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Abstract

The purpose of this study was to explore the relationship between teachers’ performance
appraisal methods and job performance . Data were collected from 110 teachers teaching at an
Islamic boarding school in Gontor, Indonesia who had two to five years of teaching experience.
A 35-item Likert scale, adapted from Muwanguzi (2010), was used to collect information
regarding the appraisal methods and teaching performance. The data were analyzed in a two-
step approach to test the measured variables representing three latent constructs namely
classroom observation, lesson planning, self-appraisal, and teachers’ job performance as the
criterion variable. The findings from descriptive analysis indicated that teachers perceived self-
appraisal as the most preferred and effective appraisal method used by the school, while
classroom observation and lesson planning were moderately used. The correlation analysis
revealed positive associations between job performance and two of the TPA methods, i.e.
classroom observation and self-appraisal, while lesson planning was negatively correlated with
it.
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INTRODUCTION

Managing educational institutions in the 21% century is a highly challenging task that increases
in complexity as school leaders face expanded responsibilities and high expectations from
education stakeholders, particularly parents and the government. Not only are school leaders
required to fulfill parental and societal needs, but they are also expected to respond to the
demands and pressures from politicians to improve student achievement in the pursuit of
ranking and international benchmarking standards (Mulford, 2008). The race for ranking has
inspired every country in the world to strive to sustain its competitive edge by reforming
educational policies that can better prepare the country to cope with the complexities and
challenges of globalisation. Two of the most popular educational reform initiatives are the
emphasis on science and technology and the adoption of new instructional pedagogies. Having
new initiatives means that policymakers must formulate effective strategies to ensure all
educational institutions have the capability to provide and sustain high quality education. This
capability can be enhanced through effective performance appraisal, which is the act and
process of creating a work environment that enables people to perform to the best of their
abilities (Blandford, 2000).
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Against this backdrop, it is imperative that educational institutions strengthen their
performance management to meet the burgeoning demands of educational reforms. In this case,
performance appraisal is one of the methods used to improve teachers’ performance and
teaching quality (Stronge, 2006) where feedback is continuously given to teachers to help them
achieve school aims and objectives. Specifically, formative assessments are needed to help
teachers improve their performances at the workplace. Hence, it is clear that the main objectives
of performance appraisals are to evaluate and improve teachers’ job performance in schools,
and promote their professional growth.

Appraisal systems and practices vary from country to country. In Indonesia, teachers’
performance is appraised in a system called the Teachers’ Performance Appraisal (TPA) which
is managed directly by school principals, school inspectors, and head teachers (Nur Lisnawati,
2003). However, the outcomes of the TPA are rarely utilized in an effective way to improve the
quality of teaching and learning in Indonesian schools. This problem could be due to the
absence of an effective and consistent policy and standard operating procedures in planning,
implementing and monitoring the impact of the TPA on teachers’ performance. Previous studies
have shown that teacher factors, like the lack of accountability for results, influence teaching
and learning (Verspoor, 2008), which can be addressed or overcome by having a consistent
appraisal system that promotes greater teacher accountability. Having such a monitoring system
in schools ensures that teachers perform their duties as expected.

In principle, teacher appraisal has the potential to improve the teaching profession and
the effectiveness of teachers. When used for both accountability and instructional improvement,
performance appraisal that identifies and enhances teaching quality may be considered the ideal
quality assurance mechanism to assess job performance (Danielson & McGreal, 2000).
According to Armstrong (2003), TPA is useless unless it employs effective methods of
appraisal with outcomes that can be seen and measured. Therefore, in order to be effective,
schools must employ different TPA methods that can produce clear, beneficial and measureable
outcomes. Darling-Hammond, Wise and Peace (1999) suggest three methods in carrying out
TPAs in schools. They are classroom observation, self-appraisal or self-assessment, and lesson
planning.

Classroom Observation

Classroom observations (CO) are carried out by the school management to observe every event
that takes place in the classroom during the actual teaching and learning activities. This method
is essential to assess teachers’ performance in their actual teaching. Classroom observations can
be held regularly, several times in a semester to meet the school’s goals and objectives. This
method has many benefits to teaching and learning practices. First and foremost, the school
management can gather data about the school climate, quality of student-teacher interaction,
classroom management, and rapport between teacher and students (Roelofs & Sanders, 2007).
This means that other relevant aspects of the teacher’s performance, apart from the instructional
methods used by him or her, can be captured for evaluation. However, before conducting a
classroom observation, the school management should make provisions that should be applied
during the observation. The provisions are included in eight major areas: lesson organization,
content knowledge and relevance, presentation, instructor-student interactions, collaborative
learning activities, lesson implementation, instructional materials, and student responses (Hora
& Ferrare, 2013). Hence, after conducting an observation, the appraiser is required to complete
a report and assessment documents for the teacher being assessed. The assessments are related
to the teacher’s performance in the classroom, and it is suggested that the appraiser provide
solutions to solve the problems related to the teaching methods used in the instruction.



Wildan & Azam: Teachers’ Appraisal Methods and Job Performance 19

Self-Appraisal

Self-appraisal (SA) is a teacher’s evaluation of his or her own teaching performance. He or she
may do so by reviewing the teaching methods used in the classroom. Self-appraisal provides
information about a teacher's self-improvement, personal development and professional
responsibility. Andersen et al. (2004) defined self-appraisal as not merely a method, but also, a
comprehensive approach which includes philosophical attitudes and strategies for instructional
improvement. Moreover, Haertel (1993) described self-appraisal as “the process of judging
one’s own performance for the purpose of self-improvement” (p. 131). Self-appraisal is a
procedure of collecting information about a teacher's teaching performance using one or more
evaluation methods and data sources. A school may assign its teachers to conduct self-
appraisals either formatively or as a summative exercise. Whatever the purpose, self-appraisal
Is used to verify that a teacher is making progress toward a certain set of predefined goals.

Lesson Planning

Another method to evaluate teachers’ performance is lesson planning (LP). A lesson plan
generally consists of several stages which all teachers are required to carefully deliberate upon.
It normally begins with a revision of the content taught in the previous class. The teacher may
start by asking questions to recall prior learning, and then makes connections with previous
content. This is done to help the students to remember the connection between the previous
lesson and the present one. The second part is presenting new content where the teacher focuses
on the lesson goals and objectives. In imparting the new content, the teacher might relate what
students are presently learning in class with their daily lives, and further extend their
understanding by applying what they know in real world contexts. The third stage is evaluation-
-this is where the teacher tests students’ understanding by asking them comprehension or
application questions.

Denner et al. (2001) looked at lesson planning as an evaluation method for instructional
aspects like teaching preparation, content arrangement, teaching methods, and learning targets.
According to Matters et al. (2008), most educational institutions in developed countries reported
using lesson plans as a method to evaluate their teachers’ performance in schools. From the 140
school districts surveyed in the study, only 4 percent did not use lesson plans for teacher
appraisal.

Context of the Study and Problem Statement

Darussalam Modern Islamic Boarding School or KMI (Kulliyyatul Mu’allimin Al Islamiyyah)
Gontor is one of the Islamic educational institutions located in Gontor Ponorogo East Java,
Indonesia that engages in teaching Islamic subjects in order to produce the Islamic Education
teachers. Judging from its name, KMl is a high school for prospective teachers. At this school,
teachers do not seem to benefit from the TPA feedback although the system is in place. Even
after years of implementation, the system has not succeeded in equipping teachers with the
knowledge, skills and attitudes necessary to perform their duties effectively. An effective
appraisal system can play a crucial role by changing and aligning the attitudes of newly
recruited teachers with the norms and requirements of the teaching profession. It can also equip
teachers with the practical knowledge and skills for effective teaching.

Moreover, effective appraisal in professional learning has taken a prominent position as
a tool that invests in building teacher knowledge and skills (Ingvarson, 2003), and has been
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regarded as a key lever to improve teaching. A synergistic relationship must exist between
teacher appraisal and professional learning if instructional practices are to be improved, as
“without a clear link to professional development opportunities, the impact of teacher appraisal
and performance review will be relatively limited” (Elliott, K. (2015). Although many studies
have examined the relationship between performance appraisals and different independent
variables in various learning institutions, few have actually investigated the specific links
between the three appraisal methods and teachers’ job performance, specifically in terms of
how these methods would benefit an Islamic boarding school. Thus, there is a need to look at
how an Islamic school, such as the one existing in Gontor, Indonesia, conducts the assessment
of its teachers, and to examine the impact such assessment might have on the teachers’ job
performance.

Research Objectives and Questions

The present study, conducted at an Islamic boarding school in Gontor, profiled teachers’
perceptions of the TPA methods (i.e., classroom observation, self-appraisal and lesson
planning) used by the school, and the relationship between the perceived uses of these methods
and their job performance. The research questions were:

1. What are KMI teachers’ perceptions of the TPA methods used in appraising their job
performance?

2. ls there a significant relationship between the perceived use of these three TPA methods
and KMI teachers’ job performance?

Conceptual Model

The research objectives and questions may be summarized and visualized in the following
conceptual model (Figure 1). Each of the TPA methods was hypothesized to correlate positively
with job performance.

(SA)
Self-Appraisal

(LP) (JP)
Lesson Planning Job Performance

(CO)
Classroom
Observation

Figure 1. The Study’s Conceptual Model
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METHODOLOGY

Population and Sample

One hundred and ten (N = 110) male teachers working at the KMI Islamic boarding school in
Gontor were involved in the study. This number constituted about 85% of the total population
of teachers serving in the school. They were all male as the school was specified for male
students only. The sample comprised relatively young teachers with a teaching experience of
between two and five years. Table 1 provides further information about the sample.

Table 1
Characteristics of the Sample (N = 110)

Background Characteristics N %
Age

= 16-20 16 14

= 21-25 84 76

= 26 above 10 9.1
Academic Qualifications

= KMl level 83 75

= Bachelor’s Degree 27 24
Years of Teaching Experience

= Two 22 20

= Three 24 21

=  Four 30 27

= Five 34 30

Instrument

The study used a-35 item questionnaire to capture the teachers' perceptions of the methods used
by the Islamic school to assess their performance. The questionnaire items were drawn from
textbooks and partly adapted from Muwanguzi (2010). The items measured four constructs, i.e.,
classroom observation, lesson planning, and self-appraisal as the predictor variables, and
teachers’ job performance as the criterion variable. The respondents indicated their degree of
agreement and disagreement to the items on a 6-point Likert scale which consisted of Strongly
Disagree, Slightly Disagree, Disagree, Slightly Agree, Agree, and Strongly Agree. The
reliability indexes for the data derived from these items were 0.74 for classroom observation
(CO), 0.74 for self-appraisal (SA), 0.72 for lesson planning (LP), and 0.77 for teachers’ job
performance.

Data Analysis

The unit of analysis for this study was the school teachers; therefore, each respondent's scores were
aggregated based on the extent of their perceptions of the variables observed. The independent
variables were the three methods of performance appraisal, i.e. CO, SA and LP, while the
dependent variable was job performance. The first level of analysis involved using descriptive
statistics to profile the teachers’ perceptions of each TPA method and their job performance, from
which mean scores were derived to indicate the respondents’ perception level. Based on the mean



22 UM JOURNAL OF EDUCATIONAL STUDIES, 6:2 (2018)

scores, three categories of thresholds (i.e., high, moderate, and low) were used to describe the
perceived levels of the TPA methods used by the school. The thresholds are shown in Table 2
below:

Table 2
Thresholds Indicating the Levels of Teachers’ Performance Appraisal
Thresholds Level of Performance Appraisal
1.00 - 2.66 Low
2.67 -4.33 Moderate
4.34 - 6.00 High

The categories were derived from the following formula (Mustika, 2009):
(Highest score — lowest score) + (index score)

where the computed scores for all methods would fall between 1 and 6. A sample calculation
for an index is: (6;1) = 1.66. Additionally, the thresholds for the teachers' perceptions of their
job performance were computed using the following formula (Mustika, 2009):

(Highest score — lowest score) + (index score)

The score of teacher performance will move between 1-5, while the interval score is:

GD - 133.To simplify the interpretation, the following categories were used to indicate the

respective levels (Table 3):

Table 3
Thresholds Indicating the Levels of Teachers’ Job Performance
Thresholds Level of Performance Appraisal
1.00-2.33 Low
2.34 - 3.66 Moderate
3.67-5.00 High

Interpreting the Strength of Correlation Coefficients

Pearson correlation analysis was run on the TPA data to see the associations between the three
methods and teachers' job performance. Taylor's (1990) guidelines were used to decide whether
a correlation between a TPA method and job performance is weak, moderate, strong, or very
strong. Taylor (1990) wrote that, "correlation coefficients (in absolute value) which are < 0.35
are considered to represent low or weak correlations, 0.36 to 0.67 modest or moderate
correlations, and 0.68 to 1.0 strong or high correlations with r coefficients > 0.90 very high
correlations" (p. 37).
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RESULTS

Thirty-five items representing the three methods of TPA and teachers' job performance were
used to assess each variable in the study. Teachers' responses to them are discussed in the
following sections.

Perceptions towards Classroom Observation as a TPA Method

Table 4 shows teachers' perceptions towards the school's use of classroom observation as a
performance appraisal method.

Table 4
Perceptions towards Classroom Observation (N=110)

Response Categories

Items _ M SD
Disagree Agree

1. lunderstood the observation instrument 6 104 477 077
before | was assessed (5.5%) (94.5%) ' '

2. The results of the observations are 4 106 499 074
adequately explained to me (3.6%) (96.4%) ' '

3. The results of the observations caused me 1 109 539 059
to make changes and improvements (0.9%) (99.1%) ' '

4. The observation has a positive impact on 0 110 597 066
students' learning process (0%) (100%) ' '

5. The observer has an adequate 0 110 513 061
understanding of good teaching practices (0%) (100%) ' '

6. The observer has an adequate 1 109
understanding of the subject content 507 074

. g (0.9%) (99.1%)

being taught by teachers in the classroom

7. The observer in my classroom is well 5 105 497 084
trained (4.5%) (95.5%) ' '

8. Classroom observations caused me to feel 79 31 278 136
stressed (71.8%) (28.2%) ' '

9. Formal classroom observations are 1 109 502 073
helpful for improving my teaching (0.9%) (99.1%) ' '

10. I don’t have any objection when a senior 34 76
teacher observes my teaching (30.9%) (69.1%) 383 134

4.72  0.837

Note: Agree = (Slightly Agree + Agree + Strongly Agree); Disagree = (Strongly Disagree + Slightly Disagree+ Disagree)

The distribution of responses shows that all the teachers rated the CO method, its impact and
the observers involved quite positively. All approved that classroom observation had a positive
impact on students’ learning process (100%), caused them to make changes and improvements
(99.1%), and helped to improve their teaching (99.1%). It appeared that their appraisal was
done properly by the school as the teachers were made to understand the instrument (i.e.,
assessment criteria) prior to the observation (94.5%) and were informed of the results thereafter
(96.4%). Additionally, the observers were perceived as knowledgeable about the practices of
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good teaching (100%) and the content being taught during the observation (99.1%); they were
also perceived to be well-trained (95.5%). However, the method caused some teachers to feel
stressed and uncomfortable (28.2%). Close to one-third preferred not to be observed by a senior
teacher (31%). The mean rating for CO is 4.72, which indicates a high or favorable rating as a
TPA method.

Perceptions towards Self-Appraisal as a TPA Method

Table 5 shows teachers' perceptions towards the school's use of self-appraisal as a performance
appraisal method.

Table 5
Perceptions towards Self-Appraisal (N=110)

Response Categories

Items - M SD
Disagree Agree

1. | am trained to do self-appraisal for my 3 107 498 075
teaching performance (2.7%) (82.7%) ' '

2. 1 know clearly the criteria used to self- 11 99 481 0.9
appraise (10%) (90%) ' '

3. 1 know the goals and objectives of my 0 110 594 056
teaching practice (0%) (100%) ' '

4. | prefer to do a self-appraisal than other 10 100 471 0.98
methods (9.1%) (90.9%) ' '

5. Self-appraisal is more objective 7 103 465 0.99
compared to other methods of appraisal (6.4%) (93.6%) ' '

6. | believe that self-appraisal should be 20 90 455 190
combined with other methods to make (18.2%) (81.8%) ' '
it valid and reliable

7. Through self-appraisal, I’'m able to 2 108 518 0.71
identify my strengths and weaknesses (1.8%) (98.2%) ' '
in my teaching

8. | prefer self-appraisal as a method and 33 77
should not involve any one else in (30%) (70%) 408 1.0

appraising me

477 0.89

Note: Agree = (Slightly Agree + Agree + Strongly Agree); Disagree = (Strongly Disagree + Slightly Disagree+ Disagree)

The table above shows that a majority of the teachers understood the goal and objectives of
their teaching activities (100%). Most preferred SA to other appraisal methods (91%), believing
it to be more objective (93.6%) and effective in helping them to identify the strengths and
weaknesses of their teaching (98.2%). Most also felt they were well-trained in self-appraisal
(82.7%), and knew the criteria well (90%). While a majority were of the view that SA should
be integrated with other appraisal methods (81.8%), some felt it self-sufficient. About 30% of
the teachers agreed their appraisal should be done by themselves and not involve other parties.
This means that close to one-third did not welcome the idea of being appraised by another
person. The mean rating for SA as a TPA method is 4.77, slightly higher than CO, and indicates
a high or favorable rating.
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Perceptions towards Lesson Planning as a TPA Method

Table 6 shows teachers' perceptions towards the school's use of lesson planning as a
performance appraisal method.

Table 6
Perceptions towards Lesson Planning (N=110)

Response Categories

Items ) M SD
Disagree Agree
1. Using lesson plan as appraisal method 5 105
IS very objective as teachers are trained (4.5%) (95.5%) 494  0.87
well in planning their lesson
2. Lesson planning helps teachers to 45 65

manage the actual teaching practice in (40.9%) (59.1%) 385 1.27
the classroom
3. Lesson planning does not assist the

teacher to organize instructional time 56 54 359 1.4
and is therefore not preferred as a (50.9%) (49.1%) ' '
method of appraisal

4. Using lesson planning as a method of
appraisal is not effective because 46 64 371 127
effective lessons cannot be fully (41.8%) (58.2%) ' '
described in a lesson plan

5. Using lesson planning as a method of 48 62
appraisal does not take into account the 383 131
teacher’s flexibility in actual teaching (43.6%) (56.4%)

6. Lesson planning should be combined 15 05
with other methods to make the (13.6%) (86.4%) 457 1.04

appraisal system more effective
7. Lesson planning as a method of
appraisal is not preferred because 46 64
overall effectiveness of a lesson cannot (41.8%) (58.2%) 372 1.27
be evaluated through the use of lesson ' '
plans only

4.00 1.17

Note: Agree = (Slightly Agree + Agree + Strongly Agree); Disagree = (Strongly Disagree + Slightly Disagree+ Disagree)

Lesson planning was perceived less favorably by the teachers compared to classroom
observation and self-appraisal. Although 95.5% perceived it as an objective appraisal method,
more than half of the sample thought that it cannot fully capture effective lessons (58.2%), nor
can it capture a teacher's flexibility or teaching talent in the classroom (56.4%). About 86%--
which is about 5% more than the rating of SA on this--agreed it should be combined with other
methods of appraisal to fully determine teachers' performance. The overall rating of lesson
planning as a TPA method was 4.00, lower than the previous two methods, but still regarded as
high.

Teachers’ Perceptions of the TPA Methods Used by the School

The overall analysis (Table 7) was based on the means and standard deviations of all items
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measuring the three TPA methods. The mean score for classroom observation is 4.72 with a
standard deviation of .837. For self-appraisal, M = 4.77 with an SD = .890, while for lesson
planning, M = 4.00 with an SD = 1.172. Based on the scale used to indicate the level, self-
appraisal and classroom observation have high mean scores, while that of lesson planning is
moderate at 4.00.

Means and Standard Deviatior;l-sag:‘eE;ch TPA Method (N= 110)
No TPA Methods M SD
1 Classroom Observation 4.72 .837
2 Self-Appraisal 4.77 .890
3 Lesson planning 4.00 1.172

Teachers’ Job Performance

Ten Likert items measured teachers’ job performance in this study. The overall mean of
teachers’ job performance is 4.01 (SD = .80) indicating a high level of job performance
perceived by the teachers teaching at the Islamic boarding school. Table 8 shows the
frequencies, percentages, means and standard deviations of all the items.

Table 8
Teachers’ Job Performance (N = 110)

Response Categories

Items M SD
N&R S F&A
1. | participated actively in 3 28 79
co-curricular activities (2.7%) (25.5%) (71.8%) 385 0.82
in my school
2. lam involved in setting 23 36 51 396 13
goals for my school (20.9%) (32.7%) (46.5%) ' '
3. I supervise my students 2 14 94 416 071
in their activities (1.8%) (12.7%) (85.5%) ' '
4. | prepare a scheme of 5 56 49
work at the beginning of (4.50%) (50.9%) (44.5%) 346  0.73
every term
5. | prepare a lesson plan 0 9 108
before the actual 0 0 0 4.65  0.52
teaching (0%) (1.8%) (98.2%)
6. | manage classroom 6 42 62 367 085
records actively (5.5%) (38.2%) (56.4%) ' '
7. | participate in staff 11 21 78
meetings (10%) (19.1%) (70.9%) 389 104
8. Itrytoalign my
instructional objectives 3 5 102 433 069
with the school’s vision (2.70%) (4.5%) (92.7%) ' '

and mission
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1. laminvolved in guiding 2 23 85 411 0.83
and counselling students (1.8%) (20.9%) (77.3%) ' '

2. | take the responsibility
to discipline my students 0 1 109
when they deviate from (0%) (0.9%) (99.1%) 4.66 0.49

the expected norms

4.01 0.8

Note: N= Never, R= Rarely, S= Seldom F= Frequently, A= Always

The figures show that huge majorities of the teachers make it their responsibility to discipline
students (99%), prepare a lesson plan before teaching (98%), and align instructional objectives
with the school's mission and vision (93%). Additionally, most teachers also supervised their
students' activities (85.5%), guided and counseled students (77%), participated in staff meetings
(71%), and took part in co-curricular activities (72%). However, less than half prepared a
scheme of work (44.5%) and participated in goal setting for the school (46.5%).

Relationship between Perceived Uses of Appraisal Methods and Teachers’ Job
Performance

To address this question, the study ran Pearson’s correlation analyses to examine the
relationships between perceived uses of the TPA methods and job performance. Table 9
summarizes the results.

Table 9
Correlations between Perceived Uses of the TPA Methods and Job Performance (N = 110)
Constructs Correlation Coefficient (r) Strength of Correlation
1. COandJP 251" weak
2. SAand JP 463" moderate
3. LPandJP -.143 weak
4. COand SA AT1** moderate
5. COandLP .188* weak
6. SAandLP -.113 weak
7. Overall TPA and JP .187* weak

Note: CO = classroom observation; SA = self-appraisal; LP = lesson plan; JP = job performance; **statistically significant at p
< 0.01; *statistically significant at p < 0.05

Two of the three bivariate correlations were statistically significant. More precisely, classroom
observation and self-appraisal were positively correlated with teachers’ job performance;
classroom observation at r (109) = .251, p =.008, and self-appraisal at r (109) = .463, p = 0.001.
Therefore, the null hypotheses for these associations were rejected. Although significant, the
strength of these associations is weak, or at best, moderate.

Meanwhile, lesson planning was negatively correlated with job performance, r (109) =
-.143, p = .137. Therefore, the null hypothesis was accepted, which means there is no
statistically significant relationship between lesson planning and job performance among
teachers teaching at the Islamic boarding school in Gontor. In addition, statistically significant
positive relationships were observed between classroom observation and self-appraisal, r(109)
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=.471, p =.001; and between classroom observation and lesson planning, r(109) = .188, p =
.05. That between self-appraisal and lesson planning was negatively correlated, r(109) = -.113,
p =.240.

DISCUSSION AND CONLUSION

Based on a high construct mean of 4.77, this research revealed that most teachers at the Gontor
Islamic boarding school perceived self-appraisal as the most effective TPA method. It was rated
the highest among the three predictor variables. Specifically, teachers perceived self-appraisal
as a comprehensive and viable TPA approach. Their rating of this method also underlies their
attitude towards instructional improvement. Teachers agreed that classroom observation and
lesson planning were moderately used by the school as TPA methods.

The study also discovered positive correlations between two TPA methods, i.e.,
classroom observation and self-appraisal, and teachers’ job performance, while lesson
planning was negatively correlated. Wanyama (2001) earlier observed that teachers would
require close and frequent supervision to maintain a consistent performance. Teachers tend to
benefit tremendously from the feedback given to them after every appraisal exercise.
Recommendations for improvement that come after feedback discussions enable teachers to
further enhance their professionalism as part of a broader professional growth strategy.

From the practical perspective, the findings of the study are relevant not only for
teachers, school boards and school principals of Gontor 1 as the main campus, but also for all
schools operating in Gontor and schools with a similar curriculum and characteristics. Based
on the results, the study suggests that school boards and school principals adopt and implement
effective appraisals in order to develop teachers’ instructional efficacy and job performance.
The outcomes of the study indicate that a combination of the three TPA methods would
significantly influence the development of teachers’ professionalism in school. School boards,
school principals and educators should, therefore, maximize the use of these methods by giving
informative feedback to further motivate teachers to excel at what they do.

In conclusion, performance appraisal guides school leaders to support and accomplish
the aims of instructional improvement. Such assessment is crucial for the sustainability of
instructional improvement for teachers in schools. Teachers’ appraisal is a paramount and
credible means to enhance instructional improvement. Taking into account this factor, it is vital
that school leaders implement an effective TPA since it is a powerful method for developing
high quality and meaningful teaching and learning.
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