are essential for 

the respective job position because they are used to accomplish the vision and mission 

of schools (Bell, Tannenbaum, Ford, Noe, & Kraiger, 2017). In the process of 

developing standards for performance, job descriptions and handbooks are involved. 

However, the standards are not rigid; thus, they can be adjusted to the school's needs. 

In this performance appraisal process, standards entail every single thing, from 

punctuality to teaching goals (Muñoz & Guskey, 2015). The achievements must be 

met as per the culture of schools and reflected in the students' achievements. Thus, 

these standards must be devised properly and ethically. 
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2.4.5 Commitment 

Performance appraisal is considered the most critical component in 

performance management that includes different factors in an organization to benefit 

the various available human resources (deNisi & Smith, 2014)). The human factor is 

the one that is not easy to be replicated and hence it is considered to be the most 

valuable factor. The objectives of an organization can be easily attained through high-

performing employees, and performance appraisal seeks to focus on this aspect in 

advance. So, the commitment to PAS is the commitment to develop different skills of 

employees. The following figure shows a clear picture of the foundation of the PAS 

process. 

 

 

 

 

 

 

Figure 2. 2  Foundations of PAS 

 

2.5 Conduction of PAS 

In order to conduct PAS in schools, there are three essential steps required, 
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Wilson, 2018). In the context of teachers‘ performance appraisal, the management and 

Work 

Profiles 

Goals 

Improvement Feedback 
Performance 

Appraisal 
Capabilities 

Standards 

Commitme

nt 



36 

 

the head of the school are required to guide teachers about the basics of PAS and its 

implementation process (Kanto, Ahmad, Talib, & Tiro, 2014). The policies, duration, 

criteria, and other aspects must be elaborated to every teacher as guidance during the 

implementation of PAS. It allows the teachers to understand how the appraisal system 

will evaluate their performance (Firestone, 2014). Thus, it can be said that with the 

help of the appraisal system, the teachers identify what performance is required from 

them, which allows them to maintain their teaching standards throughout the appraisal 

process. 

The process mentioned above is not enough for performance appraisal if 

teachers are not aware of the entire process. Therefore, the leader or the 

administration must communicate with the teachers about the appraisal process to 

spread awareness (Ayers, 2015). In this process of making teachers aware, 

communication plays a vital role. Thus, leaders are suggested to communicate the 

standards and the various steps involved in performance appraisal. In this regard, 

meetings and manuals are very effective in letting teachers comprehend the minimum 

level of their teaching capabilities and that they have to follow the well-established 

standards (Arowolo, 2012; Omisore, 2015).  Moreover, the teachers may also identify 

when they deserve promotion or rewards (Zimmerman, 2006). 

2.5.2 Assessment 

After guidance, the process of assessment takes place. Assessment is done by 

the performance appraisal team in which the actual performance of teachers is 

measured. Assessment entails measuring teachers' performance for the duration of 

assessment or appraisal according to the prescribed criteria and policies. While 

assessing teachers' performance, it has been recommended by many scholars that it 

should be carried out unbiased to obtain the proper results of the assessment 



37 

 

(Kowsalya & Karthikeyan, 2016). The conceptual framework of the current research 

also illustrates that the external factor of cognitive biases can incur judgment. The 

aspect of prejudice should be minimal so that it may not impact the overall output of 

teachers. 

The most excellent staff assessment methods are trusted on consequences and 

performances (Smith & Rutiglisan, 2003). Moreover, it is described that the appraisal 

system depends on employee's distinctive personalities and the outcomes, which are 

commonly subjective and insufficient. A result-oriented performance of an appraisal 

system is a very purposeful process of attempting the difficult job of assessment. It 

utilizes a ranking method to assess efficiency in a given period. If a worker makes a 

definite achievement in a specific work, they rated high value and grading to other 

staff. It can be used in formative and collective appraisals (Tucker, Stronge, & Gareis, 

2002). The performance review is linked to efficiency. The rate of effort, interest, and 

talented work enhance overall efficiency.  

2.5.3 Appraisal 

The stage of appraisal in PAS entails comparing the current performance of 

teachers with their required performance. Along with comparing the actual and 

desired performance in this step, the appraisal also entails providing feedback to 

teachers as per the results of their performance appraisal (Loftus & Tanlu, 2017). 

Landy, Zedeck, and Cleveland (2017) have also suggested that feedback in 

performance appraisal allows one to obtain enhanced performance and outcome in the 

next performance appraisal cycle. Judgment leads to the feedback that entails 

employees‘ reactions and helps them improve their performance in the future. 

Therefore, it can be said that positive feedback assists the employees to increase their 

productivity and take advantage of the entire appraisal system. In this regard, Loftus 
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and Tanlu (2017) stated that negative feedback might even lead to declining 

performance of teachers, which implies that positive feedback of assessment in the 

appraisal is constructive for performance while negative feedback may cause it to 

worsen. Therefore, performance appraisers are required to provide feedback that 

impacts constructively on teachers' performance so as they may take the best 

advantage of implementing a staff appraisal system within the schools.  

The methods of interaction should implement the appraisal technique. In the 

view of Dessler (2008), the employee‘s performance is critical in the appraisal 

process. Before gathering, the appraiser must offer the employee the option to 

appraise them. This allows the workers to have much time and doable opinions during 

the actual conversation. Mainly the evaluator should walk to the employee during the 

procedure. Then the supervisor guides the worker with every landscape of the job. In 

every case, the worker should be given a chance to explain their accomplishments and 

deficiencies. The administrator should keep an eye on it for further development. 

While applying the appraisal technique, the administrator keeps power during the 

appraisal and the entire assessment process. 

2.5.4 Feedback – Suggestions for Improvements 

The purpose of PAS is to bring overall improvement in the performance of 

employees. For bringing continuous improvement in PAS, it is needed to retain some 

aspects of the particular system (Campatelli, Citti, & Meneghin, 2011). Different 

components may provide the necessary improvement, including establishing the 

expectations for the performance of employees. The development of different 

resources for increased performance should also be focused. Through individual 

appraisal based on job performance, an ideal system for performance appraisal can be 

created. It should include a proper review of the performance appraisal process and 
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the continuity of the different steps included for performance appraisal. Therefore, 

PAS should be implemented through the consultation of teachers. Management needs 

constant supervision to support the teachers for their professional development. 

2.6 Enabling Effectiveness of PAS Process 

These are the factors that may be helpful for the effectiveness of the PAS 

process. 

2.6.1 Training for PAS Implementation 

In order to effectively implement PAS in organizations, banks, or schools, the 

research of Pulakos, Hanson, Arad, and Moye (2015) indicated that without proper 

training of PAS, it could not be embraced. Therefore, both the appraisers and the 

appraisees are required to undergo training for the effective implementation of PAS. 

In the training session, the appraisers are given the training to remain unprejudiced 

during the cycle of performance appraisal. On the other hand, training for the staff is 

based on how they can increase their performance and answers employees' basic 

concerns about the appraisal system. 

2.6.2 Fairness of the Process 

Teachers' perception of the appraisal system depends on how effectively and 

fairly the school has implemented it. If the appraisers of performance are not trained 

sufficiently to carry out the appraisal session, it will produce incorrect outcomes that 

may lead the teachers to perceive PAS negatively. On the other hand, if the appraisal 

process takes place ethically and positive feedback is provided to every teacher in the 

school, teachers' perception becomes positive regarding the appraisal system since it 

reflects their developmental aspects. 
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2.7 Performance Appraisal Indicators  

Certain indicators are involved in performing the appraisal of teachers in 

schools. These indicators collectively build up the entire performance appraisal, 

including classroom management, quality of teaching, motivation, teamwork, and 

punctuality, elaborated below in detail. 

2.7.1 Classroom Management 

 Kwok (2017) described that a significant impact of the work of any teacher 

includes the proper management of the classroom and skills to make students 

disciplined so that they behave appropriately. When the appraisal action is considered, 

the skill of managing the classroom holds great significance. Moreover, some 

countries such as Turkey and Bulgaria are the top most criteria for evaluating schools 

(Akin, Yildirim, & Goodwin, 2016). Certain parameters define how classroom 

management can be included as an action while appraising teachers‘ performance. 

Some of the parameters involve managing the problems associated with 

discipline according to the administration's regulations, policies of the school board, 

and legal requirements. It has also been measured how a teacher establishes the 

factors that represent the desired behavior of students in the classroom (O'Neill & 

Stephenson, 2011). While performance appraisal is in action, classroom management 

checks how teachers encourage self-discipline in class and manage students' trouble-

making behavior constructively. De Moraes (2019) highlighted that it is also essential 

to evaluate how a teacher demonstrates harmony and equality. The appraisal action of 

classroom management also entails how a teacher is involved in arranging effective 

instruction for students in the classroom. 

Derrington and Campbell (2018) recommended formulating instructional 

rubrics to evaluate classroom observations and professional development work 
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against it. The school principals may include student achievement scores and teacher 

effectiveness ratings to make the process wholesome; however, all these categories 

must be applied carefully because the inconsistent application may give rise to teacher 

doubts and dissatisfaction with the PAS process. 

Classroom Management is a term used by teachers, despite the disorderly 

behavior of the students, to describe that the process of classroom lessons run without 

any difficulty (Wolfgang & Glickman, 1980). This meaning also suggests that to 

avoid disorderly behavior. Mostly, teachers feel that it is the most difficult part of 

teaching; they face difficulties leaving teaching altogether. In Metzler and 

Woessmann's (2012) opinion, it is challenging for a teacher to recover the control of 

class once he loses his class's control. According to the students‘ opinion, effective 

communication of behavioral and academic prospects and the cooperative learning 

environment is necessary for classroom management (Allen, 1986). It is closely 

related to matters of self- control, inspiration, and esteem. Teachers primarily 

establish procedures and rules at the start of the school year.  

In the same way, Dicke, Elling, Schmeck, and Leutner (2015) illustrate that 

classroom management creates an environment that facilitates and supports academic 

and collective-emotional learning. To achieve this aim, teachers must develop loving, 

sympathetic relations, set organization systems, and stimulate social skills and self-

regulation between students. According to Kwok (2017), the goal of classroom 

management is not simply maintaining direction but also improving the learning of 

the students. They distribute class periods into four types: allocated time, engaged 

time, instructional time, and academic learning time. 
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2.7.1.1 Allocated T ime : Time fixed for the total period in the classroom for 

learning, teaching, and routine work. This process is similar to the presence and 

reports provided by the teachers and authorities.  

2.7.1.2 Instructi onal T ime : T he interval between  When the teaching and 

learning process proceeds, when the routine classroom actions are finished. Before 

instruction begins, instructors may use two or three minutes to complete the 

attendance. 

2.7.1.3 Engaged T ime :  The time to completing the task is called engaged 

time. For the period of engaged time, students are contributing to learning and 

teaching events actively. Students are also participating in completing tests, training, 

and answering the questions. 

2.7.1.4 Academic L earni ng  T ime : When students participate actively in 

positive activities, academic learning time occurs. Academic learning time increases 

with the help of effective classroom management. In Gootman's (2008) view, a 

concrete direction is provided to students in the form of rules to confirm that our 

anticipation turns into a certainty. Classroom management creates a positive 

classroom environment between teacher and student, a preventive approach not based 

on student behavior. Teachers used this preventive approach for reception and 

unconditional support. 

2.7.2 Quality of Teaching 

Performance appraisal action for teachers is incomplete if it does not measure 

the quality of teaching. Schools have certain standards for the desired teaching 

quality. Performance data is used in schools to appraise the quality of teaching, and 

the result of the students also reflects upon the teachers' teaching quality. According 

to Simmons (2001), performance appraisal action entails identifying teaching quality 
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and is resourceful in enhancing the quality of teaching. Besides, Organization for 

Economic Co-operation and Development (OECD) highlighted the conception and 

relation of teaching quality and students‘ achievement: "teacher quality is the single 

most important school variable influencing student achievement." It is discussed in 

many research papers, such as Perlaza and Tardif (2016) and Mkumbo (2017, p.347). 

Quality education is directly linked with the performance of teachers. Public 

schools are trying to improve their quality of education. Quality education improves 

the living standards of people by giving them awareness and sharpening their minds. 

The developing countries are spending much money to provide free quality education 

to their citizens, while the Pakistani Government is spending only 2.2% of GDP on 

education (Ghazi, Khan, Hussain, & Fatima, 2010). It is a dilemma that, Public 

schools register almost 70% of secondary and 90% of primary school students in 

developing countries (Lewin, 2002). Due to the lack of quality education in public 

schools, trust in private schools is increasing. Only public schools in the fast-growing 

population countries like Pakistan (2.7% growth rate) cannot meet quality education 

needs (Malik, Nazli, & Whitney, 2010). Thus private schools should also be brought 

into the mainstream of the public education system. 

Fletcher, Grimley, Greenwood, and Parkhill (2012) indicate that the overall 

performance of schools in New Zealand helps create a collaborative environment in 

which teachers are valued and their performance enhanced. Teachers should become 

aware of acceleration, progression, and National Standards of teaching. The principal 

appraisal should be more effective and more likely to improve the quality of 

teaching. All the goals were clear, specific, challenging, and focused on the teaching-

learning process. Furthermore, improvement plans should be discussed with teachers. 
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Leadership development should be focused on its actions and knowledge. Schools' 

goals were linked to the annual plan and development programs of teachers. 

It implies that teachers and the quality of their teaching play a key role in 

enhancing students' achievements. Thus, it can be said that the performance appraisal 

action regarding teaching quality is the key to enhance the attention on the quality of 

teaching. It has also been noticed in the report of the Australian Institute for Teaching. 

School Leadership Mayer (2014) states that standards are formulated in schools 

regarding required teaching quality should raise reliability and responsibility among 

teachers. They should also act as the basis for the review of performance at the end of 

each appraisal cycle. 

2.7.3 Motivation 

The performance appraisal action product is motivation (Kroll & Moynihan, 

2015; Ceschi, Dorofeeva, & Sartori, 2014). When performance is evaluated and 

teachers who stand out as extraordinary receive reward, it increases their motivation. 

This statement has been proved correct in the light of the reinforcement theory, which 

is a motivational theory that indicates that an action can be repeated if it is rewarded 

(Elias, 2016). Therefore, performance appraisal is tied with the reward system. 

Teachers expect their performance to be rewarded, which increases their level of 

motivation and allows them to perform much better. It can be regarded as an incentive 

or extrinsic motivation for better performance, although keeping teachers motivated is 

the fundamental idea (Cerasoli, Nicklin, & Ford, 2014). 

Hence, PAS is used by modern organizations as an instrument to enhance 

employee‘s motivation and improve communication skills. Performance appraisal 

facilitates employees‘ training and development and boosts overall organizational 

success or effectiveness; higher secondary schools in Pakistan can benefit in the same 
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way from the authentic exercise of Performance appraisal. Hence, the school 

principals and teachers must not view it as a yearly activity but recognize it as a 

continuous activity over time (Brefo-Manuh, Anlesinya, Odoi, Owusu, 2016) for 

wholesome improvement in school effectiveness. 

2.7.4 Teamwork and Punctuality 

Performance evaluation not only entails how an individual teacher has 

performed solely in the class, but the action of performance appraisal also entails how 

the teacher has interacted and performed within the team (Ceschi et al., 2014). 

Another major action to be checked is the punctuality of the teacher linked with the 

disciplinary aspect of the evaluation. It is being appraised so that evaluation can be 

performed using all the connected factors. Teamwork is essential for teachers as they 

collectively teach the students, and if they do not coordinate well enough, students 

will not receive a coherent education (Ronfeldt, Farmer, McQueen, & Grissom, 

2015). Similarly, teachers are the ones who teach them discipline along with the 

studies. Thus, being punctual is one of the foundations of discipline that teachers must 

exhibit to preach it (Gelder, 2005). 

2.8 Methods used in PAS Process 

Schools adopt many approaches in order to evaluate the performance of their 

staff. Avalos (2011) stressed that professional development is very important for 

improving and refining the skills, knowledge, and teaching methods enabling teachers 

to deliver the content effectively. Besides, Chala (2014) also confirmed the worth of 

professional development, stressing that attention should be given to overall teacher 

development. Furthermore, researchers Hökkä, Vähäsantanen, and Mahlakaarto 

(2017) also pointed out the need for teachers‘ collaboration with each other and 
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departments for enhancement of research culture. Below are given some of the 

methods or approaches that schools can adopt to evaluate teachers' performance. 

2.8.1 Peer- inspection and Teamwork 

The first method found in literature is peer inspection and teamwork. 

According to McEwan, Ruissen, Eys, Zumbo, and Beauchamp (2017), the peer-

assessment system helps provide sensible solutions for the actual problems associated 

with giving impartial marks to a team member. Many studies have described 

numerous benefits of using this approach to evaluate a teacher's performance (Li & 

Gao, 2016).  The value of fairness in this approach also varies according to the 

relation of a teacher with his / her peers. In this approach, basically, the other team 

members provide a review of the performance of a teacher with respect to his / her 

team capability.  

2.8.2 Direct Observation 

This method has been discussed in the previous research where the teachers‘ 

observation is recorded during classroom teaching. In many types of research, direct 

observation is noticed as playing a core function in the evaluation process (Ping, 

Schellings & Beijaard, 2018). In many of the schools, direct observation for 

evaluating teachers' performance is adopted, measuring the behavior of teachers in 

addition to their teaching performance. The behavior includes punctuality and other 

such attributes. Either the principal or the head teacher inspects and observes the 

teaching methodology and formulates an assessment. The time duration of observance 

varies, and there is no specific time during which observation takes place. It is 

regarded as a beneficial approach for evaluating the overall performance of teachers 

in a school. 
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2.8.3 Student Surveys and Opinions 

Much of the practical information regarding the quality of teaching is obtained 

by the opinions, reports, and surveys of students (Cadez, Dimovski, & Zaman, 2017) 

since the primary aim of teaching is to enable students. Many schools use a survey 

from pupils as one of the data sources chosen by teachers for their evaluation. It has 

also been analyzed that students‘ responses are more reliable and valid in evaluation. 

In the approaches and methods used to assess teachers' performance, the extensive 

introduction of feedback from students in surveys or opinions has become an eye-

catching measure. Significant growth has also been noticed in the formal institutions 

where surveys and feedback of students play a vital role. 

2.8.4 –360 Degree Feedback 

The 360° model of evaluation is reflected as a great operational evaluation 

process in terms of improving the development of teachers and for the increase in 

their professional growth (Bhujel, Zangmo, Wangmo, Wangchuk & Jurmey, 2017). 

This method of evaluating teachers receives feedback from anonymous individuals 

confidentially, including from other teachers or heads they have worked with. In the 

context of teachers, it may include senior teachers, peers, or head teachers. According 

to Vidya & Ambrose (2017), teachers receive feedback on how they have perceived 

themselves versus how other teachers or heads have perceived them. 

360-degree feedback plant an idea that a complete assessment needs feedback 

from a variety of sources. It holds the school principal, senior teachers, less efficient 

teachers, Peers and individuals, mentors, parents, and students (Danielson, & 

McGreal 2000). Morgeson, Mumford, and Campion (2005) stated that the 360-degree 

feedback process could add goal setting, skill development, formal and informal 

feedback. Mabey (2001) described that despite increasing popularity and fame, the 
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impact of practical research on the 360-degree appraisal is minimal. In the classroom 

work and outside the classroom work, it provides equal chances of feedback. The use 

of 360-degree feedback improves the behavior and performance of teachers and 

upward feedback. It also provides formative assessment when the use of 360-degree 

feedback in schools. 

2.8.5 Self-evaluation 

In this approach, teachers evaluate their performance on their own (Stronge & 

Tucker, 2017). This has not been recognized as a credible evaluation method in most 

of the research since many individuals want to review their performance, making it 

less credible. Furthermore, the aspect of feedback also limits this process of 

evaluation. However, if teachers have sincerely evaluated themselves, it can also be as 

effective as other methods. Sarwar et al. (2013) objected that there is no concept of 

self-assessment in the performance appraisal system in Pakistan. Only school 

principals evaluate teachers.  Higher secondary school principals need training in 

appraisal management, but they must practice ways through which they can use 

performance appraisal results for future planning and management of quality 

improvement. The only outcome of Performance appraisal would not be an increment 

in salary only, but teacher development. 

2.8.6 Management by Objectives (MBO) 

This process or approach of evaluation is also known as ‗Management by 

Results‘ in which evaluation is done following the objectives set earlier (Aoki, 2015). 

This evaluation process entails providing rewards for teachers. It is regarded as one of 

the most effective systems of performance appraisal (Matete, 2016). In this approach, 

the teacher‘s degree of goal attainment becomes the teacher‘s performance appraisal. 



49 

 

This appraisal method has also proved to be an enhancing factor in the motivation of 

teachers and employees.  

2.8.7 Parent Surveys and Response 

Likewise, the student‘s survey and opinions, the survey, and parents' responses 

are also used as a system of appraising the performance of teachers. While evaluating 

a teacher's performance, parents can be a valuable source to widen the appraisal‘s 

perspective (Stronge & Tucker, 2017). According to some studies, parents' knowledge 

regarding the education of their children is beneficial to be used in teachers‘ appraisal. 

With the help of parents‘ responses, feedback is also possible to obtain, which 

improves teachers' future performance. 

2.8.8 External Observation 

The last method of evaluating teachers' performance comes under the category 

of ‗external observation‘ (Garrett & Steinberg, 2015). In such observations, the 

appraiser belongs outside the school, such as parents or the authorized members of an 

education committee. With the help of external observation, the prospect of bias can 

be reduced to a greater extent, and thus the results of the evaluation can be formulated 

even-handedly. However, in most cases, schools do not simply rely on external 

observation, although it is considered a very beneficial approach to evaluating 

teachers' performance in school. 

2.9 Monitoring System/ Method used mainly in Pakistan 

Continuously monitoring the quality of teaching by teachers in a school is an 

effective teaching method. In the Pakistani context, it is obtained by implementing 

any of the above-discussed methods of evaluating teachers' performance. The research 

has discussed the ‗360-Degree Feedback‘ and ‗Management by Objective‘ approach 
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as effective processes in appraising the teacher‘s performance in school. PAS process 

was checked through the use of the method ‗Management by Objective‘ in schools. In 

this method, targets may be set for the teachers to appraise them. This method also 

helps the researcher conduct PAS in a school; because he is himself working as a 

principal in a public higher secondary school. This method is so effective for the 

principals and teachers in the PAS process.  

Hyun and Sajjad (2018) have outlined that the public schools in Pakistan 

commonly use a summative evaluation system to appraise teacher performance of 

teachers. However, regular monitoring has been missing for a long time. The 

descriptive study conducted by Hyun and Sajjad (2018) explored the quality of 

teachers‘ performance evaluation process used in schools of Karachi, Pakistan. The 

results identified that both public and private schools in Karachi used Performance 

appraisal but with significant differences in quality. For public schools, the teacher 

performance is not monitored regularly; neither the appraisal can determine the true 

capability of school teachers, nor the rating system is best employed for the personal 

and professional growth of both school principals and teachers. Karachi's private 

schools use formative evaluation for teachers‘ performance involving regular visits of 

the school for continuous teachers and school evaluation.  

2.10 Outcomes of PAS 

It is discussed in many research papers that the effective review of 

performance in any organization induces a certain number of benefits that include 

employee-level benefits as well as organizational level benefits (Sharma & Sharma, 

2017). Setting goals, agreeing on the outcomes and following up on staff feedback 

allow the employees to understand that they are committed to fulfilling their needs. 

Below are discussed the outcomes of PAS on both individual and organizational 
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levels which implies the discussion of the impact of PAS both on the level of teachers 

and the level of schools. 

2.10.1 Individual Outcomes 

During the professional career of individuals, it is required to identify how 

well they perform in the workplace. It is tough for employees to evaluate themselves 

objectively. In this regard, the support of PAS proves to be the required tool that 

allows them to obtain feedback and review their performance at the workplace 

(Buckingham & Goodall, 2015). Some of the outcomes of staff appraisal on an 

individual level are as follows.  

2.10.1.1 Provides a Professi onal Pat h:  The first outcome of performance appraisal on 

an individual level is that it provides a clear professional path for employees (Guest, 

2017). In this way, teachers can also be facilitated by following a professional path 

that allows them to identify the ideal opportunity to address long-term goals that do 

not belong to everyday tasks. Furthermore, Bolisani and Bratianu (2017) also defined 

that when employees are provided with better opportunities to serve the organization 

for the greater good, the feelings of being valued and satisfaction increase. In this 

regard, Sharma and Sharma (2017) also identified that when employees have a 

lightened way towards their successful career path, they tend to show devotion and 

consistency, which allows them to improve the result. It is true that when teachers are 

more loyal and stable towards the school, their utmost concern will be the school's 

health, which leads towards a stable career. 

2.10.1.2 C lari fi es  the Role and Posit ion: It is observed that every employee, his/her 

team, and overall organization is doing well, defining his/her role in the success of the 

organization. Many teachers want to know where they stand in comparison to their 

peers concerning job performance. In this way, the performance of employees 
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(teachers in the case of this study) enhances since the employees understand what 

they are contributing towards the organization and the required contribution according 

to the organization's policies and performance criteria of the organization? Here, the 

role of key performance indicators is also important as they reflect upon the required 

performance from them (Buckingham & Goodall, 2015). 

2.10.1.3 Allow s Self - deve lopment:  One of the major outcomes of PAS on an 

individual level is the self-development of employees (Das & Panda, 2017). 

According to Bell, Tannenbaum, Ford, Noe, & Kraiger (2017), employees deem self-

development as a significant benefit; therefore, performance appraisal and its positive 

feedback to employees helps them identify the areas where improvement is required. 

After evaluating staff appraisal, training may also be provided in an organization that 

allows its employees to develop their skills by training plans. 

2.10.1.4 Encourages  and  Moti vates Staf f:  When PAS is carried out in an organization 

fairly, and the employees consider that it has a compensation system based on merit; 

they are motivated to perform as much as they can to increase their performance 

(LePine, Zhang, Crawford, & Rich, 2016). Employees who have performed best in 

the appraisal system are compensated with benefits and increase in their pay, which 

encourages them to perform better in every appraisal cycle (Sharma & Sharma, 2017). 

In some cases, employees that lag incurs punishment or are penalized, which 

stimulates them to perform as per the requirement. 

2.10.2 Organizational Outcomes 

Likewise, the individual-level outcomes of PAS, there are certain 

organizational-level outcomes of PAS as well. The most important outcome of PAS 

on the organizational level is that due to the appraisal system, the organization has the 

entire view of the performance of its every employee for a specific time. Brefo-
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Manuh, Anlesinya, Odoi, Owusu (2016) advised that neither organizational efficiency 

nor effectiveness would be achieved unless the organization conducts frequent 

employee assessments.  

Though performance appraisal research has caught scholars' attention, there is 

less evidence collected how organizations use performance appraisal in specific 

conditions to reach their organizational objectives and which measures make the 

whole Performance appraisal process effective. The study concluded that many 

organizations use the appraisal as a basic tool for employee motivation and internal 

communication; effective organizations arrange for training and professional 

development to boost organizational success and employee satisfaction. PAS would 

also serve as a useful instrument for increasing and sustaining employee morale and 

facilitate their employees in developing their innate potential raising it to excellence, 

shaping it into a unique talent. Therefore, schools may not ignore these important 

outcomes.  

Consequently, schools are encouraged to use the findings of this study to 

evaluate their existing performance appraisal systems and make needed modifications 

to empower the teachers for unified communication in schools, establish a positive 

working relationship between school teachers, principals, and district administrators. 

Only this way can the organization raise highly motivated, well-trained, and creative 

teachers for problem-solving and reaching high levels of student achievement. Some 

of the major outcomes are discussed below. 

2.10.2.1 Improves the De cisi on Making Abi li ty : Once the organization has a detailed 

and clear view of the performance of its employees, it becomes easier for it to take 

decisions justifiably regarding promotion, compensation, pay raise, and other such 

aspects (Bell, Tannenbaum, Ford, Noe & Kraiger, 2017). The relevant information 
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can also be used to fill the open positions with the staff already working in the 

organization, promoting loyalty (deNisi & Murphy, 2017). When the organization 

knows the strengths of its employees, it improves the learning and training process. 

Effective use of PAS can refute or support the claim encountered by the organizations 

due to lawsuits brought against them by former employees. In a nutshell, this 

organizational outcome helps the business to function efficiently and maintain its 

focus. 

2.10.2.2 Improved C omm unication betw een Staf f and Management:  One of the basic 

reasons behind the success of any business, according to Watson, Heatley, Gallois, 

and Kruske (2016), is the effective and transparent flow of communication from the 

top management to every employee; where the requests, queries, and suggestions of 

all employees must reach the top management, unequivocally. However, most of the 

time, there is a lack of clear communication between employees and the top 

management, and both parties cannot understand each other‘s context. Sharma and 

Sharma (2017) mentioned that problems that persist due to proper communication 

could be resolved through PAS. Performance appraisal can be used to inform all the 

staff regarding the criteria used to judge their performance. In this way, employees or 

staff have a clearer and better understanding of how they must perform best for their 

job. Thus, it can be said that communication increases and enhances when the 

company adopts a staff appraisal system. 

2.11 Effectiveness of PAS 

2.11.1 Satisfaction with the PAS Process 

The concept of performance appraisal is the degree to which the staff in a 

company distinguishes the rating of performance, which imitates the behavior 

required to contribute to the organization (deNisi & Murphy, 2017). According to 
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Guest (2017), staffers who receive proper and unbiased feedback are satisfied highly 

with PAS implementation. Many researchers from the past and recent times have 

stressed that appraisal reactions are very significant in the development of 

constructive professional and organizational approaches, which also increase the 

impulse of staff to enhance their performance (Taylor, Susan, Cynthia, Fisher, Daniel 

& Ilgen, 1984). All over the world, many sectors such as schools and the educational 

sector have implemented PAS. It has received many positive responses from the staff 

and forms the institutes. It is reflected in many of the research papers that the staff 

feels motivated, which implies satisfaction with PAS (deNisi & Murphy, 2017). 

Moreover, organizations have reflected that many of their processes were eased after 

implementing PAS, showing satisfaction at the organizational level. 

In the context of schools, the ultimate aim is to provide high-quality education 

to students and make them capable of understanding complex concepts. Mostly, all 

schools implement a performance evaluation system and receive satisfying results in 

increasing the competencies of their teachers (Ballou & Springer, 2015; Ali, Dahie, & 

Alie, 2016; Saljooghi & Salehi, 2016; Finster & Milanowski, 2018). The increase in 

the skills and competency of a teacher helps the schools increase the potential and 

knowledge of their students, which further helps achieve the school's aim. Moreover, 

schools can also analyze the need for making their students more talented and skillful. 

By analyzing teachers' competence level, the school can differentiate between the 

expected performance of teachers and their actual performance, which allows them to 

adjust their policies and criteria (Skaalvik & Skaalvik, 2017).  

2.11.2 Dissatisfaction with the PAS Process 

A majority of employees, staff, and organizations are found to be satisfied 

with PAS in the literature, yet certain groups are dissatisfied with it (Skaalvik & 
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Skaalvik, 2017).  Most of the time, the staff in an organization feels dissatisfied with 

PAS because the implementation of PAS includes partiality, which demotivates the 

skilled staff, and thus, the overall results of the appraisal are also presented unjustly. 

In this way, the organizations are also unable to gain actual benefits from the 

appraisal process. In the study of Napier and Latham (1986), as cited in Lee and 

Streers (2017); Khoury and Analoui (2004) as cited in Sujith (2018), it has been 

noticed that regardless of considerable satisfaction with PAS, there are some negative 

attitudes and substantial dissatisfaction found among employees and management 

about PAS. Many previous studies have regarded performance appraisal as unfair and 

non-transparent, so many of the schools are dissatisfied with its implementation. 

Moreover, if the result of any employee in one cycle of appraisal declines, it 

requires lots of effort by the respective employee to achieve the remarks of high 

performance; thus, the employee becomes dissatisfied with its implementation. Many 

schools implement PAS but do not focus on the training and learning needs, resulting 

in a nil increase in performance. In this way, when nil enhancements in performance 

are observed, the employees and the management become dissatisfied with its 

implementation. 

2.12 Problems Related to Conduction of PAS 

PAS is a phenomenon in which ahead or manager analyzes an employee‘s job 

performance. These days, most companies conduct performance appraisals once or 

twice a year (Ahmad & Azman, 2014). There are various methods of calculating an 

employee‘s performance. One of them is the ‗Management by Objectives‘ method, 

which includes comparing set goals and standards for a worker with the actual 

contribution and productivity. Another way is ‗360 Degree‘ in this method; an 
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employee is judged and evaluated by everyone, from his manager to co-workers, 

friends, and even consumers and suppliers.  

Although companies use several ways to review an employee‘s performance 

and there are many benefits related to the appraisal process for both the organization 

and the working staff, PAS has earned immense criticism from social experts and 

various corporate. 

The main goal of all appraisals is to evaluate and analyze whether a worker 

has the skills and qualities needed to do his job effectively. There is a pre-decided 

criterion that managers use to judge an employee‘s performance (Warokka, Gallato, 

Thamendren, & Moorthy, 2012). Accurate evaluation of performance amplifies 

workers‘ productivity and motivates them to work more sincerely. PAS has its 

strengths and weaknesses; let us consider both of them. 

This study concludes that performance appraisal systems are beneficial in 

reaching several objectives, especially in improving decision-making processes and 

setting future goals for the organization. It allows employees to correctly judge their 

strengths and weaknesses, work efficiency, and work towards improvement. 

Therefore, it is recommended that school principals should carefully envisage the 

Performance appraisal. How would it give them the best results? To achieve this 

objective, all performance appraisals should be result-oriented and targeted at 

teacher‘s improvement. It must function to provide the right information at the right 

time to teachers to save resources from wastage while teaching them to make the right 

decisions in the nick of time. These empirical findings corroborated the findings 

obtained by some researchers (Iqbal, 2013; Warokka et al., 2012). 
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2.13 Strengths of PAS 

2.13.1 Performance Check 

Performance evaluation helps an organization judge an employee‘s 

performance by comparing his actual performance and expected performance (Marra, 

2018). It allows organizations to recognize and reward productive employees and to 

motivate them to expand their potential. It provides a system for determining 

incentives, perks, salary hikes, and promotion of all employees working for an 

organization. This system should be purely based on merit. 

2.13.2 Esprit De Corps 

Another advantage of the appraisal process is that it is the basis for enhancing 

the performance of the workforce (Mitchell, 2017). This system also helps identify the 

development and training requirements of employees who lack in accomplishing 

expected standards. Therefore, the appraisal process helps boost employees' morale 

by motivating them and increasing the organization‘s productivity. 

2.13.3 Employee Review 

Performance evaluation helps superiors recognize the skills, qualities, weak 

spots, commitment, and job knowledge of a worker (Hjalmarsson, 2019). Employees 

become aware of the critical work areas they are good at and the areas they need to 

improve. Such an evaluation helps them improve on their weaknesses and develop an 

enhanced understanding of their requirements and expectations. 

2.13.4 Employee Interest 

The appraisal process helps the manager recognize the objectives, aims, 

interests, skills, and abilities of a worker. This kind of evaluation makes it easier for 

an organization to identify whether an employee has the skills suited to some other 
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department of the organization. According to Ponce (2005), such an evaluation 

ensures that an employee‘s skills are appropriately utilized. An organization achieves 

its goals and accomplishes its mission when it successfully identifies the correct skills 

of employees and utilizes them to increase the overall productivity of the workplace. 

2.13.5 Information Free Flow 

The appraisal process establishes and maintains the free flow of information 

between workers and managers (Hairon & Tan, 2017). It is a viable tool that improves 

the commitment and productivity of employees by effectively communicating 

information. 

2.13.6 Feedback 

According to (Anderson, Buchko, & Buchko, 2016), feedback has great 

importance for an employee. It is a process that lets a superior provide feedback about 

an employee‘s performance and discuss with him how well he accomplished his 

goals. The appraisal process provides an opportunity to discuss development 

opportunities for the employees. 

2.14 Weaknesses of PAS 

2.14.1 Nepotism 

Literature also highlights the other side of the coin regarding the appraisal 

process. However, it has great importance for increasing workplace productivity, yet 

the process has been criticized for many reasons (Elias, 2017). One of them is 

nepotism; that is, the appraisal process is affected by politics within an organization. 

It is a standard view that a manager may not judge subordinates based on merit. The 

manager may ignore the actual behavior of the employee and provide feedback based 

on his personal preferences. In this way, the desired results of PAS cannot be 
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achieved if the feedback is not provided appropriately. Nepotism in the feedback or 

evaluation process can significantly lead to compromising the true results of teachers‘ 

and staff‘s performance. Thus, this factor is regarded as the weakness of PAS. This 

kind of behavior of managers compromises the real aim of performance appraisal 

since managers employ methods that bring their favorites to the front. At the same 

time, other employees may choose the path of not bringing out the problem areas in 

their work when self-assessment is being done. 

2.14.2 Bitter Experience 

Some managers and superiors feel uncomfortable judging subordinates as all 

are working together for an organization (Konakli, 2016). This sometimes might turn 

out as a cause of sourcing relationships in a company that lead to an unproductive 

work environment. Social and management experts who oppose employee 

performance appraisals argue that the boundary between incentives and appraisals 

should be kept clear. They believe that appraisals should only include performance, 

career development, and worker training requirements (Guest, (2017). In contrast, a 

separate salary evaluation should be done periodically to decide employees‘ 

compensation and incentives. However, a study in this field revealed that if the 

reward review and appraisal process are kept separate, it might lead to employee 

dissatisfaction. Therefore, after analyzing the benefits and flaws of PAS, it can be 

concluded that the system has both disadvantages and advantages for an organization. 

If the system is used correctly as an employee motivational tool, it can lead to 

improved organization functionality.  

If the system is not used correctly, it can lead to a bitter experience for both 

superiors and employees. PAS can be correctly used through proper training and 

techniques. Moreover, natural biases must be avoided at all times by the managers to 
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cancel the errors and eliminate uncertainty from the process. As stated earlier, the 

inclusion of biases and favoritism in the evaluation disturbs the system's actual aim 

and provides results that are not authentic.  

2.14.3 Time Consuming 

PAS is a very time-consuming process. It can be called an overwhelming 

process for both the manager and the workers. The time duration for one cycle of 

performance evaluation depends upon the organization; however, most commonly, 

this process is conducted biannually. The performance evaluation results are 

discussed half-yearly; however, the appraisers who evaluate the performance are 

continuously monitoring teachers and staff, which entails time and effort. 

The whole process of performance appraisal is a waste of time if its 

application is improper. If the process is being employed inappropriately, the results 

might negatively turn out, which makes the whole time investment a waste. The 

outcome of PAS must be utilized to enhance the performance of the teachers and 

staff. In contrast, if performance improvement is not observed after each evaluation 

cycle, then the entire process is just a waste of time for schools (Ahmed & Lodhi, 

2012). 

2.14.4 Stressful Environment 

Sometimes, PAS can lead to a stressful work environment for superiors as 

well as employees. There is constant pressure on teachers and staff that their 

performance is being measured every time, which might affect their performance 

negatively. On the other hand, the evaluators are also stressed out while continuously 

monitoring performance.  However, through proper training, the impact of a stressful 

environment can be reduced.  
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2.14.5 Policy Change 

Many research papers have highlighted that appraising or evaluating teachers' 

performance entails different types of factors that affect the outcome. These factors 

are discussed below: Many times, the standards set by the governmental bodies have 

an impact on the process of appraisal. According to Darling-Hammond (2015), the 

government establishes rules that also need to be incorporated while evaluating 

teachers' performance, such as the minimum criteria set for applying to teach a certain 

grade. The local establishment may also have the same impact, as one school is 

affected by the practice of other schools. School leadership also plays an important 

role in making the evaluation system effective, since fair implementation or biased 

implementation of PAS is mainly dependent upon the leadership qualities of the 

school (Orr, Pecheone, Snyder, Murphy, Palanki, Beaudin, & Buttram, 2018). When 

qualified teachers are appointed in schools‘ performance evaluation mostly has a 

positive response. 

Moreover, by doing constant research on education, the researcher can 

indicate which criterion of appraising performance is effective. Teacher‘s unity may 

sometimes hinder the effective implementation of PAS, or it may even lead to 

formulating incorrect results from the appraisal process (Abdulkadir, Isiaka & 

Adedoyin, 2012). The factor of parents‘ role in the evaluation system has been 

analyzed already as an effective approach that has an enormous impact on its 

appropriate implementation. 
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2.15 Factors Involved in the Beginning and Completion of Evaluation 

Systems 

2.15.1 Governments 

Governments play a significant role at the beginning of evaluation schemes. 

They set the nationalized learning often by law. It should be directed towards the 

accomplishment of the national goals. In addition, sometimes, the government 

expresses its role in completing and monitoring teacher assessment procedures. 

2.15.2 Local Establishments 

Local establishments in charge of education policies have one of the following 

duties about teacher assessment. In some countries, local establishments are 

responsible for the accomplishment of national goals. Therefore, procedures are 

applied to guarantee the educational superiority of the schools under their 

responsibility (NEA, 1989). 

2.15.3 School Leadership 

According to Gibson and Cohen (2003), virtual team leaders involve the group 

discussing similarities and cultural differences to help develop communication norms. 

Furthermore, they suggest that the leader of any institution plays a crucial role in 

assessing team performance, satisfaction level, organizational gains, and individual 

growth. Mostly countries, school leadership plays an integral part in implementing the 

assessment process.  The educational system in Finland is a high degree of school 

autonomy; all decisions relative to teachers (including appraisal) are made within the 

schools (Murillo, González, & Rizo, 2007). 
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2.15.4 Educational Researchers and Qualified Teachers 

Researchers and teachers are known as experts for introducing the appraisal 

system. They are in a good position to know what ‗good‘ teaching skills are by the 

impression of their studies. They help make out the relevant standard and instruments 

to evaluate teachers (Ingvarson, Kleinhenz, & Wilkinson, 2007). 

2.15.5 Teachers’ Unity 

Teacher‘s unity is supposed to represent all teachers‘ stakes, whatever their 

rank of performance. They also consult to plan and put into practice the 

procedures. Assuming that, teachers have unwillingness or worries about some 

particular aspects of teacher evaluation schemes. Teacher unions are vital for 

designing an evaluation process that will take their attention into account. Heneman, 

Fisher, and Dixon (2001) argued that the mechanism for decreased resistance must be 

incorporated with the initial design of the plan. They include frequent communication 

with teachers and administrators. They also added that how the change in teacher‘s 

performance is defined, measured, and supported.  

2.15.6 Parents 

Parents are directly involved in the scheming or application of the teacher 

appraisal system. Their educational rewards represent by the national and local 

establishment. 

2.16 The Gaps, Silences, and Contradictions in the Literature 

After reviewing a vast amount of literature, it has been reflected that studies 

significantly impact PAS. Instead, the focus of studies remains on evaluating a single 

approach of performance appraisal. Besides, very few studies have solely discussed 

the drawbacks of appraisal for staff performance, which need to be discussed further. 
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The main advantage of this research is that it has provided an all-encompassing 

review of the previous studies and has reflected upon public higher secondary schools 

in Punjab, specifically. The central contradiction observed in the literature is 

regarding the weaknesses and strengths of PAS. Based on the previous research, it is 

mentioned that PAS helps build the interest of employees and motivates them towards 

high performance. 

On the contrary, some thoughts based on the previous evidence have stated 

that employees have a bitter and stressed experience due to the implementation of 

PAS. Thus, this contradiction in the literature has proposed two opposite views of 

PAS: its strength or weakness. The prominent feature of this research is that it is 

conducted in Punjab, whereas none of the previous studies cited in the literature had 

been done in this context. Thus, the research has focused solely on the impact of PAS 

on the performance of teachers in Punjab‘s public higher secondary schools by 

collecting the information from different research papers.  

2.17 Conclusion/Summary 

In this chapter, the concept of appraisal was discussed, reflecting that it is the 

process in which certain factors are involved to judge staff performance concerning 

the criteria set previously. Afterward, the functions and models of appraisal were also 

discussed. The functions included increasing the competency of teachers and the 

principal‘s and the administration‘s role in the appraisal system‘s implementation. 

Three different models have been analyzed: the accountability, developmental, and 

collegial models. It was also discussed in the literature that there are two types of 

distinct outcomes of PAS, including individual-level outcomes and organizational 

level outcomes, implying that the appraisal system benefits employees and the 

organization. Different tools, approaches, and systems were also discussed for 
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evaluating or appraising teachers' performance in a school. However, the most 

discussed approach in the research papers was ‗360 Degree Feedback‘ and 

‗Management by Objectives.‘ These were regarded as the most effective methods of 

appraising teachers' performance. PAS's strengths and weaknesses were discussed, 

and the factors involved in the evaluation system were also discussed briefly. There 

were observed some significant advantages of implementing PAS within schools. 

Some scholars have asserted the flow of pertinent information from the higher 

management to teachers and staff. At the same time, some researchers have stated that 

PAS allows teachers and staff to perform with more dedication and work harder to 

achieve outstanding results. However, gaining an advantage from the implementation 

of PAS is mainly dependent upon the fair conduction of appraisal and providing 

unbiased feedback to everyone. When the appraisal process results provide positive 

and constructive feedback to teachers and staff, the school can only achieve the full 

advantage of implementing PAS. All of the above discussion was made in the light of 

credible and reliable sources of information. The coming section of the report 

discusses the validity and the credibility of the sources thoroughly. 
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CHAPTER3 

METHODOLOGY 

3.1 Introduction 

This chapter describes the details about the research design and methodology 

of the study. The procedural steps adopted to conduct the study include research 

design, population and sampling techniques, objectives, research questions, 

instruments, and pilot testing, validity and reliability of tools, data collection, data 

analysis, and a sketch of the summary of the organizational profile.  

3.2 Research Approach 

The philosophical stance also impacts the methods used to address research 

questions (Rosenberg, Kottorp, & Nygård, 2012).  Furthermore, it is observed that 

most of the discussions about epistemological assumptions that underpin research in 

the social and behavioral sciences have been focused on the post-positivist, 

constructivist, and pragmatic worldviews. Pragmatism was selected as the 

philosophical approach used to verify the evidence concerning the role of school 

management in PAS. The distinction between realism and anti-realism is rejected 

through the use of the pragmatic approach. Positivism vs. interpretivism constitutes 

the core of debates in social sciences. According to pragmatists, reality is ever-

changing based on our actions. 

Furthermore, they claim that a gap is created between pragmatism and 

interpretivism due to its importance and consequences. Moreover, our actions result in 

relatively predictable outcomes. Actions and their outcomes help employees to build 

their lives around real experiences. All results were derived logically from evidence in 

this research instead of conforming to any moral authority. Therefore, the current 
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research conducted systematic data collection through surveys, a tangible and 

verifiable external experience. The use of pragmatism as the guiding philosophy is no 

more limited to natural sciences; indeed, a vast body of social sciences research is 

available based on this research framework for increasing the validity of the research. 

It is suggested, when the population is large, and homogeneity and parsimony of 

research are the main concerns, opting for pragmatic approach is more fruitful 

(McKim, 2017).  

3.3 Research Design 

The researcher used the mixed methods research design which renders the 

blueprint of the current study (Namuddu, 2005). Thus, both the quantitative and 

qualitative research methods were blended to gather information needed to provide 

comprehensive answers to the research questions (Creswell, 2017). Furthermore, it 

was assumed that data gathered during the research process serves as an objective 

measure of reality, as the research itself is independent of the researcher. 

Sequential explanatory design, as suggested by Sligo, Nairn, and McGee 

(2018) was selected. This design enabled the researcher to describe and assess the 

implementation of teachers‘ performance appraisal in general and explore the specific 

details of the process. Furthermore, according to Kerkhoff (2017), this method allows 

the researcher to identify some of the major problems in the appraisal system. The 

diagram of the sequential explanatory design is shown in the figure below. 
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Figure 3. 1  Sequential Explanatory Design 

Different research methods used in one empirical investigation are often 

discussed under the rubric of ‗triangulation‘ (Moran-Ellis, Alexander, Cronin, 

Dickinson, Fielding, Sleney, & Thomas, 2006). Therefore, mixed methods research 

concerning social problems has been dynamically promoted. 

In this design, firstly, quantitative data is collected through the survey method 

and analyzed. Secondly, qualitative data is collected through interviews and also 

analyzed. Validation of results provides strong evidence for concluding, and this 

process is called triangulation. Mixed methods design is effective because it assists 

the researcher in answering a broad range of research questions. The strengths of 

one method can be used to overcome the weaknesses of the other, and it also helps the 

researcher to use more than one approach. Therefore, this method was assumed to 

enable the researcher to find out the solutions for the challenges posed by the existing 

appraisal system. 

The survey method was used to collect data from teachers and principals 

through a self-constructed questionnaire. This method helps the researcher save time 

and limits inconsistency (Raudenbush & Sadoff, 2008). Data was collected from 

stakeholders, including teachers (subject specialists) and principals because both were 

closely involved in PAS.  The survey also helps to explain wide varieties of data from 

different respondents (Carpenter & Green, 2017).    
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3.4 Purpose of the Study 

The purpose of the current study is to check the effectiveness of the existing 

PAS at public higher secondary schools in Punjab, that is, how the existing PAS 

affects the performance of public higher secondary school teachers. Predefined 

professional performance standards, including punctuality, teamwork, motivation, 

class management, and quality of teaching, were selected as dominant behaviors. 

Awareness and management support were taken as antecedent behaviors of the school 

teachers. Hence, satisfaction and dissatisfaction of teachers were checked through 

PAS, and then, based on the results, the need for improvement was determined.  

3.5 Role of the Researcher 

The study used a sequential explanatory design while selecting a mixed-

methods approach. Therefore, in a quantitative portion of the study, I used the self-

developed questionnaire to collect the data from principals and teachers. Furthermore, 

two interview protocols, one for teachers and the other for principals and 

administrators, were developed about the conceptual framework that guided my 

instrumentation, analysis, and interpretation of the collected data. 

Though I served as the primary instrument for data collection and analysis 

process (Merriam, 2009); all observations and analyses were filtered through human 

beings' worldview, standards, and perceptions. In this research, the ontological base of 

both quantitative and qualitative research proposed different rationales for the 

researcher and participants (Johnson & Onwuegbuzie, 2004); I have been very 

cautious while integrating both approaches in the research framework. The final 

product was developed by interpreting different views of participants; I included 

myself as a research participant, primarily in the structured interviews so that I can 

relate precisely in the final report, the real issues that unfolded during the process. 
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In the qualitative phase of research, I deemed the importance of the role of 

researcher and abide by the ethics in the data collection and analysis process 

(Creswell, Hanson, Clark Plano, & Morales, 2007). Merriam (2009) stated that 

researchers choose their own as a participant or non- participant during the research; I 

participated as a participant-observer in the study, as data were collected, coded, and 

analyzed from interviews and themes. I had also served as a teacher in a public higher 

secondary school and have been a part of the appraisal process. I have witnessed the 

development in the process over the years. I have been working as a principal in 

different public higher secondary schools for the last 13 years; therefore, I have a 

complete grasp on the process both as an appraiser and appraise. I could quickly 

identify the school targets and discuss freely with the participant teachers and 

principals; similarly, it helped me identify the participants and take data from them. 

Therefore, I had to keep a check on the bias it may create during data collection. 

Therefore, all districts were chosen based on performance randomly. The survey data 

was collected with the help of acquaintances; in the interview phase, the participants 

were selected voluntarily representing all districts. A neutral observer accompanied 

me during the interviews, well versed in the interview techniques; he recorded and 

transcribed the interviews to minimize the bias. In the same way, during data analysis, 

I have been cautious in interpreting data; my supervisor acted as a critical partner. 

Some of the principals reviewed the final analysis to avoid misquoting and 

misrepresenting some issues related to appraisal management.  

3.6 Population 

The population of the study comprised the Punjab province of Pakistan, which 

includes 36 districts. The target population comprised male and female public higher 

secondary school teachers (subject specialists), principals, and school administrators 
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(Deputy District Education Officer and District Education Officers). There are a total 

of 680 higher secondary schools in Punjab, according to the School Education 

Department Census 2016, and these include 326 boys and 354 girls‘ schools. The 

researcher divided 36 districts into three strata (12 each) based on high performance, 

average performance, and low-performance districts of Punjab, respectively. The 

detail of district ranking is attached in Appendix B. 

 

Figure 3. 2  Source: Ailaan & SDPI, 2016 Population of the Study 

3.7 Sampling 

The researcher used a multistage sampling technique to collect the data. This 

technique is helpful for researchers to ensure awareness about the respondents‘ 

selection process, as suggested by Raudenbush and Sadoff (2008).  However, the 

researcher randomly chose those teachers and principals who were teaching 

intermediate classes and had experience of more than one year in the school. Since the 

researcher is also the school principal, it is easy for him to do so because he has prior 

knowledge of his staff‘s appraisal. Still, it was ensured that data was collected from 

all schools. 

High Performance 
Districts 

Chakwal, Gujrat, 
Sialkot, R.Pindi, 
Attock, Jhelum, 
TobaTek Sing, 

Sheikupura, 
M.Bahuddin, 

Faisalabad, Lahore 
& Layyah 

Average Performance 
Districts 

Gujranwala, 
Narowal, Okara, 

Hafizabad, 
Sargoda, Khushab,  

Kasur, Nankana 
Sahib, Sahiwal, 

Mianawali, Bhakar 
& Khanewal 

Low Performance 
Districts 

Jhang, Pakpattan, 
Vehari, Chiniot, 

Lodhran, 
Bahawalpur, 

Bahawalnagar, 
RahimYar Khan, 

Multan, D.G. 
Khan, 

Muzaffargarh & 
Rajanpur 
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In the first stage, three districts were selected randomly from each stratum. In 

the second stage, ten schools were selected randomly, including five boys and five 

girls from each district. In the third stage, the census technique was used; all 

principals (who served at the time of data collection) and at least ten teachers teaching 

higher classes (FA/FSc) were selected. It was assured that participants who had 

completed the PAS process at least once at these public higher secondary schools in 

these nine districts of Punjab. The target sample of 90 principals and 900 teachers was 

drawn using multistage sampling, as shown in the following figure:  

 

Figure 3. 3  Multistage Sampling 

The researcher randomly selected nine districts from the three categories 

mentioned above of population carrying high, average, and low-performance 

rankings. Then, the researcher selected ten schools, including five boys‘ schools and 

five girls‘ schools from all the previously selected districts. Therefore, the researcher 

had selected three districts each from three categories of the population ranked as 

Stage 3 
All school principals of the 

selected schools (Census 
Sampling)  

At least 10teachers from each 
selected school (one time 

conduction of PAS was criteria) 

Stage 2 

Randomly Selection of 10 schools (5 male and 5 female ) from each 
District 

Stage 1 

Randomly Selection of 9 districts based on performance criterion 

3 High performing, 3 Average performing and 3 low performing 
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high, average and low according to Punjab School District Rankings. The detail of the 

target sample is illustrated below: 

Table 3.1  

T arget Sample of the study  

Category Population No. of schools Total No. of participants. 

10 teachers /school  90 900 

01Principal from each school  90 90 

Total.  90 990 

 

Quantitative data was collected from 90 principals and 900 teachers. The total 

quantitative sample of the study is shown in the following table: 

Table 3.2 Sample of t he S tudy  

 

3.7.1 Sampling for Qualitative Data 

All participants of phase 1 were considered as a population for this phase. In the 

sampling frame, 5 districts were selected on a criterion based.  

Category 

Population 

Higher Secondary Schools in 

Punjab Districts 

Boys 

Schools  

Girls‘ 

Schools  

Total 

Schools  

 Randomly selected Districts Sample Sample Sample 

High 

Performance 

Districts 

Lahore 05 05 10 

Faisalabad 05  05 10 

Toba Tek Singh 05 05 10 

Average 

Performance 

Districts 

Sahiwal 05 05 10 

Okara 05 05 10 

Mianwali 05 05 10 

Low 

Performance 

Districts 

Bahawalpur 05 05 10 

Jhang 05 05 10 

DG Khan 05 05 10 

Total 09 45 45 90 
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In the above table, criterion-based sampling was used to identify public higher 

secondary school principals, administrators, and teachers. Therefore, the researcher 

used the following two types of criterion techniques for qualitative data. 

3.7.1.1 Inclusion criterion 

 School principals, teachers, and administrators were selected who had been 

serving for more than one year on the post at the time of data collection and 

participated in the survey. The school principals and administrators must have 

conducted PAS at least once in professional life. School teachers must have filled and 

submitted PAS at least once in professional life. 

3.7.1.2 Exclusion Criterion  

All those who do not fulfill the above criterion are not part of the study. It was 

ensured that all districts are equally represented in the qualitative phase regarding the 

quality performance and district school rankings.  

3.7.2 Target Qualitative Sample 

In the qualitative sample, at least one administrator and one principal each 

from boys' and girl‘s schools and at least two teachers (male and female) from each 

school were selected (Fricker, 2016). The total qualitative sample was taken as shown 

in Fig 3.3. 

   

Figure 3. 4  Qualitative Sample Size 

Total Sample 

Administrator
s+ Teachers 

35 

Principals+Administrators 

10+5 

Teachers 

Male+ Female 

10+10 
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3.8 Research Process 

This research was conducted in three phases in order to capture the complexity 

of research questions 1, 2, and 3, respectively, to get necessary details regarding the 

performance appraisal system of public higher secondary school teachers. 

In the first phase, the researcher conducted a document analysis of the PAS. 

Some initial interviews and focus groups were conducted to understand the problem. 

Based upon the data gathered, a survey questionnaire was developed, piloted, and 

finalized after improvement.  

Furthermore, research protocols were developed and validated. Then the final 

questionnaire was used to collect data from the public higher secondary school 

principals and teachers.  

In the second phase, the researcher used structured interviews & focus groups 

for data collection with public higher secondary school principals, administrators, and 

teachers. Two principals from each district, one male and a female, were selected 

according to criterion. Furthermore, one focus group was conducted in each district 

comprising a group of 4 (male and female) teachers.  

In the final phase, the data were integrated to develop themes for discussion 

and derive conclusions. Finally, the whole research report was written as a 

dissertation.  

3.9 Tools for Data Collection 

The focus of this cross-sectional, mixed-methods study was not just collecting 

feedback from stakeholders; the researcher was more interested in evaluating the 

effectiveness of the whole process of performance appraisal of public higher 

secondary school teachers.  Afterward, an improvement plan is suggested in this 
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research depending on one may intend to use it in future. The researcher used the 

following two types of tools for data collection in this study. 

1. Survey 

2. Interviews  

3.9.1 Survey 

It is a type of research method that aims to gather information from a 

predetermined group of respondents (Khan, 2014). Surveys provided the necessary 

information regarding a specific subject and analyzed these collected data to 

derive a concrete conclusion (Hausman, 2012). This method is so important since 

this provides necessary information that is not found elsewhere. Furthermore, this 

research method also supports the researcher after providing unbiased answers 

represented by his/her target population. In this study, the researcher also used the 

survey method to conduct the study. The researcher used the survey questionnaire 

to collect the data from principals and teachers. This method provides a face-to-

face interaction between the surveyor and the respondent. The most common 

topics discussed in surveys include; behaviors, opinions, attitudes, beliefs,  and 

other demographic characteristics. Surveys are always utilized questionnaires to 

achieve their goal since it is considered a more time-consuming process than 

questionnaires. 

3.9.2 Interviews  

Interviews are purposeful conversations or exchanges of ideas about a 

predefined subject (Kvale & Brinkmann, 2009). In an interview, the researcher and 

participants engage in a discussion focused on research questions relevant to the study 

(Freeman, DeMarrais, Preissle, Roulston, & Pierre, 2007).  During this process, 

descriptions of the interviewees were gathered regarding issues related to the 
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performance appraisal system used for public school teachers to gauge their 

performance (King, Cassell, & Symon, 2004). Interviews are of various forms; 

Merriam (2009) described three different forms of interviews: highly structured, semi-

structured, or unstructured. In this study, the researcher used structured interviews to 

collect data. A structured interview is a valuable explanatory tool and involves a set of 

predetermined but open-ended questions. Interviews can be individual, one-to-one, or 

group discussions focused on a particular research problem. The researcher used one 

to one, structured interviews with higher secondary school principals and 

administrators while used focus group technique with higher secondary school 

teachers,   

King et al. (2004) stated that realist, phenomenological and constructionist 

were three different interviews. The researcher used a realist approach in this study to 

gain participants‘ real representation of their PAS experiences. This realist approach 

helped pursue a sequential explanatory design to triangulate survey and interview 

data. These interviews were more structured in nature than phenomenological to 

complement quantitative analysis.  

3.9.3 Developing and Piloting the Interview Protocol  

An interview protocol was focused on two crucial aspects internal validity and 

generalizability. The researcher used this tool more systematically and 

comprehensively by checking in advance the issues needing explanation (Patton, 

2002). The interview protocol was developed in this study using different sources, 

including conceptual framework, research questions, and literature review. The 

interview protocol was designed to gain insight into the problems associated with 

PAS as identified in the analysis of the survey data, why such issues occur, and how 

we can avoid these issues in the future by improving the whole process. Research 
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questions were focused on three areas; strengths and weaknesses of the PAS, issues 

faced during the appraisal process, and guidelines for the improvement. The interview 

protocol was composed of specific questions related to these three areas as specified 

by the survey results.  

3.9.4 Description of Information about Interview Protocol 

The interview protocol for teachers consisted of ten questions. The first two 

questions are related to the performance of teachers. Questions 3 and 4 were designed 

to learn about the staff appraisal system. Questions 5 and 6 were structured to check 

the strengths and weaknesses, and the effectiveness of the appraisal system. In 

question 7, the researcher asked about the current level of satisfaction with the 

appraisal system and did it affect teacher performance, for the better or worse? 

Question eight asked the participants about the feasibility of training the staff and 

teachers for better awareness and conduction of PAS. In the end questions, 9 and 10 

were designed to check the personal concerns about PAS and suggestions for 

innovation/improvement. 

The interview protocol for higher secondary school principals and 

administrators comprised sixteen questions; the first four questions were related to the 

purpose of staff appraisal, reasons for its conduction, and its constitution. Question 5 

and 6 were structured to check the process and involvement of teachers to be 

apprised. In questions 7 and 8, the researcher discussed the outcomes of appraisal 

results; how positive or negative outcomes affect the overall efficiency of teachers 

and the effectiveness of the PAS. Question 9 and 10 addressed the role of higher 

secondary school principals‘ role as an appraiser, and level of expertise of the staff 

who conducts appraisal regarding ethical nature of the process.  The researcher 

designed question 11 about future targets and 12 about commitments to PAS. 
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Following research questions, thirteen to sixteen were related to difficulties faced in 

resource management and possible improvement plans for effective implementation 

of PAS in the future. 

When the interview protocol was developed, a pilot study had been conducted. 

Through the pilot study, the researcher checked the comprehensiveness of the 

interview protocol and helped to overcome difficulties with the interview process. The 

researcher interviewed the participants in the pilot study using the purposive sampling 

technique. However, no issues were recognized in the pilot study and no changes 

were made by the researcher, and the interview protocols were finalized for further 

data collection.  

3.9.5 Getting Consent  

The researcher took permission from the educational authority for data 

collection (See Appendix A). It was ensured that all the persons contacted the 

research agreed to be interviewed for the study. The researcher ensured that the 

interviewees were familiar with the following:  

1. Purpose of the study 

2. Parameters of the interview protocol 

3. Main areas of interview 

4. Practical aspects of the interviews and possible use of data 

5. Confidentiality of the interviewees  

3.10 Development of Research Instruments 

The researcher constructed three purpose-built questionnaires for the data 

collection, 1) questionnaire for the survey, 2) interview protocol for focus groups with 

teachers, and 3) interview protocol for interviews with public higher secondary school 

principals and administrators. 
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3.10.1 Teachers’/Principals’ Questionnaire  

The researcher has developed a self-constructed closed-ended questionnaire 

because it could limit inconsistency and save time, as suggested by Raudenbush and 

Sadoff (2008).  Farooqi, Akhtar, and Nadeem (2013) developed a tool to check 

teachers' perceptions about performance appraisal and their performance in the 

Pakistani context. I derived the questionnaire after the extension of my already 

established tool Performance Appraisal Scale for Secondary School Teachers (PAS-

SSTs, See in Appendix K) in 2013 and 2014 (Farooqi et al., 2013 and Nadeem, 

Farooqi, Shehzad, & Ahmad, 2014). After that, the researcher has developed a tool to 

appraise the performance of teachers. Furthermore, Nadeem, Arif, and Qadeer (2019) 

used this tool to check the ―effectiveness of the teacher appraisal system in public 

higher secondary schools of Punjab (Pakistan).‖ Items related to this questionnaire 

were taken from the study conducted by Namuddu (2005), PER of teachers, and NPS. 

PER includes different factors like; performance, quality, punctuality, and discipline. 

The principals set the PER‘s objectives for the teachers to achieve the educational 

goals. 

The questionnaire was divided into two parts. Part A collected demographic 

details of the participants. Part B comprised 6 items about awareness regarding staff 

appraisal and 11 items about classroom management. It also collected information 

about the quality of teaching on a six-item scale. Six items on motivation collected 

information about teamwork and punctuality on an eight-item scale. They comprised 

six statements about satisfaction with PAS.5 items were related to management 

support and dissatisfaction and collected information about the need for improvement 

on a four-item scale. On the whole, the final scale had 57 items.  
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3.10.2 Interview Protocol for Teachers 

The interview protocol was developed using guidelines provided by Creswell 

(2013), and qualitative data were collected through focus groups comprising 4 (male 

and female) teachers from each district. The protocol was divided into two parts. Part 

A collected demographic details of the participants. Part B comprised ten items about 

teachers. 

3.10.3 Interview Protocol for School Administrators and Principals 

The researcher developed the interview protocol to collect structured 

interviews from school principals and administrators. It was divided into two parts. 

Part A collected demographic details of the participants. Part B comprised 16 items 

about administrators and principals. Data was collected by the researcher from 10 

principals, five males and five females, from all five districts. Furthermore, the 

researcher interviewed five administrators, at least one each from each selected 

district. 

3.11 Data Quality Control 

Reliability and validity were included in the data quality control procedure. 

The reliability and validity of the instrument were checked through pilot testing. 

3.11.1 Reliability of the Instrument 

In order to ensure the reliability of the complete process, it was checked that 

each item was related directly to objectives and research questions. Data was 

collected personally or through experienced associates trained to explain and clarify 

any misunderstanding, and the questionnaire was readable and comprehensible for 

every respondent. The researcher pre-tested the instrument on 300 respondents by 

using the pilot study method. Data were analyzed using SPSS 21, and the value of 

reliability (Cronbach‘s alpha) was calculated 0.862. Hence, the instrument was 
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considered reliable for data collection (McKim, 2017). The alpha value of 0.862 of 

the pilot and 0.883 of the final data suggested that further analysis could be pursued 

with the data suggested by McKim (2017). 

3.11.2 Validity of the Instrument 

The questionnaire was reviewed, and pilot tested for face and content validity. 

The questionnaire was developed on the findings of the initial focus group with 

school principals and peer teachers. The items for the questionnaire developed were 

again peer-reviewed by some senior practitioners (both school principals and 

teachers) for face and content validity. Moreover, the sequence of items, readability, 

comprehension level, appropriate use of language, and length of the questionnaire was 

considered for revision. The aim of confirming face validity was to sequence the 

items, ensure the appropriate use of language and evaluate the length of the 

questionnaire.  The questionnaire thus constructed was further reviewed by selected 

university professors for content validity; 5 professors examined the questionnaire for 

its content, two professors examined the questionnaire for appropriate use of 

language, and three professors, including a professor of statistics, validated the items 

for further use of statistical measures such as factor analysis and structure equation 

modeling. They vetted the research tool, and some commendable corrections were 

made particularly relevant to the study objectives. 

3.11.3 Validity of Interviews 

3.11.3.1 Rigor i n the Quali tat ive Phase : Validity in the qualitative research was 

established through quality as in quantitative research. It is accepted that one cannot 

control interpretive situations. It is always hard to meet set standards in qualitative 

research to ensure objectivity; therefore, different criteria were used to assess the rigor 
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of qualitative research. These are credibility, transferability, dependability, and 

conformability.  

3.11.3.2 C redibi li ty:  Credibility is similar to the internal validity in the positivist 

domain. Concerned with the values, credibility is one of the most important factors in 

establishing trustworthiness. Credibility requires prolonged engagement with 

participants; Triangulation of sources, interviews with teachers, school principals, and 

administrators helped get in-depth information regarding appraisal process and its 

effect on teachers‘ performance. The use of techniques mentioned above and peer 

debriefing are the approaches to ensure the data is credible.  

3.11.3.3 T ransf erabi li ty : It is similar to generalizability in quantitative research. The 

‗thick descriptions‘ would further facilitate the readers' informed decision-making in a 

particular matching perspective, similar to this study (Yilmaz, 2013). The context 

described and raw data provided by the researcher would further enhance 

transferability. Results of the study correspond with the survey results making the 

final analysis effective for further planning and improvement of PAS for the 

satisfaction of all stakeholders.  

3.11.3.4 Dependabil it y a nd C onfor mabili ty :  Dependability is similar to the concept of 

reliability in quantitative research. It refers to the neutrality and objectivity of the 

data, ensuring that conclusions drawn were according to actual narratives of the 

participants rather than the personal choices of the researcher (Akuchie, 2019).  So 

during analysis, a neutral position was maintained by the researcher by opting for peer 

review and critical partnership of the supervisor. Moreover, an audit trail was 

maintained; the purpose was to determine if the findings and inferences are logical.  

The alignment of research questions with the data collection tools is described 

in the following table: 
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      Table 3.3  

      Align ment of  Researc h Questi ons t o T ools  

Q. 

No 

Questions Tools Items 

1 Perceptions of school 

stakeholders(administrators, 

principals & subject 

specialists) about the (PAS) 

Questionnaire for 

Teachers & Principals 

Quantitative Survey & 

Interview Protocol for 

Administrators 

Section B 

Awareness about 

PAS 

Interview Protocol 

1.1 Perceptions of 

administrators about PAS 

Interview Protocol for 

Administrators 

Interview Protocol 

1-16 

1.2 Perception of Male and 

Female principals about 

PAS 

Questionnaire for 

Principals 

 

1-10 

1.3 Perception of Male and 

Female teachers about PAS 

Questionnaire  for 

Teachers 

1-10 

 

2 

 

Effectiveness of  PAS 

Questionnaire Section C, D & E 

 

Close-ended items  

2.1 Effect of PAS on teaching 

quality 

Questionnaire Classroom 

Management 

7-17 items 

 

Quality of Teaching 

18-23 items 

2.2 Effect of PAS on the 

improvement of the 

teacher‘s behaviors 

Questionnaire Motivation 

24-29 items 

Team work 

30-33 items 

Punctuality 

34-37 items 

 

2.3 Satisfaction of teachers 

with PAS 

Questionnaire Satisfaction with PAS 

38-43 items 

3 Strengths & weaknesses of 

PAS 

Interview protocols Protocol Section B & C 

3.1 Strengths & weaknesses of 

PAS as reported by the 

Principals 

Interview protocol for 

principals 

Section C: 

Protocol for Principals‘ 

Interviews 1-16 items 

 

3.2 Strengths & weaknesses of 

PAS as reported by the 

teachers 

Interview protocol for 

teachers 

Section B: 

Protocol for Teachers‘ 

Interviews 1-10 items 

3.3 PAS can be improved for 

the satisfaction of its key 

stakeholders (teachers) 

 

Interview protocol for 

teachers& 

Questionnaire 

Section B: 

Protocol for Teachers‘ 

Interviews 1-10 items 

Need for improvement 

54-57 items 
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3.12 Data Collection Process 

Each school was visited twice or thrice. The first visit was made for the sake 

of introduction and getting a formal appointment with the principal. The second visit 

was made to distribute the questionnaires. The third visit was carried out to collect the 

questionnaires and to interview the principal. The researcher distributed 960 

questionnaires among teachers and 90 among principals. Teachers returned a total of 

926 questionnaires, out of which only 900 were complete. 

Moreover, 90 questionnaires completed and returned by principals were also 

included in the final analysis. The researcher also interviewed ten principals and five 

administrators from five districts. The researcher then collected data from 20 teachers 

through focus groups. The data timeline for explaining data collection is described in 

the following figure. 

 

3.13 Data Analysis 

Data collection was a two-step process in this research. Firstly, the researcher 

analyzed the teachers ‗questionnaire and the principals‘ questionnaire and prepared 

Literature 

review April 

to Oct 2018

 

Questionnaire 

construction  

May 2018 

Obtaining ethical 

permission June 

to Aug.2017 

Piloting 

questionnaires 

Sep.2018 

Refinement of 

questionnaire 

Oct 2018 

Questionnaires 

given to the 

principals to 

distribute Sep, Oct 

 

Receiving Dec 

to March   2019 

questionnaires  

Data Entry March 

April 2019 

Data analysis 

Apr to May 

2018 

Interview 

construction 

Aug 2018 

Interview 

May 2019 

Data analysis  

June 2019 

Figure 3. 5  Steps in Data Collection 
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frequency tables for each item. Secondly, the researcher reported the data according to 

themes. Data collected through questionnaires or scheduled interviews were 

organized. The cleaning of all data and its content analysis for simple description and 

coding was undertaken. All the data was recorded in SPSS version 21 for further 

computation. First of all, the demographic description of the data was completed. 

Relevant tables and graphs were drawn. Afterward, the data was reduced in factors to 

draw suitable inferences to answer the research questions. Then the inferential 

analysis of survey data and thematic analysis of qualitative data was undertaken. In 

the end, the interpretive analysis of themes generated from the findings based upon 

both types of data (identification of gaps and suggestions for improvement) through 

synthesis was conducted for writing and dissemination of the research report 

(Böttcher & Thiel, 2018).  Table 3.5 summarizes the research questions, the data 

collected for these questions, and the statistical analysis performed to answer these 

questions. 

Table 3.4  

Align ment of  Research Q uesti ons t o An alysis  

No Questions Data Type Test Applied              

for Analysis 

 

1 

 

Perceptions of school 

stakeholders(administrators, principals & 

subject specialists) about the (PAS) 

 

Qualitative & Quantitative 

 

Thematic & 

Descriptive 

Analysis 

 

1.1 

 

Perceptions of administrators about PAS 

 

Qualitative 

Thematic  analysis 

1.2 Perception of Male and Female principals 

about PAS 

Qualitative Thematic  analysis 

1.3 Perception of Male and Female teachers 

about PAS 

Quantitative 

 

One Way Anova 

t - test  

 

2 

 

Effectiveness of  PAS 

 

Quantitative                                          
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3.14 Content Analysis  

 Mohajan (2018) stated that content analysis is used to identify patterns, 

themes, and biases. Furthermore, it is used for detailed and systematic examination of 

a particular body of material contents. This method has good features for the 

classification of different contents. The researcher will explore verbal and visual 

behavioral patterns and themes, and biases through this method. The main objective 

of content analysis is to identify those steps which play a crucial role in improving 

PAS implementation (Mohajan, 2018).   

3.15 Gaining Access and Ethical Considerations 

The researcher considered all ethical reflections to ensure secrecy, privacy, 

and sympathy and to watch against disloyalty and trickery. There was no disclosure of 

schools by their names or any other specialty. The researcher took the following 

measures to conduct the study. First of all, the researcher informed the respondents 

about the research and took their consent to participate. The researcher also informed 

2.1 Effect of PAS on teaching quality Quantitative     Step wise     

    Regression 

2.2 Effect of PAS on the improvement of the 

teacher‘s behaviors 

Quantitative      Step wise     

 Regression 

2.3 Satisfaction of teachers with PAS Quantitative Multiple Linear   

Regressions 

3 Strengths & weaknesses of PAS Qualitative Thematic analysis 

3.1 Strengths & weaknesses of PAS as per 

reported by the Principals 

Qualitative Thematic analysis 

3.2 Strengths & weaknesses of PAS as reported 

by the teachers 

Qualitative 

 

 

Thematic Analysis 

    PAS can be improved for the satisfaction of 

its key stakeholders (teachers) 

Quantitative Multiple Linear   

Regressions 
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them fully about the research methods regarding data collection and interview 

protocols (Appendix A). 

The researcher also provided a letter of consent to the participants and 

discussed any other ethical issues that might be related. Following specific measures 

were taken by the researcher to conduct the study. The researcher obtained approval 

from the principals and teachers of the schools included in the sample. The researcher 

also informed them about the purpose, process, and confidentiality of the research. 

The researcher sought out the consent of the participants by taking the proper 

measures listed below. 

¶ The questionnaires were kept confidential at the University of Management 

and Technology by the supervisor of the study. 

¶ The questionnaires were distributed to different teachers and CODs of the 

University of Management and Technology to check their validity. 

¶ Data analysis reports were kept confidential, and they did not provide any 

personal information about the participants. 

3.16 Summary 

This chapter discussed the suitable approach and methodology to conduct this 

study and obtain answers to research questions. This study aimed to check the existing 

staff appraisal system at higher secondary schools and its effectiveness. The strategies 

required for sampling and data collection were generated, and the timeframe was also 

developed to meet research objectives. Moreover, the value of prospective data 

analysis was also discussed. 
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CHAPTER 4 

DATA ANALYSIS 

The study at hand was conducted to check the effectiveness of the existing 

staff appraisal system and its effect on the performance of public higher secondary 

school teachers in Punjab; for this purpose, a survey was conducted with public higher 

secondary school teachers. This research also examined the role of principals in 

implementing PAS in public higher secondary schools of Punjab. Afterward, 

structured interviews were conducted with principals, administrators, and teachers 

using an interview protocol based upon the survey results for further probe. 

In this chapter, the relevant areas of performance appraisal and its impact are 

highlighted against the findings. Thus, the observations/findings provide answers to 

the proposed problems posed as research questions. Firstly, descriptive statistics were 

applied to get an overview of the data—secondly, factor analysis of the data for the 

awareness of all the factors.  Thirdly, inferential statistics were used to get detailed 

answers of research questions. Finally, thematic analysis was performed to integrate 

the findings obtained from both quantitative and qualitative analysis to suit sequential 

explanatory design. In this way, the researcher envisaged a clear picture of the 

targeted phenomenon, that is, how PAS is affecting stakeholders' perceptions, namely 

higher secondary school teachers, principals, and district administrators.  

The analysis is presented in this chapter in the following order. The first 

segment of the chapter deals with the description of demographic data. The second 

part of the study deals with factor analysis and interpretation. The third part explains 

the treatment of data through descriptive and advanced statistical tests. The fourth and 

the final part of the chapter elaborated the thematic analysis of data gathered through 

interviews and focus groups. 
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4.1 Questionnaire Return Rate 

The research targeted two sets of respondents: the principals and teachers of 

selected public higher secondary schools of Punjab. A close-ended questionnaire was 

administered to teachers and principals through personal visits and with the help of 

friends in some districts. The return rate of questionnaires is shown in the table given 

below. 

Table 4. 1 

Questi onnair e Return Rat e  

 

The above table showed that the researcher distributed 982 questionnaires to 

the participants, and 900 returned. On the other hand, principals‘ response was 100%. 

All of the 90 principals responded positively. 

4.2 Demographic Analysis 

This section deals with several topics, including the questionnaire return rate 

and the demographic information about the study respondents, that is, school teachers 

teaching in public higher secondary schools of Punjab, Pakistan. The survey 

questionnaire aimed at collecting the perceptions of school principals and teachers 

about PAS. 

Demographic data yielding appropriate information is very important for the 

research. It describes the characteristics of the human population of the study in detail 

(Wang & Schröder, 2012). This section describes the demographic details of 

principals and teachers included in the sample of the study. It includes gender, age, 

Respondents Sample   Questionnaires 

distributed  

Questionnaires 

returned 

       % 

Teachers 900 982 900 92 

Principals 90 90 90 100 
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experience, student, and professional qualification-wise representation of teachers and 

principals. Demography about the quantitative portion of the study includes two parts;  

1. Demographic Distribution of Teachers‘ Data  

2. Demographic Distribution of Principals‘ Data  

4.2.1 Demographic Distribution of Teachers’ Data  

The demographic distribution of teacher‘s data is given below; 

4.2.1.2 Gender - wise Distribution of Teachersô Data: The following figure reveals that 

50% of teachers were female and the other 50% were male.  

Table 4. 2  

Gender Dist ribut ion of  Teachers  

 

Gender      f % 

 

Female       450       50.00 

Male        450          50.00 

Total       900      100.0 

 

4.2.1.3  Demographic Dis tri buti on of T eachers by Age :  Age-wise distribution of the 

respondents is given below: 

According to the table below, 6% of teachers have 30 or less than 30 years of 

age in public higher secondary schools of Punjab, 9% have 30-35 years of age, 34% 

of teachers have 35-40 years of age, 37% have 40-50 years of age and 14 % have 50-

60 years of age in public higher secondary schools of Punjab. This shows that 

teachers serving in the public schools of Punjab are well experienced. 
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Table 4. 3  

Demographic Distribution of Teachersô Age 

 

             

 

 

 

 

 

 

4.2.1.4  Demographic Dis tri buti on of T eachers by Qualif ication :  The professional 

qualification of the teachers are given below. 

Table 4. 4 

Demographic Dist ribut ion of  T eachers Based on Qualif ication  

Qualification  f % 

 

MA/MSc BEd 563 63.00 

MPhil 

BEd/Med 

275 30.00 

PhD BEd/MEd 62 7.00 

Total 900 100.0 

According to the above table, 63% of teachers have degrees of MA, MSc, and 

BEd, 30% of teachers have degrees of MPhil and MEd, and only 7% have Ph.D. The 

professional qualification of the principals is given below. 

4.2.1.5  Demographic Dis tri buti on of T eachers by Experienc e : Experience wise 

distribution of the respondents is given below: 

 

 

 

 

 

 

Age in          

Years. 

f % 

 

below 30    50 6.00 

30-35          80 9.00 

35-40         310 34.00 

40-50         335              37.00 

50-60         125 14.00 

Total 900 100 
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Table 4. 5  

Demographic Distribution of Teachersô Experience 

 

According to the above table, 19% of teachers have 1-5 years of teaching 

experience in public higher secondary schools of Punjab, 22% have 6-10 years of 

teaching experience, 25% teachers have 11-15 years of teaching experience and 34% 

have 16 or more years of teaching experience in public higher secondary schools of 

Punjab. This shows that teachers serving in the public schools of Punjab are well 

experienced. 

4.2.1.6  Demographic Dis tri buti on by N umber of  Refresher C ourses T aken by 

T eachers :  The demographic distribution of teachers by a number of refresher courses 

they have taken is given below: 

According to the below table, 41% of teachers have attended one refresher 

course in public higher secondary schools of Punjab, 50 % of teachers have attended 

two refresher courses, and only 9 % of teachers have attended three-plus refresher 

courses in public higher secondary schools of Punjab. This shows that teachers need 

training for better results and awareness of PAS. 

 

 

 

 

Experience   

 

f % 

 

1-5 171 19.00 

6-10 202 22.00 

11-15 221 25.00 

16 + 

Total 

306 

900 

34.00 

100 
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Table 4. 6  

Demographic Dist ribut ion of  Refresher C ourses A tt ended by T each ers  

Refresher courses f % 

 

1 365 41.00 

2 454 50.00 

3 + 81 9.00 

Total 900 100.00 

4.2.2 Demographic Distribution of Principals’ Data:  

The demographic distribution of principal‘s data is elaborated below: 

4.2.2.1 Gender - wise Distribution of Principalsô Data:  The following figure reveals 

that 50% of principals were female and the other 50% were male.  

Table 4. 7  

Gender Dist ribut ion of  Principals  

Gender        f % 

 

Female        45 50.00 

Male         45    50.00 

Total        90 100.0 

4.2.2.2 Age - wise Distribution of Principalsô Data: The age-wise distribution of the 

principal‘s data is given below; 
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Table 4. 8  

Demographic Distribution of Principalsô Age 

Age in         f 

Years. 

       %  

 

30 below     3 3.00  

30-35         15 17.00  

35-40        30 33.00  

40-50        32 

50-60        10 

Total         900 

36.00 

11.00 

100 

 

 

 

According to the table above, 3% of principals have 30or less than 30 years of 

age in public higher secondary schools of Punjab, 17 % have 30-35 years of age, 33% 

principals have 35-40 years of age, 36% have 40-50 years of age and 11 % have 50-

60 years of age in public higher secondary schools of Punjab. This shows that 

principals serving in the public schools of Punjab are well experienced. 

4.2.2.3 Qualification wise Distribution of Principalsô Data: The qualification wise 

distribution of the principal‘s data is given below: 

Table 4. 9  

Demographic Distribution of Principalsô Qualification  

Qualification   f % 

 

MA/MSc Bed 54 60.00 

MPhil 

BEd/Med 

31 34.00 

PhD BEd/Med 5 6.00 

Total 90 100.0  

  

According to the above table, 60% of principals have degrees of MA, MSc, 
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and BEd, 34% of principals have degrees of MPhil and MEd, and only 6% have Ph.D. 

and BEd/MEd.  

4.2.2.4  Qualification wise Distribution of Principalsô Data: The experience wise 

distribution of the principal‘s data is given below: 

Table 4. 10  

Demographic Distribution of Principalsô Experien ce  

Experience  

in Years. 

f % 

 

1-5 10 12.00 

6-10 28 31.00 

11-15 30 33.00 

16 + 22 

 

24.00 

Total 90 100.00 

 

According to the above table, 12% of principals have 1-5 years of 

administrative experience in public higher secondary schools of Punjab; 31% have 6-

10 years of administrative experience; 33% of principals have 11-15 years of 

administrative experience, and 24% have 16 or more years of administrative 

experience in public higher secondary schools of Punjab. This shows that principals 

serving in public higher secondary schools  

4.2.2.5 Demographic Dis tri buti on by N umber of  Refres her C ourses T aken by 

Principals :  The demographic distribution of principals by the number of refresher 

courses they have taken is given below: 
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Table 4. 11  

Demographic Dist ribut ion of  Refresher C ourses A tt ended by Principals  

Refresher 

courses         f 

 

% 

 

 

1                30 33.00  

2                36 40.00  

3 +             24 27.00  

Total          90 100.00  

 

According to the above table, 33% of principals have attended one refresher 

course in public higher secondary schools of Punjab; 40 % of principals have attended 

two refresher courses, and only 27 % of principals have attended three-plus refresher 

courses. This shows that principals need training for better results and the conduction 

of PAS.  

4.2.3 Demographic Distribution by Student Strength in a School:  

Student strength-wise distribution is given below: 

Table 4. 12  

Demographic Dist ribut ion of  Students  

Student No      f    % 

 

300 +              10 11.00 

400+               15 17.00 

500+               25 28.00 

600+               40 

Total               90 

44.00 

100.00 

According to the above results, 11% of schools have 300 plus strength of 

students, 17 % schools have 400 plus the strength of students, 28% schools have 500 

plus the strength of students, and 44% schools have 600 plus the strength of students 
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in public higher secondary schools of Punjab. This shows that schools selected by the 

researcher are well established due to students‘ strengths.  

4.3 Factor Wise Analysis 

Confirmatory factor analysis was applied on the questionnaire items using 

varimax rotated principal axis factoring. The value of Classical Eigen was greater 

than one (Kaiser, 1974) criteria were used to decide the number of factors to be 

extracted. Varimax rotation helped simplify data; the value of factor loadings, thus 

extracted, was greater than five, much above the recommended value of (<3). The 

analyses resulted in ten factors (subscales) with high factor loadings,  

> 0.5 (Widaman, 1990), also fulfilling the minimum criteria (at least three items per 

factor) of defining a factor (Anderson & Rubin, 1956). 

4.3.1 Factor Structure of the Research Questionnaire  

Table 4. 13  

Factor Wis e Item Divisi on of PAS  

No. Factors Items M SD 

1 Awareness of PAS 1-6 3.8859 .61428 

2 Classroom Management 7- 17 4.0202 .35496 

3 Quality of Teaching 18-23 4.3541 .38520 

4  Motivation 24-29 4.3306 .36682 

5 Teamwork 30-33 4.2942 .40770 

6 Punctuality 34-37 4.2061 .51630 

7 Satisfaction with PAS 38-43 3.1339 .39015 

8 Management Support 44-48 3.7969 .64395 

9 Dissatisfaction with PAS 49-53 4.2642 .46275 

  10 Need for Improvement 54-57 2.2058 .82100 
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4.3.2 Details of Confirmatory Factor Analysis 

First of all, the reliability of the questionnaire was calculated and found to be 

0.864, precisely. Cronbach‘s alpha, a measure of internal consistency, was ideally 

found to be more than 0.75 (Lee & Wang, 2003) for all subscales. Further analysis 

affirmed the factorability of data into ten factors with a value of 0.782 for Kaiser-

Meyer-Olkin (KMO) measure of sampling adequacy, which was more than 

0.6(Kaiser, 1974). The value of Bartlett‘s Test of Sphericity with chi-square was 

(4.607E4; p < .05). The ten extracted factors are explained in detail below: 

F actor n o1:  The first factor identified was ‗awareness of staff appraisal.‘ 

Factorability of the six items was examined; the factor loadings were all above 0.5 

showing strong awareness of PAS, and the KMO was .789.  

 Table 4. 14  

C onfi rmatory Factor Anal ysis  and Reli abil it y Analyses (Awar eness of  Staf f Apprai sal)  

No. Statements Factor  Alpha  

  Loading  

1 Teacher appraisal as part of an effective system  .738 .789 

2 The teaching staff had to undergo the appraisal. .762  

3 Teachers must take the appraisal process seriously  .746  

4 The results of PAS can critically affect on career  .800  

5 principals & management appraise performance  .709  

6 Training & professional development is suggested  .802  

F actor n o2:  The second factor identified was ‗classroom management.‘ The 

Factorability of the 11 items was examined; KMO was .723. The factor loadings were 

all above 0.5, which shows a strong relationship with classroom management.  

Table 4. 15 

C onfi rmatory Factor Anal ysis  and Reli abil it y Analysis (C lass room Mana gement )  

No. Statements Factor  Alpha  

  Loading  

7 learning about competencies of students of my class .720 .723 

8 Setting appropriate tasks according to the students‘ 

grade level. 
.775 
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09 Using rewards as tool to maintain discipline. .590  

10 Managing discipline effectively in the classroom. .628  

11 Using peer influence to manage my classroom. .687  

12 Making decisions according to the needs of students  .778  

13 My students follow me as a role model. .744  

14 I have moral authority over my students. .735  

15 My students come to school neatly dressed. .780  

16 Everything is organized well in my class. .778  

17 I do not spare any student for immoral activities.ṗ .612  

 

F actor n o3:  The third factor identified was ‗quality of teaching.‘ The Factorability of 

the six items was examined; KMO was .650. The factor loadings were all above 0.5, 

which shows a strong relationship with the quality of teaching.  

Table 4. 16  

C onfi rmatory Factor Anal ysis  and Reli abil it y Analyses (Qualit y of T eachi ng)  

No. Statements Factor  Alpha  

  Loading  

18 I am always well prepared for lessons. .732 .650 

19 I always complete the syllabus in time. .788  

20 I reflect on my teaching for better results. .833  

21 I complete the assigned tasks in time. .686  

22 Using fellow teachers to improve my teaching. .748  

23 Drive satisfaction from successful improvement. .706  

F actor n o 4:  The fourth factor identified was ‗motivation.‘ The Factorability of the 

six items was examined; KMO was .698. The factor loadings were all above 0.5, 

which shows a strong relationship of motivation.  

Table 4. 17  

C onfi rmatory Factor Anal ysis  and Reli abil it y Analyses (Moti vati on )  

No. Statements Factor  Alpha  

  Loading  

24 I challenge myself when teaching.  .747 .698 

25 Using review my own performance. .758  

26 Individual assessment is important. .692  

27 Student‘s reaction helps me assess my teaching. .743  

28 I agree with the results of PAS. .752  
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29 Using observations and commit to improvement. .729  

F actor n o 5:  The fifth factor identified was ‗teamwork.‘ Factorability of the four 

items was examined; KMO was .602. The factor loadings were all above 0.5, which 

shows a strong relationship of teamwork.  

Table 4. 18 

C onfi rmatory Factor Anal ysis  and Reli abil it y Analyses (T eamwork )  

No. Statements Factor  Alpha  

  Loading  

30 Teachers produce work of exceptionally high quality. .631 .602 

31 Teachers can contribute to school development. .766  

32 Teachers coordinate to achieve curriculum objectives. .840  

33 Teachers produce excellent teams of students. .676  

 

Table 4. 19  

C onfi rmatory Factor Anal ysis  and Reli abil it y Analyses (Punctual it y )  

No.   Statements Factor  Alpha  

  Loading  

34 Teachers come to school regularly and on time. .813 .698 

35 Teachers show commitment to their work. .742  

36 Teachers begin & end their classes at a time. .775  

37 Teachers do not leave any work pending. .767  

F actor n o 7:  The seventh factor identified was ‗satisfaction with PAS.‘ The 

Factorability of the six items was examined; KMO was .723. The factor loadings were 

all above 0.5, which shows a strong relationship of satisfaction with PAS.  

Table 4. 20 

C onfi rmatory Factor Anal ysis  and Reli abil it y Analyses (Sati sfaction w it h PAS)  

No. Statements Factor  Alpha  

  Loading  

38 I am involved in appraising system. .729 .723 

39 It distinguishes poor performers from good ones. .767  

40 I would like be appraised regularly .734  

41 The appraisal system is transparent. .746  

42 The appraisal is continued throughout the year. .833  

43 All teachers are duly informed of their results. .793  
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F actor n o 8:  The 8th factor identified was ‗management support.‘ 

Factorability of the five items was examined; KMO was .774. The factor loadings 

were all above 0.5, which shows a strong relationship of management support.  

Table 4. 21 

C onfi rmatory Factor Anal ysis  and Reli abil it y Analyses (Manage ment Sup port )  

No. Statements Factor  Alpha  

  Loading  

44 Our principals guide us during conduction of PAS. .790 .774 

45 Using coordination between teachers and supervisors. .818  

46 Using coordination between fellow teachers in PAS. .725  

47 Using the appraisal process relates to teacher 

performance. 
.736 

 

48 Students benefit from the appraisal process. .710  

F actor n o 9:  The 9th factor identified was ‗dissatisfaction with PAS.‘ The 

Factorability of the five items was examined; KMO was .862. The factor loadings 

were all above 0.5, which shows a strong relationship of dissatisfaction with PAS.  

Table 4. 22 

C onfi rmatory Factor Anal ysis  and Reli abil it y Analyses (Dissat isf acti on w ith PAS)  

No. Statements Factor  Alpha  

  Loading  

49 Better training opportunities are not created for teachers. .744 .862 

50 PAS has been unable to impact on teacher performance. .795  

51 Using management is hardly involved in PAS as a team. .803  

52 Appraisal results are never discussed with teachers 

individually. 
.792 

 

53 PAS has failed to achieve its objectives. .713  

F actor n o 10:  The 10th factor identified was ‗need for improvement.‘ 

Factorability of the four items was examined; KMO was .651. The factor loadings 

were all above 0.5, which shows a strong relationship of the need for improvement.  

Table 4. 23  

C onfi rmatory Factor Anal ysis  and Reli abil it y Analyses (N eed for Impro ve ment )  

No. Statements Factor  Alpha  

  Loading  
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54 There is need for improvement of present PAS. .712 .651 

55 The principals and supervisor need the training to conduct 

PAS 
.649 

 

56 PAS process should be easier and for all teachers. .545  

57 The results of appraisal should be effectively used for the 

professional development of teachers. 
.658 

 

 

 

4.3.3 Factor wise Descriptive Analysis of the Data  

Table 4. 24  

Awar eness about  the PAS  

 

The graphical representation of all the factors is given below; 

 

No Items SDA DA N A SA 

1 Recognized framework for evaluating 

teachers. 

1 8 3 66 22 

2 All my duties are measured in the 

evaluation criteria. 

0 11 5 58 26 

3 Teacher appraisal is part of an effective 

system. 

6 11 18 53 12 

4 The whole teaching staff had to undergo 

the appraisal. 

0 10 6 57 27 

5 Teachers must take appraisal process 

seriously 

0 10 11 54 25 

6  PAS can critically effect on career of 

teachers 

1 6 12 44 37 

7 School principals & management appraise 

teachers. 

1 12 18 50 19 

8 Training & professional development is 

based on PAS 

0 4 13 66 17 

9 To appraise individual performance of 

teachers  

2 8 9 56 25 

10 I am well aware of the teacher appraisal 

process 

1 6 5 59 29 
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Figure 4. 1  Graph about the Awareness of PAS 

The above figure shows the graphical representation of the awareness of 

teachers with PAS. Teachers know well about the PAS. They are agreed that PAS 

should be implemented in the schools for better results. 

Table 4. 25  

C lass room Management  

No‘s Items SDA DA N A SA 

1 I keep learning about the competencies of 

students of the class. 

0 1 2 60 37 

2 I set appropriate tasks according to the 

students‘ level. 

1 1 9 59 30 

3 I use rewards as tool to maintain 

discipline. 

1 1 5 64 29 

4 I do not use punishment as a tool to 

maintain discipline. 

6 23 24 37 10 

5 Teachers manage discipline effectively in 

the classroom. 

0 2 10 59 28 

6 I use peer influence to manage my 

classroom. 

1 18 19 50 12 

7 Decisions are made according to the needs 

of the students  

1 4 10 68 17 

8 My students follow me as a role model 0 2 7 63 29 

9 I have moral authority over my students 0 0 6 54 40 

10 My students come to school neatly dressed 0 9 2 52 38 

11 Everything is organized well in my class 1 8 6 61 24 
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12 I do not spare any student for immoral 

activities 

1 1 2 49 47 

 

13 I keep learning about competencies of all 

students. 

0 3 5 58 34 

 

 

 

Figure 4. 2  Graphical representation of Classroom Management 

According to the above figure, a graphical representation of teachers' 

classroom management with PAS shows that all the teachers manage discipline 

effectively in the classroom. They are agreed that effective management in the 

classroom can promote students‘ results. 

T able 4. 26   

Qualit y T eaching  

No Items SDA DA N A SA 

1 I am always well prepared for lessons 0 1 0 55 44 

2 I always complete the syllabus in time 1 0 3 49 47 

3 I reflect on my teaching for better results. 1 1 5 52 41 

4 I complete the assigned tasks in time 0 0 7 55 38 

5 I learn from my fellow teachers to improve 

my teaching. 

0 1 8 53 38 

6 Students appreciate my attempts for 

continual improvements. 

3 3 57 33 4 
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7 I drive satisfaction from successful attempts 

at improvement. 

0 0 3 47 51 

 

 

The figure below shows the graphical representation of quality teaching of 

teachers with PAS. They are agreed that quality teaching is necessary for the 

effectiveness of PAS. On the other hand, it is observed that students do not appreciate 

my attempts for continual improvements. 

 

 

Figure 4. 3  Graphical representation of Quality Teaching 

Table 4. 27 

T eam work  

No‘s Items SDA DA N A SA 

1 Student teacher 

interaction  

1 5 3 38 52 

2 Teachers quality of work  0 0 3 58 39 

3 Teacher‘s contribution in 

school development. 

0 1 4 54 42 

4 Teachers coordinate to 

achieve curriculum 

objectives 

0 1 10 54 35 

5 Teachers produce 

excellent teams of 

students. 

0 1 5 62 32 
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The figure below shows the graphical representation of the teamwork of 

teachers‘ during PAS. Teachers are agreed that teamwork is crucial for the 

coordination of staff and the development of schools. Moreover, they have strongly 

agreed in this point of view that student-teacher interaction promotes conducive 

learning. 

 

Figure 4. 4  Graphical representation of Team Work 

The above figure shows the graphical representation of the teamwork of 

teachers‘ during PAS. Teachers are agreed that teamwork is crucial for the 

coordination of staff and the development of schools. Moreover, they have strongly 

agreed in this point of view that student-teacher interaction promotes conducive 

learning. 

Table 4. 28 

Punctual it y  

No‘s Items SDA DA N A SA 

1 Teachers come to school regularly and on 

time. 

0 4 10 48 38 

2 Curricular and co-curricular activities are 

organized annually 

6 18 14 33 29 

3 Teachers show commitment to their work. 0 1 11 51 37 
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4 Teachers begin & end their classes at time. 0 3 2 63 33 

5 Teachers do not leave any work pending. 1 4 4 52 39 

 

The figure below shows the graphical representation of the punctuality of 

teachers‘ in the schools. Teachers are agreed that punctuality is essential for better 

results. Furthermore, they strongly agree on this point of view that they begin and end 

their classes in time and do not leave any work pending. 

 

 

Figure  4. 5  Graphical representation of Punctuality 

Table 4. 29 

Moti vati on  

No‘s Items SDA DA N A SA 

1 I challenge myself when teaching. 0 1 4 51 44 

2 I invite my fellow teachers to assess my 

teaching 

0 25 21 25 30 

3 I like reviewing my own performance. 0 0 12 55 32 

4 Individual assessment is important. 0 0 2 54 44 

5 Student‘s reaction help me assess my own 

teaching 

0 0 2 55 43 

6 I agree with the results of PAS 0 1 7 57 35 

7 I take observations seriously and commit 

for further improvements 

1 2 6 52 40 
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The figure below shows the graphical representation of the motivation of 

teachers‘ in the schools. Teachers are agreed that motivation is vital to achieving the 

targets. In addition, teachers take observations seriously and commit to further 

improvements. 

 

 

Figure 4. 6  Graphical representation of Motivation 

Table 4. 30 

Sati sfaction w it h PAS  

No‘s Items SDA DA N A SA 

1 I am involved in the appraising system. 1 3 7 72 17 

2 It distinguishes poor performers from good 

ones. 

0 1 6 72 21 

3 I would like be appraised regularly 0 1 12 63 24 

4 The appraisal system is transparent. 1 43 10 31 15 

5 The appraisal process is continued throughout 

the year. 

7 45 5 24 19 

 

The figure below shows the graphical representation of the satisfaction of 

teachers with PAS. Teachers are agreed that they should be appraised regularly. 

Furthermore, they should also be involved in the PAS. On the other hand, teachers 

have disagreed about the transparency and continuity of the system. 
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Figure 4. 7  Graphical Representation of Satisfaction with PAS 

Table 4. 31  

Dissat isf acti on w ith PAS  

No‘s Items SDA DA N A SA 

1 Better training opportunities are not created 

for teachers based upon their appraisal 

1 5 3 38 52 

2 PAS has unable to impact on collective 

teacher‘s performance 

22 47 12 17 1 

3 The whole management is hardly involved 

in appraisal as a team 

25 41 13 19 2 

4  Appraisal results are never discussed with 

teachers individually 

26 57 5 11 1 

5 New appraisal system (PAS) has failed to 

achieve its objectives 

25 46 6 20 2 

 

The figure below shows the graphical representation of the dissatisfaction of 

teachers with PAS. Teachers said that appraisal results never discuss with them. Due 

to this, PAS had failed to achieve its objectives. Furthermore, they agreed that 

management was hardly involved in the PAS. On the other hand, teachers strongly 
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agree that better training opportunities are not created for teachers based upon their 

appraisals. 

 

Figure 4. 8  Graphical representation of Dissatisfaction with PAS 

Table 4. 32  

Management Suppor t  

No‘s Items SDA DA N A SA 

1 All teachers are duly informed of their 

results. 

1 6 3 38 52 

2 Our principals guide us during conduction 

of PAS. 

1 11 17 59 12 

3  Coordination between teachers and 

supervisors during appraisal 

0 10 15 52 23 

4 There is coordination between fellow 

teachers during appraisal. 

0 13 20 45 22 

5 Students benefit from the appraisal 

process. 

0 17 14 56 13 

 

The figure below shows the graphical representation of the management 

support of teachers with PAS. Teachers said that our principals show coordination and 

guide us during the appraisal process. Moreover, they are strongly agreed that 

management informs us about the results. 
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Figure 4. 9  Graphical Representation of Management Support  

Table 4.33  

N eed for Improve ment  

No‘s Items SDA DA N A SA 

1  Considerable need for improvement of 

present appraisal system 

1 5 3 38 52 

2  Principals & supervisor need to training to 

conduct PAS wisely 

0 8 9 55 28 

3 PAS should be easier and comprehensible 

for teachers to get desired objectives 

0 2 4 60 34 

4 The results of appraisal should be effectively 

used for the professional development of 

teachers. 

0 1 0 63 36 

 

The figure below shows the graphical representation of the need for 

improvement of teachers. Teachers said that PAS should be made easier and 

comprehensible. Appraisal results should be used for the professional development of 

teachers, and principals need the training to conduct PAS. Overall, teachers are 

strongly agreed about this point of view that there is a considerable need to improve 

the present appraisal system. 
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Figure 4. 10  Graphical Representation of Need for Improvement  

4.4 t-tests used to measure Mean Differences 

There is a significant relationship between the perception of male and female teachers 

about PAS. t - test  was conducted to find the difference (if any) between the 

perceptions of male and female teachers about PAS. Results are described in the 

following table. 

4.4.1 Awareness about PAS 

Table 4.34  

Percepti on of male and f emale hi gher se condary school T eachers  (Awar en ess ) about 

PAS  

School Type N Mean Standard Deviation t-value Significance (2-tailed) 

Male 450 75.16 8.412 .021 0.03 

Female 450 63.73 6.320 

*Significant at α=0.05 

Table 4.34 indicates that t-value (0.021) is significant because p-value =0.03< 

α=0.05.The above table shows that male school teachers have a mean value (75.16) 

and SD value (8.412). On the other hand, female school teachers have low mean value 

0

10

20

30

40

50

60

70

 Considerable need
for improvement of

present appraisal
system

 Principals &
supervisor need to
training to conduct

PAS wisely

PAS should be
easier and

comprehensible for
teachers to get

desired objectives

The results of
appraisal should be
effectively used for

professional
development of

teachers.

SDA

DA

N

A

SA



115 

 

(63.73) & S.D value (6.320) than male school teachers. So there is a significant 

difference between male and female school teachers. Male school teachers have more 

knowledge about PAS, so they perform better results than female school teachers.  

4.4.2 Location Wise Comparison of Teachers 

Location wise (Urban & Rural) comparison of teachers‘ perceptions about the 

PAS process is given below for this purpose t-test is applied. 

Table 3.35 

 

Rural and Urban W ise C omparison of  T eachers  
 

Factors Location  N Mean Std. Deviation 

AWARE RURAL 450 3.8532 .61121 

URBAN 450 3.9497 .61626 

CLASSM RURAL 450 4.0058 .35093 

URBAN 450 4.0483 .36161 

QUALITYT RURAL 450 4.3658 .38945 

URBAN 450 4.3311 .37633 

MOTI RURAL 450 4.3443 .38614 

URBAN 450 4.3038 .32479 

TEAMW RURAL 450 4.2983 .42600 

URBAN 450 4.2861 .36994 

PUNCT RURAL 450 4.2197 .52095 

URBAN 450 4.1795 .50689 

SATISF RURAL 450 3.1598 .42291 

URBAN 450 3.0835 .31114 

MANAGES

U 

RURAL 450 3.7997 .65170 

URBAN 450 3.7977 .62958 

NEEDI RURAL 450 4.2218 .46978 

URBAN 450 4.3467 .43782 

DISATI RURAL 450 2.2787 .85556 

URBAN 450 2.0636 .72965 

 

According to the above table mean value of awareness (M= 3.9497) of urban teachers 

is more than rural teachers (3.8532), so they know better about PAS. Similarly, the 

mean value of classroom management (M= 4.4083) of urban teachers is more than 

rural teachers (M=4.0058), so they manage their classes better. On the other hand, the 
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mean value of quality teaching (M= 4.3658) of rural teachers is more than urban 

teachers (4.3311), so they are more committed. Likewise, the mean value of 

motivation (M= 4.3443) of rural teachers is more than urban teachers (4.3038), so 

they are more motivated. Similarly, the mean value of teamwork (M= 4.2983) of rural 

teachers is more than urban teachers (4.2861), so they are more supported. 

Furthermore, the mean value of punctuality (M= 4.2197) of rural teachers is more 

than urban teachers (4.1795), so they are more punctual. Likewise, the mean value of 

satisfaction (M= 3.1598) of rural teachers is more than urban teachers (3.0835), so 

they are more satisfied. Moreover, it is observed that the mean value of management 

support (M= 4.7997) of rural teachers is almost the same as the urban teachers 

(4.7977). Therefore, manage support is equally with both of them. Consequently, the 

mean value of improvement (M= 4.2218) of rural teachers is lesser than urban 

teachers (4.3467), so they need much improvement. In the end, the mean value of 

satisfaction (M= 2.2787) of rural teachers is more than urban teachers (2.0636), so 

they are more satisfied in the job performance. 

4.5 One Way ANOVA to measure Mean Differences 

One-way ANOVA was conducted to find out mean differences in the perceptions of 

public higher secondary school teachers regarding various demographic factors 

4.5.1 Gender-wise Mean Differences 

One-way ANOVA was conducted to find out mean differences in the perceptions of 

Male and Female public higher secondary school teachers regarding all factors under 

study. 
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Table 4. 36 

ANOVA: Gender Wise Comparisons of Teachersô perceptions about the PAS Process  

See POST-HOC Table as Appendix F 

Factors of PAS 

Access 

 

Sum of Squares df 

Mean 

Square F Sig. 

Awareness Between Groups 7.738 4 1.935 5.223 .000 

Within Groups 331.495 895 .370   

Total 339.233 899    

Classroom 

Management 

Between Groups 2.516 4 .629 5.084 .000 

Within Groups 110.753 895 .124   

Total 113.269 899    

Quality of 

Teaching 

Between Groups 1.824 4 .456 3.102 .015 

Within Groups 131.567 895 .147   

Total 133.391 899    

Motivation Between Groups .413 4 .103 .766 .547 

Within Groups 120.553 895 .135   

Total 120.965 899    

Team work Between Groups 1.899 4 .475 2.881 .022 

Within Groups 147.533 895 .165   

Total 149.432 899    

Punctuality Between Groups 6.597 4 1.649 6.334 .000 

Within Groups 233.045 895 .260   

Total 239.641 899    

Satisfaction Between Groups 5.848 4 1.462 9.988 .000 

Within Groups 130.998 895 .146   

Total 136.846 899    

Management 

Support 

Between Groups 10.764 4 2.691 6.653 .000 

Within Groups 362.027 895 .404   

 Total 372.791 899    

Dissatisfaction Between Groups 1.053 4 .263 1.230 .296 

Within Groups 191.454 895 .214   

 Total 192.507 899    

Need for 

Improvement 

Between Groups 
24.666 4 6.167 9.494 .000 

 Within Groups 581.304 895 .650   

 Total 605.970 899    
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There is a significant difference in the perceptions regarding awareness of the 

PAS process between male & female teachers. The group means of male teachers is 

greater than the mean of female teachers. There is a significant difference in the 

perceptions regarding classroom management of PAS between male & female 

teachers. The group means of male teachers is greater than the mean of female 

teachers. There is a significant difference in the perceptions regarding the quality of 

teaching of PAS between male & female teachers. The group means of male teachers 

is greater than the mean of female teachers. 

There is a significant difference in the perceptions regarding the motivation of 

PAS between male & female teachers. The group means of male teachers is greater 

than the mean of female teachers. There is a significant difference in the perceptions 

regarding teamwork of PAS between male & female teachers. The group means of 

male teachers is greater than the mean of female teachers. There is a significant 

difference in the perceptions regarding punctuality of PAS between male & female 

teachers. There is no meaningful difference in group means. 

There is a significant difference in the perceptions regarding satisfaction of 

PAS between male & female teachers. The group means of male teachers is greater 

than the mean of female teachers. There is a significant difference in the perceptions 

regarding management support of PAS between male & female teachers. There is no 

difference in group means. There is no significant difference in the perceptions 

regarding the dissatisfaction of PAS between male & female teachers. There is no 

difference in group means. There is a significant difference in the perceptions 

regarding the need for improvement of PAS between male & female teachers. The 

group means of male teachers is greater than the mean of female teachers. 
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4.5.2 Qualification Wise Teacher Comparisons 

Qualification wise Comparisons of Teachers‘ Perceptions about the PAS 

Process is given below: 

Table 4. 37 

ANOVA: Qualification Wise Comparisons of Teachersô Perceptions about the PAS 

Process   

Factors of PAS 

Access 

 

Sum of Squares df 

Mean 

Square F Sig. 

Awareness Between Groups 6.738 4 1.980 4.213 .000 

Within Groups 330.495 895 .370   

Total 337.233 899    

Classroom 

Management 

Between Groups 2.516 4 .629 4.074 .000 

Within Groups 118.753 895 .124   

Total 111.269 899    

Quality of 

Teaching 

Between Groups 1.824 4 .456 2.122 .015 

Within Groups 130.567 895 .147   

Total 132.391 899    

Motivation Between Groups .413 4 .103 .760 .247 

Within Groups 119.553 895 .135   

Total 119.965 899    

Team work Between Groups 1.899 4 .475 2.861 .022 

Within Groups 146.533 895 .165   

Total 148.432 899    

Punctuality Between Groups 5.597 4 1.640 5.324 .000 

Within Groups 232.045 895 .250   

Total 237.641 899    

Satisfaction Between Groups 4.848 4 1.461 8.908 .000 

Within Groups 129.998 895 .136   

Total 134.846 899    

Management Between Groups 10.764 4 2.650 5.603 .000 
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See POST-HOC Table as Appendix G 

There is significant difference in the perceptions of public higher secondary 

school teachers about awareness of PAS regarding teacher qualification. The group 

mean of male principals is greater than the mean of female principals. There is 

significant difference in the perceptions of public higher secondary school teachers 

about classroom management of PAS regarding teacher qualification. The group 

mean of male principals is greater than the mean of female principals. There is 

significant difference in the perceptions of public higher secondary school teachers 

about quality teaching of PAS regarding teacher qualification. The group mean of 

male principals is greater than the mean of female principals. There is no significant 

difference in the perceptions of public higher secondary school teachers about 

motivation of PAS regarding teacher qualification. The group mean of male principals 

is greater than the mean of female principals. There is significant difference in the 

perceptions of public higher secondary school teachers about teamwork of PAS 

regarding teacher qualification. The group mean of male principals is greater than the 

mean of female principals. There is significant difference in the perceptions of public 

higher secondary school teachers about punctuality of PAS regarding teacher 

qualification. There is no mean difference in group means. 

Support Within Groups 361.027 895 .304   

 Total 371.791 899    

Dissatisfaction Between Groups 1.053 4 .263 1.120 .296 

Within Groups 190.454 895 .204   

 Total 191.507 899    

Need for 

Improvement 

Between Groups 
23.666 4 6.157 8.454 .000 

 Within Groups 580.304 895 .650   

 Total 588.970 899    
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There is significant difference in the perceptions of public higher secondary 

school teachers about satisfaction of PAS regarding teacher qualification. There is no 

mean difference in group means. There is significant difference in the perceptions of 

public higher secondary school teachers about management support of PAS regarding 

teacher qualification. There is no mean difference in group means. There is no 

significant difference in the perceptions of public higher secondary school teachers 

about dissatisfaction of PAS regarding teacher qualification. There is no mean 

difference in group means. There is significant difference in the perceptions of public 

higher secondary school teachers about need for improvement of PAS regarding 

teacher qualification. There is no mean difference in group means. 

4.5.3 Refresher Courses wise Teacher comparisons 

Refresher Courses wise comparisons of teachers‘ perceptions about the PAS 

process is given below:  

Table 4. 38 

ANOVA:  Refresher Courses Wise Comparisons of Teachersô Per cepti ons about  the 

PAS Process  

 

Factors of PAS Sum of Squares df Mean Square F Sig. 

AWARE Between Groups 1.762 2 .881 2.342 .097 

Within Groups 337.471 897 .376   

Total 339.233 899    

CLASSM Between Groups 2.353 2 1.177 9.516 .000 

Within Groups 110.916 897 .124   

Total 113.269 899    

QUALITYT Between Groups .636 2 .318 2.150 .117 

Within Groups 132.754 897 .148   

Total 133.391 899    

MOTI Between Groups .074 2 .037 .274 .760 

Within Groups 120.891 897 .135   

Total 120.965 899    

TEAMW Between Groups 1.458 2 .729 4.419 .012 

Within Groups 147.974 897 .165   

Total 149.432 899    

PUNCT Between Groups 3.048 2 1.524 5.778 .003 

Within Groups 236.593 897 .264   

Total 239.641 899    

SATISF Between Groups 2.348 2 1.174 7.829 .000 
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Within Groups 134.498 897 .150   

Total 136.846 899    

MANAGESU Between Groups .155 2 .078 .187 .830 

Within Groups 372.636 897 .415   

Total 372.791 899    

NEEDI Between Groups 5.705 2 2.853 13.698 .000 

Within Groups 186.801 897 .208   

Total 192.507 899    

DISATI Between Groups 22.166 2 11.083 17.029 .000 

Within Groups 583.804 897 .651   

Total 605.970 899    

See Post Hoc Results in Appendix H 

 

Table 4. 39  

Post - Hoc Result s  

 ANOVA  Tukey‘s HSD Comparisons 

Refresher  

Courses 
N Mean SD 

>1 1-3 <1   

>1 450 3.4541 .78524 .005     

1-3 240 3.4034 .72285 < .001 < .001  REF<3 ≤ REF>1 

<1 

 
210 3.3152 .82878 < .001 < .001 < .004 

REF>1≤ REF1-3 

Total 900 3.3643 .78474      

 

One-way ANOVA was conducted to determine Teachers‘ perceptions about 

PAS on basis of their refresher courses. The differentiated effect of refresher courses 

was calculated through applying Post Hoc Test.  The ANOVA results indicated that 

significant difference between means of different groups like classroom management 

(M= 1.177, p>= .000), team work (M= 0.729, p>= .012), punctuality (M= 1.524, p>= 

.003), satisfaction (M= 1.174, p>= .000), dissatisfaction (M= 2.853, p>= .000), and 

need for improvement (M= 11.083, p>= .000) exist. There is no significant difference 

among the factors quality of teaching, motivation and management support. 

In the end Post HOC test revealed that PAS targets achieved by those teachers 

which had been trained with more than 3 refresher courses (M=3.4541). Teachers 

with 2 or less than 2 refresher courses (M =3.4034) are less perception about PAS, 
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whereas minimum level of PAS perception has been achieved by teachers with 1 

refresher course (M = 3.3152). Hence, overall results showed that 3>2>1. 

4.5.4 Student Strength Wise Comparisons in Teachers’ Perceptions 

Student Strength wise comparisons of teachers‘ perceptions about the PAS 

processof in the schools is given below: 

Table 4. 40 

ANOVA:  Student Str ength Wise Compari sons of  T eacher sô Perceptions about the 

PAS Process   
 

Factors of PAS Sum of Squares Df Mean Square F Sig. 

AWARE Between Groups 5.569 3 1.856 4.985 .002 

Within Groups 333.664 896 .372   

Total 339.233 899    

CLASSM Between Groups 3.018 3 1.006 8.176 .000 

Within Groups 110.251 896 .123   

Total 113.269 899    

QUALITYT Between Groups .465 3 .155 1.044 .372 

Within Groups 132.926 896 .148   

Total 133.391 899    

MOTI Between Groups 1.159 3 .386 2.889 .035 

Within Groups 119.806 896 .134   

Total 120.965 899    

TEAMW Between Groups .482 3 .161 .966 .408 

Within Groups 148.950 896 .166   

Total 149.432 899    

PUNCT Between Groups 1.429 3 .476 1.792 .147 

Within Groups 238.212 896 .266   

Total 239.641 899    

SATISF Between Groups 3.283 3 1.094 7.341 .000 

Within Groups 133.563 896 .149   

Total 136.846 899    

MANAGESU Between Groups 5.362 3 1.787 4.359 .005 

Within Groups 367.429 896 .410   

Total 372.791 899    

NEEDI Between Groups 4.116 3 1.372 6.525 .000 

Within Groups 188.391 896 .210   

Total 192.507 899    

DISATI Between Groups 32.224 3 10.741 16.774 .000 

Within Groups 573.746 896 .640   

Total 605.970 899    

See Post Hoc Table I 
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Table 4. 41 

Post - Hoc T est Result s  

 ANOVA  Tukey‘s HSD Comparisons 

No of  

Students 
N Mean SD 

>600 200-

600 

<200   

 

200+ 

 

15 

 

3.4541 

 

.78524 
.005   

  

 

400+ 

 

14 

 

3.4034 

 

.72285 
< .001 < .001  

STU<600 ≤ 

STU>200 

 

600+ 
61 3.3152 .82878 < .001 < .001 < .004 

STU>200≤STU200-

600 

 

Total 

 

90 

 

3.3643 

 

.78474 
   

  

 

One-way ANOVA was conducted to determine Teachers‘ perceptions about 

PAS on basis of the no of students in the schools. The differentiated effect due to the 

strength of students was calculated through applying Post Hoc Test.  The ANOVA 

results indicated that significant difference between means of different groups like 

awareness (M= 1.856 p>=.002), classroom management (M= 1.006, p>= .000), 

management support (M= 1.787, p>= .005), satisfaction (M= 1.094, p>= .000), 

dissatisfaction (M= 10.741, p>= .000), and need for improvement (M= 1.372 p>= 

.000) exist. 

In the end, Post HOC test revealed that PAS targets were achieved by those 

teachers who have a strength of 600 plus students in the schools (M=3.4541). 

Teachers with 400 plus strength in schools (M =3.4034) lacked awareness about PAS, 

whereas teachers reflected a minimum level of PAS awareness with 200 plus strength 

in the schools (M = 3.3152). Hence, overall results showed that 600>400>200. 
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4.6 Inferential Analysis 

4.6.1 Pearson’s Product Moment Correlation 

Pearson Product Moment correlation test was applied to check the association 

between the factors of the study. A correlation matrix is simply a quadrilateral 

selection of numbers that give each variable's correlation coefficients with every other 

variable under investigation (Klingenberg, 2009). The factors under study include 

awareness about PAS, classroom management, quality of teaching, motivation, 

teamwork, punctuality, satisfaction with PAS, management support, dissatisfaction 

with PAS, and need for improvement. 

Table 4. 42 

C orrelati on Analysis betw een Staf f appr aisal  system, sati sfaction, d iss ati sfacti on and 

need for Improv ement (N =900 )  

 

* *  Co rrela tio n  is sig n ifica n t at th e 0 . 01  leve l (2 - ta iled )  

* .  Co rrela tio n  is sig n ifica n t a t th e 0 . 05  leve l (2 - ta iled ).  

Correlation matrix in the table confirms highly significant correlation among 

all factors under study. The above correlation table shows that, management support 

has the strongest correlation with awareness (r=.657; p< .001) and satisfaction with 

PAS (r=.596; p< .001). Quality of teaching has strong and positive correlation with 

motivation (r=.562; p< .001) and moderate correlation with punctuality (r=.452; p< 

Factors 1 2 3 4 5 6 7 8 9 10 

Awareness 1 .123
**

 -.120
**

 -.358
**

 -.296
**

 -.133
**

 .460
**

 .657
**

 .290
**

 .088
**

 

Classroom-

management 

 1 
.495

**
 .302

**
 .148

**
 .357

**
 .274

**
 .272

**
 .307

**
 .138

**
 

Quality teaching   1 .562
**

 .224
**

 .452
**

 -.017 .115
**

 .066
*
 .011 

Motivation    1 .456
**

 .249
**

 -.305
**

 -.176
**

 -.094
**

 .003 

Teamwork     1 .272
**

 -.079
*
 -.122

**
 -.191

**
 .177

**
 

Punctuality      1 .195
**

 .154
**

 .143
**

 .159
**

 

Satisfaction       1 .596
**

 .312
**

 .098
**

 

Support        1 .228
**

 .068
*
 

Dissatisfaction         1 .422
**

 

Need for 

improvement 

         1 
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.001), Motivation (r=.456; p<.001) and classroom management (r=.495; p< .001).  

There is positive and moderate correlation between dissatisfaction and need for 

improvement (r=.422; p< .001) as well.  

There is weak but positive and significant correlation between classroom 

management and motivation (r=.302; p< .001), punctuality (r=.357; p< .001) and 

dissatisfaction (r=.307; p< .001) respectively. There is weak but positive and 

significant correlation between dissatisfaction and management support as well 

(r=.312; p< .001). 

Negative and significant but weak correlation was found between satisfaction 

and motivation (r= -.305; p< .001), awareness and motivation (r= -.358; p< .001), and 

awareness and teamwork (r= -.296; p< .001). Teamwork is also weak but negatively 

and significantly correlated with punctuality, satisfaction, and support. Awareness is 

also weakly but negatively and significantly correlated with punctuality and quality 

teaching. 

4.6.2  Multiple Linear Regressions 

Multiple linear regressions were conducted using the step-wise method. 

Stepwise regression is used to build a model by adding or removing predictor 

variables (Mundry & Nunn, 2008). It is a combination of the forward and backward 

selection techniques. It does multiple regressions at different times, each time the 

weakest correlated variable is removed. Furthermore, it is stated that if the number of 

explanatory variables is more in strength, then stepwise regression is very helpful. 

Since stepwise regression is very useful for selecting explanatory variables, this 

researcher used it in this study to evaluate teachers. 
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4.6.3 Satisfaction of Teachers with the PAS Process 

Since all factors were significantly correlated, multiple linear regression using 

the Step-wise method was used to find the strong predictors of satisfaction with PAS, 

dissatisfaction with PAS, and need for improvement.  

Multiple linear regressions using the Step-wise method were applied to 

explain the predictor variables associated with satisfaction with the PAS process. 

Management support, motivation, classroom management, teamwork, quality of 

teaching, and punctuality were the independent variables used to check their 

prediction value of satisfaction with PAS. Seven different models were generated, 

which are briefly discussed below.  

Table 4.43  

Step - w ise Regressi on (D ependent Vari able: Sati sf acti on w it h PAS)  

No. Model β 
t. value p. value 

  

1 (Constant)  
27.127 .000 

  

Management  

Support (MSUP)  
.596 22.218 .000 

2 (Constant)  18.588 .000 

MSUP .559 21.220 .000 

Motivation  .207 7.836 .000 

3 (Constant)  14.956 .000 

MSUP .482 17.776 .000 

Motivation  .290 10.591 .000 

Classroom Management 

(CLM) 
.231 8.233 .000 

4 (Constant)  14.169 .000 

MSUP .467 17.328 .000 

Motivation  .315 11.448 .000 

CLM .195 6.816 .000 

Punctuality .132 4.907 .000 

5 (Constant)  14.463 .000 

MSUP .475 17.608 .000 

Motivation  .271 8.657 .000 



128 

 

CLM .220 7.382 .000 

Punctuality .156 5.550 .000 

Quality of teaching  .099 2.864 .004 

6 (Constant)  12.750 .000 

MSUP .480 17.768 .000 

Motivation  .302 8.908 .000 

CLM .219 7.372 .000 

Punctuality .141 4.911 .000 

QTCH .090 2.595 .010 

Teamwork .066 2.339 .020 

7 (Constant)  9.906 .000 

MSUP .429 12.260 .000 

Motivation  .289 8.418 .000 

CLM .210 7.040 .000 

Punctuality .155 5.290 .000 

QTCH .086 2.478 .013 

Teamwork .075 2.618 .009 

Awareness .081 2.244 .025 

    

According to the 1
st
 model, ‗management support‘ during appraisal system 

was indicated as the singular most important predictor of satisfaction with PAS, 

generating a total of 59 % variance (β = .596; p <.001) in the level of satisfaction of 

secondary school teachers. The 2
nd

 model revealed that the ‗manage support‘ during 

appraisal and motivation of the appraiser were collectively responsible for 55% 

variance in the satisfaction with PAS (β = .559, p< .001; β = .207, p< .007). 

The 3
rd

 model showed that ‗management support‘ during the appraisal system, 

motivation and classroom management of staff appraisal collectively predicted 

71%variance with satisfaction with PAS (β = .482, p<.001; β = .290, p< .001; β=.231, 

p> .001). The 4
th

 model demonstrated that the ‗management support‘ during appraisal 

system, motivation, classroom management and punctuality collectively predicted 

78% of variance in satisfaction with PAS (β = .467, p<.000; β = .315, p< .000; β = 

.195, β =.132 p>.000). 
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The 5
th

 model related that the ‗management support‘ during appraisal system, 

motivation, classroom management, punctuality and quality of teaching collectively 

predicted 74% of variance with the satisfaction of PAS (β = .475, p<.000; β = .271, 

p< .000; β =.220, β =.156 p>.000, β =.099 p>.000). The 6
th

 model demonstrated that 

the ‗management support‘ during appraisal, motivation, classroom management, 

punctuality, quality of teaching and team work collectively predicted 89% of variance 

in satisfaction with PAS (β =.480, p<.000; β = .302, p< .000; β = .219, p< .000 β 

=.141 p>.000, β =.090 p>.000, β =.066 p>.000). 

The 7
th

 and final model identified that the ‗management support‘ with 

appraisal system, motivation, classroom management, punctuality, quality of 

teaching, team work and awareness with PAS collectively predicted 93% variance 

with the satisfaction of PAS (β = .429, p<.000; β = -.289, p< .000; β = .210, p< .000 β 

=.155 p>.000, β =.086 p>.000, β =.075 p>.000, β =.081 p>.000). 

4.6.4 Dissatisfaction of Teachers with the PAS Process 

Multiple linear regressions using Step-wise method was applied in order to 

explain the predictor variables associated with dissatisfaction with the process of 

PAS.  Management support, motivation, classroom management, team work, quality 

of teaching and punctuality were the independent variables used to check their 

prediction value of satisfaction with PAS. Management support during PAS and 

motivation were excluded, therefore, they are not significant predictors of 

dissatisfaction with the PAS.  

Five different models were generated, which are briefly discussed below. 
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Table 4. 44 

Step - w ise Regressi on (D ependent Vari able: Dissa ti sfaction w it h PAS)  

No. Model β t. value p. value 

1 (Constant)  3.347 001 

Classroom 

Management (CLM) 
.307 9.676 .000 

2 (Constant)  -.203 .839 

CLM .276 8.935 .000 

Awareness .256 8.301 .000 

3 (Constant)  3.564 .000 

CLM .309 9.981 .000 

Awareness .199 6.222 .000 

Teamwork -.178 -5.521 .000 

4 (Constant)  2.700 .007 

CLM .263 8.028 .000 

Awareness .216 6.728 .000 

Teamwork -.202 -6.227 .000 

Punctuality .133 4.015 .000 

5 (Constant)  3.313 .001 

CLM .296 8.238 .000 

Awareness .206 6.387 .000 

Teamwork -.198 -6.091 .000 

Punctuality .156 4.498 .000 

Quality 

Teaching  
-.082 -2.210 .027 

 

According to model-1, ‗classroom management‘ of appraisal system was 

indicated as singular most important predictor of dissatisfaction of PAS causing 30 % 

variance in dissatisfaction behaviors (β= .307, p< .000). The Model-2 revealed that 

‗classroom management‘ of appraisal system and awareness with PAS collectively 

predicted 52% of variance with the dissatisfaction of PAS (β= .276, p< .000; β = .256, 

p< .000). Model-3 showed that ‗classroom management‘ of appraisal system, 

awareness with PAS and teamwork collectively predicted 49% of variance in 

dissatisfaction with PAS (β = .309, p<.000; β = .199, p< .000; β=-.178, p> .000). 
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The Model-4 demonstrated that ‗classroom management‘ of appraisal system, 

awareness with PAS, teamwork and punctuality collectively predicted 60% variance 

with the satisfaction of PAS (β = .263, p<.000; β = .216, p< .000; β=. -202, β=.133 

p>.000). 

The Model-5 demonstrated that ‗classroom management, awareness with PAS, 

teamwork, punctuality and quality of teaching collectively predicted 64% of variance 

in the satisfaction of PAS (β= .296, p<.000; β= .206, p<.000; β=- .198, β=.156 

p>.000, β=-.082 p>.000). 

4.6.5 Need for Improvement in the PAS Process 

Multiple linear regressions using the Step-wise method were applied to 

explain the predictor variables associated with the need for improvement in PAS.  

Management support, motivation, classroom management, teamwork, quality of 

teaching, and punctuality were the independent variables used to check their 

prediction value of satisfaction with PAS. Management support and Motivation were 

not found to be significant predictors of the need for improvement in the process of 

PAS. Five different models were generated, which are briefly discussed below: 

Table 4. 45 

Step - w ise Regressi on (D ependent Vari able: N e ed  for Improvem ent of  PAS)  

No. Model β t. value p. value 

1 (Constant)  21.147 .000 

Teamwork .177 5.397 .000 

2 (Constant)  12.522 .000 

Teamwork .223 6.552 .000 

Awareness .154 4.529 .000 

3 (Constant)  10.154 .000 

Teamwork .190 5.455 .000 

Awareness .162 4.777 .000 

Punctuality .129 3.843 .000 

4 (Constant)  10.135 .000 

Teamwork .199 5.698 .000 
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Awareness .158 4.695 .000 

Punctuality .167 4.533 .000 

Quality Teaching -.090 -2.474 .014 

5 (Constant)  9.534 .000 

Teamwork .191 5.488 .000 

Awareness .135 3.892 .000 

Punctuality .148 3.970 .000 

Quality Teaching -.136 -3.417 .001 

Classroom  

Management   
.108 2.794 .005 

 

According to model-1, ‗teamwork‘  of teachers and principals  was indicated 

as singular most important predictor causing 17 % variance in need for improvement 

in PAS (β= .177, p< .000).The Model-2 revealed that ‗teamwork‘ and awareness of 

PAS collectively predicted 37% of variance in the need for improvement in PAS (β= 

.223, p< .000; β= .154, p< .000).Model-3 showed that ‗teamwork‘, awareness of PAS 

and punctuality collectively predicted 47% of variance in the need for improvement in 

PAS (β= .190, p<.000; β= .162, p< .000; β=.129, p> .000; β=.129, p> .000) 

Model-4 showed that ‗teamwork‘, awareness of PAS, punctuality and quality 

teaching collectively predicted 50% of variance in the need for improvement in PAS 

(β= .191, p<.000; β= .135, p< .000; β =-.167, p> .000; β=-.090, p> .000). Model-5 

showed that teamwork‘, awareness of PAS, punctuality, quality teaching and 

classroom management‘ collectively predicted 56% of variance in the need for 

improvement in PAS (β=.129, p> .000 β = .191, p<.000; β=.148, p> .000β= -.136, p< 

.000; =β.108, p> .000). 

4.7 Structure Equation Modelling 

Structural equation models are often used in social sciences because they can 

impute relationships to assess unobservable 'latent' constructs from observable 

variables (Schreiber, 2008). This technique combines factor analysis and multiple 
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regression analysis. It analyzes the structural relationship between measured variables 

and latent constructs of perceptions, satisfaction, and inter-relationships of factors. In 

recent times, SEM is used to analyze survey data and can be used with any data type. 

It can model curvilinear relationships among variables as well as interactions.  

4.8 Construct Validation  

The square root of the AVE for all factors was found greater than the absolute value 

of the correlations with other factors as shown in the table 4.45. 

Table 4.46 

Inter Vari able Correlat ion  

  F8 F1 F2 F3 F4 F5 F6 F7 F9 

F8 0.77         

F1 0.749 0.765        

F2 -0.277    
 

    

F3 0.33  -0.263       

F4 -0.467 -0.093 0.593 -0.488      

F5 0.803 -0.187 -0.323 0.879 -0.672     

F6 -0.826 -0.501 -0.162 -0.247 -0.142 -0.55    

F7 -0.648 -0.254 0.36 -0.177 0.374 0.234 -0.901   

F9 0.253 0.219 0.797 0.054 0.456 -0.274 -0.144 -0.363  

F1

0 

-0.793 0.083 0.642 -0.746 0.862   0.373 0.032 0.6 

 

The CR values were found higher >.7. The AVE values were found >.5. MaxR (H) 

values were also observed greater than the values of CR, which reflects good 

construct validity as shown in table 4.46.  
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Table 4.47 

C R, AVE and MaxR (H ) for const ruct Val idat ion  

 CR AVE MaxR(H) 

F8 0.879 0.593 0.882 

F1 0.849 0.586 0.854 

F2 0.919 0.511 0.925 

F3 0.885 0.563 0.891 

F4 0.877 0.543 0.878 

F5 0.821 0.537 0.842 

F6 0.857 0.6 0.859 

F7 0.896 0.59 0.899 

F9 0.87 0.573 0.875 

F10 0.737 0.50 0.746 

 

The construct validity was found good fit for the model given in the figure below with 

CFI=.992, RMSEA<.07, RMR<.07, GFI>.90 and p>.05. The chi-square goodness of 

fit test rejected the null hypothesis that the model implied covariance matrix is the 

same as the empirical covariance matrix for further details sees table 4.47.  

Table 4.48 

Model Fit Indices of the Scale 

Model 
CMI

N 
df P 

CMIN 

/DF 
RMR GFI AGFI RMSEA CFI 

Model  

Fit 
9.967 3 .012 3.322 .07 .906 .974 .071 .992 

 

Following figure shows the complete picture of the CFA. 



135 

 

 

Figure 4. 11  Confirmatory Factor Analysis  

The data of factors were explored, which are theoretically robust as well. It is 

observed that all items included have more than a 0.3 correlation value. Moreover, 

Kaiser-Meyer Olkin (KMO) was above 0.6 as well indicating sampling adequacy.  

4.9 Path Analysis 

4.9.1 Path Analysis 1 

AMOS was applied for the testing of the model through path analysis. 

Satisfaction was considered as an endogenous variable. Management support, 
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teamwork, punctuality, motivation, and quality and awareness were considered as 

exogenous variables as shown in the figure:  

 

Figure 4. 12  Path Analysis Model for Satisfaction with PAS 

 

Minimum criteria were achieved with chi-square = 12.041, degrees of freedom 

= 2 and probability level = .002. The model was found absolute fit as Hu and Bfnetler 

(1999) suggested that GFI, AGFI, and CFI should be >.90 while RMSEA and RMR 

values should be <.07 with a non-significant CMIN/DF in between 1 and 5. The 

model is good according to the given measures, as shown in the table.  

Table 4. 49 

Fit i ndices for  aw areness, Punctual it y, sat isf acti on, motivation Managemen t Suppor t, 

T eam work and Quali ty  

Model CMIN Df P 
CMIN 

/DF 
RMR GFI AGFI PGFI CFI RMSEA 

Model 

 Fit 
12.041 2 .002 6.021 .004 .997 .941 .055 .996 .075 
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Table 4. 50 

Standar dized Estimates of Dir ect Ef fects of  the Paths  

 
AW MNG PUNC TEAM MOTI QTCH CM 

MANAGE .700*** .000 .000 .000 .000 .000 .000 

PUNCT -.112*** .000 .000 .000 .000 .000 .000 

TEAMW -.197*** .000 .000 .000 .000 .000 .000 

MOTI -.213*** .000 .000 .000 .000 .000 .000 

QTCH -.043*** .000 .000 .000 .000 .000 .000 

CLASSM .148** .000 .000 .000 .000 .000 .000 

SATIIIII .000 .332*** .171*** .066 
.441**

* 
-.064 

.321*

** 

P<.05*, P<.01**, P<.001*** 

 

 Data was bootstrapped at 5000. Standardized estimates of direct effects show 

that awareness is significantly predicted by the management support (B=.700, 

SE=.036, P<.000), punctuality (B=-.112, SE=.021, P<.000), teamwork (B=-.197, 

SE=.022, P<.000), motivation (B=-.213, SE=.02, P<.000), quality (B=-.43, SE=.16, 

P<.000), class management (B=.148, SE=.015, P<.000). Satisfaction is significantly 

predicted by Management (B=.332, SE=.025, P<.000), punctuality (B=.171, SE=.03, 

P<.000), motivation (B=-.441, SE=.057, P<.000), quality (B=-.064, SE=.054, P<.000) 

and class management (B=.321, SE=.058, P<.000). 

Table 4. 51 

Direct Ef fects -  Standar d  Errors (Group numb er 1  -  Defaul t model )  

 
AW MNG PUNC TEAM MOTI QTCH CM 

MANAGESU .036 .000 .000 .000 .000 .000 .000 

PUNCT .021 .000 .000 .000 .000 .000 .000 

TEAMW .022 .000 .000 .000 .000 .000 .000 

MOTI .020 .000 .000 .000 .000 .000 .000 

QUALITYT .016 .000 .000 .000 .000 .000 .000 

CLASSM .015 .000 .000 .000 .000 .000 .000 

SAT .000 .025 .030 .037 .057 .054 .058 
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Indirect effects of awareness show that satisfaction is positively and 

significantly predicted indirectly by awareness (B=.345, SE=.022, and P<.001) as 

shown in the table below:  

Table 4. 52 

 Indirect Ef fects (Group number 1 -  Defaul t mode l)  

 
                                   AWARENESS 

 β SE 

MANAGESU .000 .000 

PUNCT .000 .000 

TEAMW .000 .000 

MOTI .000 .000 

QUALITYT .000 .000 

CLASSM .000 .000 

SATI .345*** .022 

P<.05*, P<.01**, P<.001*** 

Based on the findings, the study concluded that feedback influences teachers‘ 

satisfaction with PAS. However, it was proven and accepted that motivation and 

quality negatively predict the satisfaction of teachers with PAS. Therefore, it was 

concluded that highly motivated staff performs their job better than poorly motivated 

staff. The study also concluded that awareness positively influences management 

support for performance appraisal. The awareness of PAS positively affects classroom 

management by teachers, whereas its awareness negatively influences punctuality. 

Hence, teamwork is negatively influenced by the awareness of PAS.  

On the other hand, its awareness negatively predicts motivation. It was 

observed that the awareness of PAS among teachers positively predicts satisfaction, 

and quality is negatively influenced by its awareness. Moreover, satisfaction is 

positively predicted by management support, punctuality, and class management. 

Overall, the study established that punctuality, teamwork, motivation, quality, 
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classroom management, and management support play a mediating role in awareness 

about PAS among teachers and their satisfaction with PAS.  

4.9.2 Path Analysis 2 

AMOS was applied for the testing of the model through path analysis. The 

need for improvement was considered as an endogenous variable. Management 

support, teamwork, motivation and quality, and dissatisfaction were considered as 

exogenous variables.  

Minimum criteria were achieved with Chi-square = 9.967, Degrees of freedom 

= 3 and Probability level = .019. The model was found absolute fit. Hu and Bnetler 

(1999) suggested that GFI, AGFI, and CFI should be >.90 while RMSEA and RMR 

values should be <.07 with a non-significant CMIN/DF between 1 and 5. The model 

is good according to the given measures, as shown in the table.  

Table 4. 53 

Fit i ndices for N eed for improvem ent, Dis - sati sfaction, mot ivation Management 

Support , T eam work and Quali ty  

Model CMIN Df P 

CMIN 

/DF 

RMR GFI AGFI RMSEA CFI 

Model  

Fit 

9.967 3 .019 3.322 .004 .996 .974 .051 .992 
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Figure 4. 13  Results for Path Analysis and Regression Coefficients  

 Table 4. 54  

Standar dized Estimates of Dir ect Ef fects of  the Paths  

 
MNG QTCH TEAMW MOTI DISATI 

 β SE β SE β SE β SE β SE 

DISATI -.199** .053 -.154   .078 .372***   .061 .036 .075   .000 .000 

NEEDI   .000 .014  .000   .022 .304***   .036 .000 .020  .266*** .020 

P<.05*, P<.01**, P<.001*** 

Results have shown that management support was a significant predictor of 

dissatisfaction, but the relationship is negative (B=-.199, SE=.53, P,.01). Teamwork 

was found positive and significant direct predictor of dissatisfaction (B=.372, 

SE=.061, P<.001) and need for improvement (B=.304, SE=.036, p<.001). In contrast, 

dissatisfaction was found significant and robust predictor of the need for improvement 

(B=.266, SE=.02, P<.001).  
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 Table 4. 55 

Indirect effect t o N eed fo r improvement t hrough Dis - sati sfaction  

 
MANAGESU QUALITYT TEAMW MOTI 

Variables  Β 
SE 

β 
SE 

β 
SE 

Β 
SE 

DISATI      .000 .000     .000 .000   .000 .000 .000 .000 

NEEDI .053*** .014     .041 .022   .099** .018 -.010 .020 

P<.05*, P<.01**, P<.001*** 

Results of indirect effects showed that dis-satisfaction was a significant 

mediator in between management support (b=.053, SE= .014 and P<.001), teamwork 

(b=-.099, SE=.018 and P<.01), and need for improvement.  

4.10. Descriptive Analysis of School Principals and Administrators 

Data 

4.10.1 Demographic Distribution of Data 

Table 4. 56 

Demographic Dist ribut ion of  Data by Gender  

 

Table 4.56 reveals the ratio of male and female participants. Age-wise 

demographic distribution of participants is described below; 

 

 

G    Administrators Principals      Teachers % 

 

Males             3 5                   10 51.0 

Females          2 5                   10 49.0 

Total               5 10                  20 100.0 
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Table 4. 57 

Demographic Dist ribut ion of  Parti cipant s Age  

Age in         f 

Years. 

% 

 

30 below    2 6.00 

30-35         4 11.00 

35-40         8 23.00 

40-50        12 

50-60         9      

Total         35 

34.00 

26.00 

100.00 

 

According to the above table, 6% of participants have 30 or less than 30 years 

of age in public higher secondary schools of Punjab, 11% have 30-35 years of age, 

23% participants have 35-40 years of age, 37% have 40-50 years of age and 14 % 

have 50-60 years of age in public higher secondary schools of Punjab. This shows that 

participants serving in the public schools of Punjab are well experienced. The 

demographic distribution of the participants according to their Qualification is as 

under: 

Table 4. 58 

Demo graphi c Dist ribut ion of  Parti cipant s Accordi ng to t heir Qual if ication  

Qualification F % 

 

 

MA/MSc Bed 

 

18 

 

53.00 

 

MPhil 

BEd/Med 

 

10 

 

29.00 

 

PhD BEd/Med 

 

 6 

 

18.00 

Total 34 100.0  
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According to the above table, 53% of participants have degrees of MA, MSc, 

and BEd, while 29% have the degrees of MPhil, BEd/MEd, and only 18% have the 

degrees of PhD and BEd/MEd. 

Table 4. 59 

Demographic Dist ribut ion of  Data by Experien ce  

Experience f %  

 

1-5 5 14.00 

 

6-10 

 

6 

 

17.00 

 

11-15 

 

9 

 

26.00 

 

16 or more 

 

15 

 

43.00 

 

Total 

 

35 

 

100.0 

 

According to the above table, 14% of participants have 1-5 years of 

experience in public higher secondary schools of Punjab, 17% have 6-10 years of 

experience, 26% have 11-15 years of experience, and 43% have 16 or more years of 

experience. This shows that participants serving in public higher secondary schools of 

Punjab are well experienced. The demographic distribution of participant‘s refresher 

courses attended is given below: 

Table 4. 60 

Demographic Dist ribut ion of  Refresher C ourses A tt ended by Parti cipant s  

Refresher 

courses         f 

 

       % 

 

 

1                  4  

 

11.00 

 

 

2                 14 40.00  

3 +              17 49.00  

Total           35 100.00  
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According to the above table, 11% of participants have attended one refresher 

course, 40 % of participants have attended two refresher courses, and 49 % have 

attended three-plus refresher courses. This shows that participants need more training 

for better results and the conduction of PAS.  

4.11 Thematic Analysis of data gathered from School Teachers, 

Principals, and Administrators 

Five focus groups were conducted with public higher secondary school 

teachers in each of the selected districts. The interview protocol for school 

administrators was used for collecting data from school principals and administrators. 

The questionnaire was self-constructed and based upon themes derived from the 

review of related literature and results of quantitative analysis. The items included in 

the focused groups and interviews protocol were focused on identifying critical 

problems in the implementation of PAS and getting their feasible solutions. 

This exercise has provided the researcher with an overview of principals‘ 

perceptions about teachers‘ attitudes towards teaching and the steps needed to 

implement PAS in their schools better. Since interviews and focus groups were 

structured, the following themes have been derived through careful analysis. 

Following  

Themes were derived from school principals‘/administrators and teacher‘s data. 

4.11.1 Awareness about the PAS Process 

Responding to the question ―what is staff appraisal, and what are the main 

reasons for conducting performance appraisal and its implementation?‖ all the 

principals and administrators agreed that PAS is an evaluation process. Most 

principals and administrators said that their teachers have sufficient knowledge and 

experience to implement PAS. Most of them regarded the following as the main 
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reasons for conducting PAS. These reasons include giving feedback to employees, 

correcting deficiencies at work, and providing training and development. One of the 

principals said that PAS is a time-wasting process, which creates bias among the 

teachers. At the same time, school administrators said that PAS should be made in 

consultation with teachers and principals. 

Similarly, the majority of the teachers described that staff appraisal as an 

evaluation process. Most of the teachers remarked that excellent student results, 

effective classroom management, teaching quality, and fair evaluation comprise 

teacher performance. 

4.11.2. Foundation of PAS  

The factors identified in response to the question ―what are three key factors 

constructing the foundation of PAS?‖  Most principals included that subject 

knowledge, classroom management, and the quality of teaching are the major factors 

for the conduction of PAS. Few of them said that classroom management, punctuality, 

and quality teaching are the key factors. On the other hand, administrators said that 

punctuality, classroom management, and quality of teaching are the most critical 

factors constructing the foundation of PAS. 

In the same way, most of the teachers said that the knowledge of content, 

quality teaching, teamwork, and motivation are the main components of teacher 

performance. Few of them said that classroom management and punctuality are the 

main factors during PAS implementation.  

4.11.3. Management Support during Implementation of PAS 

Responding to the question ―what are your views about PAS and its 

implementation?‖ many principals agreed that management should support teachers to 
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implement PAS. However, few of them said that ―teachers need constant supervision 

during PAS.‖ Therefore, more than half of the principals believed PAS should be 

made in consultation with teachers and principals. At the same time, most of them 

considered that ―their teachers need regular feedback during its implementation. ―In 

administrators‘ view, the accountability of staff and their participation in the PAS is 

compulsory for its implementation and better results. One of the administrators said 

that PAS is a continuous process, and proper guidance is need for its implementation. 

Furthermore, school administrators said that PAS should be made in consultation with 

teachers and principals. 

Most of the teachers said that teachers need regular care and support during 

PAS implementation. Management should motivate the teachers for their active 

participation in the PAS. Some of the teachers describe that effective teaching, student 

results, collaboration, and teamwork form the basis of the appraisal system, and once 

a year, they are appraised. 

4.11.4. Teachers Involvement in PAS Process 

Responding to the question ―at which step teachers are involved in the whole 

appraisal process?‖ most principals replied that they follow established performance 

standards. Many of the principals said that teachers work in groups for the betterment 

of students. Few principals said that teachers work in teams and maintain standards 

that communicate required expectations, measure actual performance, discussion of 

results, and decision-making for the future. Administrators also agreed that teachers 

should also be involved in all the above factors, and teamwork should be promoted. 

Responding to the question ―what makes the current appraisal system 

successful?‖ Most of the teachers said that it informs them of their strengths as 
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teachers and allows them to reflect on their weaknesses. Feedback motivates them to 

perform better and is also helpful for further training and professional development. 

4.11.5. Satisfaction with PAS 

Responding to the question ―what happens to those negatively appraised and 

how they have managed afterward?‖ most of the principals stated that their teachers 

need training for innovative teaching methods. The majority of the principals 

demanded training for lesson planning and satisfaction. Few of the principals said that 

teachers should be praised and awarded with incentives for their satisfaction. On the 

other hand, administrators remarked that teacher‘s participation in the planning and 

PAS implementation is compulsory for their satisfaction.  

Likewise, most teachers said that PAS is a continuous process and provides 

feedback to employees to check their performance. Few of the teachers said that 

teachers should be admired and rewarded with incentives for their job satisfaction. It 

also helps teachers to judge their strengths and weaknesses for further improvement. 

It provides them with the opportunity to enhance the prospects of their promotion and 

encouragement. One of the teachers said that staff appraisal is an effective process. 

The PAS process may be improved through effective teaching and coordination. 

4.11.6. Training and Professional Development 

Responding to the question ―which benefits are extended to those teachers 

who are positively appraised?‖ most of the principals replied that teacher training is 

essential, especially in the area of needs. Some of the principals admitted that teachers 

should be trained on behalf of feedback. In the administrators‘ view, teachers must be 

trained in the latest techniques used for assessment and evaluation to understand the 

learning outcomes and importance of using diverse teaching methods. 
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One of the administrators said that motivation is the key to success for the 

PAS implementation. 

Teachers said that management should set the targets with the help of their 

consultation. The majority of the teachers said that the quality of the teaching could 

be enhanced through motivation and guidance. Most of the teachers said that PAS is 

an assessment process and provides feedback to employees to check their 

performance. It also helps teachers to judge their strengths and weaknesses for further 

improvement.  

4.11.7. Dissatisfaction with PAS 

Responding to the question ―what is the main difficulty associated with PAS 

being implemented at GHSS?‖ most principals agreed that their teachers show 

resistance toward change. At the same time, half of them mentioned that their teachers 

have sufficient knowledge and experience but they have been ignored in the planning 

and decision-making process. At the same time, a few of them stated that they are not 

involved and motivated. School administrators believed that employees lack an 

understanding of the value and worth of PAS. 

Most of the teachers said it does not measure teacher competence and quality 

and is not culturally relevant. It also does not fit in our school education system. Few 

of them said that teachers were ignored in the PAS process, especially in plans and 

decision making. One of them said that PAS does not measure actual performance 

according to professional standards. 

Responding to the question ―Has PAS affected you negatively and why 

training is needed to comprehend the system?‖ most teachers said that PAS increased 

their anxiety, left them frustrated, and made them think about leaving their job. It was 

observed that on-the-job training and a comprehensive workshop are required to make 
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teachers comprehend the appraisal system. Most of the school teachers are stressed 

about the need for efficiency. 

4.11.8. Need for Improvements in PAS Implementation 

Responding to the question ―which are the most successful improvements in 

the implementation of PAS?‖ most of the principals remarked that providing regular 

feedback to teachers regarding their performance works best in the execution of PAS. 

Some of the principals wanted to hold regular meetings to access school needs for 

PAS implementation. Whereas, few of the principals suggested that teachers‘ opinions 

must be incorporated in problem-solving during PAS implementation. Leadership 

facilitation was rendered the best approach for successful PAS implementation. Most 

administrators said that proper feedback is necessary for the teachers during the PAS 

conduction process. Following are the key areas needing improvement as reported by 

school principals and administrators.  

These are the weaknesses of PAS, according to principals. Teachers should be 

more involved in the process. Teachers should not only participate in its development 

instead but their opinions must also be sought during its implementation and post-

implementation for the sake of future improvements. It is imperative to learn from the 

real experiences of teachers while evaluating the performance.  

In the view of principals, the accountability of their staff and its participation 

in PAS is compulsory for better results and its successful implementation. Moreover, 

most of the school principals replied that they need training for motivation and 

appreciation. On the other hand, administrators focused on the idea that teachers 

should be involved in their accountability process. Active participation of the teachers 

and in-time feedback can enhance their level of satisfaction. Therefore, the 

effectiveness of PAS may be improved.  
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4.11.9. Plans for Effective Implementation of PAS 

Responding to the question ―what plans do you make for the effective 

implementation of PAS in your school?‖ most of the principals commented that they 

encouraged their teachers to set goals for implementing PAS and kept monitoring the 

individual progress of teachers in the process of its implementation. They expressed 

their keen desire to master teacher appraisal. Keeping staff accountable for their 

actions and ensuring teacher preparedness is a vital strategy for successful PAS 

implementation. The individual suggestions of school principals and administrators 

are listed below. 

1. A school principal should keep an eye on the individual progress of teachers 

and provide all the facilities they need.  

2. The reinforcement plan and the use of reward and punishment judiciously 

motivate the staff and keep the teachers accountable for their performance. 

3. The principals should hold regular meetings with their staff for successful 

PAS implementation.  

4. Principals should value the opinions and suggestions of teachers regarding 

PAS implementation and should discuss these suggestions while showing the 

willingness to incorporate them into the process of implementation and 

develop consensus regarding their implementation. 

5. Needs analysis must be conducted to provide training in leadership and 

motivational skills and performance must be measured based on the training 

taken by the staff and principals. The latest and most interactive 

methodologies should be used in training to keep attendees‘ interests intact.  
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6. The harmony between the principal‘s vision and the teachers‘ actions is the 

need of the hour. The time for dictation has passed, and healthy interpersonal 

and professional relationships are in demand.  

7. PAS to be implemented should be made in consultation with teachers, and 

SMART goals for its implementation must be set with consensus. 

8. All needed resources for PAS implementation, such as advanced technology, 

AV-aids, and teaching materials, should be provided in time to ease teachers‘ 

work. 

9. Refresher courses should be planned according to the changes in skills 

required by the new performance scale. All such courses must be graded, and 

future appraisal and promotions should be decided based on the grades 

acquired in these courses. 

10. The principals must promote teamwork and appreciate and reward teams 

rather than individuals for enhancing peer learning. 

11. In the view of administrators, teachers should not only participate in PAS 

development. Their opinions must be sought during its implementation and 

post-implementation for the sake of future improvements. It is vital to learn 

from the real experiences of teachers while evaluating their performance.  

12. Teachers must be inducted after taking an aptitude test, and they must be 

assigned duties according to their knowledge, skills, and attitude, justifying 

their appraisal.  

The individual suggestions of teachers are listed below.   

1. Harmony between teachers‘ and principal‘s work is the need of the hour. 

There should be coordination and a professional relationship between them.  
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2. PAS to be implemented should be made in consultation with teachers, and 

goals must be set with consensus. 

3. All required PAS implementation, guidelines, AV-aids, and instruction 

material should be provided in time to the teachers. 

4. The principal must promote teamwork and should appreciate teachers so that 

the effectiveness of PAS may be enhanced. 

5. Teachers should not only participate in PAS development; their opinions must 

be sought during its implementation and post-implementation for the sake of 

future improvements. It is essential to learn from the real experiences of 

teachers while evaluating their performance.  

6. According to their professional knowledge, skills, and attitude, teachers must 

be assigned duties, justifying their appraisal.  

7. Performance criteria should be clear and based on the job description. 

8. The appraisal process should be fair and transparent so that the trust of the 

staff is developed. 

9. Regular feedback is shallow. It should be improved for the betterment of the 

teachers‘ professional development.  

10. Management support is the real challenge for PAS. Without the necessary 

awareness of PAS,  teachers‘ effectiveness cannot appropriately measured. 

11. The awareness of PAS improves the satisfaction level of teachers. 

12. Few of the teachers observed that teachers require on-the-job training and a 

comprehensive workshop to comprehend the system.  

4.12 Summary of Comparison 

Principals, administrators, and teachers said that PAS is an evaluation process. 

One of the principals said that PAS is a time-wasting process, which creates bias 
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among the teachers. In comparison, school administrators said that PAS should be 

made in consultation with teachers and principals. However, all of them agreed that 

classroom management, quality of teaching, and motivation were the key factors 

constructing the foundation of PAS. Principals and administrators said that teachers 

need constant supervision and feedback during the PAS process. Overall, both 

principals and administrators agree about the teachers' active participation in the PAS 

process. Administrators and principals remarked that teachers should be appraised and 

motivated for their satisfaction, and training is the need of the hour to improve the 

teachers. On the other hand, teachers said that management should set the targets with 

the help of their consultation. 

Teachers also said that they were ignored in the planning and decision making 

of the PAS process, while one of them said that PAS does not measure actual 

performance according to the professional standards. Consequently, school 

administrators believed that employees lack an understanding of the value and worth 

of PAS.  Leadership facilitation was rendered the best approach for successful PAS 

implementation. Whereas, few of the principals suggested that teachers‘ opinions 

must be incorporated in problem-solving during PAS implementation. Therefore, it is 

essential to learn from the real experiences of teachers while evaluating the 

performance. The awareness of PAS improves the satisfaction level of teachers. 

According to the perception of the teachers‘ management support is the real challenge 

for the PAS process. Few of the teachers observed that teachers require on-the-job 

training and a comprehensive workshop to comprehend the system. Overall, 

principals should value the opinions and suggestions of teachers.  
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CHAPTER 5 

FINDINGS, DISCUSSION, AND RECOMMENDATIONS 

This chapter describes an overview of the study and includes a brief 

introduction, a review of the research problem, research methodology, and a summary 

of the research findings. Conclusions gained from the findings, discussion, 

recommendations, and suggestions are also part of this chapter. 

5.1 Summary 

This study is conducted to check the existing staff appraisal system and its 

effectiveness. Furthermore, the study examined the performance of public higher 

secondary school teachers according to predefined standards about awareness, 

punctuality, teamwork, motivation, class management, quality of teaching, 

satisfaction, management support, dissatisfaction, and need for improvement with 

PAS. This research is limited to perceptions of the higher secondary school teachers, 

principals‘ and administrator‘s evaluation, based on the PAS adopted by the 

Education Department of Punjab. The findings of the present study have observed 

how the performance appraisal system is applied in different schools. Teaching 

characteristics (choice of actions) play an important role in the study, showing their 

satisfaction or dissatisfaction in the appraisal process. The researcher formulated three 

research objectives to steer the study.  

The first research objective aimed at knowing the perceptions of stakeholders 

(subject specialists, principals & administrators) about the PAS process. The second 

research objective was to determine the effectiveness of the Performance Appraisal 

System in public higher secondary schools of Punjab. The third research objective 

aimed to investigate the strengths & weaknesses of PAS in schools. Following are the 
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primary purposes and objectives of implementing the PAS. It helps the teachers to 

enhance their performance and quality of education. PAS also provides valuable 

information to improve employees‘ effectiveness in carrying out their duties and 

responsibilities. This system supports the management to achieve the required targets 

as well as productivity in the civil servants. PAS is helpful for the management in 

planning, monitoring, and career development of the employees and props up 

management to develop their organization. 

A mixed-methods approach was adopted to conduct the study. Pragmatism 

was selected as the philosophical system for verifying the evidence selected regarding 

the role of school management in performance implementation. The survey was used 

as a data collection method by the researcher to carry out the research. The study was 

comprised of Punjab province (Pakistan) as the study population, which included 36 

Districts. The target population consisted of boys and girls higher secondary school 

teachers (subject specialists), principals, and school administrators (CEOs & DEOs) 

involved in these institutions. The researcher used the multistage random sampling 

technique in the study.  

The 36 districts are divided into three strata (12 each) based on high 

performance, average performance, and low-performance districts of Punjab, 

respectively. In this way, the researcher randomly selected nine districts of the 

Punjab, which included three districts from each category, namely, Lahore, 

Faisalabad, Toba Tek Sigh, and Sahiwal, Okara Mianwali and Bahawalpur, Jhang, 

DG khan. The researcher selected ten boys' and girls‘ schools from each district 

randomly. The quantitative sample consisted of 900 higher secondary school teachers 

and 90 principals, both male and female each. The above sample was collected from 

total of 90 schools, 10 from each district, respectively. 
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On the other hand, qualitative data comprised 20 teachers, 10 principals, and 4 

administrator‘s male & female selected equally by the researcher. The questionnaire 

was developed by the researcher himself (PAS) which included 57 items. PAS was 

piloted upon 300 higher secondary school teachers of Sahiwal division and the 

Chronbach Alpha was .862. The researcher also checked the content validity of the 

instrument whether the items in the questionnaire, answer the research objectives. To 

check the reliability of the research instrument and relationship of different factors 

Pearson‘s product moment correlation coefficient formula was used. The data was 

collected personally by the researcher and SPSS version 21 was used for analysis. 

Independent sample t-test, co-relation and step wise regressions techniques were used 

to analyze the data. Researcher implemented content analysis for different themes. 

Chapter 4 is evident of data analysis process and explanation of outcomes.   

5.2 Findings of the study 

Demographic Findings 

The study was included (50%) male and (50%) female teachers. According to 

the results, 6% of teachers have 30 or less than 30 years of age, 9% have 30-35 years 

of age, 34% teachers have 35-40 years of age, 37% have 40-50 years of age and 14 % 

have 50-60 years of age in public higher secondary schools of Punjab. This shows that 

teachers serving in the public schools of Punjab are well experienced. Qualification 

results indicated that 63% of teachers had MA/MSc & B.Ed qualification while 30% 

had M.Phil & B.Ed level of qualification and only 7% were P.hD & M.Ed/B.Ed 

qualified.   

Furthermore, it is noted that 19% teachers have 1-5 years and 22% have 6-10 

teaching experience in public higher secondary schools of Punjab. Likewise, 25% 
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teachers have 11-15 years and whereas 34% teachers have 16 or more years of 

teaching experience. 41% teachers have attended one refresher course, 50 % teachers 

have attended two refresher courses and only 9 % teachers have attended three plus 

refresher courses in public higher secondary schools of Punjab. This shows that 

teachers need trainings for better results and for the awareness of PAS. 

Study revealed that 50% of principals were female and the other 50% were 

male whereas 3% of principals have 30 or less than 30 years of age, 17 % have 30-35 

years of age, 33% principals have 35-40 years of age, 36% have 40-50 years of age 

and 11 % have 50-60 years of age in public higher secondary schools of Punjab. This 

shows that principals serving in the public schools of Punjab are well experienced. 

Results indicate that 60% of principals have MA/MSc and B.Ed qualification while 

34 % principals have MPhil, M.Ed and only 6% have P.Hd & B.Ed/M.Ed 

qualification. Results exposed that 12% principals have 1-5 years and 31% have 6-10 

years of administration experience. Whereas, 33% principals have 11-15 years and 

24% have 16 or more years of administration experience in the public higher 

secondary schools of Punjab.  

The said results showed that principals are well experienced. They have more 

than one year of working experience in these higher secondary schools. 33% 

principals have attended one, 40 % principals have attended two and only 24 % 

principals have attended three plus refresher courses in public higher secondary 

schools of Punjab. This shows that principals need trainings for better results and for 

the conduction of PAS.  Moreover, Results indicate that 6% of teachers have 30 or 

less than 30 years of age, 9% have 30-35 years of age, 34% teachers have 35-40 years 

of age, 37% have 40-50 years of age and 14 % have 50-60 years of age in public 
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higher secondary schools of Punjab. This shows that teachers serving in the public 

schools of Punjab are well experienced. 

Therefore, 11% of schools have 300 plus strength, 17 % schools have 400 

plus, 28% schools have 500 plus, and 44% schools have 600 plus strength of students 

in public higher secondary schools of Punjab. This shows that schools selected by the 

researcher are well established due to student strength.  

 5.2.1 Findings of Factors 

Descriptive findings show that teachers know well about the PAS. They 

agreed that the PAS process should be implemented in the schools for better results 

because effective appraisal management enhances teachers' classroom management 

and teaching and learning skills, thus improving student achievement. They agreed 

that quality teaching is necessary for the effectiveness of PAS. Teamwork is crucial 

for the coordination of staff and the development of schools. Furthermore, they were 

strongly affirmative on this point of view that they begin and end their classes in time 

and do not leave any work pending. In addition, teachers took observations seriously 

and expressed commitment for further improvements. Teachers gave their consent 

that they should be appraised regularly; however, they were skeptical about the 

fairness and transparency of the appraisal.  

 Teachers said that their principals coordinated with them during the whole 

appraisal process. Moreover, they strongly agreed that management informs us about 

the results, but the outcomes were not discussed with them; therefore, PAS failed to 

achieve its objectives. Hence, teachers complained that better training opportunities 

are not created for teachers based upon their appraisals. Teachers said that the PAS 

process should be made more accessible and comprehensible, and considerable need 

is required to improve the present appraisal system. 



159 

 

Confirmatory factor analysis showed that factor loadings were above 0.5 of all 

the factors, showing strong awareness of PAS and a strong relationship of classroom 

management. Results show a strong relationship of motivation, quality of teaching, 

teamwork, punctuality, satisfaction, dissatisfaction, management support, and need 

for improvement with PAS.  

Following are the findings of the study, which are based on the objectives and 

research questions. 

1. Gender-wise description of the results shows a significant difference among 

all the factors except motivation and satisfaction with PAS. There is no mean 

difference between male and female teachers in punctuality, management 

support, and dissatisfaction with PAS.  

2. Location wise difference shows that urban teachers have more awareness, 

better classroom management, and satisfaction than rural teachers. On the 

other hand, rural teachers have better punctuality and quality of teaching. 

Rural teachers were dissatisfied with PAS, and they required more need for 

improvement. However, manage support is equally with both of them.  

3. Qualification-wise difference PhD teachers that PhD teachers were more 

satisfied with PAS than Med teachers. Similarly, MEd teachers were more 

aware of PAS than MA and Bed teachers.  

4. Refresher courses wise comparisons of teachers‘ perceptions about the PAS 

concluded PAS targets were achieved by those teachers trained with more than 

three refresher courses compared with teachers with two or less than two 

refresher courses. Teachers achieved a minimum level of understanding of 

PAS with one refresher course.  
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5. Results revealed that PAS targets were better achieved by teachers teaching in 

a school with student strength of 600 plus than teachers teaching in a school 

with student strength of 400 plus. The teachers with 200 plus strength in the 

schools achieved the targets minimally.   

6. The correlation matrix showed that management support has the strongest 

correlation with awareness and satisfaction with PAS. Quality of teaching has 

a strong and positive correlation with motivation and a moderate correlation 

with punctuality. There is a positive and moderate correlation between 

dissatisfaction and the need for improvement. 

A negative and significant but weak correlation was found between 

satisfaction and motivation, awareness and motivation, and awareness and 

teamwork. Teamwork is also weak but negatively and significantly correlated 

with punctuality, dissatisfaction, and support.  

7. According to Multiple regression results, management support‘ during the 

appraisal system was indicated as the singular most important predictor of 

satisfaction with PAS. In contrast, management support and employee 

motivation were the strongest predictors collectively. Appraisal of the 

classroom management caused the most dissatisfaction among teachers 

singularly, whereas classroom management and awareness with PAS 

collectively predicted the most variance in the dissatisfaction with the PAS.  

Teamwork among teachers and awareness with PAS was identified as the 

strongest candidates for improvement in PAS.  

According to SEM results, indirect effects of awareness show that satisfaction is 

positively and significantly predicted indirectly by awareness. Teamwork was found 

positive and significant direct predictor of dissatisfaction and need for improvement. 
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At the same time, dissatisfaction was found significant and robust predictor of the 

need for improvement.   

8. Results of themes revealed that all the factors are in harmony with PAS except 

dissatisfaction with PAS. Therefore, the principals agree with the fact that 

teachers are dissatisfied with the effectiveness of PAS. It should be 

implemented with the consultation of teachers and should motivate them for 

further improvement. The quality of teaching may be enhanced with the help 

of training.  

5.2.2 Findings of Themes 

1. Principals, administrators, and teachers said that PAS is an evaluation process. 

One of the principals said that PAS is a time-wasting process, which creates 

bias among the teachers. At the same time, school administrators said that 

PAS should be made in consultation with teachers and principals. 

2. However, all of them agreed that classroom management, quality of teaching, 

and motivation were the key factors constructing the foundation of PAS. 

3. Principals and administrators said that teachers need constant supervision and 

feedback during the PAS process. Overall, both principals and administrators 

agree about the teachers' active participation in the PAS process. 

4. Administrators and principals remarked that teachers should be appraised and 

motivated for their satisfaction. According to the perception of principals and 

administrators, training is the need of the hour to improve the teachers. On the 

other hand, teachers said that management should set the targets with the help 

of their consultation. 

5. Teachers said that they were ignored in the planning and decision-making of 

the PAS process, while one of them said that PAS does not measure actual 
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performance according to the professional standards. School administrators 

believed that employees lack an understanding of the value and worth of PAS. 

6. Leadership facilitation was rendered the best approach for successful PAS 

implementation. Whereas, few of the principals suggested that teachers‘ 

opinions must be incorporated in problem-solving during PAS 

implementation. Therefore, it is imperative to learn from the real experiences 

of teachers while evaluating the performance.  

7. The awareness of PAS improves the satisfaction level of teachers. According 

to the teachers‘ management support is the real challenge for PAS. Few of the 

teachers observed that teachers require on-the-job training and a 

comprehensive workshop to comprehend the system. Furthermore, principals 

should value the opinions and suggestions of teachers.   

5.3 Discussion 

The research set out to explore the staff appraisal system and its effectiveness 

to check teachers' performance in the PAS implementation at Punjab Public higher 

secondary school level. What the researcher could find was ―that it was not the 

structure that school teachers fully aware about the PAS and there is also a question 

mark in its effectiveness.‖  

According to the perception of teachers, PAS is an evaluation process and part 

of an effective system. The whole teaching staff had to undergo the appraisal system. 

The results of PAS can critically affect the career of teachers. Both male and female 

teachers suggested that training and professional development are based on PAS 

results. A complete performance appraisal is ready when the assessment is free from 

biases. There are many problems with the appraisal system that may be causing the 

failure of the system. The difficulties which are being challenged by teachers in the 
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assessment system i.e., negative attitude of teachers toward appraisal system, hostility 

from the appraiser & appraise, halo error, constant error, central tendency and 

partiality intimation, gender, race, religion, and nationality. Previous research (Hanif, 

Tariq and Nadeem, 2011; Khan et al., 2014; Balci et al., 2016) has reiterated that 

gender, school system, professional experience, and age are significant predictors of 

teacher performance. Furthermore, Vecchio, Justin, and Pearce (2008) claimed that 

teachers‘ experience and education were correlated to better performance in schools. 

The study has examined the appraisal system and concluded that male teachers 

have more competency and knowledge, so their performance is good compared to 

female teachers. Similarly, male school principals are more energetic and active. 

Therefore, they manage their work better than the female school principals. Overall, it 

is examined that teacher‘s behavior is improved with the help of PAS. Suleman, 

Hussain, Butt, and Ahmad (2012) conclude that there is no significant difference 

between the views of male and female secondary school teachers on several issues 

and problems that affect their performance negatively. Some are enlisted as follows: 

overcrowded classrooms; lack of basic facilities; work overload; provocative and 

aggressive students; poor and unattractive salaries; poor morale and socio-economic 

status of teachers; household responsibilities; long distance to school; lack of 

cooperation among the staff; the injustice of heads; autocratic and harsh attitude of the 

heads; extra administrative duties; and lack of in-service training. 

Nadeem, Farooqi, Shehzad, and Ahmad (2014) concluded that male and 

female school teachers differ on professional conduct and management of work 

schedule; male teachers are better than female teachers in the said criteria.  Moreover, 

the study endorsed the results of  Karimi, Malik, and Hussain (2011), identifying zero 

differences between job satisfaction and performance of male and female higher 
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secondary school teachers according to the results of the appraisal. These results are 

partially compatible with Hussain, Ali, Khan, Ramzan, and Qadeer (2011), implying 

that teachers working in the public male institutions were found more committed and 

satisfied than the female teachers. 

The study at hand is conducted to check the satisfaction level of teachers with 

the appraisal system. The study's findings suggested that the effectiveness of the 

appraisal system is linked with the satisfaction of teachers. Arifin (2015) stated that 

the appraisal system helped the teachers in career planning, classroom management, 

and quality of teaching.  Karimi, Malik, and Hussain (2011) described that the results 

of the present study endorsed the effectiveness and job satisfaction of the system. 

Balci et al. (2016) opined that organizational socialization and performance have a 

significant positive relation. Performance appraisal is a significant and powerful 

predictor of organizational effectiveness; hence, school principals focus on the ways 

and procedures to manage their teachers‘ performance to enhance their organizations' 

overall effectiveness (Brefo-Manuh, Bonsu, Anlesinya, & Odoi, 2017).  

Existing results validate the findings of many other studies of satisfaction are 

conducted in different organizations. The study results are related to research 

conducted by authors in many different organizations (Rawung, 2013 & Prasastono, 

2012). In the view of Rawung (2013), motivation is the key to success, and 

collaboration reflects personal motivation or motive of work. Awareness is the main 

factor for teacher satisfaction which increases through motivation. The results show 

that awareness negatively predicts the motivation and quality of teaching about PAS. 

Moreover, teamwork is also negatively affected by awareness.  

Bogler (2005) stated that job satisfaction, classroom management, quality 

teaching, personal and professional development and development, involvement in 
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decision-making were the main factors in appraisal. Management support play 

mediating role in between the relationship of awareness about PAS among teachers 

and their satisfaction with PAS.  Similarly, punctuality, teamwork, motivation, 

quality, and classroom management also show the relationship with awareness about 

PAS. The research analyzed that awareness of PAS positively affects classroom 

management and negatively influences the quality of teaching. Derrington and 

Campbell (2018) concluded that mandating a strict evaluation policy will not 

sufficiently address teacher effectiveness and complicate principals‘ instructional 

leadership. Furthermore, they asserted that policy-makers must consider the long-term 

effect of implementation before substantial teacher evaluation change results. 

 Findings of the study suggested that public schools had more qualified 

teaching staff, which was highly energetic and more experienced. However, they need 

training for the improvement of PAS implementation. Results revealed that the 

current study described the results of the Iqbal (2013) appraisal system in schools. 

Most teachers are working permanently in public schools, and despite large classes, 

their performance is good. They manage and plan their lessons better way. 

Similarly, the study results at hand rectify Obisi‘s (2011) study in Lagos, 

Nigeria. Furthermore, it is stated that training is the key to success for every 

organization. The study results indicated that there is no significant difference 

between the performances of public higher secondary school teachers. However, a 

significant difference existed in the means of awareness about PAS public higher 

secondary school teachers. Derrington and Campbell (2018) reiterated that principals 

exercise their instructional leadership values and perspectives by working through and 

adapting to the policy and exercising their independent judgment to meet the policy‘s 

objectives (Darling-Hammond, 2015; Kennedy, 2010). 
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Mathwasa Duku (2015) described PAS as a crucial mechanism to induce 

desirable behaviors among teachers, including accountability, quality assurance, and 

professional development. The results of the study conducted by (Singh & Rana, 

2014) elucidated that there is a positive and significant relationship between 

performance appraisal and motivation. The analysis of individual components of 

performance appraisal found that goal setting and performance feedback significantly 

predicted school teachers' motivation. This finding is also in tune with the previous 

study, which revealed that employee participation in the appraisal process leads to 

employee motivation (Akuoko, 2012). However, certain previous researches 

contradict the findings, which stated that performance appraisal has a negligible effect 

on job motivation. 

The study indicates that the founding factors affecting well on the exploring 

factors affecting satisfaction. However, it is proven and accepted that motivation and 

quality negatively predict the satisfaction of the teacher about PAS. Therefore, with 

the help of motivation staff performance may be increased. The study also concluded 

that awareness positively influences the management support towards performance 

appraisal. Awareness of PAS positively affects the classroom management by the 

teachers, whereas punctuality is negatively influenced by awareness. Hence, 

teamwork is negatively influenced by awareness; on the other hand, awareness 

negatively predicts motivation. It is observed that satisfaction is positively predicted 

by awareness of PAS among teachers, and quality is negatively influenced by 

awareness. 

Moreover, satisfaction is positively predicted by management support, 

punctuality, and class management. Overall, the study established that punctuality, 

teamwork, motivation, quality, classroom management, and management support play 
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a mediating role in the relationship between awareness about PAS among teachers 

and their satisfaction with PAS. Previous research supports the finding that 

performance appraisal highly affects the motivation of employees (Najafi, Hamidi, 

Ghiasi, Shahhoseini, & Emami, 2011; Singh & Rana, 2014). 

Independent goal setting was found to significantly raise school teachers' 

motivation (Schunk, 2003); involving teachers in setting goals about school 

improvement leads to teacher motivation. They strive at their best to achieve and 

excel in the standards of student achievements set by them. This finding is also in tune 

with the previous study, which revealed that employee participation in the appraisal 

process leads to employee motivation (Akuoko, 2012). However, certain previous 

researches contradict the findings, which stated that performance appraisal has a 

minor effect on job motivation. 

 

PAS plays a crucial role in helping employees‘ career planning and affects 

their promotion and salary decisions (Dessler, 2008; Farooqi et al., 2013; Nadeem et 

al., 2014). PAS should be applied more dynamically in female secondary schools for 

better results (Farooqi et al., 2013; Nadeem et al., 2014). 

 The current research determined the effect of the job performance of higher 

secondary school teachers .  Likewise, Kariyana and Sonn (2014)  analyzed  through 

survey research of public school teachers were about the same in classroom 

management, students discipline, and supervision of co-curricular activities. 

Similarly, according to Lim and Meer (2017), in South Korea, the academic 

performance of male school teachers is better than that of female school teachers. 

While, Kabarere, Muchee, Makewa, and Role (2013) examined that female school 

teachers of the Gasabo District perform better than male school teachers.  
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Odhiambo (2005) stated that teachers' appraisal in Kenyan focused on 

secondary schools and developing a model for facilitating teachers. Through this 

model, with the help of training and guidance, public secondary school teachers 

manage their classes better. The present study noted that teachers encouraged 

participating in discussions and regular feedback provided them for further 

improvements. It is concluded that regular review is strong evidence of progress 

towards goals. In Pakistan, an annual confidential report (ACR) was used in the past 

to evaluate teachers' performance. Nowadays performance evaluation report (PER) is 

used for this purpose, which is written by school heads every year, rating the 

accomplishments or weaknesses of the teachers throughout the year. In this research, 

principals analyzed and focused that teachers participated in training to fulfill the 

required goals. Leaf and Odhiambo (2017) also supported this idea in their study that 

managers should provide feedback to teachers for further improvements. Mathwasa 

Duku (2015) enlightened that Performance appraisal is a stressful activity; therefore, 

teacher guidance and counseling are essentially required pre and post-appraisal 

activities to enhance the effectiveness of PAS (Rasheed, Yousaf, & Noor, 2011).  

Khan and Suhag (2019) identified certain practices to be ensured by the school 

management during PAS to improve the current performance appraisal system for 

teachers. Performance appraisal should not only be conducted to take promotional 

decisions for teachers. Instead, it should focus on improvements in teachers‘ 

performance and develop teachers‘ professional careers. A 360-degree feedback 

system should be the base of the appraisal system. Feedback should be taken from 

colleagues of the teacher, administrative staff, and from his students. 

5.4 Conclusions 

The researcher recommended some conclusions based on the findings, which 
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are given below: 

The results of the study show that PAS is an evaluation process and the 

principals and teachers have enough knowledge and experience to implement the 

PAS. It is a positive activity that must be continued; however, the procedure needs 

improvement. Administrators and principals remarked that teachers should be 

appraised and motivated for their satisfaction, and the PAS should be made in 

consultation with teachers and principals.  

The perceptions about PAS varied significantly about all factors of PAS. 

There is a significant difference in the perceptions regarding punctuality between 

male and female teachers, but group means are equal. The group means of male 

teachers is greater than the mean of female teachers about classroom management and 

quality of teaching. There is no significant difference in the perceptions regarding 

motivation, teamwork, and dissatisfaction with PAS. There is a significant difference 

in the perceptions regarding satisfaction with PAS and the need for improvement of 

PAS between male & female teachers; the group means of male teachers is greater 

than that of female teachers. There is a significant difference in the perceptions 

regarding management support of PAS between male and female teachers.  

Teaching quality did not turn up to be a predictor of satisfaction. It falls at the 

7
th,

 the last position in multiple regression results. Similarly, teaching quality falls at 

the four
th

 significant variable out of 5, needing improvement. Therefore, it is 

concluded that PAS has not been able to make a desirable effect on the quality of 

teaching. The management support during the appraisal system, motivation, and 

results for effective classroom management were the top three significant predictors 

of satisfaction of teachers. 
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The key among the above findings was that the institution performance criteria 

should be mentioned and discussed with teachers. PAS has helped in identifying 

systematic factors that are barriers to effective performance.    

The study was attempted to answer the main research question, which 

evaluated how the effectiveness of PAS is improved. Feedback influenced teachers‘ 

satisfaction towards performance appraisal. The effectiveness of the PAS may be 

enhanced through proper training and awareness of the system. PAS may be effective 

if teachers are satisfied. 

5.5 Suggestions for Improvement of Practice 

Through this study, the researcher has paved ways for new researches; in this 

regard, some suggestions are given below;  

¶ Teacher training is needed for counseling and accountability, which are 

essential for the fair and transparent process. 

¶ For effective implementation of the PAS, teachers must understand its basics 

properly. 

¶ Teachers should be encouraged to involve collaboratively in the PAS process 

and planning.  

¶ Principals should support the teachers at a school level for better results and 

commitment.  

¶ Education Offices (administrators) should monitor and evaluate the PAS 

process to ensure its proper implementation to meet learning targets.  

¶ If Policymakers set only a supervisory goal for principals, they will never 

evolve as leaders. Leadership training is needed for empowerment; delegation 

and coaching, counseling, training, and accountability are also essential to 

make the whole process fair and transparent. 
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¶ Teachers should use different methods and learning styles for effective 

teaching.  

¶ Management support can play a vital role for teachers to enhance the 

motivation and awareness of the PAS. 

¶ Feedback should be provided to the teachers for their educational growth and 

improvement. 

¶ Awareness should be given to all teachers related to the purpose and 

conclusion of performance appraisal. 

¶ Schools must be provided an encouraging environment for teachers for 

extracurricular activities.  

¶ Managers must regularly examine the teaching process and support the 

implementation of the PAS.  

¶ Professional development of the teachers must be enhanced through active 

participation in the workshops, courses, and seminars.  

¶ Strategic management principles must be applied in the PAS implementation 

process and to overcome the gaps. 

5.6 Recommendations for Further Research 

The researcher suggested the following recommendations from the 

conclusions and discussion: 

1. Population and sample size may be increased in the future to conduct the 

study. 

2. This methodology can be changed, and the scope of the research can be 

increased to the other teaching institutes like college and university level. 

3. This research has measured the effectiveness of PAS; future research can 

assess the satisfaction of teachers. 
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4. Future research may study lacunas and gaps in transfer from the development 

stage to the implementation stage of PAS.  

5.  Future research may be conducted at secondary school level teachers.   
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Appendix B 

District Ranking Punjab 

 

National 

Rank 

 

Provincial 

Rank 

 

District 

 

Education 

Score 

 

Enrolment 

Score 

Learning 

Score 

 

 

Retention 

Score 

 

Gender 

Parity 

Score 

2 1 Chakwal 84.85 88.90 66.23 88.68 95.57 

4 2 Gujrat 82.66 80.19 70.83 87.00 92.63 

5 3 Sialkot 82.36 84.61 55.98 90.00 98.84 

6 4 Rawalpindi 82.32 77.88 71.13 86.00 94.25 

7 5 Attock 81.25 85.94 57.02 86.00 96.04 

9 6 Jhelum 80.93 90.79 57.06 85.07 90.78 

12 7 Toba Tek Singh 80.20 76.41 71.18 77.00 96.21 

14 8 Sheikhupura 79.53 73.58 62.15 89.00 93.39 

17 9 MandiBahuddin 79.04 81.12 60.20 78.00 96.83 

18 10 Faisalabad 78.88 77.55 65.23 77.00 95.72 

22 11 Lahore 78.17 76.02 70.42 81.00 85.25 

3 12 Layyah 78.16 87.81 62.64 69.00 93.17 

25 13 Gujranwala 77.18 74.91 53.43 85.00 95.39 

26 14 Narowal 76.34 82.03 68.78 62.00 92.56 

29 15 Okara 74.82 80.92 56.21 67.00 95.14 

34 16 Hafizabad 73.99 70.27 59.58 68.13 97.99 

35 17 Sargodha 73.28 70.85 60.19 68.00 94.08 

38 18 Khushab 72.83 69.71 52.38 80.00 89.23 

40 19 Kasur 72.53 68.02 56.48 70.00 95.62 

41 20 Nankana Sahib 72.39 76.82 69.45 56.00 87.29 



 

IV 

 

Source: Alif Ailaan & SDPI, 2016 

 

 

 

 

  

42 21 Sahiwal 72.35 73.38 55.33 70.00 90.70 

45 22 Mianwali 71.88 70.44 58.90 72.00 86.19 

46 23 Bhakkar 71.66 70.29 67.20 59.00 90.17 

49 24 Khanewal 70.39 68.79 68.40 57.00 87.35 

55 25 Jhang 69.53 68.75 65.20 58.00 86.15 

56 26 Pakpattan 69.48 72.74 63.10 51.00 91.10 

57 27 Vehari 69.01 69.09 54.95 59.00 93.00 

61 28 Chiniot 66.63 68.02 58.93 53.00 86.57 

63 29 Lodhran 65.82 59.81 64.82 46.00 92.64 

65 30 Bahawalpur 65.34 50.25 62.47 53.00 95.62 

66 31 Bahawalnagar 65.03 59.01 57.55 54.00 89.56 

68 32 Rahim Yar Khan 64.43 49.69 64.95 53.00 90.10 

69 33 Multan 63.89 66.81 43.78 50.00 94.95 

78 34 Dera Ghazi Khan 61.02 64.09 60.51 34.00 85.48 

86 35 Muzaffargarh 57.19 60.73 50.73 38.00 79.31 

112 36 Rajanpur 50.25 52.43 46.08 29.00 73.50 



 

V 

Appendix C 

Questionnaire Principals/Teachers 

 

Most Respected Sir / Madam, 
Assalam-o-Alaikum! 

I am PhD scholar at the University of Management and Technology Lahore. 

The attached questionnaire is to seek your valuable information for my PhD research, 

―Staff Appraisal System and Performance of Public Higher Secondary School 

Teachers in Punjab.” True and genuine information from you will be much 

appreciated. All data will be kept anonymous. Only collective results will be shared 

for publication. No personal information will be shared with any authority. 

Permission is granted from DPI (SE) to conduct this research Punjab 

videviaorderNo.13842/Admn. 1(4), Dated 04-10-2014 

Section A: Background Information 

 

Instructions: Please tick against the category that best describes you.  

 

Gender:Male  /  Female Age: > 30 / > 40 / > 50 / >55/> 60   

QualificationBA  / BSc / B Ed   /M A    /MSc   / M Ed   / M Phil    /PhD  

Number of refresher 

courses attended:  

 Total period spent 

in this school:   

 

Total no of students in 

your school:             

 Present posting in 

your own town, city or 

village 

Yes 

/  No 

 

Location of the school. Tick only one option  

¶  Rural area (school located outside the Teh. & district Headquarter) 

¶  Urban area (only the school located at Teh. & district Headquarter) 

 

Name of school: -------------------------------------------------------------------------

- 

 

Instructions: 

 

Keeping research confidential is a top priority of the researcher. Please 

respond to each item without any hesitation, reservation and consultation. Please keep 

in mind that your responses will be kept strictly confidential and will be used only for 

research purpose. Please read each statement carefully and give your opinion in the 

spaces given against each statement.  

Thank you for your kind cooperation. 

  



 

VI 

SECTION B   

Read the following statements carefully and tick √the most appropriate 

choice. 

Please be informed that you must tick the scale according to level of 

your agreement or disagreement; strongly Agree = SA; Agree = A; Disagree = 

DA; Undecided = UN and Strongly Disagree = SDA.   

 

No AWARENESS OF STAFF APPRAISAL SA A UD DA  SD

A 

1 Teacher appraisal is part of an effective system capable of reaching desired 

level of effectiveness. 

 ϼϝуЛв ϝͭ ͼ͵ϸϽͭϼϝͭ ḲϠнЯГв нϮ ṔṾ ḲЋϲ ϝͭ аϝЗжϽϪнв ͬтϜ ЬϿтϽ͟ϜṔṾ ϝϧͮЂ Ͻͭ ЭЊϝϲ  

     

2 The whole teaching staff had to undergo the appraisal. 

РϝᴭЂ ϼмϜ иϻϦϝЂϜ аϝгϦ  бᴭЃЂ ЬϿтϽ͟ϜнͭϝϦᵱ͟ ϝжϼϿ͵ ṔЂ ṗṔṾ  

     

3 Teachers must take appraisal process seriously  

ṔϛṾ ϝͧ ϝзуЮ ṔЂ ͼ͵ϹуϯзЂ ϥṿϠ нͭ ЬϿтϽ͟Ϝ нͭ иϻϦϝЂϜ 

     

4 The results of PAS can critically effect on career of teachersṗ 

   ḣуṾ ṔϦнṾ ϾϜϹжϜϽϪϜ Ͻ͟ ͼЦϽϦ ḲжϜϼм ḲЇу͟ ͼͭ иϻϦϝЂϜ ϭϚϝϧж Ṕͭ ЬϿтϽ͟Ϝ 

     

5 School principals & management appraise individual and collective 

performance of all teachers.  

ḲувϝЗϧжϜ ϼмϜ Э͠ЃжϽ͟  аϝгϦиϻϦϝЂϜ  Эгͮв ͼͭ ϝгϧϮϜϼмϜ ͻϸϜϽУжϜКḣуṾṔϦϽͭ ЬϝϦᵱ͟ ͼͭ ͼ͵ϸϽͭϼϝͭ ͼ  

     

6 Training & professional development is suggested based on PAS results. 

ϼϜϹвмϼϜϸ ϝͭ  ͼЦϽϦ ḲжϜϼм ḲЇу͟ ϼмϜ ϥуϠϽϦ ͼͭ иϻϦϝЂϜṔṾ ϝϦнṾ Ͻ͟ ᴫЮϾϼ Ṕͭ  ЬϿтϽ͟Ϝ  

     

No. CLASSROOM MANAGEMENT SA A UD DA  SD

A 

Being much conscious of PAS & its outcomes I make following special efforts for classroom  management: 

 ṔϛЮṔͭ Ṕзлͭϼ бϚϝЦ ХЃж м бЗж ḣув амϼ Ѐыͭ ḣув Ḳͭ ḢнṾ ϝϧͮЂ Ḳṿͭ ṔЂ еуЧт ḣув ṔϚ нṾ Ṕϧлͭϼ ϽЗж Ϲв нͭ ϭϚϝϧж Ḳзͮгв Ṕͭ бᴭЃЂ ЬϿтϽ͟Ϝ

нṾ ϝϧлͭϼ ͻϼϝϮ ḣуЇІнͭ ЭтϺ ḲϮϼϹзвṗ Ḣ  

7 I keep learning about competencies of all students of my class.      



 

VII 

ḢнṾ  ϝϦϽͭ ЅІ нͭ еͮгв ϽṾ ͼͭ Ṕзж ϝϮ нͭ  Ḣнϧуϲ ыЊ Ḳзͮгв  ͼͭ ḢнгЯК ϟЮϝА аϝгϦ Ṕз͟Ϝ ḣув 

8 I set appropriate tasks according to the students‘ grade level. 

 ṗḢнṾ ϝϦϽͭ ϼϝуϦ Ф ϝϡЂϜ ṓнṾ Ṕϧлͭϼ ϽЗж Ϲв нͭ ϥуЯϠϝЦ ͼͭ ḢнгЯК ϟЮϝА аϝгϦ Ṕз͟Ϝ ḣув 

     

9 I use rewards as tool to maintain discipline. 

 ḣув  ṔуЮṔͭ Ṕзлͭϼ ϼϜϽЦ ϽϠ нͭ БϡЎ м бЗжϤϝвϝЛжϜ  ϝϦϽͭ ЬϝгЛϧЂϜṔЂ ϥуϫуϲ ͼͭ Ьнᴬ ͬтϜ нͭ

ḢнṾ 

     

10 Teachers manage discipline affectively in the classroom. 

ḣуṾ Ṕϧлͭϼ БϡЎ бЗж ϽϪнв  ḣув амϼ Ѐыͭ иϻϦϝЂϜ 

     

11 I use peer influence to manage my classroom. 

 ḢнṾ ϝϧтϜ ϜϼϝṿЂ ϝͭ ḢнгЯК ϟЮϝА ṔлͧϜ ḣувṔЯуͭ Ṕзлͭϼ бϚϝЦ БϡЎ м бЗж ḣув амϼ Ѐыͭ 

     

12 Decisions are made according to the needs of the students in the classroom.  

ḣуṾ ṔϦϝϮ Ṕуͭ ṔЯЋуТ ХϠϝГв Ṕͭ ϤϝтϼмϽЎ ͼЃтϼ ϹϦ ͼͭ ϝϡЯА ḣув амϼ Ѐыͭ 

     

13 My students follow me as a role model. 

ḢнṾ Ḳжнгж  ϹуЯЧϦ ЭϠϝЦ ṔуЮ Ṕͭ ḢнгЯК ϟЮϝА ḣув 

     

14 I have moral authority over my students. 

 ḢнгЯК ϟЮϝА ḣувḢнṾ  ϝϧлͭϼ ϼϝуϧ϶Ϝ ϝͭ ṔжϼϜнзЂ Фы϶Ϝ Ṕͭ 

     

15 My students come to school neatly dressed. 

ḣуṾ ṔϦϐ ḣув ЬнͮЂ ṓϽлϧЂ РϝЊ бЯК ϟЮϝА ṓϽув 

     

16 Everything is organized well in my class. 

ṔṾ бЗзв ṔЂ ṔЧтϽА етϽϧṿϠ Ͽуͧ ϽṾ ḣув амϼ Ѐыͭ ͻϽув 

     

17 I do not spare any student for immoral activities. 

ṗϝϦϽͭ ḣуṿж  РϝЛв Ͻ͟ ṔжнṾ ϨнЯв ḣув ḢнувϽ͵ ϽЂ ͼЦы϶Ϝ ϽуО нͭ ḢнгЯК ϟЮϝА ḣув 

     

 Quality of Teaching SA A UD DA  SD

A 

Being much conscious of PAS & its outcomes I take following decisions for high teaching quality  

ЬϿтϽ͟Ϝ  ЭтϺ ḲϮϼϹзв ṔϛЮṔͭ ṔжϽͭ бϚϝЦ ϤϝтϜмϼ ͼЃтϼϹϦ ͼ̴ЯКϜ ḣув амϼ Ѐыͭ ḣув  ḣув ṔϚ нṾ Ṕϧлͭϼ ϽЗж Ϲв нͭ ϭϚϝϧж Ḳзͮгв Ṕͭ бÆЃЂ

ḢнṾ ϝϧлͭϼ ͻϼϝϮ ḣуЇІнͭ 



 

VIII 

18 I am always well prepared for lessons. 

   ḢнṾ ͼϦ нṾ/ ϝϦнṾ Э϶Ϝϸ ͼṾ лϦϝЂ Ṕͭ ͻϼϝуϦ Эгͮв ͼͭ ФϝϡЂϜ ḣув амϼ Ѐыͭ ḣт̪ 

     

19 I always complete the syllabus in time. 

ḢнṾ ͼϦϽͭ/ ϝϦ Ͻͭ бϧ϶ Ͻ͟ ϥЦм ЁϡуЯЂ ḲЇугṾ ḣув 

     

20 I reflect on my teaching for better results. 

ḢнṾ ͼϧṾϼ / ϝϧṾϼ ϹзвϽͮТ ϥЦм ḲгṾ ṔϛЮ Ṕͭ ϤϜϽϪϜ Ḳззͮгв Ṕͭ ЁтϼϹϦ ͼз͟Ϝ 

     

21 I complete the assigned tasks in time. 

 нϮṗḢнṾ ͼϦϽͭ / ϝϦϽͭ Эгͮв Ͻ͟ ϥЦм ḣув ḣуṾ ṔϦϝϮ Ṕтϸ Ṕлϯв аϝͭ 

     

22 I learn from my fellow teachers to improve my teaching. 

ϧлͮуЂ ṔЂ иϻϦϝЂϜ ͼлϦϝЂ Ṕз͟Ϝ ḣувḢнṾ ͼϦϽͭ/ ϝϦϽͭ ЅІнͭ ͼͭ ṔжϽͭ ϽϧṿϠ ЁтϼϹϦ ͼз͟Ϝ ṔϚ̴нṾ Ṕ  

     

23 I drive satisfaction from successful attempts at improvement. 

ṔṾ ϝϧЯв дϝзгАϜ ṔЂ ͻϽϧṿϠ ͼз͟Ϝ Ṕлϯв 

     

 MOTIVATION SA A UD DA  SD

A 

Being much conscious of PAS & its outcomes I indulge into following efforts to keep myself motivated  

 Ṕͭ ḢнЇІнͭ ЭтϺ ḲϮϼϹзв   ṔϛЮ Ṕͭ ṔжϽͭ ЭЊϝϲ ϭϚϝϧж Ḳзͮгв Ṕͭ бᴭЃЂ ЬϿтϽ͟ϜḢнṾ ͼϧṾϼ/ ϝϧṾϼ ͫϽϳϧв аϸ ϽṾ ḣув ṓϼ ϝṿЂ  

24 I challenge myself when teaching. 

ḢнṾ ͼϦϝвϾϐ / ϝϦϝвϾϐ иϸϝтϾ ṔЂ иϸϝтϾ нͭ ḢнϧуϲыЊ ͼз͟Ϝ дϜϼмϸ Ṕͭ ЭгК ͼЃтϼϹϦ Ṕз͟Ϝ ḣув 

     

25 I like reviewing my own performance.  

ḢнṾ  ϝϧṾϼ ϝϧуЮ иϿϚϝϮ ϝͭ ͼ͵ϸϽͭϼϝͭ ͼз͟Ϝ  ϸн϶ ϤϜϿϠ ḣув 

     

26 Individual assessment is important.  

 ṔṾ ͻϼмϽЎ ϥṿϠ ϝзуЮ иϿϚϝϮ ϝͭ ͼ͵ϸϽͭϼϝͭ ͻϸϜϽУжϜ ͼͭ иϻϦϝϧЂϜ 

     

27 Student‘s reaction helps me assess my own teaching.  

ЭгКϸϼ ϝͭ ḢнгЯК ϟЮϝА  Ṕлϯв ṔṾ ϝϦϽͭ ϸϹв ḣув ṔзуЮ  иϿϚϝϮ ϝͭ ЭгК ḣув ͼЃтϼϹϦ ͻϽув 

     

28 I agree with the results of PAS.  

 ḢнṾ  ͼϦϽͭ / ϝϦϽͭ ЬнϡЦ  ṔЂ ͼЮϹІн϶ нͭ ϭϚϝϧж Ḳͭ PAS   ḣув 

     

29 I take observations seriously and commit for further improvement.       



 

IX 

 ṗḢнṾ ͼϧуЮ/ ϝϧуЮ ṔЂ ͼ͵ ϹуϯзЂ ͻϼн͟ нͭϿтмϝϯϦ ͼͭ  ͻϽϧṿϠ ϹтϿв ḣув  

 

 TEAMWORK & PUNCTUALITY SA A UD DA  SD

A 

Being much conscious of PAS & its outcomes I continue with the following efforts: 

ḢнṾ ͼϧлͭϼ/ ϝϧлͭϼ ͻϼϝϮ ḣуЇІнͭ ЭтϺ ḲϮϼϹзв   ṔϛЮ Ṕͭ ṔжϽͭ ЭЊϝϲ ϭϚϝϧж Ḳзͮгв Ṕͭ бᴭЃЂ ЬϿтϽ͟Ϝ 

30 Teachers produce work of exceptionally high quality by learning from each 

other. 

ḣуṾ ṔϧͮЂ ṓϸ аϝϯжϜ ϽЂ ЍϚϜϽТ ͼЃтϼϹϦ етϽϧṿϠ ͼṾ Ͻͭ лͮуЂ ṔЂ ṓϽЂмϸ ͬтϜ иϻϦϝЂϜ 

     

31 Teachers can collectively contribute positively in school development.  

 ḣуṾ ṔϧͮЂϽͭ ϥжмϝЛв ṔуЮ Ṕͭ ͻϽϧṿϠ ͼͭ ЬнͮЃуṾ ṔЂ ЅІнͭ ͼК ϝгϧϮϜ иϻϦϝЂϜ 

     

32 Teachers coordinate their activities as groups to achieve curriculum 

objectives.  

 ḣуṾ ṔϦϽͭ аϝͭ ḣув ͝мϽ͵ Ͻͭ ЭϮ Эв ṔϛЮ Ṕͭ ṔжϽͭ ЭЊϝϲ ϹЊϝЧв ͼЃтϼϹϦ иϻϦϝЂϜ 

     

33 Teachers produce excellent teams of students.  

  ḣуṾ  ṔϦϝзϠ буᴬ ϼϜϹжϝІ ͼͭ иϝϡЯА иϻϦϝЂϜ 

     

34 Teachers come to school regularly and on time.  

ḣуṾ ṔϦϐ ЬнͮЂ Ͻ͟ ϥЦм ṔЂ ͼ͵ϹКϝЦϝϠ иϻϦϝЂϜ 

     

35 Teachers show commitment to their work. 

 ḣуṾ  Ṕϧтϸ аϝϯжϜ ϽЂ аϝͭ ϝз͟Ϝ ṔЂ ͼЂϝзІ ЌϽТ ͼϚϝṿϧжϜ иϻϦϝЂϜ 

     

36 Teachers begin & end their classes at time.  

 ϾϝОϐ Ͻ͟ ϥЦм ϝͭ Ѐыͭ иϻϦϝЂϜḣуṾ ṔϦϽͭ аϝϧϧ϶Ϝ ϼмϜ 

     

37 Teachers do not leave any work pending.  

ͼϚнͭ ḲвϾ Ṕз͟Ϝ иϻϦϝЂϜ ͼлϠ ṔϦᵰнлͧ  ḣуṿж ϜϼнкϸϜ  аϝͭ 

     

 SATISFACTION WITH PAS  A UD DA  SD

A 

Since Appraisal is critical for improvement of Teachers‘ performance therefore,   SA 
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 Ḳͮжнͧ ЬϿтϽ͟ϜṔϛЯЂϜ ṔṾ бṾϜ  ͼϚϝṿϧжϜ ṔϛЯуͭ ͻϽϧṿϠ ͼͭ иϻϦϝЂϜ ϼмϜ ṔϛЮ Ṕͭ ṔжϽͭ ЭЊϝϲ ϭϚϝϧж Ḳзͮгв Ṕͭ ЁутϼϹϦ бᴭЃЂ 

38 I am involved in appraising system. 

Ḣ нṾ ͼϦнṾ/ϝϦнṾ ЭвϝІ ḣув бᴭЃЂ ЬϿтϽ͟Ϝ Ṕͭ ЬнͮЂ Ṕз͟Ϝ ḣувṗ  

     

39 It distinguishes poor performers from good ones.  

 ЬϿтϽ͟ϜṔṾ ϝϦϽͭ ϾϝуϧвϜ ḣув ͼ͵ϸϽͭϼϝͭ ϞϜϽ϶ ϼмϜ ͼлͧϜ бᴭЃЂ 

     

40 I would like be appraised regularly  

нṾ ṔЂ ͼ͵ϹКϝЦϝϠ ЬϿтϽ͟Ϝ ϜϽув Ḳͭ ḢнṾ ͼϧṾϝͧ / ϝϧṾϝͧ ḣув 

     

41 The appraisal system is transparent. 

 ṗṔṾ аϝЗж РϝУІ ͬтϜ бᴭЃЂ ЬϿтϽ͟Ϝ ϽṾ ϝЗϠ 

     

42 The appraisal process is continued throughout the year.  

 ṗṔṾ ϝϧṾϼ ͻϼϝϮ ṔЂ ͼ͵ϹКϝЦϝϠ ЬϝЂ ϜϼϝЂ ḲͮЯϠ ḣуṿж ͼϚϜмϼϝͭ ͼϧЦм ͬтϜ ЬϿтϽ͟Ϝ 

     

43 All teachers are duly informed of their results. 

ṔṾ ͼϦϝϮ ͻϸ ͼṾϝ͵Ϝ  иϹКϝЦϝϠ нͭ иϻϦϝЂϜ ͼͭ ϭϚϝϧж аϝгϦ Ṕͭ ЬϿтϽ͟Ϝ 

     

 MANAGEMENT SUPPORT      

44 Our principals guide us during conduction of PAS. 

ṔṾ ͼϦϽͭ / ϝϦϽͭ ͼϚϝгзṾϼ ϼн͟ ϽлϠ ͻϼϝгṾ Э͠ЃжϽ͟ ϜϼϝгṾ дϜϼмϸ Ṕͭ бᴭЃЂ ЬϿтϽ͟Ϝ 

     

45 There is coordination between teachers and supervisors during appraisal.  

 ϝͭ ϼϿϚϜмϽ͠ЂϼмϜ иϻϦϝЂϜ дϜϼмϸ Ṕͭ бᴭЃЂ ЬϿтϽ͟ϜдмϝЛϦ ͼгṾϝϠ Ṿϼ бϚϝЦṗṔṾ ϝϧ  

     

46 There is coordination between fellow teachers during appraisal.  

ṗḣуṾ ṔϦϽͭ дмϝЛϦ ṔЂ ṓϽЂмϸ ͬтϜ ϝͭ иϻϦϝЂϜ дϜϼмϸ Ṕͭ бᴭЃЂ ЬϿтϽ͟Ϝ 

     

47 The appraisal process relates to teacher performance.  

 ṗṔṾ ḲЛтϼϺ ϽϪнв ϝͭ ṔзͨжϝϮ нͭ ͼ͵ϸϽͭϼϝͭ  ͻϸϜϽУжϜ ͼͭ иϻϦϝЂϜ  бᴭЃЂ ЬϿтϽ͟Ϝ 

     

48 Students benefit from the appraisal process.  

ṗṔṾ ϝϦнṾ нͭ бЯК ϟЮϝА нϦ иϹϚϝТ ЭЊϜ ϝͭ аϝЗж ЀϜ 

     

 DISSATISFACTION WITH PAS      

49 Better training opportunities are not created for teachers based upon their 

appraisal Ϧъ ḣуṿж ͻϽϧṿϠ ḣув ϤϝтϼмϽЎ ͼϧϛуϠϽϦ ͼͮṾϻϦϝЂϜ бᴭЃЂ ЬϿтϽ͟Ϝ                          ϝ 
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50 PAS has been unable to impact positively on collective teacher performance  

ͬЂ нṾ ḣуṿж ϾϜϹжϜϽϪϜ Ͻ͟ ϼнА ϥϡϫв Ͻ͟ ͼ͵ϸϽͭϼϝͭ ͼКϝгϧϮϜ ͼͭ иϻϦϝЂϜ ЬϿтϽ͟Ϝ 

     

51 The whole management is hardly involved in appraisal as a team 

ЬнͮЂ ) Э͠ЃжϽ͟ (ḲувϝЗϧжϜ ḣуṾ ṔϦнṾ ЭвϝІ ͼṾ ϹтϝІ ϰϽА ͼͭ буᴬ ḣув ЭгК Ṕͭ ЬϿтϽ͟Ϝ 

     

52 Teachers appraisal results are never discussed in detail with them individually 

 ͼлϠ ͼлϡͭ нͭ ϭϚϝϧж Ṕͭ ЬϿтϽ͟ϜϝϦϝϮ ϝтъ еуṿж ϩϳϠ ϽтϾ лϦϝЂ Ṕͭ иϻϦϝЂϜ аϝгϦ Ͻ͟ ϼнА ͻϸϜϽУжϜ 

     

53 New appraisal system (PAS) has failed to achieve its objectives 

нṾ аϝͭϝж ḣув ṔжϽͭ ЭЊ ϝϲ РϹṾ ϝз͟Ϝ бᴭЃЂ ЬϿтϽ͟Ϝ ϝуж ṔṾ ϝͮͧ  

     

 NEED FOR IMPROVEMENT      

54 There is considerable need for improvement of present appraisal system 

ṔṾ ϸнϮнв ЅϚϝϯз͵ ͼͭ ͻϽϧṿϠ ϱЎϜм ḣув бᴭЃЂ ЬϿтϽ͟Ϝ-  

     

55 The principals and supervisor need to training to conduct PAS wisely 

 ṔжϽͭ ЬϿтϽ͟ϜṔṾ ϤϼмϽЎ ͼͭ ϥуϠϽϦ ϹтϿв ͼͭ ϤϜϽЏϲ Э͠ЃжϽ͟ ṔϛЯуͭ 

     

56 The process should be easier and comprehensible for all teachers to get 

desired objectives 

ṔϚϝϮ ϝтϝзϠ бṿТ ЭϠϝЦ дϝЂϐ ϼϝͭ ḲЧтϽА ṔϛЯуͭ ṔжϝзϠ ϽϪнв нͭ ϭϚϝϧж Ṕͭ ЬϿтϽ͟Ϝ 

     

57 The results of appraisal should be effectively used for professional 

development of teachers. 

 ϝжϽͭ ЬϝгЛϧЂϜ ṔϛЯуͭ ṔжϝзϠ ϽϧṿϠ ͼ͵ϸϽͭϼϝͭ ͼͭ иϻϦϝЂϜ ṔЂ ṔЧтϽА ϽϪнв нͭ ϭϚϝϧж Ṕͭ ЬϿтϽ͟Ϝ

ṔϛṾϝͧ 
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Appendix D 

Interview Protocol Teachers 

 
Most Respected Sir / Madam, 

Assalam-o-Alaikum! 

I am PhD scholar at the University of Management and Technology Lahore. 

The attached questionnaire is to seek your valuable information for my PhD research, 

―Staff Appraisal System and Performance of Public Higher Secondary School 

Teachers in Punjab.” True and genuine information from you will be much 

appreciated. All data will be kept anonymous. Only collective results will be shared 

for publication. No personal information will be shared with any authority. 

Permission is granted from DPI (SE) Punjab vides orderNo.13842/Admn. 1(4), Dated 

04-10-2014. 

 

Section A: Background Information 

 
Instructions: Please tick against the category that best 

describes you.  
 

 

Your name  

Male   female   Ageyears 

Qualification BA , B Sc , B Ed , 

M A 

M Sc , M Ed , M Phil, Ph 

D  

Number of refresher courses attended        

 

Total period spent in this school 

Years 

Total students in your school             

 

Present posting in your own town, 

city or village                       Yes , No 

 

Location of the school. Tick only one option  

¶  Rural area (school located outside the Teh. & district Headquarter) 

¶  Urban area (only the school located at Teh. & district Headquarter) 

 

Name of school: -------------------------------------------------------------------------

- 

 

Instructions: 

Keeping research confidential is a top priority of the researcher. Please 

respond to each item without any hesitation, reservation and consultation. Please keep 

in mind that your responses will be kept strictly confidential and will be used only for 

research purpose. Please read each statement carefully and give your opinion in the 

spaces given against each statement. Thank you for your kind cooperation. 
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Section B: Protocol for Teachers’ Interviews  

 

1. In your own understanding what comprise teacher performance? 

¶ Excellent student results 

¶ Effective Classroom Management 

¶ Teaching Quality  

¶ Fair Evaluation  

Comment: _______________________________________________________________ 

________________________________________________________________________ 

2.  What do you think are the important components of teacher performance? 

¶ Knowledge of content 

¶ Mastery over delivery 

¶ Team work 

¶ Motivation  

Comment:____________________________________________________________

_____________________________________________________________________ 

3. According to your own understanding what is staff appraisal?  

¶ Performance evaluation system 

¶ A feedback system for employees‘ performance 

¶ Both of them 

Comment:____________________________________________________________

_____________________________________________________________________ 

 

4. What do you think should be the basis of teacher appraisal?  

¶ Effective Teaching  

¶ Student results 

¶ Collaboration & Teamwork 

¶ Extra working for administrative or co-curricular work 

Comment:____________________________________________________________

_____________________________________________________________________ 
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4. b. How often are you appraised? 

¶ Once in a term ( )  

¶ Twice in a term ( )  

¶ Once in the academic year ( )  

¶ On personal wish of the head teacher/ principal ( )     

Comment:____________________________________________________________

_____________________________________________________________________ 

5. What do you think are the weak points of the existing appraisal system? 

¶ It does not measure teacher competence 

¶ It does not measure teacher quality  

¶ It is not culturally relevant 

¶ It does not fit in our school education system 

Comment:____________________________________________________________

_____________________________________________________________________ 

6. What makes current appraisal system successful? 

¶ It informs me of my strengths as a teacher  

¶ It provides me opportunity to reflect on my weaknesses  

¶ The feedback of results provide motivation to perform better 

¶ The results are used for further training & professional development  

Comment:____________________________________________________________

_____________________________________________________________________ 

7.  Have the current appraisal has affected your performance negatively? If yes 

How? 

¶ Increased your anxiety 

¶ Left you frustrated 

¶ You are thinking low of yourself 

¶ You are thinking of leaving the job. 

Comment:____________________________________________________________

_____________________________________________________________________ 
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8. Which type of training do you need to comprehend the PAS system? 

¶ Demonstration  

¶ On job training 

¶ Comprehensive workshop 

¶ I do not need any training 

Comment:____________________________________________________________

_____________________________________________________________________ 

9. Discuss in detail what are your personal concerns about the whole PAS system? 

Comment:____________________________________________________________

_____________________________________________________________________ 

10. What are your suggestions for the improvement of performance appraisal 

system? 

Comment:____________________________________________________________

_____________________________________________________________________ 

  



 

XVI 

Appendix E 

Interview Protocol Administrators/ Principals 

 

Most Respected Sir / Madam, 

Assalam-o-Alaikum! 

I am PhD scholar at the University of Management and Technology Lahore. 

The attached questionnaire is to seek your valuable information for my PhD research, 

―Staff Appraisal System and Performance of Public Higher Secondary School 

Teachers in Punjab.” True and genuine information from you will be much 

appreciated. All data will be kept anonymous. Only collective results will be shared 

for publication. No personal information will be shared with any authority. 

Permission is granted from DPI (SE) Punjab vides orderNo.13842/Admn. 1(4), Dated 

04-10-2014. 

 

Section A: Background Information 

 
Instructions: Please tick against the category that best describes you.  

 

 

Your name  

Male   female   Ageyears 

Qualification BA , B Sc , B Ed , 

M A 

M Sc , M Ed , M Phil, Ph 

D  

Number of refresher courses attended        

 

Total period spent in this school 

Years 

Total students in your school             

 

Present posting in your own town, 

city or village                       Yes , No 

 

Location of the school. Tick only one option  

¶  Rural area (school located outside the Teh. & district Headquarter) 

¶  Urban area (only the school located at Teh. & district Headquarter) 

 

Name of school: -------------------------------------------------------------------------

- 

 

Instructions: 

Keeping research confidential is a top priority of the researcher. Please 

respond to each item without any hesitation, reservation and consultation. Please keep 

in mind that your responses will be kept strictly confidential and will be used only for 

research purpose. Please read each statement carefully and give your opinion in the 

spaces given against each statement. Thank you for your kind cooperation. 
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Interview Protocol for School Principals/Administrators 

Most Respected Sir / Madam, 

Assalam-o-Alaikum! 

I am PhD scholar at the University of Management and Technology Lahore. 

The attached questionnaire is to seek your valuable information for my PhD research, 

―Staff Appraisal System and Performance of Public Higher Secondary School 

Teachers in Punjab.” True and genuine information from you will be much 

appreciated. All data will be kept anonymous. Only collective results will be shared 

for publication. No personal information will be shared with any authority. 

Permission is granted from DPI (SE) Punjab vides orderNo.13842/Admn. 1(4), Dated 

04-10-2014 

 

Section A: Background Information 

 
Instructions: Please tick against the category that best describes you.  

 

A. Please mark your designation. 

¶ CHIEF EXECUTIVE OFFICER (Higher Secondary Schools), 

¶ DISTRICT EDUCATION OFFICER,  

¶ DEPUTY SCHOOL HEAD 

¶ PRINCIPALS 

 

B.  Age bracket of the respondent  

 

      a) 30 & below…….    b) 31-40…….   c) 41-50……..        d) 50+ ……..  

 

C. Gender   Male / Female  

D.  Level of Education of the respondent --------------- 

 

E.  Working experience with Higher Secondary Schools as 

administrators.  

 

a. Less than 1 year         b. 1 – 5 year‘s    c.6 – 10years     d. above than 10years 
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Section B: Protocol for Interviews with administrators 
 
Instructions: Please answer the following statements and questions with 

utmost sincerity and truthfulness. You may tick more than one response and/or 

comment additionally.  

 

1. As an administrator, what is staff appraisal?  

¶ Performance evaluation system 

¶ A feedback system for employees‘ performance 

¶ Both of them 

Comment:____________________________________________________________

_____________________________________________________________________ 

2. What are the main reasons for conducting performance appraisal?                                                                                               

¶ Giving feedback to employees  

¶ Correcting deficiencies of work 

¶ Training and development  

¶ Wage and Salary administration  

¶ Decision making for Promotion  

If any other (Please specify) 

________________________________________________________________________

________________________________________________________________________ 

3. Please identify three key factors constructing the foundation of Teacher 

Appraisal among the following:  

Lesson planning ( ) Lesson presentation ( ) Knowledge of subject matter ( ) 

Quality of Teaching ( ) Punctuality and attendance ( )   Classroom Management ( ) 

Team Work ( ) Student Results ( ) 

If any other (Please specify) 

________________________________________________________________________

________________________________________________________________________ 
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3-a.Which is the best and most effective measure of teacher appraisal indicated 

above?  

________________________________________________________________________

________________________________________________________________________ 

3-b. why? 
________________________________________________________________________

________________________________________________________________________ 

3-c.Which one is weakest measure of teacher appraisal indicated above? 

 
________________________________________________________________________

________________________________________________________________________ 

3-b. why? 
________________________________________________________________________

________________________________________________________________________ 

4. How often do you appraise employees or teachers?                                                                        

Once in a term ( ) Twice in a term ( ) Once in the academic year ( ) As and when it is 

necessary to do so ( )      

Comment: 

________________________________________________________________________

________________________________________________________________________ 

5. At which step the teachers are actually involved during the whole appraisal 

process?  

¶ Establishing performance standards  

¶ communicating standards and expectations                                

¶ measuring the actual performance  

¶ Discussing results 
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¶ Decision making for future 

Comment: 

________________________________________________________________________

________________________________________________________________________ 

6. Which benefits are extended to those teachers who are positively apprised? 

a. Promotion b. Incentives c. Trainings d. Appreciation e. All of them 

Comment: 

________________________________________________________________________

________________________________________________________________________ 

7. Does appraisal benefits induce innovation, commitment and increased 

performance? 

 

YES ( )                                     NO ( )                                                                                                                                                                                                         

7a. Why? 

________________________________________________________________________ 

8. What happens to those who are negatively apprised? 

¶ Departmental Punishment 

¶ Drop of increments. 

¶ Show cause notice 

¶ Termination of employment 

Comment: 

________________________________________________________________________

________________________________________________________________________ 

8-b.How the employees are managed afterwards who had not performed well on 

PAS? 

¶ Supervision 

¶ Coaching 
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¶ Mentoring 

¶ Training  

Comment: _________________________________________________________ 

9. What are you more concerned with 

a. Your staff    or b. their performance  

 

10.  How do you envision your role as conductor of appraisal? 

¶ Critical evaluator 

¶ Unbiased judge 

¶ Coaching supervisor 

Comment: 

________________________________________________________________________

________________________________________________________________________ 

11. Who sets the future targets for the employees or teachers? 

¶ Teachers themselves 

¶ Teachers with their Head teacher or Principal  

¶ Head teacher or Principal 

¶ Executive officer of the district 

¶ District Education Officer 

Other (Please specify). 

________________________________________________________________________

________________________________________________________________________ 

12. How does the performance appraisal system affect employees' commitment 

to work? 

¶ Motivates them to give their best  

¶ Helps in maintaining current level of performance  

¶ Discourages them to make further efforts for improvement  
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Comment: 

________________________________________________________________________

________________________________________________________________________ 

13. What is the main difficulty associated with the performance appraisal 

processes being followed at the GHSS?                                                                                                                                               

¶ Lack of understanding the value and worth of PAS 

¶ Resistance and unwillingness to learn 

¶ Teacher burnout (many older teachers do not believe that system can 

be improved) 

¶ Low commitment of teachers  

¶ Poor management of school heads and principals 

Comment: 

________________________________________________________________________

________________________________________________________________________ 

14. Do you have enough resources to conduct the performance appraisal?                                                                                  

YES ( )                                     NO ( )                                                                                                                                                                                                         

Comment: 

________________________________________________________________________

________________________________________________________________________ 
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15. What improvements you want to suggest for the effective management of 

appraisal system? 

Comment: 

________________________________________________________________________

________________________________________________________________________ 

16. What are your plans for effective implementation of quality improvement 

techniques post appraisal?     

________________________________________________________________________

________________________________________________________________________ 
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Appendix F 

Post-Hoc  Teachers’ Gender wise Comparison 

  N M SD Tukey‘s HSD Comparisons 

AW Male 450 3.0979 1.01057  

Female 450 2.9488 1.01745 Male<Female p<.001 

Total 900 6.0467 2.02802  

CM Male 450 2.8786 .74458  

Female 450 2.0469 .78157 Male<Female p<.001 

Total 900 4.9255 1.52615  

MOT 

 

 

 

Male 450 2.5366 .77848  

Female 450 2.2982 .73980 Male<Female p<.001 

Total 900 4.8348 1.51728  

QT 

 

 

 

Male 450 3.1142 .78852  

Female 450 3.3631 .75280 Male<Female p<.001 

Total 900 6.4783 1.54132  

TW 

 

 

 

Male 450 3.3776 .61202  

Female 450 3.2945 .69771 Male<Female p<.001 

Total 900 6.6721 1.30973  

PU 

 

Male 450 2.3308 .63637  

Female 450 2.3125 .71744 Male=Female 
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Total 

900 4.6433 1.35371 

 

SAT 

 

 

 

Male 450 2.8803 .89029  

Female 450 2.8586 .90624 Male<Female  p<.001 

Total 900 5.7389 1.79653  

MSU 

 

 

 

Male 450 2.7630 .72807  

Female 450 2.7650 .76739 Male=Female 

Total 900 5.5280 1.49646  

DSAT 

 

 

 

 

Male 450 2.6492 .84771  

Female 450 2.6417 .85079 Male=Female 

 

Total 900 5.3909 1.69840 

 

NIMP Male 450 2.6900 .89854  

Female 450 2.6741 .94350 Male<Female  p<.001 

Total 900 5.3641 1.84204  
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Appendix G 

Post Hoc Teachers’ Qualification wise Comparison 

 

Dependent 

Variable 

(I) 

Qualific

ation 

(J) 

Qualifica

tion 

Mean 

Difference 

(I-J) Std. Error Sig. 

95% Confidence Interval 

Lower Bound Upper Bound 

AWARE B.Ed M.A -.70501
*
 .19445 .003 -1.2365 -.1735 

M.Ed -.77778
*
 .22223 .004 -1.3852 -.1704 

M.Phil -.64593
*
 .19523 .009 -1.1796 -.1123 

PhD -.92162
*
 .21691 .000 -1.5145 -.3287 

M.A B.Ed .70501
*
 .19445 .003 .1735 1.2365 

M.Ed -.07277 .11454 .969 -.3858 .2403 

M.Phil .05908 .04301 .645 -.0585 .1766 

PhD -.21661 .10384 .227 -.5005 .0672 

M.Ed B.Ed .77778
*
 .22223 .004 .1704 1.3852 

M.A .07277 .11454 .969 -.2403 .3858 

M.Phil .13185 .11586 .786 -.1848 .4485 

PhD -.14384 .14952 .872 -.5525 .2648 

M.Phil B.Ed .64593
*
 .19523 .009 .1123 1.1796 

M.A -.05908 .04301 .645 -.1766 .0585 

M.Ed -.13185 .11586 .786 -.4485 .1848 

PhD -.27569 .10530 .068 -.5635 .0121 

PhD B.Ed .92162
*
 .21691 .000 .3287 1.5145 

M.A .21661 .10384 .227 -.0672 .5005 
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M.Ed .14384 .14952 .872 -.2648 .5525 

M.Phil .27569 .10530 .068 -.0121 .5635 

CLASSM B.Ed M.A -.26212 .11240 .136 -.5693 .0451 

M.Ed -.35455
*
 .12845 .046 -.7056 -.0034 

M.Phil -.29614 .11285 .067 -.6046 .0123 

PhD -.47002
*
 .12538 .002 -.8127 -.1273 

M.A B.Ed .26212 .11240 .136 -.0451 .5693 

M.Ed -.09243 .06621 .630 -.2734 .0885 

M.Phil -.03402 .02486 .648 -.1020 .0339 

PhD -.20791
*
 .06002 .005 -.3720 -.0438 

M.Ed B.Ed .35455
*
 .12845 .046 .0034 .7056 

M.A .09243 .06621 .630 -.0885 .2734 

M.Phil .05840 .06697 .907 -.1246 .2414 

PhD -.11548 .08643 .669 -.3517 .1208 

M.Phil B.Ed .29614 .11285 .067 -.0123 .6046 

M.A .03402 .02486 .648 -.0339 .1020 

M.Ed -.05840 .06697 .907 -.2414 .1246 

PhD -.17388
*
 .06086 .035 -.3402 -.0075 

PhD B.Ed .47002
*
 .12538 .002 .1273 .8127 

M.A .20791
*
 .06002 .005 .0438 .3720 

M.Ed .11548 .08643 .669 -.1208 .3517 

M.Phil .17388
*
 .06086 .035 .0075 .3402 

QUALITYT B.Ed M.A -.35247
*
 .12250 .033 -.6873 -.0176 

M.Ed -.43889
*
 .14000 .015 -.8216 -.0562 

M.Phil -.34884
*
 .12299 .038 -.6850 -.0127 
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PhD -.45045
*
 .13665 .009 -.8240 -.0769 

M.A B.Ed .35247
*
 .12250 .033 .0176 .6873 

M.Ed -.08642 .07216 .753 -.2837 .1108 

M.Phil .00363 .02710 1.000 -.0704 .0777 

PhD -.09798 .06542 .564 -.2768 .0808 

M.Ed B.Ed .43889
*
 .14000 .015 .0562 .8216 

M.A .08642 .07216 .753 -.1108 .2837 

M.Phil .09005 .07299 .732 -.1095 .2896 

PhD -.01156 .09420 1.000 -.2690 .2459 

M.Phil B.Ed .34884
*
 .12299 .038 .0127 .6850 

M.A -.00363 .02710 1.000 -.0777 .0704 

M.Ed -.09005 .07299 .732 -.2896 .1095 

PhD -.10161 .06634 .542 -.2829 .0797 

PhD B.Ed .45045
*
 .13665 .009 .0769 .8240 

M.A .09798 .06542 .564 -.0808 .2768 

M.Ed .01156 .09420 1.000 -.2459 .2690 

M.Phil .10161 .06634 .542 -.0797 .2829 

MOTI B.Ed M.A -.02916 .11726 .999 -.3497 .2914 

M.Ed .00556 .13401 1.000 -.3607 .3719 

M.Phil -.04593 .11773 .995 -.3677 .2759 

PhD .05676 .13081 .993 -.3008 .4143 

M.A B.Ed .02916 .11726 .999 -.2914 .3497 

M.Ed .03471 .06907 .987 -.1541 .2235 

M.Phil -.01677 .02594 .967 -.0877 .0541 

PhD .08591 .06262 .646 -.0853 .2571 
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M.Ed B.Ed -.00556 .13401 1.000 -.3719 .3607 

M.A -.03471 .06907 .987 -.2235 .1541 

M.Phil -.05149 .06987 .948 -.2425 .1395 

PhD .05120 .09017 .980 -.1953 .2977 

M.Phil B.Ed .04593 .11773 .995 -.2759 .3677 

M.A .01677 .02594 .967 -.0541 .0877 

M.Ed .05149 .06987 .948 -.1395 .2425 

PhD .10269 .06350 .487 -.0709 .2762 

PhD B.Ed -.05676 .13081 .993 -.4143 .3008 

M.A -.08591 .06262 .646 -.2571 .0853 

M.Ed -.05120 .09017 .980 -.2977 .1953 

M.Phil -.10269 .06350 .487 -.2762 .0709 

TEAMW B.Ed M.A -.04337 .12972 .997 -.3980 .3112 

M.Ed -.01667 .14825 1.000 -.4219 .3886 

M.Phil -.00843 .13024 1.000 -.3644 .3476 

PhD .18716 .14470 .695 -.2084 .5827 

M.A B.Ed .04337 .12972 .997 -.3112 .3980 

M.Ed .02670 .07641 .997 -.1822 .2356 

M.Phil .03494 .02869 .741 -.0435 .1134 

PhD .23053
*
 .06928 .008 .0412 .4199 

M.Ed B.Ed .01667 .14825 1.000 -.3886 .4219 

M.A -.02670 .07641 .997 -.2356 .1822 

M.Phil .00824 .07729 1.000 -.2030 .2195 

PhD .20383 .09975 .246 -.0688 .4765 

M.Phil B.Ed .00843 .13024 1.000 -.3476 .3644 
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M.A -.03494 .02869 .741 -.1134 .0435 

M.Ed -.00824 .07729 1.000 -.2195 .2030 

PhD .19559
*
 .07024 .043 .0036 .3876 

PhD B.Ed -.18716 .14470 .695 -.5827 .2084 

M.A -.23053
*
 .06928 .008 -.4199 -.0412 

M.Ed -.20383 .09975 .246 -.4765 .0688 

M.Phil -.19559
*
 .07024 .043 -.3876 -.0036 

PUNCT B.Ed M.A .16414 .16304 .852 -.2815 .6098 

M.Ed .03333 .18633 1.000 -.4760 .5426 

M.Phil .22965 .16369 .626 -.2178 .6771 

PhD -.17905 .18187 .862 -.6762 .3181 

M.A B.Ed -.16414 .16304 .852 -.6098 .2815 

M.Ed -.13081 .09604 .652 -.3933 .1317 

M.Phil .06551 .03606 .365 -.0331 .1641 

PhD -.34320
*
 .08707 .001 -.5812 -.1052 

M.Ed B.Ed -.03333 .18633 1.000 -.5426 .4760 

M.A .13081 .09604 .652 -.1317 .3933 

M.Phil .19632 .09714 .257 -.0692 .4618 

PhD -.21239 .12537 .438 -.5551 .1303 

M.Phil B.Ed -.22965 .16369 .626 -.6771 .2178 

M.A -.06551 .03606 .365 -.1641 .0331 

M.Ed -.19632 .09714 .257 -.4618 .0692 

PhD -.40871
*
 .08829 .000 -.6500 -.1674 

PhD B.Ed .17905 .18187 .862 -.3181 .6762 

M.A .34320
*
 .08707 .001 .1052 .5812 
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M.Ed .21239 .12537 .438 -.1303 .5551 

M.Phil .40871
*
 .08829 .000 .1674 .6500 

SATISF B.Ed M.A -.20960 .12224 .425 -.5437 .1245 

M.Ed -.50303
*
 .13970 .003 -.8849 -.1212 

M.Phil -.16263 .12273 .676 -.4981 .1728 

PhD .04865 .13635 .997 -.3241 .4214 

M.A B.Ed .20960 .12224 .425 -.1245 .5437 

M.Ed -.29343
*
 .07200 .000 -.4902 -.0966 

M.Phil .04697 .02704 .412 -.0269 .1209 

PhD .25825
*
 .06528 .001 .0798 .4367 

M.Ed B.Ed .50303
*
 .13970 .003 .1212 .8849 

M.A .29343
*
 .07200 .000 .0966 .4902 

M.Phil .34040
*
 .07283 .000 .1413 .5395 

PhD .55168
*
 .09399 .000 .2948 .8086 

M.Phil B.Ed .16263 .12273 .676 -.1728 .4981 

M.A -.04697 .02704 .412 -.1209 .0269 

M.Ed -.34040
*
 .07283 .000 -.5395 -.1413 

PhD .21128
*
 .06619 .013 .0304 .3922 

PhD B.Ed -.04865 .13635 .997 -.4214 .3241 

M.A -.25825
*
 .06528 .001 -.4367 -.0798 

M.Ed -.55168
*
 .09399 .000 -.8086 -.2948 

M.Phil -.21128
*
 .06619 .013 -.3922 -.0304 

MANAGES

U 

B.Ed M.A -.45261 .20321 .171 -1.0081 .1028 

M.Ed -.56000 .23224 .113 -1.1948 .0748 

M.Phil -.28721 .20402 .623 -.8449 .2705 
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PhD -.67027
*
 .22668 .026 -1.2899 -.0507 

M.A B.Ed .45261 .20321 .171 -.1028 1.0081 

M.Ed -.10739 .11970 .898 -.4346 .2198 

M.Phil .16540
*
 .04495 .002 .0425 .2883 

PhD -.21766 .10852 .264 -.5143 .0790 

M.Ed B.Ed .56000 .23224 .113 -.0748 1.1948 

M.A .10739 .11970 .898 -.2198 .4346 

M.Phil .27279 .12108 .161 -.0581 .6037 

PhD -.11027 .15626 .955 -.5374 .3168 

M.Phil B.Ed .28721 .20402 .623 -.2705 .8449 

M.A -.16540
*
 .04495 .002 -.2883 -.0425 

M.Ed -.27279 .12108 .161 -.6037 .0581 

PhD -.38306
*
 .11004 .005 -.6838 -.0823 

PhD B.Ed .67027
*
 .22668 .026 .0507 1.2899 

M.A .21766 .10852 .264 -.0790 .5143 

M.Ed .11027 .15626 .955 -.3168 .5374 

M.Phil .38306
*
 .11004 .005 .0823 .6838 

NEEDI B.Ed M.A .02234 .14778 1.000 -.3816 .4263 

M.Ed -.10833 .16888 .968 -.5700 .3533 

M.Phil .06599 .14837 .992 -.3396 .4715 

PhD .05676 .16484 .997 -.3938 .5073 

M.A B.Ed -.02234 .14778 1.000 -.4263 .3816 

M.Ed -.13067 .08705 .562 -.3686 .1073 

M.Phil .04365 .03269 .669 -.0457 .1330 

PhD .03442 .07892 .992 -.1813 .2501 
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M.Ed B.Ed .10833 .16888 .968 -.3533 .5700 

M.A .13067 .08705 .562 -.1073 .3686 

M.Phil .17432 .08805 .277 -.0663 .4150 

PhD .16509 .11363 .594 -.1455 .4757 

M.Phil B.Ed -.06599 .14837 .992 -.4715 .3396 

M.A -.04365 .03269 .669 -.1330 .0457 

M.Ed -.17432 .08805 .277 -.4150 .0663 

PhD -.00923 .08002 1.000 -.2280 .2095 

PhD B.Ed -.05676 .16484 .997 -.5073 .3938 

M.A -.03442 .07892 .992 -.2501 .1813 

M.Ed -.16509 .11363 .594 -.4757 .1455 

M.Phil .00923 .08002 1.000 -.2095 .2280 

DISATI B.Ed M.A -.01553 .25750 1.000 -.7194 .6883 

M.Ed -.43333 .29428 .581 -1.2377 .3710 

M.Phil .07372 .25853 .999 -.6329 .7804 

PhD .69946 .28724 .107 -.0857 1.4846 

M.A B.Ed .01553 .25750 1.000 -.6883 .7194 

M.Ed -.41780
*
 .15168 .047 -.8324 -.0032 

M.Phil .08925 .05696 .519 -.0664 .2449 

PhD .71499
*
 .13751 .000 .3391 1.0909 

M.Ed B.Ed .43333 .29428 .581 -.3710 1.2377 

M.A .41780
*
 .15168 .047 .0032 .8324 

M.Phil .50705
*
 .15342 .009 .0877 .9264 

PhD 1.13279
*
 .19800 .000 .5916 1.6740 

M.Phil B.Ed -.07372 .25853 .999 -.7804 .6329 



 

XXXIV 

M.A -.08925 .05696 .519 -.2449 .0664 

M.Ed -.50705
*
 .15342 .009 -.9264 -.0877 

PhD .62574
*
 .13944 .000 .2446 1.0069 

PhD B.Ed -.69946 .28724 .107 -1.4846 .0857 

M.A -.71499
*
 .13751 .000 -1.0909 -.3391 

M.Ed -1.13279
*
 .19800 .000 -1.6740 -.5916 

M.Phil -.62574
*
 .13944 .000 -1.0069 -.2446 

*. The mean difference is significant at the 0.05 level. 
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Appendix H 

Post Hoc Comparisons Refresher Courses Wise 
 

Dependent 

Variable 

(I) Number of 

refresher 

courses 

attended 

(J) Number of 

refresher courses 

attended 

Mean 

Difference (I-J) Std. Error Sig. 

AWARE 

1>2>3 

1 2 -.16510 .27645 .822 

3 -.25116 .27549 .633 

2 1 .16510 .27645 .822 

3 -.08606 .04281 .110 

3 1 .25116 .27549 .633 

2 .08606 .04281 .110 

CLASSM 

2>1>3 

1 2 -.06235 .15849 .918 

3 -.16749 .15794 .539 

2 1 .06235 .15849 .918 

3 -.10513
*
 .02454 .000 

3 1 .16749 .15794 .539 

2 .10513
*
 .02454 .000 

QUALITY

T 

2>3>1 

1 2 .11463 .17339 .786 

3 .06036 .17279 .935 

2 1 -.11463 .17339 .786 

3 -.05427 .02685 .108 

3 1 -.06036 .17279 .935 

2 .05427 .02685 .108 

MOTI 

2>1>3 

1 2 .04796 .16546 .955 

3 .02986 .16489 .982 
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2 1 -.04796 .16546 .955 

3 -.01810 .02562 .760 

3 1 -.02986 .16489 .982 

2 .01810 .02562 .760 

TEAMW 

2>3>1 

1 2 .20862 .18306 .490 

3 .12795 .18243 .763 

2 1 -.20862 .18306 .490 

3 -.08067
*
 .02835 .013 

3 1 -.12795 .18243 .763 

2 .08067
*
 .02835 .013 

PUNCT 

2>3>1 

1 2 .17226 .23147 .737 

3 .05130 .23067 .973 

2 1 -.17226 .23147 .737 

3 -.12095
*
 .03584 .002 

3 1 -.05130 .23067 .973 

2 .12095
*
 .03584 .002 

SATISF 

3>2>1 

1 2 .01641 .17452 .995 

3 .12254 .17392 .761 

2 1 -.01641 .17452 .995 

3 .10612
*
 .02703 .000 

3 1 -.12254 .17392 .761 

2 -.10612
*
 .02703 .000 

MANAGE

SU 

2>3>1 

1 2 -.10433 .29049 .931 

3 -.12486 .28949 .903 

2 1 .10433 .29049 .931 
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3 -.02054 .04498 .892 

3 1 .12486 .28949 .903 

2 .02054 .04498 .892 

NEEDI 

2>3>1 

1 2 .14326 .20568 .766 

3 -.02335 .20497 .993 

2 1 -.14326 .20568 .766 

3 -.16661
*
 .03185 .000 

3 1 .02335 .20497 .993 

2 .16661
*
 .03185 .000 

DISATI 

3>2>1 

1 2 .18871 .36360 .862 

3 .51146 .36235 .335 

2 1 -.18871 .36360 .862 

3 .32274
*
 .05630 .000 

3 1 -.51146 .36235 .335 

2 -.32274
*
 .05630 .000 
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Appendix I 

Post Hoc   Student strength wise Multiple Comparisons 

Dependent 

Variable 

(I) Total 

students 

in your 

school 

(J) Total 

students in 

your school 

Mean 

Difference (I-J) Std. Error Sig. 

95% Confidence Interval 

Lower Bound Upper Bound 

AWARE 3.00 4.00 -.33399 .15727 .146 -.7388 .0708 

5.00 -.20638 .15690 .553 -.6102 .1975 

6.00 -.15625 .15599 .748 -.5577 .2452 

4.00 3.00 .33399 .15727 .146 -.0708 .7388 

5.00 .12761 .05296 .076 -.0087 .2639 

6.00 .17774
*
 .05018 .002 .0486 .3069 

5.00 3.00 .20638 .15690 .553 -.1975 .6102 

4.00 -.12761 .05296 .076 -.2639 .0087 

6.00 .05013 .04901 .736 -.0760 .1763 

6.00 3.00 .15625 .15599 .748 -.2452 .5577 

4.00 -.17774
*
 .05018 .002 -.3069 -.0486 

5.00 -.05013 .04901 .736 -.1763 .0760 

CLASSM 3.00 4.00 .16275 .09040 .274 -.0699 .3954 

5.00 .17542 .09019 .210 -.0567 .4076 

6.00 .27350
*
 .08967 .013 .0427 .5043 

4.00 3.00 -.16275 .09040 .274 -.3954 .0699 

5.00 .01267 .03044 .976 -.0657 .0910 

6.00 .11076
*
 .02885 .001 .0365 .1850 

5.00 3.00 -.17542 .09019 .210 -.4076 .0567 

4.00 -.01267 .03044 .976 -.0910 .0657 

6.00 .09808
*
 .02817 .003 .0256 .1706 
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6.00 3.00 -.27350
*
 .08967 .013 -.5043 -.0427 

4.00 -.11076
*
 .02885 .001 -.1850 -.0365 

5.00 -.09808
*
 .02817 .003 -.1706 -.0256 

QUALITY

T 

3.00 4.00 .09240 .09927 .788 -.1631 .3479 

5.00 .05603 .09903 .942 -.1989 .3109 

6.00 .10227 .09846 .727 -.1511 .3557 

4.00 3.00 -.09240 .09927 .788 -.3479 .1631 

5.00 -.03637 .03343 .697 -.1224 .0497 

6.00 .00987 .03167 .990 -.0717 .0914 

5.00 3.00 -.05603 .09903 .942 -.3109 .1989 

4.00 .03637 .03343 .697 -.0497 .1224 

6.00 .04624 .03094 .441 -.0334 .1259 

6.00 3.00 -.10227 .09846 .727 -.3557 .1511 

4.00 -.00987 .03167 .990 -.0914 .0717 

5.00 -.04624 .03094 .441 -.1259 .0334 

MOTI 3.00 4.00 .25327
*
 .09424 .037 .0107 .4958 

5.00 .27407
*
 .09402 .019 .0321 .5161 

6.00 .24716
*
 .09347 .041 .0066 .4877 

4.00 3.00 -.25327
*
 .09424 .037 -.4958 -.0107 

5.00 .02080 .03173 .914 -.0609 .1025 

6.00 -.00611 .03007 .997 -.0835 .0713 

5.00 3.00 -.27407
*
 .09402 .019 -.5161 -.0321 

4.00 -.02080 .03173 .914 -.1025 .0609 

6.00 -.02691 .02937 .796 -.1025 .0487 

6.00 3.00 -.24716
*
 .09347 .041 -.4877 -.0066 
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4.00 .00611 .03007 .997 -.0713 .0835 

5.00 .02691 .02937 .796 -.0487 .1025 

TEAMW 3.00 4.00 .16593 .10508 .391 -.1045 .4364 

5.00 .14057 .10483 .537 -.1293 .4104 

6.00 .13565 .10422 .562 -.1326 .4039 

4.00 3.00 -.16593 .10508 .391 -.4364 .1045 

5.00 -.02536 .03538 .890 -.1164 .0657 

6.00 -.03028 .03353 .803 -.1166 .0560 

5.00 3.00 -.14057 .10483 .537 -.4104 .1293 

4.00 .02536 .03538 .890 -.0657 .1164 

6.00 -.00492 .03275 .999 -.0892 .0794 

6.00 3.00 -.13565 .10422 .562 -.4039 .1326 

4.00 .03028 .03353 .803 -.0560 .1166 

5.00 .00492 .03275 .999 -.0794 .0892 

PUNCT 3.00 4.00 .15723 .13289 .638 -.1848 .4993 

5.00 .22123 .13258 .341 -.1200 .5625 

6.00 .22372 .13180 .326 -.1155 .5630 

4.00 3.00 -.15723 .13289 .638 -.4993 .1848 

5.00 .06400 .04475 .481 -.0512 .1792 

6.00 .06649 .04240 .397 -.0426 .1756 

5.00 3.00 -.22123 .13258 .341 -.5625 .1200 

4.00 -.06400 .04475 .481 -.1792 .0512 

6.00 .00249 .04141 1.000 -.1041 .1091 

6.00 3.00 -.22372 .13180 .326 -.5630 .1155 

4.00 -.06649 .04240 .397 -.1756 .0426 
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5.00 -.00249 .04141 1.000 -.1091 .1041 

SATISF 3.00 4.00 -.22990 .09950 .096 -.4860 .0262 

5.00 -.17612 .09927 .287 -.4316 .0794 

6.00 -.29881
*
 .09869 .013 -.5528 -.0448 

4.00 3.00 .22990 .09950 .096 -.0262 .4860 

5.00 .05379 .03351 .376 -.0325 .1400 

6.00 -.06891 .03175 .132 -.1506 .0128 

5.00 3.00 .17612 .09927 .287 -.0794 .4316 

4.00 -.05379 .03351 .376 -.1400 .0325 

6.00 -.12270
*
 .03101 .000 -.2025 -.0429 

6.00 3.00 .29881
*
 .09869 .013 .0448 .5528 

4.00 .06891 .03175 .132 -.0128 .1506 

5.00 .12270
*
 .03101 .000 .0429 .2025 

MANAGE

SU 

3.00 4.00 -.29108 .16504 .292 -.7159 .1337 

5.00 -.13818 .16465 .836 -.5620 .2856 

6.00 -.11989 .16369 .884 -.5412 .3014 

4.00 3.00 .29108 .16504 .292 -.1337 .7159 

5.00 .15290
*
 .05557 .031 .0099 .2959 

6.00 .17119
*
 .05266 .007 .0357 .3067 

5.00 3.00 .13818 .16465 .836 -.2856 .5620 

4.00 -.15290
*
 .05557 .031 -.2959 -.0099 

6.00 .01829 .05143 .985 -.1141 .1507 

6.00 3.00 .11989 .16369 .884 -.3014 .5412 

4.00 -.17119
*
 .05266 .007 -.3067 -.0357 

5.00 -.01829 .05143 .985 -.1507 .1141 
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NEEDI 3.00 4.00 -.05208 .11818 .971 -.3563 .2521 

5.00 -.02380 .11790 .997 -.3273 .2797 

6.00 .10014 .11721 .828 -.2015 .4018 

4.00 3.00 .05208 .11818 .971 -.2521 .3563 

5.00 .02828 .03979 .893 -.0741 .1307 

6.00 .15223
*
 .03771 .000 .0552 .2493 

5.00 3.00 .02380 .11790 .997 -.2797 .3273 

4.00 -.02828 .03979 .893 -.1307 .0741 

6.00 .12395
*
 .03683 .004 .0292 .2187 

6.00 3.00 -.10014 .11721 .828 -.4018 .2015 

4.00 -.15223
*
 .03771 .000 -.2493 -.0552 

5.00 -.12395
*
 .03683 .004 -.2187 -.0292 

DISATI 3.00 4.00 .08667 .20623 .975 -.4442 .6175 

5.00 .00686 .20575 1.000 -.5227 .5364 

6.00 -.33864 .20455 .348 -.8651 .1878 

4.00 3.00 -.08667 .20623 .975 -.6175 .4442 

5.00 -.07981 .06945 .659 -.2586 .0989 

6.00 -.42530
*
 .06580 .000 -.5947 -.2559 

5.00 3.00 -.00686 .20575 1.000 -.5364 .5227 

4.00 .07981 .06945 .659 -.0989 .2586 

6.00 -.34550
*
 .06427 .000 -.5109 -.1801 

6.00 3.00 .33864 .20455 .348 -.1878 .8651 

4.00 .42530
*
 .06580 .000 .2559 .5947 

5.00 .34550
*
 .06427 .000 .1801 .5109 

*. The mean difference is significant at the 0.05 level. 
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Appendix J 

Performance Appraisal Scale for Secondary School Teachers (PAS-SST’s) 

                                       

Location of the school. Tick only one option  

 Rural area (school located outside the Teh. & district Headquarter) 

 Urban area (only the school located at Teh. & district Headquarter) 

Name of school-------------------------------------------------------------------------- 

Keeping research confidential is a top priority of the researcher. Please respond to each 

item without any hesitation, reservation and consultation. Please keep in mind that your 

responses will be kept strictly confidential and will be used only for research purpose. 

Please read each statement carefully and give your opinion in the spaces given against 

each statement. Thank you for your kind cooperation.  

 

         Performance Appraisal Scale for Secondary School Teachers (PAS-SST’s) 

 

 

Your name  
Male   female   Ageyears 

Qualification BA , B Sc , B Ed , M A M Sc , M Ed , M Phil, Ph D  

Number of refresher courses attended         Total period spent in this school Y 

Total students in your school              
Present posting in your own town, city 

or village                       Yes , No 

S.r 

No 
 Strongly 

Agree 

Agree Undecided Disagree  Strongly 

Disagree 

1 Teachers have full 

command on subject. 
     

2 Seating arrangement 

promote effective teaching 

and learning environment. 

     

3 Teachers set appropriate 

tasks according to the 

Students grade level. 

     

4 The students are treated in 

friendly manner. 
     

5 The mutual co-operation 

and understanding between 

teachers and students are 

ensured by the teachers. 

     

6 Teachers prepare their 

lessons adequately before 

delivering the lecture. 

     

7 Class room is neat and 

clean. 
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8 Teachers manage discipline 

affectively in the 

classroom. 

     

9 Decisions are made 

according to the needs of 

the students in the 

classroom. 

     

10 Teachers are precise and 

clear in their subject 

matters. 

     

11 All students are treated in 

equity manner. 
     

12 Student‘s questions are 

positively responded by the 

teachers. 

     

13 Lessons are well planned 

by the teachers. 
     

14 Teachers properly 

communicate their lectures. 
     

15 Teachers use audio –visual 

aids during lectures. 
     

16 Teachers present their 

lessons in a meaningful 

manner. 

     

17 Student teacher interaction 

helps in creating conducive 

learning environment. 

     

18 Teachers complete their 

classes well in time. 
     

19 Teachers produce work of 

exceptionally high quality. 
     

20 Teachers manage their 

work according to the 

syllabus. 

     

21 Curricular and co –

curricular activities are 

organized according to the 

annual schedule. 

     

22 Teachers maintain good 

relations with students. 
     

23 Lessons are conducted 

according to school time 

table. 

     

24 Teachers contribute 

positively in school 

development. 

     

25 School time table is strictly 

followed by the teachers. 
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26 Teachers come to school 

regularly and on time. 
     

27 Teachers wear neat and 

clean dress. 
     

28 Pace of work is in line with 

time frame. 
     

29 Examinations are arranged 

according to schedule. 
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